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|. OBIHA XAPAKTEPUCTHUKA HA IUCEPTAIIMOHHUSA TPY [

1. Lex Ha npeacTaBsiHETO HA JMCEPTAIUOHHUSA TPY

B cworBerctBUe ¢ wi. 5 u wi 6, an. 2 or IlpaBunHuka 3a
OpraHu3aIyATa U MPOBEXKIAHETO Ha KOHKYPCH 3a NMPpU00MBaHEe HA HAyYHU
CTEIICHU U 3a€MaHe Ha akaJieMuyHu 1ibxkHocTh B YHCC, nucepraiinoHHUAT
TPyl C€ MPEJCTaBs B KaTeapa ,,YOBEIIKN pecypcH M COIMAJIHA 3alluTa’ 3a
MIPOBEXKIAHE HA TPOIEAYpa M0 MPEABAPUTEITHO 00CHKIAHE.

JlucepTalmOHHUAT TPY]l € ChOOPA3CH C U3UCKBAHUSATA, 3aJI0’)KEHU B UIL.
5,am. 3, 1. 1 u 2 ot [IpaBunnauka. Toii chabpKa TECOPETUIHH OOOOIICHHS U
BB3MOXKHH PEIICHUS Ha 3HAYUMHU 33 OBJrapcKkara MKOHOMHKA MPOOJIeMH,
CBBbpP3aHM C TPYAOBAaTa UHTETPAIIHs HA POMUTE.

2. AKTyaJHOCT Ha npodiema

B Bbbarapus jxuBesT npeacTaBUTENN Ha HaJl IBaJieCeT M IET €THOCA,
KOUTO CE€ pa3BUBAT B PA3JIMYHU CEKTOPU U CHC CBOSITA HEINOBTOPHUMOCT
JOTIPUHACST 32 MHOT000pa3ueTo Ha HalaTa MKoHOMuKa. PoMckara ob1HoCT
€ eIHa OT Hai-MHOrOYMCIEHUTE €eTHUYecKH rpynu y Hac. Cnopen
npebposiBanero Ha HCU mipe3 2021 r. st HabposiBa 266 720, winu 4.4% ot
aHKeTHpaHuTe juua. Bbopeku, ye e cbcraBeHa oT Haa 300 Buma u e
U3KIIOYUTEIHO Pa3sHOPOAHA, OOlla XapaKTepuCTHKa Ha Ta3u rpyna e
TpalHOTO M MapruHaiausupaHe. B roguHute Ha npexoj KbM Ia3apHa
UKOHOMHKA TO3U MpoOJieM € 00JIe3HEHO 000CTpeH, B CIEACTBUE HA KOETO
rojsiMa 4acT OT HEWHHUTE NpeACTaBUTEIN HamMHpaT TpyJ0oBa peanu3anus
U3BBH TEPUTOPHAIHUTE TpaHunu Ha bearapus. [lonacrosmem ce
Ha0JI0/1aBa MU3BECTEH HAIpPeIbK B MHTEIPUPAHETO HA POMCKHUAT €THOC Ha
TPYZOBHUS [1a3ap, KaTo HapacTBa Oposi Ha ObJIrapckuTe paboToAATENHN, KOUTO
IpEeIoYnTaT POMCKH CciayxkuTenud. Bce ome, o0Oade, moBeueTo cpemiaTt
TPYAHOCTU C TSIXHOTO YIpaBlieHHE, MOPagy KOETO B OOLIMPHU PErMOHU
poMuTe OCTaBaTr B nepudepusaTa Ha TpynoBus mazap. Cropen Jokiana Ha
OUCP ,1xonomuuecku nperien Ha boiarapus®, usnecen na 04.04.2023 r.,
0K0JI0 4/5 OT TpyAOCHOCOOHUTE POMM HE ca PEerucTpupaHHu B Oropara Io
Tpyna. CrienoBaTenHO T€ HSMAT JOCTBI JO IpeajaraHute oOydeHus u
MOMOII TPY HAMHpAHE Ha 3a€TOCT, T.€. OCTaBaT BCTPAHU OT MOJIUTUKHUTE 3a
O6opba c OeTHOCTTa U COIMATTHOTO U3KJIIOYBAHE.

Haii-uecTto aprymMeHTUTE MPOTUB HAEMAaHETO HAa POMHU KaTo paboTHa
CHjla ca IIUPOKO pa3lmpOCTPaHEHUTE CTEPEOTHNIM U HexoOpara
MEXIYKYJITypHa KOMIIETEHTHOCT. HO € BpeMe pbKOBOJUTEIHNTE Ja OCH3HAST,
4ye UHTEPKYATYPHOTO yIIpaBIeHHUE Ha NEpCOHANIa € €IMH OT U3TOYHULIUTE Ha
KOHKYPEHTHO IpeAUMCTBO. VIMEHHO 3HAHMATA U YMEHMATA 32 YIpaBJICHUE



Ha Pa3sHOPOAHA COLMO-KYIATYpPHA Cpe/ia YeCTO ca KIIYBT KbM HHOBAaTHBHU
pemieHns. Y ChBBPUICHCTBAHETO HA MPHCIIOCOOMMOCTTA Ha POMHUTE CIIPSIMO
M3MCKBAaHUATA HA TPYAOBUS Ma3ap B bbarapus mma noteHuuan na nogoopu
3HAYUTEIHO KAaKTO TSAXHOTO Onaromoiydude, Taka M Ja o0oratu
YIPaBICHUETO HAa CTOMAHCKUTE M HECTOMAHCKH OpPTaHMU3aIH C PAa3IUYHO
CBETOYCEIllaHe U HauMH Ha muciieHe. KyntypHoTo MHOroodpasue o3HayaBa
CBHBKYIHOCT OT Pa3JIMYHU TJIEHU TOYKU, (POpPMHUpPAHU KAaTO KOMITMIALUS OT
pa3iauueH mnpou3xoj], oOuyam, mnpaBwia U HopMu. Korato B eaHa
opranuzais padoTAT XOpa ¢ pa3HOOOpa3HM IIEHHOCTH, T€ MOrar Ja
TeHepUpaT 3HaHUS M YMCHHSI, HETHITMYHU 32 MOHOKYJITYPEH TiepcoHall. ToBa
¥ 1aBa Bb3MOJKHOCT JIa C€ pa3BHBa M0 YHUKAJICH U HEMIOBTOPUM HAuYUH H Ja
reHepupa NO-BUCOKAa e(eKkTHBHOCT. B TO3M KOHTEKCT ce ouepraBa
AKTYaJIHOCTTA Ha u30paHaTa rnpodieMaruka.

3. O0eKT U mpeaMeT HA U3CJIeBAHETO

Obexm Ha u3cienBaHe B UCEPTAIIIOHHUS TPYA € POMCKUS paOOTHUK/
CIIY’)KHTEJl M HEeroBara MpUCIIOCOOMMOCT KbM HM3UCKBAHUATA HA TPYIOBHS
nazap. Koonepupanero Mexxay eTHOCUTE € BaKeH (PakTop 3a MOCTUTaHEe Ha
BUCOKH MKOHOMHYECKH pE3yaTaTd, (PMHAHCOBAa CTAOMIHOCT M COLMAIHO
commkaBaHe. [loMMKyNTYpHHAT TIEpCOHAN OTKpOsiBA KOMIIAHHATA B
KOHKypeHTHaTa OW3HEC cpena, 3amoTo  Pa3HOOOpa3HeTo  HOCH
HEMOBTOPUMOCT, KOSITO € KJIF04 KbM WHOBAIIMH U HECTAH/IAPTHU PEIICHUS.

Ilpeomem na uzcredsanemo € UACHTH(PUIMPAHE HA Bb3MOXKHOCTH 32
YCBBBPIICHCTBAHE HA MPUCIIOCOOMMOCTTA HA POMCKHUTE CIYKUTENU CIPSIMO
U3MCKBaHUATAa Ha TexHUs paboTojgaTen, KakTO W HU3pabOTBaHE Ha
TEOPETUYHO-aHAIUTUYHA paMKa 3a eTHHYeCcKa MPUEMCTBEHOCT Ha
pabOTHOTO MSICTO.

4. U3ciienoBarelicka Te3a

B ocHoBara Ha AWCEPTAIMOHHUS TPYHI € 3aJI0KCHA me3ama, 4e B
OBIATapCKUTE MPEINPUITHS UMa HAETH POMCKH CITY>KUTEIH, KOUTO HE MOTaT
Ja pa3rbpHAT CBOS TMOTEHIMAT M TEXHUAT MPUHOC € HEJOCTaThYeH 3a
MOBUINIaBaHe Ha (upMeHaTa peHTaOWIHOCT. 3a YCHBBPIICHCTBAHE Ha
TAXHATa MPHUCIOCOOMMOCT C OIJIe] MO-BUCOKA CTEMEH Ha M3MbJIHEHUE Ha
WU3WCKBaHUATA, € HYKHa IeJIeHacouYeHa paboTa 3a CoOIUaJHA U
WKOHOMHYECKA aJalTalds Ha OCHOBA Ha KYJITYPEH IUTYpPaIU3bM, Upe3
aneMaHe Ha HAKOHU aCIICKTHU Ha '-IY)K}IaTa KynTypa, CprIMO KOUTO HMa
0OCh3HATa HEOOXOIMMOCT.

5. ea 1 3a1aum HA U3CJIeBAHETO
LJenma Ha nUCEPTAIMOHHMS TPYH € Aa c€ 000CHOBE HEOOXOAUMOCTTA
OT YCHBBPIIIEHCTBAHE MPUCTIOCOOMMOCTTA HA POMHUTE CIPSIMO U3UCKBAHUATA



Ha TPYIOBHUS TNa3ap, KaKTO M Jia C€ NPEII0KaT BH3MOXKHH BapHaHTH,
NPUIOKUMHU OT CTpaHa Ha pabOToIaTeNUTe.

3a aprymMeHTHpaHe Ha Te3aTa M MOCTUraHe Ha M3CjeoBaTesIcKaTa el
ce aeuHMpar CICAHUTE 3a0adu.

1) Pa3kpuBaHe CHIIHOCTTA U 3HAYCHHETO Ha MPHCIIOCOOMMOCTTA KaTO
MEXaHH3bM 3a [OCTHI'aHE HA CHOTBETCTBHE C M3MCKBAHUSITA Ha I1a3apa Ha
Tpy/Ja ¥ aKIEHTUPaHE BbPXY CIHOCOOHOCTUTE M YMEHUsTA, HEOOXOIUMH 3a
HEWHOTO YCHhBBPIICHCTBAHE;

2) IIpencraBsine cnenuuaHUTe 0OCOOCHOCTH HAa pOMCKaTa OOILIHOCT B
Beirapus, B T.4. poMckara KyATypa ¥ MaHTAJIHTET, KaTo (akTop 3a
ycrnenrHara (HeycrenHaTa) u Tpy/10Ba HHTerpars;

3) U3BbpiiBaHe Ha KOMILICKCCH W 3a]IbJIOOYCH aHAIM3 HAa OCHOBHHU
TEOPETUYHH KOHIEMIMA B OO0JIACTTa Ha YIPABICHUETO HA YOBCIIKUTE
pecypcH, Bb3 OCHOBA Ha KOWTO WACHTU(HIMPAHE HA HAYMHU 32 U3MEPBaHEe
Ha HECHOTBETCTBHETO MEXKIY U3MCKBAaHHATA HAa pabOTOAATENsI U YMEHHUATA
Ha CIYXHUTENs, KakTO M BB3MOXHH pCIICHUS 32 YChBBPIICHCTBAHE
HPUCIIOCOOMMOCTTA Ha POMCKHUTE CIIY)KHTENN B TPYIOBA CPEAa;

4) Pa3paboTBaHe Ha aNTOPUTHM, B T.4. METOIOJIOTHS U METOJHUKA 32
U3CJIe/IBaHE PUCIIOCOOMMOCTTA Ha POMHUTE KbM M3UCKBAHHATA HA TPYOBHUS
nasap;

5) IlpoBexxnaHe Ha EMIUPUYHO U3CICABAaHE, MPEAHA3HAYCHO [a
YCTaHOBH CTEICHTA Ha MPUCIIOCO0sIBAHE HA POMCKHTE CITY)KUTENIU Ha ra3apa
Ha Tpyza ¥ jaa (opMyiaupa H3BOIH, apryMEHTHPAIId HEOOXOAUMOCT OT
npeanprieMane Ha IOJAXOJSIIM JCHCTBHS 3a YCHBBPIICHCTBAHE Ha
IPUCTIOCOOMMOCTTA UM, KaTO MPEANOCTaBKa 3a MOBHUIIaBaHEe €(PEeKTUBHOCTTA
Ha U3CJICIBAHUTE OPTraHU3aIHH.

6. Orpanuyenust

Ozpanuyenusma IPoOU3THYAT OT 00EKTa, MpeIMeTa, IeNITa U 3a/Ja9UTe
Ha JUcepTallMOHHUS TpyA. M3cnenBaneTo ce KOHIIEHTpUPA BbPXY aCMIEKTUTE
Ha TpyaoBus mazap. OrpaHUYEHHATa ca BBBEIEHU C IeJ M3SCHSIBaHE Ha
o0xBaTa Ha MO-3HAYMMHUTE BBIIPOCH, CBBP3aHH C YCHBBHPIICHCTBAHETO Ha
MPHUCTIOCOOMMOCTTa Ha POMCKHS €THOC KbM H3MCKBaHHATA HA Mas3apa Ha

TpyZaa.

7. MeToa0/I0rH4Ha OCHOBA HA U3CJIE€ABAHETO

W3non3BanusT uncmpymenmapuym B paboTara IO JucepTaluara

BKJIFOUBA Pa3HOOOPA3HH METOJIU M CPE/ICTBA:

* IpOy4YBaHE Ha JIUTEpaTypa, pe3yJlTaTH OT TEOPETUYHU U EMIHUPHYHH
u3cieaBaHuss B o0JacTTa Ha MKOHOMMKATa Ha TpyJa, YIPaBIECHHETO Ha

YOBCUIKUTC PCCYpPCH, OpTraHHU3aAllMOHHATA IMCUXOJIOTUA U OpP., CTATUCTUUCCKHU

HN3TOYHHIIH,



* TEOPETUKO-CHIIOCTABUTENIEH U CUCTEMEH aHaJIU3 U CUHTES;
* UHJIYKTUBEH U JI€AYKTUBEH METOI;

* Cb3/1aBaHE Ha METOAMKU;

* KOHCTPYUPAHE Ha BBIPOCHUIIY;

* HHTEPBIOUPAHE;

* aHKETHUPaHe;

* cTaTUCTUYECKa 00pabOTKa Ha TaHHH.

8. HayuHa HOBOCT Ha M3CJIeIBAHETO

HayunaTta HOBOCT ITpoM3THYa OT JIMIICATa HA KOMIUIEKCHU TEOPETUYHU
U CMIUPUYHH  U3CHeABaHMs, (OKYCHpPaHH  KOHKPETHO  BBPXY
YCBBBPUICHCTBAHETO HA MPHUCIIOCOOMMOCTTA HA POMHUTE KbM M3MCKBAaHHUATA
Ha TpynoBus maszap B bwarapus. OOCTONHUAT mperjie] Ha HaydyHaTa
JuTepaTrypa OTKpHUBa TPYAOBE, KOUTO CE OFPAHMYABAT CAMO JO0 TE€CEH KpPbI
OT H3CIIEIOBATEICKA BBIPOCHU, TEOPETUYHH PAMKU M METOHOJOTHH.
KoHKkpeTHHAT HayueH MpPUHOC Clie[Ba Jla Ce ThPCH B pa3paboTBaHETO Ha
NPAKTUYECKH pEIIeHUs 3a TPUCIIOCOOSBAHETO HA POMHTE CIPSIMO
M3HMCKBaHUATA HA JUITbKHOCTTA, KOATO 3a€MaT B MPEANPUATUETO.

1. OBEM U CTPYKTYPA HA JMCEPTALIMOHHUA TPY ]

CrpykTypara Ha AMCEPTAIIMOHHUS TPYI € JIOTUYECKH OOBBp3aHa C
MIOCTAaBEHMTE 1€ U 33/1a4l U CE ChCTOM OT YBOJI, TPH IJIaBH, 3aKJIIOUCHHE,
MPUJIOKEHUS U CIHUCHK HAa M3MOJ3BaHaTa nuteparypa. O6muar odem e 112
CTpaHUILIU, ChIbpKalum 22 gurypu. M3non3Banara nuteparypa BKIO4YBa /8
MU3TOYHHKA.

ChabppikaHUETO € U3JI0KEHO B CIIeTHATA TIOCIEIOBATEITHOCT:

YBoa

IIvpBa raasa. [IpucnocoouMoCTTa KATO MEXaHU3BM 32 MOCTUTAHE HA
CHOTBETCTBHE ¢ H3UCKBAHUSATA HA Ma3apa Ha TpyjAa

1. TeopeTyHH OCHOBH Ha MPUCIOCOOUMOCTTA KbM M3UCKBAHHTA Ha
nasapa Ha Tpyaa

2. IIpucnocoGMMOCTTa KbM M3UCKBAHUSTA Ha TPYAOBUS Ma3ap KaTo
CBBKYITHOCT OT YMEHHUS

2.1. OO COMMOKYITYPHH CITOCOOHOCTH

2.2. CrenpuaHY COMMOKYATYPHU CIIOCOOHOCTH

O0600611eHH N3BOIU

Bropa rnasa. IIpucnocooumocTra Ha poMUTe KbM U3UCKBAHUATA HA
TPY/AOBHS Na3ap KaTO 00eKT Ha U3CJIeJBaHe U YChbBbPIIEHCTBAHE

1. Cnenuduyunn 0co6eHOCTH Ha poMcKaTa oOuIHOCT B brirapus

1.1. demorpadcku xapaKTepUCTHKH Ha POMCKHSI €THOC



1.2. PoMckara KyaTypa KaTo MpeanocTaBKa 32 HEChbOTBETCTBUE MEXKIY
M3MCKBAaHUATA HA pab0OTOAATENS U YMEHHSTA Ha CITYKUTEIS

2. IlpeononsiBaHe HAa HECHOTBETCTBHETO MEX/Ty M3UCKBAHUATA HA
paboTonaTelns ¥ COLMOKYJITYPHUTE CIIOCOOHOCTH HA POMCKHSI CITYKHUTEI
2.1. I3mepBaHe Ha HECHOTBETCTBUETO MEX/1Y U3UCKBAaHUATA HA
paboTozatelis U YMEHUATA HA CILY>KUTEJIs

2.2. Bp3MOXHHU pelIeHus 3a YChbBbPIICHCTBAHE MPUCIIOCOOMMOCTTA Ha
POMCKUTE CIY>KUTEJIH B TPYyJl0Ba cpela

3. Meronrka U METOJIONIOTHS 32 U3CTIeIBaHE MPUCIIOCOOMMOCTTA HA POMUTE
KBbM M3UCKBaHHSTA HAa TPYIOBHS Ma3ap

O06001menu n3BoU

Tpera riaBa. YcbBbpUIEHCTBAHE MPUCIIOCOOUMOCTTA HA POMHUTE KbM
W3HCKBAHHUSATA HA TPYAOBHs Na3ap B bbiarapus (eMnupu4Ho
H3CJIeIBaHe)

1. KoHuenTyaiHa paMKa Ha eMIMPUYHOTO U3CIIE/IBaHE

2. Pe3ynTatu oT U3CiIeABAHETO

2.1. AHKeTHpaHe Ha pPbKOBOJIHUTE KaJpu

2.2. AHKeTHpaHe Ha POMCKHUTE CIYXUTEIN

2.3. AHanu3 Ha pe3yiTaTuTe

3. O000IIeHN U3BOIU ¥ MIPETIOPHKU KbM PBKOBOJICTBATA HA OPTraHU3AIUNTE
3akio4enue

I11. CAHTE3UPAHO U3JIO)KEHUE HA JTMCEPTAITMOHHUA
TPY

YBon

B yBoma Ha pa3paboTkara ce 00OCHOBaBa HeWHaTa akTyaJHOCT U
3HAYMMOCT M C€ TPEJCTaBsi KOHIIETITyallHaTa pamMKa Ha H3CJEeIBAHETO —
IpeaMeT, 00CKT, eI, 33/1a4H, METOI0JIOTHS M OTPAaHUYCHHUS.

IIvpea 2nasa. IIpucnocoOMMOCTTAa KATO MEXaHU3bM 32 IOCTUTaHe
Ha ChOTBETCTBHE C M3MCKBAHUATA HA Na3apa HA TPyAa

[IppBa ryIaBa MMa TEOPETHYEH XapakTep M € IpeJHa3HayeHa [Ja
pa3Kpue ChIIHOCTTa M 3HAYEHHUETO Ha MPUCIIOCOOMMOCTTAa KaTO MEXaHU3bM
3a IOCTUTaHE Ha ChbOTBETCTBUE C M3MCKBAaHUATA HA Ia3apa Ha TpyAa, KaKToO
U Jla aKUeHTHpa BBPXY CIOCOOHOCTHTE M YMEHHUSTa, HEOOXOAUMH 3a
HEMHOTO ycbBBpIIEHCTBaHE. [10 TO3M HaUMH ce pelaBa nvpeama NOCTaBEHA
u3cien0BaTeNcka 3aaaqa.

1. TeopeTH4HM OCHOBH HA MPHCIOCOOMMOCTTA KbM
H3UCKBAaHHUSATA HA Ma3apa HAa TpyAa



B To3u maparpad ce mpencTaBAT BOJCIIM TEOPETUYHH MOCTAHOBKH
OTHOCHO TPHCIIOCOOMMOCTTA KaTO Ka4yeCTBO Ha JIMYHOCTTA M B YaCTHOCT
nprucrnocoOMMOCTTa KbM M3MCKBAHUATA Ha Ia3apa Ha TpyZda Kato GaxTop 3a
WH/IMBUyallHA U OPraHNW3alMOHHA €()EeKTHBHOCT.

[TponsxoapT Ha naymara HOPUCHOCOOMMOCT HABA OT JIATMHCKATa
»adapto®, KoATO ce CBBbp3Ba C KOpPUIMpaHe Ha CHCTeMa WM IpOIIEC,
U3IIPABEHU IIpeJl HEOYaKBaHU CMYIIABAIIM OOCTOATENICTBA. TOBa € yMeHue,
KOETO CIIOCOOCTBAa 3a M3MEHEHME Ha JIeHCTBHME, KypC WM MOAXOJ KbM
NOCTUTaHE Ha JajJeHa [eJ, BBIPEKH Ch3Aajara ce CHTyalus.
[TpucnocoOumocTTa U3BBPIIIABA MPOMSIHATA CBOEBPEMEHHO M OaJaHCUPAHO
06e3 3HaumrenHu 3aryOm. HeiiHoTo mpuiokeHne B obimacTTa Ha
OpPraHU3allMOHHOTO YIPABJICHUE MOXKE KAaTO IUI0 J]a Ce Pas3riiexaa Karo
CHOCOOHOCT Ja ce€ MPOMEHM Hemo WIM Ja ce IMPHUCIIOcCOOU KbM
HACTBIIBAIIUTE IPOMEHH".

KnrouoB enemMeHT 3a mpucnocoOsiBaHETO € (OKYCHT BBPXY
00CTOsATENICTBATA, HA KOUTO MOXE /1a CE BIIUAE, @ HE BbPXY T€3H, KOMTO HE ca
MIOJ] HAIll KOHTPOJI. AKO JINYHOCTTA C€ ChCPEIOTOYaBA TBBP/E ABJITO BBPXY
BTOpaTra Tpymna, Hie 3ary0W CTHUMYJI JAa Opoabku Hampen. CuiHara
BBTPEIIHA MOTHUBALIUS € pelIaBallia 32 HAMUpPaHe Ha U3X0Jl OT Bb3HUKHAIIUTE
npo0OsieMy, 3aToBa € HEOOXOJMMO Jla C€ OTYMTAT BCUYKU E€JIEMEHTH Ha
cpeaara, HO BHUMAHHUETO Ja ObJie HACOYEHO KbM HelllaTa, KOUTO MOAJIeKaT
Ha rpoMsiHa. bpp3ara Hameca e OT pelraBalo 3Ha4eHUe, HO MO-ChILECTBEHO
€ MPEeLU3HOTO aHAJIM3UPaHE, KOETO B KpPaTKU CPOKOBE Ja JOBEIE [0
HE00X0/IMMOTO pa3pelIeHue.

[TocpencTBoM alanTUBHU METOAM SBUIIHMAT ce PoOIeM Moske J1a Obie
TPaMIUIMH, Ype3 KOWTO CIY)KHUTENAT Ja MoKake moTeHmuana cu. Cropen
noknan Ha yHuBepcuteta Kent BBB BenukoOputanus, 91% ot
MEHUKBPUTE TI0 YOBELIKU PECYPCH cMsATaT, ye 10 2018 r. ciyxurenure e
ObJaT HaeMaHW 3apajJy CIIOCOOHOCTTa UM Jla C€ CIIPaBST C MpOMsHATa U
HECUT'YpHOCTTA?. VIHCTMHKTHBHO BCEKHM CE MPUTECHSBA OT ChIIECTBEHH
pedopMu, HO Te B MHOIO ClIydyaud ca HaJIOKUTEITHH 3apaau I'bBKaBara
NOJUTHKA Ha Ma3apHaTa MKOHOMHUKA. Bbp30 HacThIBalUTe H3MEHEHHS
BOJIAT 1O KOHIOHKTYPHH ITPOMEHH, TOPAJH KOUTO Ce HajlaraT He0OOXOAMMHUTE
pedopmu. PbKOBOAMTENHM ¥ CIY)KHTENH, KOWTO MOTAaT Ja OBIAIEST
BPOICHUTE UMITYJICH Ha HECUTYPHOCT ITPH TIPOMSIHA, Ca B ChCTOSTHUE HE CAMO
Jla B3eMaT aJIeKBaTHU PEUICHHUS, HO ¥ J1a CTUMYJIMPAT OCTAHAINTE YIaCTHHUIINA
Ha TPYAOBUS Ta3ap.

1 Andresen, K., N. Gronau. An Approach to Increase Adaptability in ERP Systems. In:
Managing Modern Organizations with Information Technology: Proceedings of the 2005
Information Resources Management Association International Conference, 2005.

2 https://www.kent.ac.uk/careers/sk/adaptability.htm
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B 0bp30 pa3BuBamara ce mazapHa UKOHOMHKA MPECTPYKTYPUPAHETO
Ha MpeINnpUATUsATa € OOMUYaiiHa MPAaKTUKA U 32 MHO3WHA TOBA € U3TOYHUK Ha
cTpec. 3a MPUCTIOCOOMMHUTE U I'bBKABU CIYKUTEIH € Bb3MOXKHOCT J1a TOeMaT
HOBH POJIM U OTTOBOPHOCTH, KOMTO PA3IIUPSABAT MOPTHOIUOTO UM OT OIUT U
yMmeHus. Te ca LIeHHH He caMO CbhC CIIOCOOHOCTTA CH J1a pearupar obup30 u
a/IeKBaTHO Ha HEOYAKBAHO IIPEM3BUKATENICTBO, HO U 3apaau OanaHca, KOHTo
BHAaCAT CbC  CIOKOMCTBHETO M  TOTOBHOCTTa  Ja  IOCpEILar
IIPEIU3BUKATEIICTBA.

[TpUHIMITHO TPUCTIOCOOMMOCTTA € ECTECTBEHO YMEHHE, HO TO MOXKE J1a
ObJe OBIAAIHO M pa3BUTO. llpenn BCHYKO ce M3UCKBAa BHCOKA
KOHIICHTpaLus, 3a Aa ObaT 3a0ens3anu npoMeHuTe B cpenara. Heooxonumu
ca Ch3HATEIHM YCWIMs, 3a Jla ce€ HaMepu Hail-noOpus noaxox 3a
CBOEBPEMEHHO M TIJIaJKO ajanTtupaHe. YecTo dYyXIUAT OHNUT € OT
CBIIECTBEHO 3HAYEHME, TOH MOXKE Ja JOII'BJIHU JIMIICBAILUTE PECYPCH U Ja
HaMaJM cTpeca.

B koHTekcTa Ha  ympaBIEHHETO Ha  YOBEIIKHTE PECypCH
MPHUCIIOCOOMMOCTTA € CIIOCOOHOCTTA Ha €IMH CYOSKT Ja Ce HAroaW KbM
INpOMEHAIa Ce ACWCTBUTENHOCT B paboTHa cpema. ToBa e ,,BBHIIHO
IpOsIBICHUE Ha CBOWCTBAaTa Ha HIKOM OOEKT B JajeHa cuctemMa OT
otHomenus*®, TIpucnocobsaBaHeTo M3IM3a OT cdepara Ha ONpeJeNeHH U
TBBPJO (PUKCHpPaHU HOPMHU U Cbh3/1aBa MOJBUKHA LIEHHOCTHA OpPUEHTALU,
HaJIO’KEHA OT MIPOMEHSIIIATA ce JeHCTBUTENHOCT. TOBa € BUJ HallyCKaHe Ha
CUT'YpHOCTTA U TIOEMaHe Ha €BEHTYAJIEH PUCK OT IPOMSIHA.

[TpucnocoOumocTTa € ChCTOSIHME HAa HETPAWHO I'bBKABO IMOJIOKEHHE,
KOETO aKTUBHO ThPCH yCIIeX ChOOpa3HO HACThIBALIUTE U3MEeHEHUs. OT eHa
CTpaHa TS € OpUEHTHUpaHa KbM OYaKkBaHU pepopmMH, a OT Apyra uma
CIOCOOHOCTTA J1a TH WHHUIMHpA. lIpuTekaBa ClETHUTE XapaKTEPHCTHKU:
IIPO30PJIMBOCT, 'bBKABOCT U KOHLIeHTpauus. [Ipo3opauBocT e cnocoOHOCTTa
Jla ce CbCTaBU IpejacTaBa 3a OBbJAEHIETO Bb3 OCHOBA Ha Oene3n oOT
HACTOSIETO. ['bBKABOCT € YMEHHETO Ja ce JeicTBa aJleKBaTHO B elHa
HENpeKbCHATO MIPOMEHSIIA ce BbTPEIIHA U BbHIIHA cpea. KoHueHTpamus e
Ka4eCTBO, Ype3 KOETO C€ HACOUBA MHIUBUAYATHUS UIH KOJIEKTUBHUS (OKYC
" pECypCHU KbM €AWH WA HAKOJIKO €JICMCHTA CTHOBPECMEHHO.

B ocHoBara Ha Bcsika ¢opma Ha IPUCTIOCOOSIBAHE CTOU CTPEMEXBT HA
WHIVWBUIA Ja C€ HAarogd KbM TIpOMsSHATa C IeJd 3aJ0BOJIIBaHE Ha
notpedbHocTH. B enHO npeanpustue HEOOXOAUMOCTTA OT MPUCTOCOOMMOCT
€ 3aJIBJDKUTEIHA 32 BCEKH CIIYKUTeNl. BbB BCeKH KOJIEKTUB U3UCKBAHUATA Ca

3 Aranacos I'., YoBeKbT B yIpaBJIeHHETO Ha 001IecTBOTO, M3, Hayka u uskyctso, Codus
1978.



Ppa3jIndHu U Ta3 MHOT'OJIMKOCT ITOCTAaBA HYXXJaTa OT TOBAa BCCKU J1a ITPOSBsABaA
HYy)XHaTa aJallTUBHOCT, 3a Aa 6’bﬂaT MU3IIBJIHCHU.

2. Ilpucnoco0uMOCTTa KbM H3UCKBAHUSATA HA TPYAOBHUS Na3ap

KAaTO CbBKYIIHOCT OT YMEHHUA

[IpennazHaueHneTo Ha TO3M Haparpad e Ja npeacTaBy pa3HOPOIHUTE
CIIOCOOHOCTM M yMEHMsI — TPEANocTaBKa 3a BHCOKa CTENEeH Ha
MPUCIIOCOOMMOCT B TPYAOBa Cpelia.

YMeHHEeTO € CIIOCOOHOCT, KOSITO C€ pa3BHBa 3a Ch3/IaBaHE HA IMOXBAT U
BEIIMHA, KOUTO MPaBAT MHIMBHIA IIeHEH. To € (akTop 3a MOCTHUraHe Ha
nenu. B yciioBus Ha KOHKYPEHTEH TPYAOB Ia3ap YMEJIMAT CE OTKPOsBA C
peBb3X0ACTBO. OT NKOHOMMUECKA TJIEAHA TOUKA, PA3TPAHUYEHUETO MEXKAY

o0y u crienupUIHN YMEHHS € 0COOCHO BayKHO®,

2.1. O61M cOMOKYJITYPHH CIIOCOOHOCTH

OO01muTe COUMOKYATYPHU CIIOCOOHOCTH ca Te3U, KOUTO MO3BOJISBAT HA
WHIWBHU/IA J1a 00IIyBa ¢ ocTaHaHTe. Te oopMsT KaKTO HaYUHA, 110 KOHUTO
paboTH, Taka W KadecTBaTa M HArjlacHTe, KOUTO TOW JIEMOHCTpPHpA B
€XKETHEBUETO CH.

2.1.1. MotuBauus. Ts ¢ OCHOBHUS MEXaHH3bM, KOUTO CTUMYIUPA
neiictBueTo wunu  Oe3neiictBuero Ha wuHAuWBUAA. Chabpxa I1eneBa
HACOYEHOCT, Ype3 KOSATO MOCPEACTBOM MMOCTOSIHCTBO CE IOCTUTAT PE3yTaTH.
MotuBanusTa € IMCHUXOJOTHYecKa IEHHOCT, OTHACSIIAa C€ [0 KEJIaHue,
MOCOKa, CTETNeH Ha KOHILIEHTPALIUS, YIIOPUTOCT, ycTosiBaHe. Criopen Mapun
[TayHOB MoOTHBaNusiTa € ,,KIIOUOBHUAT MPOOIEM Ha BCSIKO YIpaBJICHHWE Ha
YOBEIIKATE PECYPCH B enHa opraHmsamus.‘® Ts urpae Bojema pois 3a
OCHTYpsIBaHE Ha pacTeka 4pe3 BHTPEIIHU W BHHIITHU CTUMYJIU. BBHITHUTE
UBAT OT CTPAHWYHU MATCPUATHHU WM TICHXOJIOTUYECKU YCIIOBHSI, KOUTO
CTUMYJIMPAT CIYKUTENS Ja U3NBJHABA AaJieHu 3ahauyud. OOUKHOBEHO ce
u3pa3zsaBaT B HaKa3aHUS WM Harpaid. DBbHIIHATA MOTHBAIMS MOXE
HENPEeKbCHATO Ja C€ TPOMEHs C OIJie[ IBIHOIEHHO BB3JCHCTBUE, a
BBTpEIIHATa ce oO0yclnaBsd OT coOCTBeHUsT HU300p, KOMIIETEHTHOCT U
HEO0O0XOIUMOCT.

EnuH 0T M3TOYHUITUTE HA MOTUBAITUS 32 TPY/ HA OIIPEIeTICHO pabOTHO
MSCTO € TOTpeOHOCTTa OT OOIIyBaHe, MPUHAJICKHOCT KbM JajicHa Tpyria.
UyBcTBara ca MPUITOBAWTHATH, KOTATO CIYXHUTEIAT € TpPHET, pa30opaH H
MOXXE€ J1a YTBBPJIU MHEHHETO 3a cebe cu. Tyk € MsICTOTO, KbJETO MHOTO
MEHU/KBPH Ha UHTEPKYITYPEH MEPCOHAN C€ MPOBAJIAT. AKO UMa CITY)KUTET

4 Becker, G. (1962). Investment in human capital: a theoretical analysis. Journal of Political
Economy, Vol. 70, No 5.
5 [Taynos M., Tpynosa motusamus, u3z. Cuena, Codus, 2009 .



OT pas3JIn4eH eTHHYECKH IMPOU3XO0]I, 38 KOUTO Ca paslpOCTPAHEHH HEraTHBHU
CTEPEOTHUIIH, Y€CTO € OTXBBPJICH 10 mpe3ymmnusa. Haykarta e qokasana, ue
Tasd TOTPEOHOCT € Cpel OCHOBHHMTE, TS € OCHOBOIOJaram@a 3a
CBIIPUYACTHOCTTA HA CIAYKHTEIS KbM OpraHM3aldsTa W 3aroBa €
HAJIOKUTEIIHO Ja M ce OObpHE CIElUaTHO BHUMaHHE. I[IpOSIBEHOTO
ChUYyBCTBHE OCH3HATO Ch3HM1aBa KATO BEJIMKOYIITHO ITOAIIOMAara KbM BHCOKa
npoayktuBHOCT. Criopen EBrenn EBrenues ,,eMmaTusTa ¢ BHCOKO IIEHCH
dakTop Ha pabOTHOTO MSCTO, Thil KAaTro IMO3BOJIIBA Ha PAOOTHHIIUTE |
CITY)KHMTEJIUTE JIa MPEOI0JIEAT BCHUKH HEYI00CTBA, CBBP3aHU ¢ PabOTHOTO
UM HaToBapBaHe. ® KoraTo moTpe6HOCTTa OT IPHHAUIEKHOCT € 3310BOJIEHA,
JMYHOCTTA ITBJIHOICHHO J00aBsi CTOWHOCT HA BCHYKO, KOETO BBHPIIIH.

2.1.2. JucumnimHa. IlpencraBnsBa TOTylIaBaHe Ha OCHOBHH
JKEJTaHUS U CTPEMEKHU C LeJ peryjaupaHe Ha JTUYHOCTHOTO MOBeacHUE. B
TPyIOBa cpefa Ts Ce Mpujara KaTo CHCTeMa OT YCTAHOBEHH HOPMH Ha
[IOBEJEHUE, KOUTO Ca 3aIBb/DKMTENIHA 3a KOJEKTHBA. Ta3su IIEHHOCT HMMa
Ba)KHa POJIS 3@ BCAKO MPEANPHUATHE, 3al[0TO HAJlara o CIpaBeIjIuB HAYHH B
HIOIXOJISIII] MOMEHT IPAaHMIIA HAa KOPEKTHO MoBeaeHue. Te ocurypsiar 100pu
B3aUMOOTHOIIEHUST MEKIAy paboTomaTeiad, CIYXHTEIH, JOCTaBUYMIIH,
kiarenTr. Criope HIKOW aBTOPH, ,,BCHIMHOCT JUCIUILIMHATA HE OMPEIeIIs
KaKBO J[a IPAaBUM U KaKBO JIa HE TPaBMM, a KakK Jia IO HalpaBuM®.

Korato eiuH MEHHUIKBD B3aUMOJCHCTBA C MOTYMHEHHUTE CH OU MM
BB3/ICHCTBAN YCIEIIHO, aKO C€ OCHOBABA Ha SICHU MTPAaBUJIA U CIIPABEIITHBOTO
UM crasBaHe. B Ta3su BpB3Ka ce pasriexiaa MeToabT Ha ,,Jlo3uThBHA
mucnumumaa® 21 st Century Discipline — moaxonx 3a momabpskaHe Ha
JMCITUIIMHATA Ype3 MaKeT OT MO3UTUBHU TAKTHUKH, MPH KOUTO HE CaMo
eHaTa, a ¥ JIBETE CTPAHH ca yOeeH !, ue edenst’ . ToBa ocurypssa paboTHa
cpeia, B KOSTO CIIY)KHUTEIMTE C€ HAachpyaBaT KbM CaMOIMCIUILIMHA M
CaMOKOHTPOJI, KOUTO JIaBaT MHOTO II0-I00pH Pe3yJITaTH OT BHYIIECHHS 3a
cTpax.

2.1.3. KomynukaTuBHocT. KoMyHuKanusaTa MoXXe J1a ce pasriexna
KaTo JJMYHOCTEH IPOoLeC, KONTO BKIIOUBA TpaHC(ep Ha HH(OpMAIHs, KaKTO
W WM3BECTHO TOBENEHCKO chabpxkanue! Ts He Moke Ja ChIIecTBYBa
camMocTosITeNNHO 0e3 dYoBelIKa HaMeca, 3alloTo Cce OTHacsd Ji0
B3auMoOOTHouIeHus. KomyHukanusta Moxe Ja ObJe MpocTa, CIOXKHA,
dbopmariHa win HedopMmanHa CIOpeN E€CTECTBOTO Ha TMOCIAHUETO WU

B3aUMOOTHOLICHUATA MCEXAY HWHIAUBHUINTE. Ta e Bceku OOMEH Ha

6 Eprenues, E., EMOIMOHAIHA MHTEIMI€HTHOCT B tpynosara neitHoct, UK Illlanc, Codus,
2021.

"Kon, A., MUTBT 3a AUCUUILIMHATA, W31, ,,3T0K-3aman, Codus, 2011.

8 [lenescka, B., OcHOBHM KOMYHUKATUBHM yMeHus, u3a. I'paan, Codus, 2016.
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uH(pOpMAIIKS MEXKTY JIB€ OTHOCUTEITHO CAMOCTOSITEIIHA CUCTEMH. 3aTOBA JI0
rojisiMa CTEINEH 3aBUCH OT KOMYHUKATHBHHUTE CIIOCOOHOCTH HA WHIWBHUJA,
Yype3 Hesl TOU MpejiaBa CBOsITa €K3MCTEHIIUATHOCT.

Cnopen JIpanoy u IlanThH ,.,eAMH OT OCHOBHUTE MpOOJEMHU B
KOMYHHUKAIUATA C JPYTHTE XOpa €, ue TS Ce OCHIIECTBABA MO PA3IUYHU
KaHaJu ¥ Ha pa3IMYHU HUBA. 3aTOBa MHOTO KOMYHUKAaTUBHU HAUMHAHUS ca
HeycrenHy. JInyHuTe BApBaHusl, IEHHOCTH U KOOPAUHATHU CUCTEMU BIUSIST
BHPXY HauMHa, [0 KOMTO U3Mpaliame 1 noiydyaBame croOuieHus. Taka Hue
KOMYHUKHpaMe 4pe3 YeTUPH PA3INYHU KaHama: (pakTH, YyBCTBA, IEHHOCTH,
MHeHu .

Bapuepu mpen KOMYHUKAaTHBHOCTTa MoOraT na ObAar pa3nuyuus B
fepapxusTa, CEMaHTUYHHA MpoOjemMu (KOraro chOCCEIHUIIUTE BIaratr
pa3IUYHO 3HAYCHHE B JaJicHAa yMa), M3KPUBSABAHHUS HA BB3IPUATHETO
nopajay CyOeKTHBHA TMpeleHKa, (hU3MUeCKd Ipa3sHUTENH, JIom u300p Ha
KOMYHUKAIIMOHHU KaHAaly, JIUIICa Ha 00paTHa BPB3Ka, KyATYPHHU Pa3IUyusl.
[Tocneguute ca OCOOCHO BaXHM B HUHTEPKYIATYpEH KOJIEKTUB M TaM
KOMYHUKAIIMATA € 3HAYUTEITHO MO-TpyaHa. BaxkHO e B TakaBa cpena na ce
OTIO3HAAT KYJITYPHUTE IO BE3MOXHOCT ITOBEYE, a JOTOTaBa Jia ce HadJsAra Ha
HEMPUHYJICHU B3aUMOOTHOIIIEHHUS C TTOBEYE Pa3siCHEHUS.

2.1.4. OtroBopuoct. Mapus Kocryposa-IlapamkeBoBa ompenens
OTTOBOPHOCTTA KAaTo ,,C0XKHA (PUIOCOPCKO-eTHUYECKA KaTEropus, KOsITO
YOBEK OCBh3HABa M OCMHUCIS B IIpolleca Ha CBoeTo (opmupane u
YTBBPXKAaBaHE KaTO JIMYHOCT. TS € pe3ynraT OT HeropaTa coluain3amnus, B
mpoleca Ha KOATO YOBEKbT, YCBOSIBAKY COIMATHUS )KMU3HEH OIUT, OCh3HABA
CMHUCBHJA M IIEHHOCTTa Ha MOPAJIHUTE HOPMH M NPUHLIMIIH, MPUETH B
00111eCTBOTO, HA MOPATHUTE B3aUMOOTHOIICHUS W TEXHUTE HOCUTEIH —
apyrute xopa.“® OTroBopHOCTTa € KaTeropms, KOATO XapaKTepH3Hpa
YOBEIIKaTa JIEMHOCT OT TJIeJJHA TOYKA Ha MU3BBPIIBAHETO HA OOIIECTBEHUTE
HPaBCTBEHM W3HMCKBAHMS W HOpMHU. Ts € cBbp3aHa ¢ M300pa Ha pEIICHUE,
KOETO HE C€ B3€Ma B CIJIEJICTBUE HA NPEANOYUTaHUs, a 3a Jla OTTOBOPH C
MOBEICHHETO CH HAa HM3WUCKBAHMSTA HA OINpEAeNeHHM OOCTOSATENCTBA, Ha
oOIIecTBeHH 11eNH U 337a4u. ToBa € B3eTO pelieHre Ha 6a3a cBoOOIHA BOJIS,
3aI0TO JIMYHOCTTA UMa CIIOCOOHOCTTA Aa n3bupa.

HpaBcTtBenata opueHTanuss Ha OTIOBOPHOCTTa HAa WMHIUBHAA KBM
JIPYTHUs ¥ IPYyTUTE B 3HAYUTETHA CTETICH € CBBhp3aHa C KaTeropusTa I0BEpHeE.
JumutpoBa TO ompezens Karto ,BspaTa Ha WHIWBHAA B HaJUYUETO HA
KaueCTBa KaTO YeCTHOCT, JIOSITHOCT M Ha/IeXk THOCT TIPH OTBETHATa cTpaHa. !
JoBepueTo oT CBOsA CTpaHa KaTO HPABCTBEHA OLIEHKA U CTUMYJ MOTHUBUpPA

® Ludlow and Panton, The essence of effective communication, Prentice Hall 1995.
10 Kocryposa-Ilapamkesosa, M., HpascTeenara otrosopHoct, uzi. Omup, Byprac 1998,
11 Mumutposa 5., Koprnoparusna kyntypa, u3z. Konbuc, Copus 2015
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WHJUBU/JIA /1a U3MBJIHU MOETUS aHTAXUMEHT. HpaBCcTBEHUTE OTHOIIEHUS ca
oco0eH BHJI KOpPEKTHB B COIMajJHATa TIpyla Karo peryiupa OoOIuTe
COILIMATTHO-3HAYMMU TTOTpeOHOCTH Ha Xopara. Cniopen Ucak Ilacu ,,90BeKbT
caM cebe cu mpaBu; Tol He € M3HAYalIo OCBIIECTBEH, TOTOB, TOH caM ce
MpaBy, U30MPAKK MOpaJia CH, a HATUCKBT Ha 0OCTOSATEICTBATA € TAKBB, Ue
TOU HE MOJXKE J1a HE I/136I/Ipa“.12

OTHECceHO KbM PabOTHOTO MSICTO CITY)KHUTEJAT IMO€Ma OTTOBOPHOCT 3a
COOCTBEHUTE CHU JCHCTBUS KaTo CIa3BaHEe Ha KOPIOPATUBHHUS €THYCH
KOJICKC, TOH ce OOBBP3Ba C AYMUTE CH M M3IBIIHSABA MMOCTHS AHTA)KHMCHT.
Bceku Haer Ha paboTa mojydaBa CIHCHK C TIPaBa U 33bJDKEHUS, HO CaMO
OTTOBOPHUTE JIEGMOHCTPUPAT TOTOBHOCT HE CaMO Jla C€ MPUAbPKAT KbM THX,
HO C€ 00BBP3BAT ChC 3aIBHKCHUETO 32 KAYECTBEHO U3ITbIHEHUE.

2.1.5. AnantuBHOCT Ha pa6oTHOTO MsicTo. JKan [Inaxke cumra, ye
aJJalITUBHOCTTA € COLMaJIeH ()eHOMEH, KOWTO MPUA00HBa 32 BCAKA JIMYHOCT
COOCTBEH CMHCBHJ, MOTHBAIMA M TEPCOHU(HIMpPA COLMATHA IIEHHOCTHA
cucrema.'® Ts npaBu MHAMBHIA OTBOPEH KbM IPOMSHATA, TOH MPEOIONIIBa
PYTUHHOCTTa B JIWHAMHUYHO B3aMMOJICWCTBHE C OOIIECTBEHATa Cpena.
AJIarITUBHOCTTA € M CIOCOOHOCT HAa JIMYHOCTTA Ja Mpeaycemia ChbOuTus 1
TEHICHIINH, J1a POTHO3Upa ObACIIa pa3Bph3Ka, 1a B3eMe Obp3H U I'bBKABU
peuieHusi, 3a na ce npucrnocodbu kpM mpomsiHata. Koraro nmdHocTTa €
CKJIOHHA KbM COOCTBEHO U3MEHEHHE, TS a1alTUpa Obp30 HATJIACH U YMEHUS
B CHOTBETCTBHE C HOBHTE H3UCKBaHHSA. B Ta3u akTUBHOCT ce mpueMa
Pa3IMYHOTO C OT3UBUYMBOCT U THPIUMOCT KbM JICHCTBUSTA HA IPYTUTE.

ToBa, KOETO HaW-MHOTO NpeYd Ha aJANTHBHOCTTa € CTPaxbT OT
npomsiHa. B cb3ganara ce npoTuBOpeunBa ChbBpEMEHHA JEHCTBUTETHOCT IPU
HEJI0CTaThuHA BBH3MUTATEITHO-00pa30oBaTeIHa OCHOBA MHOTO CITY>)KHTEIIA OT
POMCKH MPOU3XOJ HE YCIISABAT J1a Pa3BUAT ToBa kKauecTBO. [locnencTBusita
ciopen Mapusi benmoBa ca oruasHue, O€3MOMOIIHOCT, CaMOTHOCT,
KOH(POPMU3BM, KOH(MIUKTHOCT, arpeCUBHOCT, JE€BUAHTHOCT, XECTOKOCT,
NpecTbHIHOCT 1 T.H.2

[TpyHIMITHO alaNTUBHOCTTA C€ BH3MUTaBa B paHHA JIETCKa BBH3PACT
Yype3 HACOYBaHE Ha JETETO KBbM COIMAIHO OOIIyBaHe, MpHA0OMBaHE Ha
YMEHHETO Jla CIOAeNs B CBHCTOSIHME Ha Tmcuxuuecku kKomdopt. [lpes
TUMHEHDKBPCKUTE TOJIWHU JOKATO HHAMBHAA MMa CHJIEH CTPEMEX KbM
caMomu3siBa € HeoO0XOaMMO cBoOojara na ObJe chyeTaHa C OTTOBOPHOCT.
TBepau ce, 4e ,HeIOCTaThbUYHATA WM HEKAYeCTBEHAa IMOATOTOBKA 3a
aJICKBaTHOTO BKJIIOYBAHE B MKOHOMUYECKHS KUBOT HA MJIAJIUTE XOpa MOXKE

2acu U., KM dunocodusra Ha xusoTa, u3a. YU ,,Cs. Kin. Oxpuncku®, Codusa 1994
Bluanxe XK., U36pannsle cuxonormdeckue Tpyasl, n3a. Ilpocsenienne, Mocksa 1969

1 BeHOBa M., A]laHTI/IBHOCTTa nu HeCTaH)IapTHOCTTa Ha JIMYHOCTTA B yCHOBI/IﬂTa Ha
rnobanu3anus, usa. Bega Crosena — XTI, Codus 2004
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Jla ce OKaXke raryoOHa B yCJIOBHUATA Ha ObP30 MPOMEHSIIUTE Ce MOTPEOHOCTH
Ha TPYyJIOBHs ma3ap, Ou3Heca, MOOMIIHOCTTA Ha paboTHATa CHJIa B CTpaHaTa
u B EBponeiickus cpio3.“1®

3a 5a u3rpamd CIyKHUTEIAT aJalTHUBHOCT € HEOOXOAMMO IMBPBO Ja
aHaJIM3Mpa CUTYaIUATa, 1a OTKIMKHE C MTOIXOASAIIOTO TOBEJACHUE, 1a MUCIH
BbPXY MOCICOUIMTE OT HEroBara peaknus, jJa ce oOydaBa ja
NpeKOH(UTYpPHpa CBOETO BB3NPHATHE CIPSIMO TOBA, KOETO € MOAXOASAIIO 32
KOHKPETHHUS Clly4daid, Jla pa3BUBa YyBCTBUTEIHOCT KbM 3a00WKamsiaTa

cpena.

2.2. Cnenupu4HU COUOKYJITYPHHU CIIOCOOHOCTH

CrienuuuHUTE CIIOCOOHOCTH Ca TE3H, KOMUTO pa3rpaHuyaBaT eIuH
CILy’)KMTEJl OT APYr mo oOydeHue, ONUT WM HabOp OT yMEHHs, KOUTO ca
BHCOKO IIeHEeHU OT paboTonatens. Te ce mpuaoOUBar C e Aa Ce CIIPaBU ChC
3aJjaunTe, IOCTAaBEHU Ha pabOTHOTO MSCTO.

2.2.1. Iloyi0)kUTeIHO BiIMsIHME. BIusHuEeTo € HaMeca OTBBH BBPXY
MUCJIM U €MOLIMU, TIOPaJu KOETO ce MPOMEHST CTAaHOBHUIIA U pemeHus. To
MOXe J1a UMa pa3nu4Hu Gopmu. B conmanHo OoTHOIIEHWE TE€ MOraT Ja ca
NPUATEIICKA HATHCK, MAPKETHHIOBO BB3ACUCTBHUE, MOJMTHIECKU MOXBAT H
T.H.

XopaTta C TOJIOKUTEIHO BJIHMSHHUE YBIMYAT CHC CBOMTE MOPATHH
CTaHAapTH U IeHHOCTH. OOIIecTBOTO € OTONBCHATO OT JIMIEMEPUETO U
JIECHO T'0 Pa3jinyaBa, ChIIEBPEMEHHO € BHUMATEIIHO KbM T€3H, KOUTO HE ce
pa3MuHaBaT B 1yMH U jena. [lonoxuteaHo BIMsenUTe MOKa3BaT ¢ MpUMep
KakBO MOk Ja ObJie HamnpaBeHO, JAYMHTE UM ca CaMO JIOIbJIHEHHE.
[ToBeueTo xopa He UCKAT J1a eKCTIEPUMEHTHPAT, T€ HCKAT J1a BUJIAT, Y€ HAKOH
JPYT TO € HAIpaBWJI U pe3yJTaTa € yAOBICTBOPUTEIICH.

2.2.2. KomnerenTHocT. KOMITETEeHTHOCTTA € CHBKYITHA MHTETpaHA
JMYHOCTHA XapaKTEPUCTHKA, KOSITO € CBOCOOpa3Ha CTENEeH Ha MOCTHKCHUS
Ha MHJMBHU/A B 00J1acTTa Ha onpe/eseHu komnereHuuu. Ts ce popmupa Ha
0a3ara Ha KOTHUTMBHM CBOWCTBA M Ha IIEHEH NPAKTUYECKH ONUT Ha
JUYHOCTTA, MO3BOJSBAIIM €()EeKTHBHO Ja ce peliaBaT MpoOieMUTe U
XapakTepu3MpaT 4oBeKa KaTo KOMIIETEHTEH B onpejienena odmnact. o

Kommerennunre ce CBeXJaT KbM pa3iIMyHU YMEHHS, KbM THIIOBE
KBATHM(HUKAIIMA WM KBM TIOBEICHUE, KOETO € TOAXOJIIIO 3a JajeHara
curyanusa. Te ca ompenensny 3a JUYHOCTHATA pealn3alys, COUUAIHOTO
BKITIOYBAHE, TPaKJAHCKA MTO3UIUS MK ipodecus. KommereHunre morar a
ObJaT 3HaHUSA, NPEACTAaBH, NPOTrpaMU Ha JACUCTBUS, WM IIEHHOCTHHU

5Aranacop H., B. Bumesa, M. Kampuesa, Cserornen, HKOHOMHYECKO CH3HAHHE U
aJanTUBHOCT HA MJIQINTE X0pa, u3z. YHuBepcureT npod. 1-p A. 3natapos, byprac 2016.
6]Tepreposa [I., Conunanua komnerentaoct, YU Iaucuii Xunennepcku, Inosaus 2009
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cucteMd. BujoBere KommeTeHIMM ca crmopen cyOekta Ha neiictBue. Te
MOrar Jia ca OTHACAIIN KbM JINYHOCT, COIIMaHA cdepa, IeHHOCT Ha WHAUBU
WIN TpyTa HHIUBUIN.

[TpodecnonamHaTa KOMIIETEHTHOCT C€ ChOOpa3siBa C M3MCKBAHMSITA HA
ChbBpEMEHHHUs OU3HEC KbM KaJIpUTe, KOUTO YIPAaXKHABAT AajieHa mpodecus.
Te ce ycBosBaT wnM B OOYy4YMTENHHM JEMHOCTM WM B Ipolieca Ha
npodecroHanHaTa peanu3anus u KapuepHO YIBBPKIABaHE.
[IpopecuonanHure KOMIETEHIMHM MOrar Ja ce IpuemMar Karo
,,KOHIIGHTPUPAH U3pa3 Ha NpodecHOHATHN YMEHH, Te ca Crocod Obp30 U
KayeCTBEHO Jla C€ OCBIIEeCTBABAT MpodecuoHamHu JeHcTBUS U
3abinKeHus. <L

2.2.3. IlponykTuBHOCT. TOBa € KauecTBO, KOETO W3IOJ3BA IIEIHS
HaJIM4YeH pecypc 3a u3paboTBaHe Ha AajeH npoaykr. Crnopen KapOoa u
Temriie B npeanpusITHETO MOBUIIEHATa MPOAYKTUBHOCT MMa 3a Pe3yiTar
[IOBEYE peajieH NPUXO0/, C KOITO TO MOKe J1a TOCPEIHE CBOUTE 33 bIKEHUS
KbM KIHEHTH, JAOCTABUHUIM, pabOTely, aKIMOHEPH U MO OTHOLIEHUE Ha
TaKCUTE U PETYJIALUUTE, TI0JI0KEHU OT YIIPABIEHUETO, KaTO B CHILIOTO BPEME
3ama3Ba cBOATA KOHKYPEHTOCIIOCOOHOCT Ha masapa.’®

[IponyKTHUBHOCTTa HE CE€ HM3MEpBa C BPEMETO, IMPEKapaHO BBPXY
n3pabOTBaHE Ha MPOJYKTAa, & C YMEHUETO J1a C€ TPYAUM ILIEJIEHACOUEHO U
MotuBupaHo. CiyxuTen, KOMTO € BHCOKO NPOAYKTHBEH YIpaBisBa
IPaBUIHO CBOUTE (PU3MUYECKH U ICUXUYECKU PECYPCH U U3I0JI3BA O-MAJIKO
BpeMe 3a paboTa MO OIpeleseHH 3ajadyd. BCHMUKO TOBa € CBBP3aHO C
BbTpEIlIHATa Harjiaca Ha MHJUBU/A 32 YCTOHYMBO pa3BuTHe. ToBa criopen
Acen KoBaueB e ,niporiec Ha NpoMsiHA, IPU KONTO €KCIIoaTanusaTa Ha
pecypcuTe, HAaCOYEHOCTTa HAa WHBECTULIMHTE, OPUEHTHUPAHETO Ha
TE€XHOJOTUUTE U HA MHCTUTYIIMOHATHUTE IPOMEHH Ca B XapMOHUS IOMEXKAY
CH U yBeJIMYaBaT TEKYIINs ¥ ObJIEHIMsI IOTEHIMAI, C KOWTO J]a Ce OCUTypsIBaT
YOBENIKKUTE TTOTPeOHOCTH U cTpeMeskn*. !

O0001menn u3Boan

Pasrneganute B mbpBa IJlaBa  TEOPETUYHM  BBIPOCH 32
IPUCIOCOOMMOCTTA Ha CIIY’KUTENIUTE KbM M3MCKBAHUATA HA TPYAOBUS M1a3ap
JaBaT o0l11a IpeicTaBa 3a JOCTOBETE 3a yCIelHa peanu3auus. [IpeacraBenu
ca YMEHHATa, KOWTO € HEOOXOIMMO Ja TPHUCHCTBAT KaTo OOImM U

1" Henxosa A. Jlupaktuuecku Mojen 3a (opMHpaHe Ha NPOo(eCHOHATHA KOMIIETEHTHOCT,
m3x. Exc-mipec, ['abposo 2012

18 Courbois, R., Temple P., La methode des ,,Comptes de surplus“ et ses applications
macroeconomiques. 160 des Collect, INSEE, Serie C (35) 1975

19 Kopaueg A., Pa3BuTie Ha MKOHOMUYECKHTE CUCTEMHU — CHCTEMHO-CTPYKTYPEH MOJIXO0/] KbM
IPECTPYKTYPUPAHETO, MPONYKTUBHOCTTA U YCTOWYMBOCTTa Ha pasButuero, YU
,CromanctBo®, Codus 2008.
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cneur(UYHN KauecTBa, BbPXY YMETO NMPUI00MBaHE U Pa3BUBAHE CJE/BA 1A
Ce aKLEHTUpa, KaKTO M peIlaBallara pojis Ha IHPEKUs PBKOBOAUTEN M
MEHHMDKBPCKHSI ChCTaB B TO3M mpoliec. ToBa OW J0BENO A0 3HAYMTEIHA
IPOMSIHA B IPUCIIOCOOMMOCTTA Ha CIY)KUTEITUTE KaKTO IPU MOHOKYJTYPEH,
Taka W NpPU UHTEPKYITYpeH InepcoHal. [lo3HaBaHETO M M3MOJI3BAaHETO Ha
JBUKEIIMTE MEXaHW3MHU 3a YCIHEIIHO yrpaBieHHe Ou crocoOcTBajio 3a
CIIpaBsIHE CbhC 3aTPYAHEHMS U MOCTUTAaHE HA TPaHA MPOAYKTUBHOCT.

Bmopa znaea. IIpucnoco0UMOCTTa HA POMHUTE KbM U3UCKBAHHUATA
Ha TPYJA0BHA Na3ap KaTo 00€KT HA U3CJeIBaHe U
YCbBBPIIEHCTBAHE

Bropa rnaBa uMa KIIOYOBO 3HA4Y€HME 3a JUCEpTAl[MOHHATA
pa3paboTKa, Thbil KaTo B Hes IMOCIIEOBATEHO C€ pEeIllaBaT Gmopamd,
mpemama u Yyemsebpmama W3CIeA0BaTEICKU 3aauu.

Crneunduynute ocobeHOCTH Ha poMmMckara obOmHocT B bwarapus, B
YaCTHOCT pOMCKaTa KyJITypa M MaHTaJUTeT, c€ pasmexaar KaTo
IpeIIocTaBKa 3a YCIEIIHaTa M I0-CKOpO 3a HeyclellHaTa M TpyJoBa
uHTerpanus. OOpbila ce CrenruaiTHo BHUMaHUE Ha B3MOXXHUTE HAUMHH 32
M3MEpBaHEe Ha HECHOTBETCTBUETO MEKIY M3MCKBAHUATA HA paboTOAATeNs U
YMEHUATA Ha CIYXXUTENS, KaKTO W BapUAHTUTE 3a YCHBBPIICHCTBAHE
MPUCTIOCOOMMOCTTa Ha POMCKHUTE CIYXKUTENIU B TpyaoBa cpena. OcobeHo
Ba)XCH IPUHOC HA Ta3W IJIaBa 3a HAyyHaTa CTOWHOCT Ha JAUCEPTALMOHHUS
TPyl € TMPEICTaBIHETO Ha pa3paboTeH aIropuTbM (METOMOJOTHS |
METO/IUKA) 32 U3CIIeBAHE PUCIIOCOOMMOCTTA HA POMHUTE KbM H3MCKBAHHUSITA
Ha TPYJOBUS T1azap.

1. Cneunduunm ocodbeHocTn Ha poMcKaTa 001HOCT B Bbiarapus

To3u maparpad npeacTaBsi KIIOUYOBU XapaKTEPUCTUKH HA POMCKUSAT
€THOC y HAac - CTaTUCTUYECKH JIaHHU 3a TPYyJOBa 3a€TOCT, U3TOYHHUIIM Ha
JIOXOJIY, )KU3HEH CTaHAapT U Ap., KAKTO U BaXHM €JIEMEHTH Ha KyJITypara,
UMally OTHOLIEHHE KbM MPUCIOCOOMMOCTTa Ha paOOTHOTO MSCTO.

1.1. lemorpadgcku XapaKTepuCTHKH HA POMCKHS €THOC

bpost Ha poMuTe cHopea HalUMOHAJHUTE MpedposiBaHUS Ha
Hanmonannus cratuctudecku nHCTUTYT Tipe3 2011 roanna ca 6mmm 320 761
nymm?’. Cropen apyru ustoynunu (kato Hanpumep IIporpamara na OOH
3a pa3ButHe, bubnuorexata Ha Konrpeca Ha ChequHEHUTE aMEpUKAHCKU
ATy U 1p.), poMuTe y Hac ca mexay 600 u 800 xunsau. M3cnensane Ha
Csoaera Ha EBpona ot 2010 r. rimacu, ye pomute B bearapus ca 750 xwsan

20 HCH, Tlpebposisane Mo eTHHYECKa IPpyna ¥ MaitunH e3uk 3a 2011 roz.
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mymm uu 10,33% OT HaceTeHHEeTo Ha CTPaHaTa 110 0HOBa BpeMeZl. OTHOCHO
3aeTOCTTa Ha TO3U €THOC, mpoyuBaHe Ha CBeroBHara OaHka u MHCTUTYT
,OTBOpEHO 00IIeCcTBO Ha JOMaKWHCTBaTa B bbeiarapus, mpoBeacHO mpe3
2007 r., mokasBa, e 50,8% ot pomute B Tpymocnocodbna Br3pact (18 — 65
r.) ca uManu paboTa Ipe3 nociaeaHaTa ceaMuia2, Cropes ChIMAT H3TOYHNK
OCHOBEH MpoOJeM Ha poMcKaTa 3aeTocT, € (akThT, ye 23,6% OT 3aeTute
auna paboTtaT 6e3 JA0roBop, KOETO 03HayaBa, Y€ ca FOTOBU Ja HaIpaBsT
KOMIIPOMUCH, 3a Ja uMaT paboTa, KOSATO HE rapaHThpa ColMaliHaTa UM
CUTYpHOCT.

MOH opranusupa Mamabuo npoyusane ot 2002roa. go 2003rox. 3a
eTHUYECKHs] CBhCTaB Ha ydeHuuute. Cropea HEro pOMCKHTE Jena
cberasisaBar: 10,5% ot ydanure ce B cuctemaTa Ha HA4aJIHOTO, OCHOBHOTO
U CpeHOTO 0Opa3oBaHue. TeXHUAT MPOIEHT € Pa3NpeIesieH U3KITIOUUTETHO
HEPaBHOMEPHO B pa3IMYHUTE CTENEeHU M kiacoBe. [loBede or aBanmecer
MPOLIEHTa 3all04BaT B IBPBU KJIaC U OKOJIO €AMH TMPOIEHT 3aBbpPIIBAT
nBaHazeceTu. Ta3u roisiMa pas3iivKa He € MOJOKUTEIHUS €CTeCTBEH MPUpacT
Cpel poMHTe, KOMTO B KOMOMHAIMS C OTPULIATEITHUS PUPACT IPU JPYTUTE
€THOCH J1a JIOBeIe TO TO3W pesyntar. [IpuumHara € B rojeMusi MpOLEHT
OTIAJANI POMCKHM Jela OT ydwiumHara cucrema. Cropen nokmaga Ha
Kpacumupa JlumurpoBa ,,JIeHHOCTM 3a OrpaHMYaBaHE OTHAJAAHETO Ha
pOMCKH Jena oT yumnnme?® ocHOBHAaTa NMpUUMHA € MKOHOMMuecka. He
MaJIKO ca CIIy4auTe, B KOUTO POIUTEIUTE THPCAT U3XOA OT OeqHOCTTa B
EMUTpUpaHe Ha C€30HHA WJIM MOCTOsTHHA paboTa. Jlenarta ca npuHyaeHu 1a
CMEHST YYWIIWIIA, B CJEACTBUE HA KOETO 3HAYMTETHO Ce€ TOHKXKaBa
MOTHBAIMATa KbM Y4Y€HE M TOBa Hail-uecTo BOAM KbM OTMaJaHe OT
oOpa3oBaTenHara cucreMa. ['oisiMa 9acT OT MIIaUTe XOpa, KOUTO PaHO ca
U3JIe3IM OT y4eOHUTE MPOrpaMUd W WHCTHTYIMH HAH-9eCTO W3BBPIIBAT
HeJIeKJIapupaH TP/l 32 HEPETUCTPUPAHUTE IEHHOCTH, KOUTO TH JINIIABAT OT
COIIMAJTHA 3aIIMTa ¥ BCUYKH MPEIMMCTBA, CBhP3aHH C TO3U aCIIeKT.

[TporieHTHOTO yBeNMYaBaHEe HAa POMMTE B Jeja Ha HAcEeJIeHHETO Ha
Penybnuka bwarapust Ou crefBano Aa yBenuuyaBa Jsjia UM M Ha TPYIOBHS
nazap. TeHaeHIuATa € KbM HapacTBaHE HA TO3M JsUT MOPAJH OTHOCUTEIIHO
no-Mylafivsi Bb3pacToB mpodui Ha Ta3u oOmHOcT. ToBa mpemompernens
MKOHOMHYECKaTa HEOOXOMMOCT TO3W €THOC JIa YBEIHYaBa y4aCTHETO CH Ha
nazapa Ha Tpyaa y Hac. HeoGxomumo e ma ce HabnerHe Ha MIAIEKKOTO
NpepueMadecTBO, Ha CTUMYJIH 3a pabOTONATEeNUTe W MPEOJOsIBaHEe Ha

21 Croitues. B., Jloknaz 3a 3pageTo Ha pomute B buarapus, cap. Jlapro, Krocrenaun 2021r.
22 CperoBHara G6anka u MuctuTyT ,,OTBOpEHO 0611eCTBO, MHOrOLENEBO NPOyYBaHE HA
nomakuHcTBaTa B bbarapus, Cogus 2007 T.

23 CoopHUK ,,IHTEPKYJITYPHOTO 0Opa30BaHKE KATO CPEICTBO 32 HAMAJISIBAHE HA OTHAJAHETO
Ha pOMCKHUTE Jiena ot yumiuime®, u3j. Amamune, Codus 2014
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HCCHOTBCTCTBUATA MCKAY TCXHUTC HU3BUCKBAHUA HW COLHUOKYITYPHHUTC
ocobeHoctn Ha pomuTte. [lo-aKTHBHA MOJMTUKA IO 3a€TOCTTA, CIICIHATHU
nporpaMu 3a HWHTEPKYATYPHO VIPAaBJICHHE Ha IEPCOHAN, KaKTO |
MOJTOTOBKA M KBaMU(UKAIlMI HA ThpCceHaTa paboTHA cuia Ou mojgodpuiia
UHTEIPUPAHETO HA POMUTE Ha Ma3apa Ha Tpy/a B bbarapusi.

1.2. PomckaTa KyJTypa KaTo NpeanocTaBKa 3a HeCbOTBETCTBHE
MesKIy M3MCKBAHUSATA HA padoToaare/isi U YMEHUATAa HA
CIIYKHTeJIs

POMCKUAT eTHOC € M3KITFOUUTEIIHO Pa3HOOOpa3eH U TPYAHO MOXKeE J1a ce
odopmu crOuparenen oodpas. Toit € cbCTaBeH OT Pa3HOPOAHU I'PYIIH, KOUTO
HE BUHArM MMAaT CXOJHU XapaKTEPUCTUKU. THIMHUYHO pOMCKaTa COLUAIHO-
IICUXOJIOTHYECKA paMKa € ChbBKYIHOCT OT HSKOJIKO MOATPYIH, 3aUMCTBAIIU
€JIEMEHTH OT MakpoOOIIECTBOTO B KOETO >KHMBeAT. MHOroo0pa3uero HOCH
cBoATa crneuM(puka W TOBa HajJara pasrjiekIaHeTO Ha pPOMHTE Karo
HEeeTHOPOHA eTHUYecKa oOmHocT. ChBpeMEHHATa UM KYyJIATypa € CMeC OT
TPaaUIMN U 3a€MKH, pa3IndHa B pa3nuaHuTe 001mecTBa. Pomure B bbirapus
u EBpona ch3HATENHO MOAIBPKAT B COITUATHO OTHOIICHUE TPAAUIIUU, KOUTO
ca 3aMMCTBAIM OT JpPYrd eTHOCH. lIpeaBua pa3siTu4YHOTO HCTOPUYECKO
MHUHAJIO,  MUTPALMOHHM IbTHUINA, AWAIEKTH M KIJIACOBU BapHalluHy,
colpaJHaTa M MKOHOMHYECKAa OpraHu3alus Ha pOMHUTE € clenuduyuHa
Mo3aiiKa OT pa3HOPOJHH €IeMEHTH. BCekH OT TAX € TOJKOBa pa3jinyeH OT
OCTaHaJIUTe, KOJKOTO M CBBp3aH C TiaX. ChCTaBHUTE YacTW Ha TOBa
MHOrooOpasue B HIKaKbB MOMEHT Ca B3aMMOCBBP3aHH B HE MHOTO CTa0MIIHA
cTpykTypa. CBIIEBPEMEHHO BCAKA C€ XapaKTepU3UpPa ChC CHEIM(PHIHOCT,
KOSITO € TOJIKOBA CHITHA, Y€ HAITBITHO TIPOMEHs 00JINKA Ha TPUBHUHO CXOJIHU
rpynu. ToBa npaBu 000011aBaIIMTE aHAIU3U U3KIIOYUTETHO TPYIHH.

JlHeC B KOHTEKCTa Ha ChbBPEMEHHHTE YCIOBUS, OOITHOCTTAa HA POMUTE
0bp30 ce mpoMeHs. Bece mo-rosisiMo BIMsIHME OKa3BaT HE CaMo TAIaHTUTE, HO
U Ipo(heCHOHATHOTO pa3BUTHE.

N306poeHnTe YepTH Ha pOMCKaTa KyJITypa OMNPEAETSAT HAKOJIKO
CBIIECTBEHU TPYAHOCTH, KOUTO Ca NPEANOCTaBKa 3a HECHOTBETCTBUETO
MEX/y U3MCKBaHUATA HA paboToAaTens U u3nbiHeHneTo uM. [lo-BakHu ca:

- lma rpyma pomu, 3a KOUTO € MHOTO TPY/THO JIa C€ 3aIbpKaT Ha €IHO
pabotHo Msicto. ToBa mpaBW YIPABJICHHETO HAa PAOOTHUK OT TO3U THII
U3KITIOYUTETHO CIIOKHO. OT BCEKM HAeT ce M3UCKBA Jia ObJie TIOCBETCH Ha
JlajieHaTa My JITbXKHOCT, Jla ObJie CBbp3aH C KOJEKTHBA U Jla € OTAaJieH Ha
o0IIUTE 1ETH.

CepiiecTByBa 4epTa B POMCKHS MAHTAIUTET, KOATO MM IOMara
YCIIEIIHO C€ TMPHUCIOCOOSBAT M HaraXaar CIOpe] MSCTOTO, BPEMETO,
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CUTyalusTa. Bunaru ca B crcTosiHHe Ja OTKJIMKHAT Ha Bb3HHKHAaJIa HYKOa
0e3 Ja ce MPUTECHSAT OT JIMICAa Ha KOMIIETEHTHOCT. VI3BbH MHIyCTpUATHUS
CEKTOp, POMHUTE ca C€ pa3BUBaIM MHOro no-ycnemso. JKan-Iluep Jlnexoa
OMHKCBa TO3W (PEHOMEH Ha POMCKATa MOJMBAJICHTHOCT KaK Mpe3 JISATOTO SIUH
POM MO’KeE Ja ThpryBa ¢ IUIOZI0BE, 3MMaTa Jia IPOU3BeK/a U pojiaBa MeyKH,
MEXIYBPEMEHHO J1a OTTJICK]1a )KUBOTHH U J]a TH MPENpo/iaBa Mpu MbPBUST

u3rojieH cirydaid. CienBaiara roJliHa MOXe J1a pa3BUBa JApyra neitaocT?,

B koHTekcTa Ha HW3UCKBAHMATA Ha TPYAOBUA Iasap Tas3u
NOJMBAJICHTHOCT € KakTO NPeAMMCTBO Taka M HEIOCTaTbK. bbp30
IpUCIOCOOMMUSAT PaOOTHUK MOXKeE MO-JIECHO J]a CBUKHE C HOBaTa Cpefa u Jia
ce TMpHUCIOCOOM KBbM HOBUTE H3UCKBaHHMA. Ho TpymHO mie 3ambpxu
BHUMAaHHETO CH 3 MO-IIJIITO BpEME.

- HAKOW PabOTOATEIN CIIOCIIAT, Ye PAOOTHHK/ CITY)KUTET OT POMCKHU
NPOM3XO0JI, KOWTO € HaeT Ha paboTa Ha OINpelesieHa [UThXHOCT I'yOn Obp30
UHTEepec KbM Hes. Tol MoXke 1a ocTaHe TaM MOpajy Pa3IuyHu TPUIHHH, HO
c romsima no3a Oe3pasmuume. ToBa ce HaOmogaBa HE caMmo IIpH
MNpeaACTaBUTCIUTC HA TO3U CTHOC. Ho Ipu TAX HOMAACKHUS JKUBOT IIPE3 I10-
TojiiMa 4acT OT UCTOpUATA UM € ITOCTUTHAJI TpaﬁHH HU3MCHCHUS. I[HCC ToJIAM
IMPOLCHT OT PpOMUTEC B B"I)JIFapI/ISI BOOAT yC€AHAI KUBOT, HO TO3H KOITHECK
KbM HETPAHOTO € OCTaHAJI KaTo uyepTa Ha Xxapaktepa. Homamu3mbT B
UKOHOMHYECKO OTHOIICHHE HE € 3aJbJDKUTEITHO HeraTMBeH. Moke Ja ce
pa3riekaa Karo aJlalTHBHOCT KbM HaJJIe)KHAaTa B MOMEHTa cutyanus. Ho
KOTaTO TOBOPHUM 32 YEPTH, KOUTO Ca MPEANOCTaBKa 32 HECHOTBETCTBHUE C
U3MCKBaHUATa Ha paboTojarens, 3arybara Ha MHTEpeC KbM JUIbKHOCTTA,
KOSITO 3aeMa POMCKHST paOOTHUK/CIYKHUTEN € eHa OT TiX. Toil Moxe na
3aroyYHe C TOJISIMO JKEJTaHue, 1a ObJie yIOBIECTBOPEH OT YCIOBHUSATA, Jla CE
oOyuaBa. Ho mpu Hero, 3HAUMUTEITHO TO-PaHO OT OCTaHAIHTE, eyPopHsTa €
CTHXHAJIa, TIOCTABEHUTE 3a/1a4M, KOUTO ca OWJIM BHIHYBAIM B HAYaJIOTO, Ca
CTaHaIM OE3MHTEPECHHU.

- NpU HIKOU MPEJICTABUTEIM HA TO3M €THOC BBIPEKH AKTHBHOTO
BB3/IEHCTBUE HA PBKOBOJIUTENS, ChCPEIOTOYABAHETO BBPXY 3aJauUTe €
ciab0 M TPYOHO OCHIIECTBUMO. YOBEHUIKMAT MO3BK € HpPOEKTHpaH Ja
NOJTbpKa TOBA, KOETO B JaJ€HUs] MOMEHT € ChIIeCTBEHO. TpymHO e
ChCPEIOTOYAaBAHETO BBHPXY €IWH OOCKT WM TPOILEC, aKO JIMTICBA MHTEPEC.
yC"I)BT)pHIGHCTBaHOTO CCJICKTMBHO BHUMAHHUEC U3KIIOYBA BbHINHUTC IIPCUYKU
3a KoHIeHTpanus. HeoOxoaumo € 1a ce HamoMHHU Ha PabOTHUK/CITYKUTEN,
KOITO OBp30 r'yOM MHTEpEC, 3alll0 € BaXKHO J1a ObJe ChCPEIOTOUYEH BBPXY
JeMHOCTTA, KOSATO U3IIBJIHABA, J]a C€ MOOUIPSBAT T€3H, KOUTO HAIIPEBAaT BbB

% ]Inexoa XK., Pomu, nuranu, yeprapu, u3a. ,,JI1 kM Coera na Espona®, Codus 1996.
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(oKycHpaHeTO U MOKa3BaT MO-BUCOKH pe3ynTaTH. ChIIECTBYBAT MHOKECTBO
TEpaneBTHYHU METOJH, KOUTO J1a MOA0OPAT CEIeKTUBHOTO BHUMAaHHUE U J1a
3aCHIIAT KOHIIEHTPALUATAa BbPXY PaOOTHUS MPOLIEC.

- OT/ICNTHU POMCKHU OOIIIHOCTH HE XKEJasAT Jja TOCBETAT rojsiMa 4acT OT
CBOETO BpeMe 3a TpylnoBo 3aHatve B npeanpustue. Crnopen Kan-Iluep
JIuexoa 3a €qUH MBXK OT TO3U €THOC € BaXKHO J1a MMa JOCTaThYHO BPEME 3a
COLIMAJTHU KOHTaKTU. AKO € HaeT KaTo pabOTHUK/CIYXHUTeNl Ha IIbJICH
paboTeH JieH B MpeanpusTue, TOH HE MOXKE Jla Ce OTAaje Ha MOJA00CH poJl
3aHMMaHus. BBB Bpeme Ha (UHAHCOBM 3aTpyJHEHHS € TPYIHO Ja ce
OaaHCUpa MEKY HYKAUTE HA CEMENCTBOTO U COLIMO-KYJITYPHUTE MOPSIKH.
Haii-uecro npeBec B3umat Bropute. Jla Obaemn Heunii pabOTHHUK 32 POMHTE
€ yuJacTHe BbB BpakJeOHa cpena 0€3 Bb3MOXHOCT J]a CH 4acT OT OoraTus
CONMANHMS KHUBOT Ha TBOATa oOmHOCcT.”> ToBa BEPOATHO € NPUYMHATA
rojisiMa 4acT OT Taka MHUCIICHIUTE Jla C€ OPUEHTHPAT B cepara Ha yCIyrure
U THPrOBUSTA. AKO yCIISIBAT J1a c€ MPUCIIOCO0AT KbM OBP30MPOMEHSIIUS CE
naszap OMxa MOTJIM J]a ChYETasT [0 CBOM HAYMH TPYJ0BaTa ChC COLIMAIIHATA
AKTUBHOCT.

- HE JJOCTaThUHO BiasieeHe Ha e3uK. Y ou CTpuiiT [>xopHan e HanpaBuil
U3cJe/IBaHe BbB BPb3Ka C TPYAHOCTUTE 3a padoTa B UyKIOKYJITypHa cpelia.
EfHa oT 3HaYMMHUTE ¢ HOBHA e3uK.2® Pomckara OGUIHOCT € ¢ Haii-HHCKO
00pa3oBaTesnHo HUBO B cTpaHara. [Nonsm MIPOLIEHT oT
pabOTHUIINTE/CITY)KUTEIUTE OT TO3M €THOC Ca C HA4ajaHO 00pa30BaTeIHO
paBHulle. He ca Manko u Tte3u, kKouto ca HerpamoTH. Criopes CTaTUCTUKA
Ha OTBOpEHO 001IeCTBO 00PA30BATEIIHOTO HUBO CPEJ] pOMCKaTa OOLIHOCT €
Hall-HUCKO B CpaBHEHHE C JAPYTMTE €THUYECKU Ipynu. Mankute ydyeHUuIu
TPBIBaT Ha YUMUJIUIIE ChC C1a00 WIIM HUKAKBO BJIaJICEHE HA OBITapCKU €3HK.
ToBa oOpuua oOpazoBaTeNHUTE MporpamMu Ha IbjeH HeycneX. Okono 70%
OT POMCKHTE JIella, KOUTO JKUBEAT B Ipa/ioBETE MOCTHIBAT B CErPETUPAHU
poMcku yuwinnia. Taka roisiM Opolt oT oOydaBamuTe ce He HaydaBar
Obarapcku e3uk. CucremaTa Ha 00pa3oBaHUE UMa CIIOCOOHOCTTA J1a U3BEXK1a
YUYEHUIM B IIO-TOPEH KJIAc, BBIPEKH sIBHA HErpaMoTHOCT. Xunaa TepmessH
npenopbuBa: [lpu 4yx/10€31MK0BOTO 00yueHHE OT 0OCOOEHA BaXKHOCT € Jia Cce
CBBPIKE €3UKBT € 00IIECTBOTO, 3aII0TO €3ULUTE CE MPEernoaBaT 1 yJar, 3a Ja
ce OChHIIeCTBH KOMYHHKAIUSA 1 J1a ce TIPE0I0NesT e3UKOBUTe Gapuepu.?’

- couuanHa uzonanusa. VIeHTMYHOCTTa HAa TO3M €THOC € CIUIaB OT
HESICHU KOPEHU, MUHAJIM CTPaJaHMsl, YeCT U YCTONYMBA MPUHA]IEKHOCT KbM

% Juexoa XK., Pomu, nuranu, yeprapu, u3a. ,, M1 koM Cneera va Epona‘, Codus 1996
% Wall Street Journal, January 9, 1992

2 ApTOopcku KonekTuB Tof pea. Jlesreposa JI., CoumanHa KoMmeTeHTHocT 3 wact, YU
nHancuit Xunengapcku®, [lnosaus 2008
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cBosTa 00mHOCT. OnpeneneHuTe KyATypHH WIK MaTepUaIHu Oene3u, KOUTO
ca €TUKET 3a JPYrd €THOCH, TyK HE HUrpasT chliecTBeHa posst. OT Tyk
NPOM3JIN3a U TPYJHOCTTA J]a C€ CIUIOTAT C KOJEKTHBA, C KOWTO paboTAT, a
TOBa € CBHIIECTBEHO HECHOTBETCTBUE OT M3UCKBaHMATA Ha pabOTOAATEls.
Cnopenn Mwien bantoB ¢ mnoBumiaBaHe Ha 00pa3OBaHUETO, C
npuOIMKaBaHETO Ha MECTOXKHMBEEHETO /IO TMO-TOJeMH CelMIla, C
IOOIMKaBaHETO /0 IMO-aKTHUBHHUTE IIEHTPOBE Ha MHQpOpMaIUs — C APYyru
IyMH, C OTJaJeyaBaHETO OT reorpadckara M couuanHara nepudepus Ha
OOLIECTBOTO TOJEPAHTHOCTTA CE MOBUILABA, XOPATa MO-JIECHO U MO-MaJIKO
JpaMaTUYHO BB3MPUEMAT PA3IMYHOTO W pasznuyHure. M obpaTHO —
coLlMajIHaTa U30Jalysl U COLUATHOTO U3KIIFOUYBAHE IIPABIT X0paTa I10-MaJIKO
CKIIOHHH 2 BB3IIPUEMAT HElla, Pa3IHyHU OT yCTAHOBEHOTO CTaTyKBOZS,

- CbLIECTBYBaT TIpyIHU, KOUTO ca CBXPAaHWIM TPAJULIUOHHO
npeJaBaHUTe 3aHasITU Ha TAxHaTa oOmHocTu. IIpe3 BekoBeTe Te ca craHaIu
4acT OT TSAXHATa MJIEHTHMYHOCT M TPYAHO Bb3IpHUEMAT YIPAKHABAHETO Ha
npodecusi, pa3auyHa OT Ta3u Ha npeauute uM. Mapus KaBnancka TBbpay,
ye MKOHOMHUYECKaTa KYJITypa Ha JIMYHOCTTA € OpPraHu4ecKO €IUHCTBO OT
CBh3HAHHWE U MpakThdecka neitHoct.?® TIpy Tasu rpyma Moxe Ja ce CpelHe
rojsiMO HaIlpEKEHUE OTHOCHO YCBOSIBAHE HA YMEHMsI, pPa3jIMYHU OT
TPaJULIMOHHO MpPE/IaBaHUTE.

-  ¥Ma pOMH, KOMTO YMHIUIEHO C€ OTKa3BaT OT CBOSATa pPOMCKa
UJIGHTUYHOCT U NpueMar Ta3u Ha TypLu, BiacH, Owjrapu... ToBa Boau 10
MOBUIIIEHAa YYBCTBUTEIHOCT OTHOCHO KaTErOPU3UPAHETO MM KaToO POMH.
Ta3sm rpyma uMar CKJIOHHOCTTa Ja TPOMEHSAT CBOSITA eTHHYECKa
uaeHTnyHoct. Korato ce camoorpenensiT 3a Jpyrd, T€ aBTOMaTHYHO
M3MEHAT HauMHa cU Ha *uBoT. Hsma HuIo oo B peopmure, HO KOrato
UHAMBHU/IA C€ OTpUYa OT KOPEHUTE CH, TOBA BOAM JIO BIIOIIABAHE Ha
I7I0CTHATa My caMoolieHka. KyntypHurte ycron Ha HeroBaTta MAEHTUYHOCT
ca pa3KJaTeH! U KOraTo HSIKOW ce ONMTBA Jla KOPUTMpa HauMHa, 0 KOMTO
paboTu, TOM MOXe J1a OTHEeCe KPUTHUKUTE Ha KOJEKTHBA HE TOJKOBA KbM
IIPOU3BOJICTBEHUS MPOLIEC, KOJIKOTO KbM HETOBUS ETHUUECKU TPOU3XOI.

- JMIca Ha TpyAoBU HaBULU. [IpoMeHeHaTa MakpoO-MKOHOMHYECKA
CUTyallusi OT Ha4yaJIoTO Ha NpexoJia KbM Ia3apHa MKOHOMHKA JOBEIE J10
U3TJIACKBaHE HAa pOMUTE B nepudepusTa Ha Tpy10BUs nazap. Bucokure HuBa
Ha TpaitHa 6e3paboTuiia JoBeI0Xa 10 HaMaJIsiBaHE Ha TPY/IOBUTE HABUIIM HA
MHO3uHa 0T TaX. [Ipu npedposiBanero nmpe3 2011r. ce otuere, ye camo 20%

2 Banrop M., MesxlyHapoJHH acleKTH Ha YIPABIECHHETO W PA3BMTUETO HA YOBEUIKUTE
pecypcu, HBY, Codus 2009.
2 Kapnancka M., MkoHoMMuYecKka KyNTypa M TeXHONOTrMYHO 0Oydenue, YU ,Heodut
Puncku®, bnaroesrpan 2014.
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OT pOMHTE B TpyAocmocoOHa Bb3pacT (16-64 roj.) ca 3aetu. Thii KaTo HUTO
€/IHa OT OCTAHAINTE €THUYECKU OOIIHOCTH HAMA TOJIKOBA BHCOKM HHMBA Ha
6e3paboTHIia, TOBa OMpeaeis pOMCKaTa KaTo HelpearoYnuTana 3a HabupaHe
Ha MepcoHal.

- MapruHajeH MaHTaIuTeT. TpagulMOHHO POMHUTE ca MOCTaBEHH Ha
JUIBKHOCTH, KOWTO HE ca NPEeNNOYMTAaHH OT OCTaHAIWTE €THOCH. ToBa
3acHJIBa YyBCTBUTEIHOCTTA HA POMHUTE OTHOCHO OTXBBPJISTHETO H IOPH Ja Cca
HaeTH Ha padboTa, Te OTKJIMKBAT KaTo MapruHaiHa rpyna. HepaBeHcTBOTO,
KaToO yCelllaHe CPUBA Bh3MOKHOCTUTE HA POMCKHUTE paOOTHHILIN/CITYKUTEIN
Jla Cce CHpaBAT CbC 3aJa4dTe€ W 4YeCTO BOIU JO H30JIHMPAHO U
caMopa3pylIUTEIHO moBeaeHue. Taka Te ca yOemeHu, ye ca KepTBa Ha
CTHUYCCKA JUCKPHUMUHAIIUA W TCXCH HNPHUOPUTET CTaBa OLCIIKIBAHCTO B
KOJICKTHBA, a HE Pa3BUBaHE HAa YMEHHS 33 BUCOKA MPON3BOJUTEIIHOCT.

2. [IpeonoJisiBaHe HA HECHOTBETCTBHETO MEKIY H3HCKBAHHUATA HA
padoTonareyii M CONUOKYJITYPHHTE CIHOCOOHOCTHM HA POMCKHS
CIYKUTEN

N3uckBaHusATa Ha paboToAaTeNs ca CHEHU(PUYHO 3aJBIDKCHUE HIIH
JeiicTBUe, KOETO TOW OyakBa Ja ObJie CTapaTeIHO U3IBIHEHO OT KOHKPETEH
CILY’KMTEJ WIN KOJEKTUB. ONMCaHNETO Ha JAJIBKHOCTHATA XapaKTEpUCTHKA
OOMKHOBEHO BKJIIOYBA M3YepHaTeieH CIHUChK ¢ paboTHUTE 3agauu. Kem
BCEKU HOBOHA3HAYEH CIIY>KUTEJI € OIPEIEIIEH €IUH, KOUTO IMPAKTUYECKU J1a
My MOKaXke KaK TOYHO C€ M3ITBJIHABAT W3UCKBAHUATA M KaK Hall-e(heKTUBHO
Ja u30bIHM 3a7auure. OdakBa ce W OT JBETE CTPaHM Jla UMAT BOJA 3a
CBTPYAHUYECTBO.

JlugyHOCTHUTE KadyecTBa HAa POMCKHUS PAOOTHHUK/CIYKUTENT €
HE00X0/MMO Jla BKJIIOYBAT YMEHHUS, KOMUTO Ca BaXXKHHM 3a M3IbJIHEHHE Ha
paboTHu 3a7auu. HechOTBETCTBHETO MEX 1Y U3MCKBAaHUATA HAa paboToAaTes
U KBATM(UIMPAHOTO UM U3I'BJIHEHHUE € B Pa3IMYHK BUJO0BE MPOMYCKU MU
nucOanancu. Te morar Ja ObAaT OT KOJMUYECTBEH MJIM KaueCTBEH XapakTep.
MMa KOHKpETHO crenuain3vpaHe B 00JacTTa, B KOATO €IUH CIYXHUTEN ce
pa3BuBa. C BpeMeTo Toi npuo0uBa OMUT, KOMTO € MHOTO MTOJIE3EH HE CaMO
3a M3I'BJIHEHWE Ha HOpPMAara, HO M 3a palUOHAIW3allUd U MHOBATUBHU
pemenus. OT qpyra cTpaHa TO3H OMUT € 0e3 ChIIECTBEHO 3HaUYeHue, ako TOU
HaIlyCHe pabOTHOTO CH MSICTO U ce IpeHacouu B Apyr Opanml. Kiacuueckara
TEOpHs 3a YOBELIKHS KallUTaJl IPENopbhyBa Jja C€ NHBECTUPA B CIIY)KUTEIINTE,
KOHMTO pa3BUBAT XapaKTepHH 32 KOHKpETHATa (pupMa yMEHHsI Upe3 pa3InyHu

21



MaTepHaTHU 1 HEMaTEPUAITHU CTUMYIIH, Thii KaTO Be4e 0OYUCHHUSAT EPCOHAT
MOXe J1a Ob/ie IPUBJIEKATEICH 32 KOHKYPEHT.

Cnopen AmsH Baper u ®unun M. O'KoHb pa3rpaHHueHHETO MEXKITY
001y 1 cerupUIHA yMEHUS JPACTUIHO ce cTorsBa. MHoro paboTtogatenu
J’bp>KaT Ha MHTEIPUTETA Ha CIYKUTEIUTE, KOWTO UM IMO3BOJISBA J1a YCBOAT

H€O6XOI[I/IMI/ITC XapaKTCpHU CIIOCOOHOCTH 3a JIIBXHOCTTA, KOATO 3aeMaT.30

2.1. U3MepBaHe HA HECHOTBETCTBUETO MEKIY U3MCKBAHMSATA HA

padoToaaTesiss U YMEHHATA HA CIIYKUTEJISA

Cnopen Ban Jloo, 3a 1a ce yCTaHOBAT C TOUHOCT HECHOTBETCTBUSATA €
BAXXHO Oa €€ UMarT MnpeaABUA TPUTC OCHOBHU HpI/IHLII/IH3.31, Ype3 KOUTO CC
u3mepsnar. Te ca:

o Jla ce depunupa npobremvm, Koumo e v3uuxHar. ONpenesIsTHeTO
Ha npobjema MJBa Ipeard BCUYKO C HEroBOTO OTKpuBaHe. M3ywaBailku
JeTalllIHO ch3JajlaTa ce CUTyalus, 3aaBalku IpPaBUIHUTE BBIPOCH U
aHaTM3UpaliKy MosyyeHaTa nH(opmMarus 61 J0BeIO 0 pa3l03HABAHETO My.

o Jla ce usmepsam ymenusama Ha pomMckus pabomuux/ cuysxcumen. Tyk
(GOKYChT € BBPXYy MIMpOKaTa KOMIIETEHTHOCT. BakHM ca JTUYHOCTHHUTE
KayecTBa U CHEUU(UYHUTE YMEHHs OTHOCHO IPOM3BOAUTEIHOCTTA MU
OPeXoJUTe KbM HOBH 33/Ja4d WIM pabOTHM MecTa B KpaTKOCPOYEH U
IbIrocpoueH ImiaH. HauuHBT MO KOHTO pPOMCKHUS PaOOTHHK/CIIYKUTEI
B3aMMOJICIICTBA C JpYrMT€ YJIEHOBE OT KOJEKTHBA U C TPETU CTpPaHH
orpenens Hampexbka Ha Pa3BUTHETO. 3a IENTa C€ W3IMOJI3BAT HAI30pHH
OILIEHKW ¥ MHIUBHUIyallHa caMmoolleHKka. Hajm3opauTe ca BhpXy HaOIIOACHNE,
aHaJTM3MpaHe M KOHCTaTupaHe. MHIMBHUIyaTHAaTa CaMOOIIEHKA Ha POMCKHS
pabOTHHUK/CITY’)KUTENT € CYyOeKTHBHA U T € KOPEKTOPHT Ha 3aKIIOUCHUETO,
KOETO € B3€TO CJle[l M3BBbPUICHO HaldrogeHue. AKO IyHKTOBETE ce
NPUIIOKPUBAT TOraBa MMa ChBIAJIEHHE, aKO HE — C€ ThPCH NpPHUUYMHATA B
pa3sMHHABaHETO.

e Jla ce ycmano6u HeCbOMBEMCMBEUEMO MeNHCOY USUCKEAHUAMA HA
pabomoodamens 3a ONbAHCHOCMA, KOAMO POMCKUSL PAOOMHUK/CIYHCUMEN
3aema. Ilpean BCUUKO ce orpeiens Aajdi Bb3HUKHAIMAT Ipo0jIeM ce OTHacs
O BEPTUKAJIHM WJIM XOPU3OHTAJIHM HECHhOTBETCTBUS Ha YMEHUATA.
BepTukamHOTO HECHOTBETCTBHE € OTHOCHO HMBOTO Ha KOMIIETEHTHOCT Ha
poMckusi paOOTHUK/CIYXKHUTEN, Aald TO € IMO-BUCOKO WM IMO-HUCKO OT

30 Barrett, Alan; O'Connell, Philip J., Does Training Generally Work? The Returns to
InCompan Training, Discussion Paper No. 51 August 1999.

31 Van Loo, J. (2008). Competence measurement and key skills: theoretical perspectives and
two empirical applications from graduate research. Paper presented at the AGBFN
conference, Munich, 7 and 8 October 2008.
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M3UCKBAHMATA 32 JUTbKHOCTTA, KOSATO 3aeMa. B To3u cmuchi Anba U Ban nep
Bennen mma mpenBua HECHOTBETCTBUETO MEXIy oOpa3oBaHue u pabora,
NPUIOOUTHTE U M3UCKyeMHuTe yMeHHs.>?> EQeKkThT OT HECHOTBETCTBHE IIPH
paboTelmuTe o1 HUBOTO € MHOI'O I10-CUJIEH OT pabdoTeuTe HaJl HUBOTO. B
TO3W CMHUCHJI MPOOJEMBT MpPH XOPUIOHTATHOTO HECHOTBETCTBUE Ha
YMEHUSATA € MO-JIECHO pa3pellinM, 3all0TO TOM C€ OTHACS OO CUTYyalluH, B
KOUTO POMCKHsI PaOOTHHK/CIYKHUTEN MMa MOAXOJAAIa KBaduuKalus, HO
¥Ma pa3jJuyHu YMEHHUS OT T€3H, KOUTO C€ U3UCKBAT 32 JUTbKHOCTTA.

e Jla ce npoyuu ycmouyugocmma HA HECHLOMBEMCMEUEMO U
He2080mo 8b30eticmaue. [IpUHIIUITHO TO MOXKE /1a € C BpeMEHEH, IPEXO/IEH,
WM C IOCTOSTHEH XapakTep. YCTOMUYMBOCTTAa MOXKE Ja CE€ OIpEAesid KaTo
XapaKTEPUCTUKA HA HENPEKbCHATO MOBTAPALIO CE€ WA NPOABIDKATEIIHO
spienre. CTeneHTa Ha MOCTOSIHCTBO M SBJICHUSTA, KOUTO TO MPUYMHSBAT
ompenens METOJAa Ha H3CienBaHe. B KOHTEKCTa € MNpeojoJIsiBaHE Ha
HECHOTBETCTBUATA  MEXAY  HW3UCKBaHWATA HAa  padoromarenss U
KOMIIETEHTHOCTTa Ha POMCKHS pPaOOTHHUK/CIY)KUTEN, H3y4yaBaHETO Ha
YCTOMYHMBOCTTA I1I€ ONPeeNn Aalli IPOoOIEeMbT IIe CE€ PEIIN Ype3 BbTPEIHA
WM BHIIHA MOOMITHOCT, Ype3 UHBECTUpaHe B 00pa3oBaHue, Upe3 oOydeHue
WK aJanThpaHe Ha pabOTHUTE MecTa.

2.2. Bb3MOXHHM pelleHHs 32 YChbBbPIIEHCTBaHe

NPHUCIOCOOUMOCTTA HA POMCKHTE CJIYKHTEJIH B TPY/I0Ba cpeaa

Bapuantu 3a pemaBaHe Ha TO3M Ka3yC CBIIECTBYBAT. [IbpxaBaTa
periaMeHTHpa YCIOBUATA, IPU KOMTO Ia3apHara cucrema Ja Objae
nojabpkaHa U obnekueHa. Ts ocurypsiBa mpaBoBaTa 6a3a M croco0cTBa 3a
e(peKTUBHO (PYHKIIMOHUpAHE Ha HUKOHOMHYECKUTE CTPYKTypu. Upes
yIpaBJIEHCKO-peryJaTUBHaTa CH (YHKIMS cTaOWIM3Upa CTOMaHCKara
cUCTeMa M BB3ACHCTBA BBPXY B3aUMOOTHOLIEHUATA B  COLUAIHO-
MKOHOMUYECKHS JKUBOT.

Ha BTOpO MSICTO € HaYMHBT Ha YNpaBICHHUE HA YOBEIIKUTE PECYPCH.
Kener XerpH u Mepu XeTbH TBBPAAT, Y€ 10OpUTE MEHUIKBPU Ch3J1aBaT
IeHHOCTH . 3a e)eKTUBHO MPUCTIOCOOABAHE MPEIH BCHUKO € HATOKHUTETHO
Jla ce OII0O3HAae POMCKHSA CBETOIVIE]l IO KOJIKOTO € BB3MOXKHO, 3a Ja ce
ONpeAeAT HaUMHUTE 3a Bb3jeicTBue. Cnopen Enenko 3axapues € BaxxHO
KyJTypaTta Jia ce M03HaBa Ipeu Ja ce mpeanpueme npomssa: ,,[lo-nobpe e

Ja CC IpUroau CTparerusiaTra KpM KYyJITypaTa, OTKOJIIKOTO O6p8.THOTO“.34

32 Allen, J.; van der Velden, R. (2001). Educational mismatches versus skill mismatches.
Oxford Economic Papers, Vol. 53, No 3, p. 434-452.

33 3axapues En., MHaycTpuaseH MEHUIKMBHT, u3/1. Ab6arap , B. TepHoso 2003

34 3axapuen En., KopnopaTuBHa conpanHa OTTOBOPHOCT M KOPIIOpaTHBHA KYNTypa, U3[.
Abarap, B. Tsproso 2011.
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2.2.1. OueHsiBaHe HA POMCKHUTE CJIY:KHTeJId B OPraHU3aLMATA.
EI[I/IH OT BapUaHTUTC € 4YpC3 CUCTEMA 3a ONCHKAa W MOTHBALlUA Ha
CIly)KUTEJIUTe B OpraHusanuara. Ts € wu3rpajgeHa Ha OCHOBaTa Ha
OanaHCHpaHU KapTH 3a OIICHKA Ha JTMYHUTE U MPO(ECHOHATHUTE Ka4yecTBa U
npuaoOUTH yMEHHUA. 3a CTUMYJ C€ M3IOJI3BAT HEMapuyHU OOHYCH KAaKTO U
Pa3IUYHU COLMATHH NPUIO00MBKH, KOUTO Ca HHCTPYMEHT 3a MOCTHTaHEe Ha
700pO MHIMBHIYATHO M €KUITHO ITPE/CTaBSIHE.

Wma nBa THIIA CTUMYITH:

- Marepuannu. KeM TAX ce€ NpHYUCIABAT — IIOOLIPEHHE Ype3
MaTepuadHu OOHyCHM ¥ TpeMuH, Mpo(hecCHOHAHO TMOBUIICHUE U
npeKBaTU(UKAIHS, COUUATHU NMPUI0ONBKH, Bay4epH, BaKaHIIUH U JP.

- Hemarepuanuu. Te BkiItoYBaT noxBayin, Harpaau 3a NpoQecuoHaIHo
IpeJcTaBsHe, 1aBaHe Ha Bb3MOXKHOCT 3@ yyacTHe B POrpaMu 3a 0OyueHHe
u J1p.

[TponiechT 3a oleHsBaHE IOMara Ha MHIUBHJA Ja OCh3Hae Mo-100pe
CBOSITa POJIs U MSICTO B KOMITAHUSATA, /1a OTTOBOPH a/IEKBATHO HA HYXAUTE U
KaTo ce CTPEMHU Jia NoJo0psiBa cBOsATA KBaTUpuKauusi 1 ymeHus. CucreMure
3a OIICHKAa ¥ MOTHBALIMS HA POMCKHUTE PaOOTHHUIN/CITYKUTEIH TIoOMaraT u 3a
ChTPYIHUYECTBO B EKUIIHA JEHHOCT, ThH KAaTO JHUAEPHT € HAasICHO ChC
CHJIHUTE U CJIa0uTe CTpaHW Ha CBOs KoyeKTuB. Jlanko JlyneBcku chBeTBa:
»3d Ja C€ IOCTUIHAT LEJIUTE 3a M3MEPBAHE HAa YOBCIUKMS KaluTal B
JMHAMMKa U 110 CTPaHU, CJIE/IBa 1a CE U3II0JI3BAaT CbOTBETHU MOAXOAH, KOUTO
II03BOJIABAT U3BBPUIBAHETO HA CHIIOCTABMMH OLIEHKU Ha YOBEIIKUS KanuTall
¥ BB3BPBIIAEMOCTTA HA BIOKEHHTE B HErO HHBeCTHIMH %,

2.2.2. O0y4yeHHe W pa3BUTHE HA POMCKHUTEe CIay:RkuTeau. J[pyr
BapuaHT € OOy4YeHHe W pa3BUTHE Ha YOBENIKWS KamuTasl. [IpernusHoro
omnpejessHe Ha HyKJara OT OOydeHHe OTCHXKIa Jald TO IIE JOBEIE IO
Kenanus eeKT WM 0 HEHYXHH pa3xoju. ,,O0II0TO NPaBuUio, Yye Io-
rOJEMHUTE WHBECTHLUHM B OOPA30OBAHHE BOAAT CHOTBETHO [0 II0-BHCOKA
IPOM3BOIUTENHOCT M JOXOAHM OT TPy obade TpsOBa aa ObJe NPHIIAaraHo
Tpe3 MpU3MaTa Ha OCHOBHUTE TEHICHIMU Ha TPYIOBUTE Ma3apy B OTIETHHUTE
ctpann.“®® Ako To e 0OyCIIOBEHO M aJeKBaTHO ChOOPA3eHO, CIYXKH 3a
nomo0psBaHe Ha W3IIBIHEHHETO HA paboTaTa M XapaKTEPUCTHKUTE Ha
OpTraHHu3allMOHHUA KUBOT B IIPEANIPHUATUCTO.

I_[CJ'ITa Ha O6y‘-ICHI/ICTO Ha YOBCIIKHUSA KaIluTal €:
- I[O6I/IBaHe n HOI[O6p5{BaHC Ha CbIICCTBYBAIIX 3HAHUA U YMCHUS

35 Nynescku JI., Mazap na Tpyna, uza. Cuena, Codus 2010
3 Tynescku JI., mak tam.
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- pa3rpblIaHe Ha MOTEHIHAJIA HA CIIYKUTEIIUTE;

- CIIpaBsiHE C IPOMEHU U KPU3HCHU CUTYaLlUH;

- mo1o0psiBaHEe Ha KOJICKTUBHUS TPYA Upe3 HachbpyaBaHe Ha paboTa B
eKUT;

- YCBOSIBAHE Ha JIeJIETUPaHE;

- pa3BUTHE HAa HOBAaTOPCKOTO MUCJICHE;

- IOBUILIABaHE Ha Y/IO0BJIETBOPEHUETO OT paboTa U JIMYHA MOTUBALIMSL.

[TorpeGHOCTTA OT OOyueHHE ce ompezess Ha O6a3ara Ha NpeLeHKa Ha
noTpeOHOCTUTE B HpeAnpusitHeTro. Ts e mpolec Ha aHAIM3 Ha Bede
cbOpaHaTa UHGOpPMaLKs, KOSTO MO3BOJISABA J1a c€ HICHTH(UIIUpPA U CPaBHU
M3MCKBAaHETO Ha paboToaTeNUTE C U3IIBbJIHEHNE Ha Ha3HAuUeHOTO. BaxkHo na
ce OoIpeleNyd OTHOCHO OOYYEHHETO: KaKBO CE ONUTBAa Ja IOCTHTHE, Kak
TpsiOBa a ObJie MOCTUTHATO, KAKBH Ca NPENSTCTBUATA U OapuepuTe, KakbB
TUI 00y4eHue € He0OX0IMMO, 3a J1a Ce IIPEOI0JIEAT.

OcHOBHUTE NOAX0/AM HA AHAJIM3BT Ha NOTPEOHOCTUTE OT O0YUEHuE ca
CTpaTEeruuecKu, peakTUBEH U MHTEpKyITypeH. [IpakTukaTa mokassa, ue ako
ce M3MOJ3BaT €AHOBPEMEHHO, T€ Ca B3aUMHO JOIBJIBALIN M €PEKTHBHU B
nojueTHu4ecka cpera. [lpuw mepBHAT TOAXOA — CTpaTETHYECKus,
Oo0y4eHHETO c€ H3rOTBS Ha OCHOBAaTa Ha CTPATErMYECKUTE LENH Ha
NPEANPUATHETO, HEroBaTa MUCHS, OM3HEC IUIAHOBE M IEpCreKTUBH. [Ipu
PEaKTUBHHUAT MOAXO0J, OOydeHHeTo € Ha 0a3a aHajau3a Ha KOHKPETHU
npobjaemMH, KOUTO ca ce MOSBMIM B XOJa Ha M3IbJIHEHHWE Ha 3a/lauMTe.
WHTEepKYyATYpHUAT TMOAXOJ € CJeJeHe Ha CIOXHUTE CHCTEMH Ha
B3aMMO/ICIICTBHE Al OTAETHUTE KOMIIOHEHTH U3I'bJIHSABAT OCHOBHATA LiE
Ha OpraHu3alUATa 10 HA4YMH, KOHTO BOAM 10 MHTErpalus Ha TPYIHO
PUCIIOCOONMU KOJIEKTHBHU €THHUIIH.

[TmanHupaneTo Ha MporpaMUTe 3a OOyYEeHHE HAa POMCKH CITY>KUTEIH
MHUHAaBa MPe3 HAKOJIKO eTara:

a) OreHKa Ha KOHKPETHUTE MOTpeOHOCTH. Ts MMa 3a 1IeNT J1a CBBPKE
OTKpUTHTE Ype3 AHAIU3BT HA MOTPEOHOCTUTE OT 00yUYeHUE NOTPEOHOCTH C
KOHKpETHATa Ipyma oT MOAJIeKalI1 Ha 00y4YeHue.

6) edbunupane Ha nenute. Te ce popmynupar Ha OCHOBaTa Ha Bede
YCTAaHOBEHUTE MOTPEOHOCTH M MOTraT Ja c€ ONpeAeNsT KaTo OYaKBaHU
KpaifHH pe3ylTaTH W JaBaT OTTOBOp Ha BhIpocure: KakBo ce ovyakBa na
BBPIIN 00y4aeMHsi POMCKU pabOTHUK/ciyxuTen cien oOyueHuero? Ilpu
KaKBH ycJIoBUs TpsiOBa ja ro Hanpasu? Kosko 1o6pe TpsOBa 1a ro HanpaBu?

B) OnpenensHe Ha chabpxkaHueTo. To TpsaOBa Aa OTroBaps Ha LEIUTE.
OcHOBHUTE BBIIPOCH IIPU ONPEIEIITHE Ha ChIbPKAHUETO TPsiOBa a Obaar 3a
TOBA KaKBO J1a 0bJie BKIIOYEHO, KaKBU III€ ca OCHOBHUTE TEMHU WJIM MOJYJIH
U Kak J1a ObJie o iHeceHa HHpopManusTa.
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r) Omnpenensue ©Ha Qopmara ©Ha o0ydeHuero. M300pbT Ha
IIOAXOOAIIINTE (1)opMa, BUA U METOAU Ha 06yquI/Ie € €AUH OT OCHOBHHUTC
npo0OsiemMu. OcHOBHUTE opMU HA 00yUEHUE Ha ITIepCOHANA B IPEAMIPUATHETO
ca 06e3 OTKbCBaHE M ¢ OTKhCBAHE OT padoTa.

n) N36op Ha oOyunrtenu. ToBa € M3KIIOUUTEITHO BaKCH MOMCHT B
IUTAHUPAHETO Ha mporpamara. Ako ¢opmara Ha oOydeHue € 0e3 OTKbCBaHE
oT paboTa, OOY4YHTEIUTE MOTaT Ja ObJAT CIYXHTEIH OT OpraHU3aIUATa C
HEOOXOJMMHUTE ONUT M pEeNyTalnus WM BBHIIHKM 3a OpraHU3alusiTa
npernojaBaTeny. 3a Ja ce u3depaT MpaBHIHUTE OOYUYHTEIH € HYXKHO J1a ce
ONpeCaACIAAT KPUTCPHUUTE, HA KOUTO TpH6Ba TC Aa OTroBapsiT, Ja CC U3roTBU
CIIUCHK C BH3MOKHUTE BapHaHTH, Ja ce chOepe akTyanHa uHopmamms 3a
BCEKH OT CIMCHKA, J]a CE€ OICHAT BapUAaHTUTE BH3 OCHOBA HAa M30OpaHUTE
KPUTEPHH.

e) Ilnanupane Ha HEOOXOIMMHUTE pECYypCH W OpraHu3UpaHe Ha
00y4eHHUETO.

k) [lnanupaHe Ha METOIM 3a OICHKA Ha mporpamara. BakHo e aa ce
CJIeqIU 3a KpalHUs pe3yyTar upe3 oOCKTUBHA oreHka. OCHOBHO Ce LeH Ja
Ce W3MEpH pe3ysitaTa OT OOYYEeHHETO, Ja C€ UICHTU(PUIUPAT CUIHUTE U
CTabuTe CTpaHW Ha IMporpaMara U B3MOXHHUTE KOPEKIIHHU, Ja CE OTKPHUST
NOTPEeOHOCTH OT cieABaIoTo o0ydeHue. 3a 00EKTUBHA OLIEHKA € HYXKHO J1a
Ce HalpaBH TakKapa 110 BpeMe Ha 00y4eHHETO, B Kpasi Ha 00yYCHHETO U CIIe]I
U3BECTCH MEPUOJI OT BPEME.

2.2.3. IlpakTHYeCcKH AeHHOCTH 3a MPHUCIOCOOsIBaHE HA POMCKHTE
CIYKUTEJIM KbM HM3MCKBAHUSITA HA TpyaoBusi masap. Cnopen Mapun
[layHoB OapumepuTe 3a KyITypallHAa ajanTanmusi ca [OJICHIBAHE,
ETHOLEHTPU3HM, HHIMBHAYaTH3bM M KyIATypajlHa OTAajedeHoct.’’
HOI[IICHS[B&HGTO € HC OTYUTAHC Ha KYJITYPHUTC pas3idiyvud W HIPCUCHKA
cupsiMO coOcTBeHaTa KyiTypa. ETHONEHTpU3BM € TpH3HABAaHETO Ha
coOCTBeHaTa KyJNTypa € Mpu3HaTa 3a Mmo-1o0pa U OTChCTBUE HA KYNTypHA
ChIpUYacTHOCT. UHIMBUAYanU3MbBT € eKcTpeManHa (opMa Ha KyATypalleH
neHTpu3bM. KynrypamHaTa OTZaliedeHOCT Karo ISUI0 € HeXKelaHue 3a
aJlanTanus U IpueMaHe Ha Jpyrara KyiaTypa.

[TpucnocoOsiBaHeTO HAa TEpCOHANA CE€ HM3BBPIIBA Ype3 JEHHOCTH,
KOHTO CC OCHOBABAaT HA CJICAHUTEC INPHUHIHIIN:

e jeifiHocTHUTe TpsiOBa Jda crmocoOCTBAT 3a IOCTUTAHETO Ha
OpPTaHHU3AI[MOHHUTE IIe]I Ype3 CIUIOTSBaHE,

87 ITaynoB M. Oprann3aninoHHO TIOBEJEHUE W KOopropaTuBHa Kyntypa, YU ,,CTomancTBo®,
Codus 2008.
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® [PEKUTE PBKOBOJHUTEIM € HEOOXOAMMO aa ObJaT aKTUBHH B
AQHTKMMEHTA Ha pa3paboTBaHe M peayi3alus Ha IPAaKTHYHUTE JeHCTBUS 3a
KyJITypajHa IPUEMCTBEHOCT;

® [PEKUTE PHKOBOAUTENN OMXa MOIJIHU JIa OCUTYPST BB3MOXHOCT 32
HpHIaraHe Ha HAy4eHOTO;

® JIEHHOCTUTE Ja ca MPHUCIOCOOEHU CHPSAMO MOTPEOHOCTHTE Ha
IPaKTUKYBAIIHTE;

® JICHHOCTHUTE J1a CbOTBETCTBAT HA OPraHU3alMOHHATA KYJITYpPa;

e JeiiHOCTUTE J1a OBJAT 0I00PEHHU OT BUCLIETO PHKOBOJICTBO;

® DCIICHHMETO 32 TOBa KOW J]a ydacTBa € HEOOXOIMMO Ja ce B3ema
CBBMECTHO MEXKIY CIY)KHTEIs, IPEKHs pPBKOBOJMTEN M OTAENA IO
yIpaBJICHHUE HA YOBELIKHTE PECYPCH;

® OT I'PBOCTEIICHHO 3HAYCHUE € HA MPAKTHUKYBALIUTE J1a Ce O0SICHH
BOKHOCTTA OT MPUJIOKCHUE Ha HAYYCHOTO.

2.24. Cb3naBaHe Ha NOAXOASIIA OPraHU3alMs HA TPyAOBaTa
neiiHocT. Ilomsitmero ,,opranu3anus B Ha-oOI] CMHCBHJI Ha JyMmara
03Ha4yaBa MOCTaBsIHE Ha OOEKTUBHO B3aUMOCBBHP3aHUTE HEIA B MOPSIBK MPU
YCJIOBHSI, TP KOUTO BCEKU OPTaH, BCEKH €JIEMEHT, BCAKA ChCTaBHA YacT OT
LSUIOTO UMA CBOE TOYHO ONPEAEIIEHO MSCTO, U3IIBIHABA TOYHO OMPEACIICHU
GYHKIIMM U c€ HaAMHUpa B TOYHO OIPENETICHO MOJOKEHUE KBbM szyrHTe.38
[Iponecutre, KOWTO MNPOTHYAT B NPEANPHUSATHETO CE€ OpraHu3upar u
MPOBEXAAT MOJ BIUSHUE Ha CYOCKTHMBHATa ICHHOCT Ha YIpPaBUTEIHUS
cbBeT. Toil TpsAOBa na B3eMe MpenBHUIl OCOOCHOCTUTE Ha YIpaBlIEHHWE Ha
MEepPCOHANT OT PA3JIMYEH €THUYECKU WIM HalMOHalIeH chcTaB. CraBsHCKA
oOpbIlla BHUMAHWE Ha WHTEPKYJITYPHHS MEHHIKMBHT 3a HETOBOTO
»(OYHKIIMOHMpaHE B MHOTO TIO-XETEpPOreHHa BBHIHA Cpela, KaTo
CBBKYITHOCT OT MKOHOMHYECKH, KYJATYPHU WM 3aKOHOJIATEITHU acrekTi* .
ToBa mpenmonara WU3MOJ3BAHETO Ha CHENMU(PUYHU 3aKOHOMEPHOCTH 3a

XapMOHUYHO IMOCTABAHE HAa CbOTBECTCTBUC U PC.

3. MeToanka 1 MEeTON0JIOTHA 32 M3CJIe/ABaHe NPUCIIOCOOMMOCTTA

HA POMHTE KbM H3UCKBAHHMATA HA TPYAOBHS Na3ap

OT oBJIro BpeMe CIy>)KUTEIH U paOOTHUIM OT POMCKU MPOU3XO/ Ca B
nepudepusita Ha TPYAOBUS Ma3ap MOPaad MHOKECTBO NPEAPA3ChIbIU U
crepeorun. Muxann IIpomaHoB ommcBa IpenpasChIbLUTE  KaTo
HEOJAroNpUsITHU TOTMAaTUYHU MHEHUS 32 IpYTH TPYIH, Pa3poCTUPALIH Ce

% 3naramos 3., OpraEusanus Ha IPOM3BOJACTBEHATa JEHHOCT B KOOIEPATHBHATA
MIPOMHUIIUIEHOCT, Y HUBEPCUTETCKO M3AaTencTBO ,,CromancTBo®, Codpus 1995

%9 Cnapsaucka B., CTpaTteruu v IpakTHKM 3a YIIpaBleHUe Ha kaapure, 31, Makpoc, TTnosaus
2018
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BHPXY MHIMBUIyalHHMTE uleHoBe Ha Te3u Tpymu. *° Ilpes mocneanute
JIECETHIIETHS C€ M3TOTBAXA HAYYHH TPYJOBE, IIOCBETEHU HA TO3U MPOOIIEM,
T€ CHABPKAT MOJPOOHN METOJUYECKU BBIIPOCH 32 MHTETPUPAHETO HA TO3U
etHoc. IIpoyuBaHeTo MM IIOKa3Ba HaJIUM4Me€ HAa METOJMYECKH IPa3HOTU
OTHOCHO NIpuOOIIaBaHE Ha POMHUTE KOHKPETHO KbM TPYIOBHs Ha3ap B
bearapus. Te3u HayuyHu TpynoBe AaBaT OTTOBOP Ha IpoOjeMarukaTta 3a
MapruHU3UpaHe Ha TO3U €THOC M TPYIAHOCTTA OT MPHUOOIIABAHETO My KbM
MaKpooOIIecTBOTO. 3aa4yaTa Ha aBTOpA Ha JUCEPTALMIOHHOTO M3CJE/BaHE
BBbB BTOpa IJIaBa € 4pe3 H3IOJI3BaHE Ha OOIIa paMKa B ChIIECTBYBAILU
METO/IY 3a aHAJIN3 U IPOEKTHPaAHE Jja pa3paboTu U MPEUI0KU METOJOIO0TUS
Y METO/IMKA 3a IPUCIIOCO0sBaHE HA POMUTE KbM U3UCKBaHUATA HA TPYJOBUS
nazap B beirapus.

Ta3u rnegHa Touka MMa Hay4YHa IPUIIOKHA 3HAYUMOCT. B Hay4deH 1miaH
LIeJITa € J]a C€ JOCTUTHE 10 YChbBBPIICHCTBAHE HA BaXKHU 32 NHTEIPUPAHETO
NOAXO0U. B puiokeH 11aH HacOYEHOCTTa € KbM I'OJIEMH, CPEIHU U MAJIKU
(GbupMu B cTpaHaTa U 1€ Ja ce NMPeUI0KU MHCTPYMEHTapUyM 3a IPOyYBaHe
U IPENOPBKU 32 YCHBBPIICHCTBAHE HA MHTEIPALIMOHHUTE IMOIAXOIH, Ype3
IIPEOAOsIBaHE HAa JUCOATIAHCUTE U HECHOTBETCTBUATA MEXKY U3UCKBAHUS U
U3MIbJIHEHUE. AHalUM3UTE Ha JOCEralllHUTE W3CJIEBAaHUS IIOKa3BaT, ue
CBIIECTBYBAT pEeAUlA IPOIYCKH OT IJIEHA TOYKAa HA HHTEPKYJITYPHUS
MEHHUKMBHT Ha YOBELIKUTE PECYPCH B YNPABICHUETO HA POMHU Ha Iaszapa
Ha Tpyza B bearapus. HamansBaneto Ha edexkTuBHaTa (GyHKIMOHATHOCT Ha
POMCKHUTE CIY)KUTEIM B NPEAIPUATHATA ONpPENENs OpUEHTALMATA U
MOTHUBAIMATA HA aBTOPA 32 HEHHOTO 10100psIBaHE.

3.1. O01IH MOCTAHOBKH

Beuukn IMpoy4YBaHHUA ITOKa3BaT HGO6XO}II/IMOCTT3 OT UHTCTPAIOHHUTC
YCUJIMA, KOUTO Ja nmoAarnomMaraTt OCbICCTBABAHCTO HA CTPATCTUUCCKUTE LEJIN
Ha IPEIIPUATHETO, TAKa Y€ YOBEIIKUAT MOTEHIHAI Ja I0CPeIa yCTOMUNBO
NpeIu3BUKATENICTBaTa HAa BbTPEIIHATa U BBHINHATA cpefa. Tyk akieHTa e
(GyHKLIMOHMpAI MEepCcoHad, KOMTO cbhboOpassiBaiiku ce ¢ (upMeHuTe
W3HMCKBaHMS, J1a ChIIECHCTBA 3@ U3IIBJIHABAHE HA CTPATETMUECKUTE 3aauu.

B nucepranlMOHHOTO M3CIEIBAaHE CE€ ONPEAEIAT CICAHUTE OCHOBHH
OeJin Ha C(l)eKTI/IBHO HpI/ICHOC06$IBaH€ Ha POMHTC KbM H3UCKBAHHATA HaA
TPYIOBHUs Ma3ap B bbarapusi.

A) Meronute Ha mnpuoOIIaBaHE Ja KOpPUTHpAT CHUCTeMara 3a
YIpaBIEHUE HA MEPCOHAN B MPEANPUATUETO 33 U3IIBIHEHHUE HAa HErOBUTE
Ou3HeC CTpaTeruH.

40 Mesxnynapoana koudepenius ITY - [Tnosaus, M3cnenosaTencku METOIM U TEXHONOTHU B
WKOHOMHYECKUTE U coruasiante Hayku, YU , [Taucwii Xunennapcku®, [Tnosaus 2012.
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b) ®yHknuoHHpaHETO Ha METOAMTE Jla Ch3AaBa NPEAINOCTaBKa 3a
U3rpaXkJlaHe U yChbBBPIICHCTBAHE HA KOHKYPEHTHOCIIOCOOEH MePCOHAI.

B) Co3naBane Ha OnarompusitHa paboTHa cpena 0e3 ETHHYECKO
HanpeKeHHe.

I') OcurypsiBaHe Ha MOAXOJAIIN YCIOBUS 32 €PEKTUBHO M3IIbIHEHUE
Ha JUTbKHOCTHUTE 3a/1a4H.

J1) CripaBeu1MBO OLICHSIBAHE HAa IPUHOCHT HA BCEKU CITYKUTEI.

BaxHo e pemaBaHeTo Ha METOIOJIOTMYECKUTE HpoOIeMH Ja ce
OCBIIECTBH C H3BEXKIAHE Ha M3CIEAOBATEIICKM BBIPOCH B OOXBaTa Ha
B3aMMO/ICIICTBHE M XapMOHHM3ALMs B HAYMHUTE HA PUOOIIIaBaHe.

[TepBUsAT wM3cnemoBaTencku BbIpoc e: Kom ca ocHoBaHmsATa 3a
npucnoco0siBaHe Ha POMHTE KbM M3HCKBaHMATA HAa TPYIOBHs Ta3ap B
Bbwirapus u B kakBo Hamupa u3pa3s nogoopssaneTo um? Upes UHTErpupaHe
Ha 4acT OT MepcoHajla KbM OCTaHAJIMs KOJEKTHB ce IeJin o0orarsBaHe Ha
TPYAOBUS NOTEHIMAJ IOCPEACTBOM UHTEPKYIATYPHHU Pa3InyMsl, 3a1[0TO T€ Ce
OpeBpbLIAT B U3TOYHUK HA BIBbXHOBEHUE 332 MHOBALMU WIM peIllaBaHE Ha
pasHopoaau npodiemu. KynrypHoTro MHOrooOpasmue o3HayaBa ChbBKYITHOCT
OT Pa3JINYHU TJICAHU TOYKH, (OPMHUPAHU OT Pa3IMYCH MPOU3XOA, oOnyau,
npaBuia U HopMmH. Koraro BbB ¢upmaTta paboTAT xopa ¢ pasHOOOpa3HU
[IEHHOCTH, T€ MOTaT Ja TeHepHpaT 3HAHUS M YMCHHS, HETUIUYHHU 3a
OCTaHaJUTe, KOETO I JaBa BB3MOXKHOCT Jla C€ pa3BUBAa 110 YHUKAJIECH U
HEMOBTOPUM HAYUH U J]a FeHepUpa CTOMAaHCKa IPOAYKTUBHOCT. To3u BbIpOC
TpsiOBa Ja Jajne OTroBOp B KAaKBO L€ HaMepu u3pa3 MOoA0OpsBaHETO
IpUCHOCOOEHOCTTa HA POMUTE B KOHKPETHOTO MPEIIPUATHE.

Bropusat nscnenoBarencku Bbipoc e: Hamuie nu ca aprymeHTu 3a
OTIpeNieNIsTHe Ha BOJEN] MO MSCTO M 3HAYMMOCT KOMIIOHEHT 3a €()eKTUBHHU
cnocobu 3a mnpucnocodsBane? [IpoyuBaHe Ha HanMyHaTa JUTEpaTypa
orpeneny KOMIoHeHTa ,,OleHsBaHe Ha TPYIOBUTE KadecTBa Ha CITY)KHUTEI
OT POMCKM TIpPOM3XOA™ Karo BOJEH] IO MACTO M 3HAYUMOCT 34
YCBBBPUICHCTBAHE HA MPUCIOCOOMMOCTTA HA POMUTE KbM M3UCKBAHUATA HA
paboronarenute. OCHOBHHAT J0BOJ 33 OIpEIENIssHE HAa TO3W apryMeHT 3a
BOJICIl € BIIMSHUETO, KOETO TOW HuMa 3a HocjelBaluTe OO0y4eHHE,
npopecMoOHaTHO M KapuepHO  pa3BUTHE,  YNpPaBICHHETO  Ha
BB3HATPAKICHUATA U Ip. Pe3ynraTute OT olieHsIBaHE HAa TPYAOBUTE Ka4eCTBa
Ha CIIY’)KUTENl OT POMCKH IMPOM3XOJ Ca OCHOBAaHHWE 3a TpepasriiexaaHe Ha
npaBUiIaTa ¥ MEXaHW3MHUTE 3a yIpaBlIEHUE Ha KOJEKTHB B MHTEPKYITypHA
cpena. ToBa TMO3BONSIBA Ha TO3W KOMIIOHEHT Jla C€ XapaKTepU3upa Karo
OTpeNeNAll] MPH OCHUTYpsiIBAHE Ha B3aMMOJEHCTBHE M XapMOHHU3ALUS B
cucTeMarta 3a yrpaBlieHHe Ha IepCOHaJl.

Tpetust nscienoparencku Bepoc e: Mma au BIusiHue KadyecTBOTO Ha
IpUCIOCOOMMOCT B KOHKPETHOTO MPEINPUATHE BbPXY B3aUMOJICHCTBUETO U
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XapMOHU3aLUATa MEXY KIOYOBH KOMIIOHEHTH? [Ipeau BCUUKO € HYKHO €
Jla ce OIpeaesid HUBOTO Ha MPHCIIOCOOMMOCT MO ONPENIEICHN MOKa3aTeH.
Tpsi6Ba ga ce ycTaHOBU B MHAMBH/YaJICH aCIIEKT JJAJIM € HUCKO JIU € BUCOKO,
TH KaTO OKa3Ba BIHUSHHME BHPXY OOOCHOBKAaTa W n30opa Ha KIIHOYOBATa
neitHocT Ha noaxoaute. KosTo oT cBOsI cTpaHa Biusie BbpXY AudepeHipane
Ha 3agaunte. [[paBuaHOTO pasnpeneneHne Biause Ha BCHUKHM KOMIIOHEHTH OT
cucTeMara 3a ynpaBJIeHHE Ha IepCOoHal, 3all0TO JIMMUTHPA WK HachbpyaBa
IEUHOCTTA.

YeTBbpTUAT U3CIIEI0BATEICKH BBIIPOC €: VIMa i1 cuctemu, 4pe3 KOUTO
Jla ce TIOBIUsE€ BbpPXY KauyeCTBOTO Ha H3IBIHEHHE Ha 3aJaduTe B
KOHKpETHOTO mpeanpustue? B cioydas TpsOBa na ce onpeaesiT OCHOBHUTE
CBOWCTBA Ha NPUCHOCOOMMOCTTAa, Ype3 KOUTO Ja C€ OCBILECTBH
W3NBJIHEHUETO Ha JAJEHUTE W3UCKBaHUsA. YTOYHSIBAHETO WM JlaBa
BB3MOKHOCT Jla C€ MPOCJIEIA JaIN KA4YECTBOTO HA U3I'bJIHEHHE HA 33/1aUNTe
ce momoOpsiBa B Ta3u Hacoka. KoraTo cucremara 3a KOHTPOJ OTYMTA
3aBUIIaBaHE WM HAMAJIABaHE € BaXXHO J1a CE OTYETAT U NPUUYMHUTE 32 T€3U
pesyatatu. M3cneasar ce B3aMMOCBBP3aHUTE JIEMHOCTH, KOUTO Aa ObaaT
yCIIOBUE KAKTO 32 YChbBbPUICHCTBAHE HA NPUTEKABAHUTE YMEHMUSI, TaKa U 3a
npua00MBaHe HA HOBH.

[letusT  wM3CIIENOBATENCKH BBIIPOC: Nma  1m HAJIMYEH
MHCTPYMEHTApUYM, KOMTO /1a MO3BOJIM B MPAKTUYECKOTO MPOYUYBAHE J1a CE€
pa3KpHuBa CbCTOSHUETO HA B3aMMOJIEUCTBUETO HA XapMOHMU3ALUATA HA Ta3u
cucreMa? 3a MNPAKTUYECKOTO JAMCEPTALMOHHO W3CIEBAHE MoOrar Ja
MOCITY>KaT ONpPEeIeH KPbI 10pa3padOTeH! U afanTUPAaHU METOI, KOUTO ca
U3MOJI3BAHU MPHU MPOYYBAHUITA B 00JIACTTA HA YNPABICHUETO HA YOBEIIKU
pecypcu. BaxkHO € na ce HampaBsiT M3CleABaHUS BHB Bph3Ka C U3bopa u
dopMynupaHeTo Ha IpeaMeTa, LeNTa U 33JaYyuTe Ha H3CIeI0BaTEeNICKUS
Tpya. Ha ce ompenenar ¢akropure, KOUTO Ja 00OTaTAT KOMIIOHEHTHTE,
KOHUTO Jla MOA00pAT B3aUMOIECHCTBUETO HAa XapMOHM3ALMITA HA cUCTEMaTa
3a IPUCIOCOOEHOCTTA.

e OO0eKT Ha MeTOAMKATA € IPHCIIOCOOMMOCTTAa Ha POMUTE KbM
M3UCKBaHMATA Ha TpyHdoBus maszap B bearapus. HeitHoTro mpoyuBane u
YCBBBPILIEHCTBAHE Ca BaXKHA MPEANIOCTABKA 32 IOCTUTAHE HA MHTErPALMs Ha
MaJIlIMHCTBEHATa TpyIa.

e OcHOBHA 1IeJI HA METOAMKATA € J1a IPEA0CTaBU HHCTPYMEHTapUyM
3a JMarHOCTMYEH aHajdu3 Ha mpucrnocodumocrra. Jla XxapmoHusupa
KIIFOYOBUTE KOMIIOHEHTH 3a TPETHPAHUTE Ha METOJUTE 3a MOCTHUTaHE Ha
[eNTa KaTo IMO3BOJH Jla C€ YCTAHOBAT MPOOJIEMHU IOJieTa U HEraTUBHU
OTKJIOHEHHMS. [/]a ce OTKpUAT HaUYMHM 3a YChbBBPIICHCTBAHE.

[lpu Taka QopmynupaHaTa OCHOBHA Il U C OIJieJ Ha HEWHOTO
JIOCTUTAHE Ca U3BEJICHU CIECAHUTE MOALEIH:
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- METOJIMKATA JIa IPEJOCTABU HA PHKOBOJIHUS CKUII HA TIPEIIPUITUETO
MOJIXO/IU, HHCTPYMEHTAPHYM U JIOTHYECKU CTPYKTYpHA MOCIEIOBATEITHOCT
OT CTHIIKH 33 IMATHOCTUYCH aHAIN3 HA MIPUCIIOCOOMMOCTTA Ha CITY)KUTEIIUTE
OT POMCKH €THOC;

- METO/IMKATA JIa MTO3BOJISIBA Pa3KPHBAHE HA BH3MOXKHOCTH W ITHTHINA
3a YCHhBBPIICHCTBAHE Ha MPHCIIOCOOMMOCTTAa Ha POMHUTE W IOCTHTaHE Ha
JKEJAHOTO HUBO Ha M3ITBJIHUMOCT Ha 3a/Ia4HTe.

® Bn3npueru orpaHuyYeHus:

— no omHoweHue obxeama Ha NPoOy4eaHemo — IPOyIBAHETO 0OXBaIIa
VIPaBICHUETO HA YOBEIIKH PECYpCH B MHTEPKYITYpHA cpeaa. Jlokamaurte
ACIIeKTH Ha IPOYYBAHETO Pa3KpUBAT HEOCTATHLU, O0YCIOBEHH OT CIA00CTH
B MHTETPHUpPAHE HA MApTHHAIHU OOIIHOCTH Ha TPYIOBHS Maszap B beiarapus
Hopajiy JIMICca Ha MEXKIYKYJITypHAa KOMIIETEHTHOCT M Ccllaba MOTHBAIIMS Ha
MEHHJDKBPCKHSI ChCTaB.

— 1O OMHOWleHUe HA 6bHWHU (YaKmopu — B METOJMKATA CE U3BEXKIAT
NPUOPUTETHO COOCTBEHH NIPOOJIEMH Ha MPEIIPUATHETO, & HE BHHIIHU. Taka
HaIpUMEp B HES, 2 ¥ B MPAKTUYCCKOTO HM3CJIC/IBAHE BHIIPOCH, CBBP3aHU C
TPYZOBOTO 3aKOHOAATEJICTBO HE Ca CPEJ IbPBOCTEIICHHHUTE MPOOJIEMH, C
KOHMTO 33JIBJIOOYCHO J]a Ce 3aHMMaBaM. B ompezeneHa cTerneH TO3U BBIIPOC
Ce OTYMTA B MPAKTHYECKOTO NMPOYUYBAHE, HO TOBA HE € 00EKTa HA IEIUTE Ha
MeToaukara. Ts  aKkIeHTUpa BBPXY KIIOYOBUTE TNpolJieMH Ha
NPUCIIOCOOMMOCTTA, @ HE BbPXY ITbJIHHS 00XBAT HA MPUYUHU U CIICACTBUS.

- NnO  OmMHOWeHue  KpumepuaiHama — 6aza  npu  NPoOyYBaHe
CLCMOSIHUEMO HA NPUCNOCOOUMOCH HA pomume — KPUTEpHaIHaTa 0a3a ce
¢dbopMupa B COTBETCTBHE C HAYYHU MPUHIIMITA H U3UCKBAHUSI TIO OTHOIIICHHE
npucrnocodbuMocTTa u reseBaTa aJIanTamus Ha POMCKWSI
pabotHuk/cnyxkuten.  OtroBaps Ha  NpUJIaTaHUTE  METOAWKUA B
qyXJAeCTpaHHN KOMITAHUU C JOOpH MPAKTUKHA B HHTETPAIUATA U C JOKa3aHa
e(PEeKTHUBHOCT NMPU HEWHOTO (YHKIIMOHUpaHEe. BHB BCEKM KOMIIOHEHT OT
METOJMKAaTa € 3aJ0KeHa OlEeHKa Ha CIYXHUTEIUTe 3a TEXHHUTE
COLIMOKYJITYPHU YMEHUsI, MPOPECHOHATHH 3HAHUS, YMEHUS, ONUT, paboTa B
SKHII.

- 1O OMHOWeHUe HA NPUHYUNume, nOOXooume u Memooume 3d
npoyueane — B HAIMYHATA MU JINTEPATypa ca U3JIOKEHH U apTyMEHTHpPaHU
MHO>KECTBO METO/T!, TPUHIIMITA ¥ TIOJIX0/TH, KOUTO TPsIOBA J]a Ce CIa3Bar Mpu
ompesieNisHe W TpWIaraHe Ha TpPUEeMCTBEHOCTTa. KITIOWoBM OT TAX ca
CUCTEMHHST  TOJAXOJl, ©()EeKTHBHOCT, HAyYHOCT,  KOMIUICKCHOCT,
obocHoBaHOCT. Cpell MHUPOKUAT KPBI OT BH3MOKHU METOJM, KOUTO ca
MOIXOJANIM 3a IEIUTEe Ha MPOYYBAHETO MoraT nga ObAaT METOABT Ha
eKCIIepTHA OlIeHKa, Ha pa3uieHsBaHE W Ha CpaBHSABaHE, aHKETUpaHE U
METOIBT 3a TMPOBEKAAHE Ha ISUIOCTHO MpoydBaHe. BaxkeH e HE caMo
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noI00PHT HA METOJIU, HO U U3IBIHCHUETO UM C KOHKPETHO ChIABPKAHKE Ja
0b1e ch00pa3eHo C IENNUTE U 33]]a9NTe Ha TUCEPTAIIMOHHOTO U3CIIE/IBAHE, J1a
CHOTBETCTBAT HAa METOJOJIOTHUYECKUTE MOCTAaHOBKH. HauMHBT 110 KOMTO ce
KOMOWHHpAT J1a MPeICTaBu U3YepIiaTellHa U JOCTOBepHA WH(pOpMAIUs, C
orje]l M3BBPIIBAHE I0-HATAThK HA aHAIM3M W OICHKH, MPEHOPBHKUA M
o00pEeHMS.

e OuakBaHHMTE pPe3yJTAaTH B METOJMYCH IUIAH Morat ja Objaar
CBEJIEHU JI0:

- IOCTUTAHE JI0 ChOTBETCTBHE MEXTY METOJIUYCCKUTE MOCTAHOBKH H
ChIBPIKAHUETO HA METOIUKATA;

- apryMEHTHPaH OTTOBOP Ha MTOCTABEHUTE U3CJICIOBATEIICKH BBIIPOCH;

- JI0OKa3BaHE Ha MPHJIOKUMOCTTA U TOJIE3HOCTTA HA JUCEPTAIMOHHUS
TPy NpU UACHTHU(PHUIIMPAHE HA TPOOJIEMHH T0JIeTa BbB YChBBPIICHCTBAHE
Ha MPUCIIOCOOMMOCTTA Ha POMHUTE;

- anpoOupaHe B OTJICITHH IIPEIPHUATHS C OTJIe/ JOKa3BaHe Ha HEHHUTE
pealHi Bb3MOXKHOCTH.

3.2. M3caenoBaTelICKH MOAX0 M METOAU

OCHOBHHTE TIOHATHS, CBBP3aHU C TIPUCIIOCOOMMOCTTA U OTKJIOHCHHUSTA
OT CBHOTBETCTBUATA Ca CBABPKATCTHO JCPUHUPAHA B TPEIUIITHHUTE
naparpadu Ha gECcepTaIusTa.

e IToaxoa Ha u3cjaeaBaHe

[To-ceitecTBeHUTE 000OIIEHNUS Ca;

1) IIpucmocobumoctra € KIHOYOB (aKTOp 3a H3MBIHCHUE Ha
MIOCTAaBEHHUTE 3aJIa4M MPEJl POMCKH paOOTHHUK/ ciy)uten. OOCKTUBHUIT My
XapakTep HE HaMalsgBa 3HAUEHUETO Ha W3CIEABAHETO M ydacTBa B
MPUYUHHO-CJICICTBEHUTE BPB3KH 3a U3rPaXTaHe Ha €PEKTUBEH TICPCOHAIT;

2) OrtkioHEHUsITa OT CBHOTBETCTBHSTA  AKICHTUPAT  BBPXY
nmpo0JieMaTHKaTa Ha MPOYYBAHETO M MMAT HAYYHA M MPHUIIOKHA CTOHHOCT.
OnpocTeHUAT TOIX0J KbM TEXHHS aHAJIW3 W OIEHKA Ca OT CBIIECTBEHO
3HAYCHHUE 3a MTOCICABAILIO U3IBIHCHNE Ha IIOCTABESHH 3aJa4H;

OpueHTanuaTa Ha IUCEPTALMOHHUAT TPYA KBbM MpEANpHUsATHATa Ha
bearapus mpenmonara MeToauKaTa Ja BKIIOYM MPOYYBAHE B HIMPOK KPBT
bupmu ¢ poMcKH pabOTHHIIN UITH CITY>KUTEIH.

e MeToau Ha u3cjieABaHe

OT MeToja Ha MPOBEXKIAHE HA MPOYYBAHETO IO MpeaMeTa Ha
JUCEPTAIMOHHOTO M3CJIC/IBAHE Ca apIyMEHTUPAHH CIICTHUTE U3UCKBAHUS U
OTpaHHYCHUS:

1) N360pbT U MU3MBIHEHUETO HAa METOAM C KOHKPETHO ChABPIKAHHE
TpsiOBa J1a CHOTBETCTBAT HAa AMCEPTAIMOHHHUAT TPYHA, HETOBHUTE IMPEAMET,
L] U 3aa4H;

2) MeroauTe 1a CU B3aUMOJICHCTBAT 11O HAYMH, TI0 KOUTO €IMHUAT Ja
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IPeoI0JIsiBa HEIOCTAThLIUTE HA APYTHAT, TaKa Y€ TOBA, KOETO €AMHHUAT HE
MOYXeE J1a YAOCTOBEpPH, /1a c€ KOMIEHCHUpa YyOSAUTETHO IpU M3MOJI3BaHE Ha
JPYTH TOJXOISIIN METOMM;

3) MetoauTe 1a ce KOMOMHUPAT C IIEJT MO-ITBTHOLIEHHO M3BIMYaHe Ha
u34epraTeaHa MHGOpPMALUS C OrJe]] MO-IBIHOIEHHO Ja Ce aHaJIM3HpaT
M3BOJIH, OLICHKH U MPETIOPBKH.

B Hayunure wu3cnenBaHMs, METOABT Ha AaHKETHpPAHE € LIMPOKO
OpWIOKUM. B 1mucepraliMoHHUAT Tpya OBITapcKuTe HPEANpPHATHS ca
OCHOBHHTE OOCKTH 32 MAECHTH(PUIMpPAHE U MOTydaBaHe Ha WH(POpMAIUATA.
Upe3 Hes € BB3MOXKHA IMOATOTOBKAaTa W pa3pabOTBAaHETO HA aJCKBaTHU
yIIpaBJICHCKHU perieHus. HemoctaTbk Ha TO3M METOJ € JOCTOBEPHOCTTA Ha
pesynrarute. [1o Ta3u npuuuHa B IPOYYBAHETO C€ THPCH KOMIIPOMHUC, KOHTO
Jla CBEJIe 10 Bb3MOKECH MUHIMYM CJIa00oCTUTE My. 3a IenTa ce pa3paboTsar
¥ apryMEHTHpAT JIBa BUJa aHKETH 3a JUCEPTAIMOHHOTO NPOYYBaHE, KOUTO
Jla ChIBpKAT BBIIPOCH KbM POMCKH PaOOTHHIM M CIY)KUTEIH U TEXHUTE
PBKOBOMTEIH, TaKa Y€ Ja Ce OTYETE Bh3MOXKHO pa3MHHABAHE.

Upe3 aHKeTHOTO MPOYUYBaHE CE IIeNTU pa3pelIaBaHe Ha HAKOJIKO 3a1auH,
aTe ca:

1) Ja ce TecTBaT OCHOBHHMTE IOCTaHOBKH, KOUTO Ca CBBP3aHU ChC
CTEpEOTHUIINTE, BIDKIAHHUATA M HArjJacUTe Ha PHKOBOIAHHS MEPCOHAT OT
BCUYKM HEpapXWYHU paBHUINA HA MPEANPUATHETO CIPSMO POMCKHUS
PabOTHUK/CITYKUTEIT;

2) Jla ce ycTaHOBHM HAJIMYHMETO Ha paboTella HHTETPAIHOHHA CHCTEMA
B IIMPOK KPBI MPEANPUITUS U MTO-CIIEIMATHO HeliHaTa (PyHKIIMOHAIHOCT.

3) Jla ce ycTaHOBH HUBOTO Ha MTPUCITOCOOMMOCT CPEJT POMUTE, TEXHHSIT
KalauuTeT Ja U3MBJIHSABAT MW3MCKBaHUATA, JaJeHU OT TEXHUTE
PBHKOBOJIUTEIH.

Omnpenenenure 3ajaun AaBaT OCHOBAHUE 1A CE€ MPUJA/LE HA AHKETHOTO
Opoy4YBaHE IPVIOCTEH XapakTep M Jla ONpeleNsiT B IM0-00Ila CTerneH
CBCTOSIHUETO Ha OBJITApCKUTE NPEANPHUATHS OTHOCHO MPUCIIOCOOMMOCTTA Ha
pomure. ENHOBpEMEHHO € TAX Ce Hajara B3eMaHE II0Jl BHMMaHUE Ha
JOTTBJIHUTENTHU ChOOpaKEHUs, CBbP3aHU C U3pa00TBaHe Ha aHKETHATa KapTa.

1) Bpost Ha BbIpocHuTe 1a Oblie pa3yMeH, 3a J1a MOKE aHKETUPAHHST
Jla OCTaHe ChCPENOTOUEH, 3aLI0TO AKO BHUMAHHUETO MY € Pa3KOHLEHTPUPAHO
HsIMA J1a J]aJie JOCTOBEpHA MH(pOpMaLIns;

2) Anxerata TpsiOBa &na ObJe CTPYKTypHpaHa, Taka 4e Jia CieiBa
JIOTHKAaTa Ha MOCTaBEHUTE U3CIEA0BATEIICKH 3aauu;

3) Brrpocure e nenecro00pa3zHo Aa ObAAT 3aTBOPEHH, KOETO TH TIPaBH
NO-TIPELU3HHU U pa30upaeMu 3a aHKETUPAHUTE JIUIIA.
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4) TlocnemHusAT BBOPOC Ja ObJE OTBOPEH, 3a Jia MPEI0CTaBU
BBH3MOKHOCT Ha aHKETHPAHUSA Ja U3pa3H CBOSTA IIICAHA TOUKA.

e ETanu Ha u3c/jieiBaHeTO

ITvpeu eman: IlonroToBKa Ha AHKETHUTE MaTEpHAIU B M3CIICABAHUTE
dbupmu Ha MeToUKaTa U POPMUTE, CBHP3aHU C HEHHOTO IpUJIaraHe

Bmopu eman: UncTpykTUpaHe Ha PbKOBOJUTEIUTE HA PECOPUTE MO
yIpaBieHUE Ha MEepPCOHaja U POMCKUTE PaOOTHUIIN/CIYKUTENU, KOUTO ca
BKJIIOUEHU B aHKETHPaHETO. Ba)KHO € B TO3U eTar aHKETUPAHUTE CITYKUTEIN
na ObJaT BOJEHU OT JMYHATA CH MPO(eCHOHAIHA MMO3UIHU U CBOOOIHO J1a
M3Ka3BaT MHEHHUS OTHOCHO NMPOOJIEMUTE B MPHCIIOCOOMMOCTTA HA POMHUTE
CHPSIMO W3MCKBAHUATA B TAXHATA OPraHU3AIHAL.

Tpemu eman: llonbnBaHe HAa WHIMBHUIYAJHUTE AHKETHU KapTH
(ITpunoxenne 1 u Ilpunoxenue 2), momxydaBaHe Ha HWHGOPMALUATA,
o0OpaboTBaHe, 0000111aBaHe U aHAIIM3 HA PE3YITATUTE OT AaHKETUPAHETO.

Yemevpmu eman: PazpaboTBaHe Ha 000011IeH XapMOHUYECH MPOUIT 32
MPHUCTIOCO0sSBaHE HA POMCKHUTE CIYXUTENIU CIPSAMO M3UCKBAHUATA Ha
OPEANPUATHATA, KOUTO y4acTBaT B aHKETaTa.

Ilemu eman: Hacoku 3a aHaIM3 HA XapPMOHUYHHS TMPOPII 3a
nprcnoco0siBaHe HA POMHUTE, KOUTO MOTAT Jja ObJaT CUCTEMAaTU3UPAHHU KaTo:

I. OtkposiBaHe Ha JeceTTe Hal-BakHH (DaKTOpa 3a MPUCTIOCOOSIBAaHE HA
POMCKHTE CIYKHUTEIU Ype3 YCTAHOBSBAHE HA MO3UIIMITA HAa EKCIIEPTUTE;

Il. Onpenensine Ha npoOeMHUTE (PAKTOPH 3a MPUCITOCOOMMOCT, KOUTO
EKCIIEPTHUTE OIICHIBAT KaTO TaKUBA;

I1l. Judepenunpane Ha creneHTa Ha MPOOJIEMHOCT UM YCHEIIHOCT Ha
IpUCIOcOOMMOCTTa, ONpeZeNieHa Bb3 OCHOBAa Ha OO0OOIIEHUTE KpalHU
OILIEHKH 32 TSIXHOTO CHhCTOSIHHE;

IV. Opuentupu 3a ThbpceHE Ha NPUYMHU, OOCTOSITEICTBA M CHOUTHS,
KOUTO MPaBsAT MPUCIIOCOOMMOCTTa MPoOIeMHa;

V. OcsblecTBIBaHe Ha CPAaBHUTENCH aHAIM3 HA XapMOHM3AIMOHHUTE
npoduIn 3a CTENEHTa Ha UHTErPUpaHEe Ha POMHUTE B MPEANPUATHETO IPeE3
pasIMYHUTE TEPUOAM KaTO C€ CBIOCTaBAT JaHHU OT IMpeaulIHaTa U
HacTosIlaTa ToJuHA. 3a Ja ce HampaBHU OLIEHKAa Ha W3BBPIIEHOTO IIO
IpeosloNisiBaHE Ha MpoOJIEeMUTe C TMPUCHOCOOMMOCTTa Ha POMCKHUTE
PabOTHULU U CITYXKHUTEIH.

e Opranu3anus Ha U3CJIeABAHETO

OmnpenensHeTo Ha OCHOBHUTE €TalM M BaXHM MOMEHTH B TOBa
HaIpaBJICHHUE ca:

1. U360op Ha Obarapcku ¢uUpMH, B KOUTO Ja C€ OCBIIECTBU
NPaKTUYECKOTO U3CJIEIBAaHE HA TUCEPTALIMOHHUS TPY/I.

AprymMmeHTuTe 3a nu3bopa Ha GUPMHU ce Ompesess B ChOTBETCTBHE ChC
CJICIHUTE U3UCKBAHUS:
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- IPUOPUTET ca MPEANPUATUATA, KOUTO Ca HA TEPUTOPHUATA HA I'PATIOBE
C BHCOK IIPOLICHT Ha POMCKO HAaCEICHHUE;

- OT BCUUKM PETMOHU Ha CTPAaHATa;

- hupMH ChC CMECEHO yd4acTue B KOUTO HMHTEPKYITYpHUS
MEHMUKMBHT € IIUPOKO 3aCThIICH;

- n300pbT Ha GupMH ga o0XBaHE pa3zIMYHM MOJOTPACiAM Ha
IPOMMIIUIEHOCTTA B CTPaHaTa.

2. OnpenensiHE Ha PECHOHJACHTH Cpell UIHKHOCTHUTE JUIa B
n30paHuTe  OPEeNUpPUITHS  IpU  pealu3auus Ha  METOJUYECKUs
MHCTPYMEHTAPUYM:

- HAcOYBaHE HAa aHKETHAaTa KapTa KbM HU3IBJIHUTEIHUTE TUPEKTOPU
WIM pPBKOBOAMTEIUTE Ha YOBEUIKUTE PECYPCH B IPEANPUATHUETO.
[TpoBexxaHe Ha Cpely ¢ TSAX [0 Bb3HUKHAIN BBIIPOCH.

- HAcOYBaHE Ha aHKETHaTa KapTa KbM PbKOBOAUTEINTE HA PECOPHU 110
ylpaBJIeHUE Ha IEpPCOHANa, HHCTPYKIIMHU 3a IOI'BJIBAHE U €KCIIEPTHA OLIEHKA;

- HAacouBaHE Ha AaHKETHAa KapTa KbM pPOMCKHM paOOTHUIM WU
CILY’KUTEIIN.

3a mo-no0pa Mpernu3HOCT aHKETHaTa KapTa € HAacOYeHa KAaKTO KbM
CILY’)KMTEJIU, 3a€Mallld KIIOYOBH JTBKHOCTHU B MPEANPUATUETO TaKa U KbM
IPEKU PBKOBOAMUTENN, KOUTO OT JINYHO CHIIPUKOCHOBEHUE MTO3HABAT MHOTO
no-100pe MHTerpallMOHHUTE MPOOJIEeMH M ca B ChCTOSHHUE Ja pa3dupar
HNO3UTHUBHUTE U HETATUBHUTE ChCTOSHUS B TAX.

3. IlonyuaBane, 06001aBaHe, aHANU3UPaHEe HA OLIEHKU M M3BOJM HA
ObpBUYHATA MH(POpPMALUs, KAKTO U OOOOLIEHM M3BOAM U OLIEHKHU OT
LSJI0CTHOTO MPAKTUYECKO NMPOYUBAHE.

4. AprymeHTHpaHe Ha U3ClieZloBaTeICKaTa Te3a.

5. PazpaboTBaHe Ha MNpenopbKU, MPOM3TUYAIIM OT IPOBEIAEHOTO
U3Ce/IBaHE M HACOYBAHETO MM KbM BHUCHIMS MEHUJUKBPCKU CHCTaB U
pecopuTe IO YNpaBJIEHUE HA YOBELIKUTE pPECypcH B OBIrapckure
OPEANpUATHS 32 YCbBBPIIEHCTBAHE MPHUCIIOCOOMMOCTTA HA POMCKHUTE
CILY’KMTEJIH CIIPSMO TEXHUTE U3MCKBAHUS.

O0001IEHN N3BOIH

Hacouenocrra Ha qucepTanmoHHUS TPy € KbM acleKT, KOMTO HE €
HAMEPUJI TIBJIHO METOJOJOTHYECKO W METOAUYECKO pa3BUTHE U B
YOPaABICHUETO Ha TMEpPCOHala B HAIIWTE MNpeanpusaTus. M3mon3BaHUAT
WHCTPYMEHTApUYM C€ OCHOBaBa Ha IMOCJIEIOBATEIIHO Cla3BaHE HAa BOJCIIN
MOCTAaHOBKH TIPH YCHBBPIICHCTBAHE HA YIPaBICHHETO HA IMEpCcOoHaa.
YCBBBPIICHCTBAHETO HAa MPHUCIOCOOMMOCTTa HAa POMCKHUTE CIYXHUTEIU
CIpsSIMO M3UCKBAHUATA HA TPYAOBHUsS Ma3ap B bbiarapus € ocoOeHO BakHO
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YCJIOBUC B MHTCPKYJITYPHUSA MCHUIKMBHT. LIpe3 HCA TPYHAOBHA KOJICKTHUB
(GyHKIMOHMpA KAaTO €AMHEH OpraHu3bM, OOCIWHEH OT CTpaTerusTa Ha
NpeANpUsATHETO, pa30upaiiku odIIaTa 1mosusa.

[IpennoxkeHara METOAMKA HSAMa INPETEHIMU 32 BCCOOXBATHOCT Ha
npobieMa, BOACII MOMEHT B TOBa M3CIIE/IBaHE € MICHTH(DUIMPAHETO My U
HEroBOTO npeopoisiBane. [loserara, B KOUTO ce MposiBSiBa Morar jga Obaat
CBBP3aHM C MPOTHBOPECYMBU MOAXOAW 3a YIPaBICHHE HA IEpcoHaia,
HEJ0CTAaTh4HA MMOJrOTOBKA Ha PabOTOATENN U MEHHDKBPH 32 YIIPABICHHE
Ha KYJITYpHOTO MHOroo0Opasue W 3a paboTa C POMH, pPEajeH PHCK OT
JOITBJIHUTCIIHO MapruHaJIM3upaHe Ha pPOMUTE B YCIOBUATA Ha
UKOHOMHYECKA KpW3a, HHUCKU COIMAJIHM yMEHHS HA XOpa OT POMCKH
npousxof. JBJITHAT CHUCHK NMPOOJIEMHHU IOJIETa ca OCHOBAaHUETO Jia Cce
IPHUCTHIIBA KbM YCHBBPIICHCTBAHE HA MOJXO0/a 32 PelIaBaHe Ha Ipodiema.

Tpema 2nasa. Y cbBbpUIEHCTBAHE MPHCIIOCOOMMOCTTA HA POMHTE

KBbM U3HCKBAHHUSATA HA TPY/AOBHs Na3ap B buarapus (eMnupu4Ho

H3cjIeIBaHe)

TpeTa rjraBa uMa mnoadcepTaHo MPAKTUUCCKH XapaKTEp U NpCACTaBAd
pesynraTuTte OT anpoOupaHeTo Ha pa3paboTeHaTa METOAMKA upe3
IMMPOBCIKAAHC HA CMITUPHUYHO U3CJIICABAHC B 6"I)J'IFapCKI/I MMpeanpuiaTu. C ToBa
ce pellaBa nemama MOCTaBEHA U3CIIEIOBATEIICKA 3a/1a4a.

1. Konnenrya/iHa paMKa Ha eMIIMPUYHOTO M3CJIeIBaHe

B3uckarenHuaT TpynoB Ha3ap BbB BpeMe€ Ha MKOHOMHYECKA Kpu3a
HaJjiara BCe MO-BUCOKM CTaHJapTH KbM y4acTHULIUTE B Hero. Heobxoaumo e
e(peKTUBHO IMpHUCIIOCOOsSBaHE HA BCEKM KbM  IPOMEHsIIaTa ce
JNEHCTBUTENHOCT 4Ype3 MOAXOIAIIN I'bBKABH MOJXO0IU, KOUTO J1a PEryaupar
OTHOLIEHMUSI M TIOBEJEHUE, Chpa3MEpHU C HoBaTa peanHocT. Cnopen
uH(pOpMalus, 0Tpa3eHa Ha HaydHa KoH(epeHIMs, npoBeneHa npe3 2008r. B
Codus no nemorpagckute mpodbIeMH Ha CTpaHaTa, akTyaTHOTO paBHUILE Ha
TpyZOBa 3aeTocT cpen pomute B bearapus e ¢ 30 Ha CTO MO-HUCKO OT
3aeTocTTa cpen Obiarapure. Hamero mpaBUTENCTBO 4Ype3 paziIUuHU
IporpaMM aKTHBHO BB3EWCTBA 3a MO-NMIBIHOLIEHHOTO MpUOOIIaBaHE Ha
MapruHalu3upaHn rpynu. B kpas Ha HOeMBpM MHHajara TroOJuHA
OopUIIMATHUAT CAUT Ha ATEHIUATA 10 3a€TOCTTA IMYOJIMKYyBa CTATHCTHKA 32
paboTaTa Ha TPYIOBUTE MOCPETHUIIU — POMCKH MEIUATOPH, KOUTO JI0 MECEI]
okTtomMBpH 2022r. ca ycrenu na aktuupar o6imuzo 8900 pomu Ha mazapa Ha
Tpyaa B bbarapus. 3a cbkaneHue royisiMa 4act oT paboToaTeauTe CIOALIISAT
MHEHHE, Y€ poMcKara paboTHa cuiia € MiIajga U paboTocnocoOHa, HO HAMA
NOTEHLIMaJa W KadecTBaTa Ja IIOKpUE HapacTBAIlUTE HM3UCKBAaHMs Ha
TpYZOBHsI HU nazap. B noxiana cu 3a ,,3a€TOCT Ha POMUTE U NTOTEHIIMAI Ha
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Ibp)KaBHUTE W OM3HEC MOJMTUKU 32 BKJIIOUBAHE HA POMHTE B Ia3apa Ha
Tpyna“ Bepa Mecunr u XKyxa Apenpam cbc cbiaelcTBuero Ha bosH
3axapueB MUTUPAT HE3ABUCUMHU H3CIICABAHUSA, CIIOPE] KOUTO MeXay 1/5 u
1/3 oT poMuTe B Tpya0CmocoOHa B3paCT Ca MHTETPUPAHU HA HAIIUS Ta3ap
Ha TPyJa, KOETO € Jajied OT KeJIaHOTO. B 1ucepTalinoHHOTO MPOyYBaHe UMa
[[EJICHAaCOUYEHOCT KBbM OTKpPHBAHE Ha JIMIICBAIIOTO 3BEHO 3a HHUCKAaTa
MPUCIIOCOOMMOCT Ha TO3M €THOC CIPSIMO TPYAOBUTE M3UCKBAHUA Yy HacC.
UzcnenBanero chabpka ABa BUaa aHkeTd. [IbpBaTa e agpecupana KbM CTO
OpraHu3alii, B KOUTO pabOTAT POMCKH pPAOOTHUIM W CIY>KUTEIH.
PecnonzientuTe, B3enu ydyacTue B Ta3M aHKETa, ca JBe Kareropuu. Kom
obppBaTa C€ OTHACAT paboTojareNyd WIM PHKOBOIUTENM HAa YOBEHIKH
pecypcH, oT KOUTO Oe moiydeHa o0o0mieHa crpareruiecka WH(OpMAIs.
KbM BTOpaTa cmagatr NMHEHMHHUTE PHKOBOAMUTENH, KOUTO PAOOTAT MPSKO C
POMCKHTE PaOOTHUIIM U CITY>KUTEIIH.

Bropara 6e oTmpaBeHa KbM CTO POMH, KOHTO Ca 4acT OT Te3HU
npennpusaTus. PecionieHTuTe ca oT pa3auvyHU aJIMUHUCTPATUBHU 00JIaCTH
Ha PenyOimka bwirapus ¢ mupoK AuMana3oH OT MKOHOMHUYECKH cdepw,
pa3IMYHU OTPAciIM MU IOAOTPAciIM Ha IMPOMHUIUIEHOCTTA, HAa YCIYTHTE,
CEJICKOTO ¥ TOPCKOTO CTOIIAHCTBO, XOTEJICKUS U PECTOPAHTHOPCKUS CEKTOP,
yYWINIIA U JETCKH TpaauHu. M3cinenBaHuTe MPEANpPUSATHS ca KaKTO OT
rojeMu OOJACTHM LEHTPOBE, Taka W OT MajKd TpajJoBe M cela.
Ankerupanero 3amoyHa npe3 10.09.2020rom u  3aBbpmIM  1Ipe3
27.10.2020rox. Haii-ronsima yact OT mpeAnpusaTHsATa 0sXxa OT KOMyHaIHUS
CEKTOp, CTPOUTEJICTBOTO, CEJICKOTO CTOMAHCTBO, TO-MAaJIKO 05iXa B YCIYTHUTE,
JeKaTa M TeXKaTa MPOMUIUIEHOCT. MuHuManeH Oemie OposT ¢ pPOMCKH
pabOTHUIM/CYKUTENN B OOJacTTa Ha MEAHWIIMHATA, OOpa30BaHUETO U
pectopaHTbopcTBOTO. C royisiMa TpyAHOCT O€ HAMEPEH €ANH XOTeN, B KOUTO
MMa POMCKH IEpCOHAJL.

Bropara ankera e HacoueHa KbM POMCKH PaOOTHUIIM WUJIH CITYKUTEIH.
Ha Tax Osxa 3amaieHu ChIIUTE BBIPOCH, C €T M3SACHSABAaHE Ha Apyrarta
rieqHa Touka. PecroHaeHTHTE Ha Ta3W aHKeTa Osixa CTO M Te M3Ka3Baxa
MHEHHME 3a MpEeYKHTe WM JIOCTOBETe 3a IO0-100pa e(eKTUBHOCT B
WHTETPUPAHETO Ha Ma3apa Ha Tpyaa B bearapus.

Pomckute Mbke paboTST MPEeAUMHO B CTPOUTEIICTBOTO, TPAHCIIOPTA U
no-ciabo B TeKKaTa NPOMUIIIEHOCT. B 3eMenennero uma npeicTaBuTeNy u
OT JBaTa 1oJla, KAKTO U B YCIYTMTE, ThPrOBUATA, XPAHUTEIHO BKycOBaTa
IPOMUIUIEHOCT. B KOMyHamHUTE YCIYr'W, LIMBAIIKUTE MNPEANPUATHS,
00pa30BaHUETO U 3/paBEONa3BaHETO OpOs Ha JKEHUTE MPEBUIIABA MBXKETE.
3a paboTomarenure HAMAIlE €MHEH KpUTEepHil 3a Bb3pacToB noaoop. Hakoun
IpEeIIIouYnTaxa pOMHM HaJ CpEelAHa BbB3pAacT 3apagd I0-BHCOKAaTa UM
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IpaMOTHOCT Y U3rpaJieHu TPYAOBU HABUIH, NPYIU IIPEANIOYUTAXa IT0-MIaaU
HpGI[CTaBI/ITeJII/I 3apa):[1/1 TAXHATa eHCpFI/I‘-IHOCT.

2. Pe3yaraTu oT U3CJIeBAHETO

Pesynrarure oT U3caeaBaHETO ca NMPEACTABEHU B TAOIUIUTE.

2.1. AHKeTHpaHe HA PbKOBOJAHNUTE KaJAPHU

Tabn. 1. Pasnpenenenne Ha OTTOBOPUTE HA BBIIPOCa ,,POMHTE M3IBIHIBAT JIM IOCTABCHUTE
3amauu BBB Bamero npennpusitie’?

Omeosopu Omuocum. 0sin
ITo-ckopo aa 86%
ITo-ckopo He 10%
He mora na npenenst 4%

Ot yecToTHaTa TabIUIA € BUJIHO, Y€ MPe0dJiaaBaT MoI0KUTESTHUTE

OTTOBOPH.

Tabmn. 2. Paznpenenenne Ha OTTOBOPHUTE HA BBIIpoca ,, [ [pOMEHST i TpyLOBHTE CH

HaBuiu?
Omeosopu Ommuocum. 0sn
ITo-ckopo na 69%
ITo-cxopo He 24%
He mora na npernest 7%

[TpeoGnanaBa MHEHUETO, MaKap U HE TOJKOBA YOEIUTEITHO KAKTO MPHU
II'bPBUS BBIIPOC, Y€ POMCKUTE CIIY)KUTEIM B XOAA Ha TPYAOBUSA IIPOLEC
IIPOMEHSAT CBOUTE TPYIOBH HABUIIU.

Tabn. 3. PasmpenencHue Ha OTTOBOPUTE Ha BBIIPOCA ,,KOHIICHTpHpaHH JIH ca BEPXY
[IPOU3BOJICTBEHATA JIeHOCT?*

Omeogopu Ommnocum. oan
ITo-ckopo na 70%
ITo-cxkopo He 22%
He mora 5ia npenens 7%

BONMMHCTBOTO OT aHKETUpPAHUTE PBKOBOJWUTEIN OTTOBApAT, UE
POMCKHMAT IEpCOHAI € KOHIEHTPHUPAH BBPXY 3aJauyuTe, KOUTO ca My
nocraBeHd. Crnopea €AMH PECHOHJIEHT, B HErOBOTO MPEANpUATHE
IIOJIOBUHATA POMCKH CIIY)KUTEIHU Ca KOHLIEHTPUPAHU, HO Apyrara IoJIOBUHA

HEC Ca.
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Tab6m. 4. Pa3npe,ueneHHe Ha OTTOBOPUTEC HA BBIIPOCA ,,A,Hal'[TI/IpaT JI1 CC 6”I>p30 CIIpAMO

npomMeHuTe?
Omeosopu Ommnocum. 0sn
ITo-cxopo na 74%
ITo-ckopo He 23%
He mora na npenenst 3%

,Z[OMI/IHI/Ipa Harjiacara, 4€¢ pOMCKHUTC CIIYKHUTCIM Ca MHOI'O aJallTUBHU

KBbM IIPOMCHHUTE.

Tabx. 5. Pa3snpenenenne Ha 0TTOBOpUTE Ha BBIIpOca ,,[l0ka3Ba I ce mprueMaHe Ha

poMckuTe pabOTHUIH/ CITyKATEIN?

Omeosopu Omuocum. 0sin
ITo-ckopo na 98%
[To-cxopo He 2%
He mora 51a nmpeniesst 0%

Enma 2% ot AHKCTHUPAHUTC PBKOBOJUTCIM CMATAT, YC HMa

JUCKPUMHUHALIMOHHO OTHOIICHHE CIIPAMO POMCKHUTC CIIYKHUTCIIU. Benuku

OCTaHAJIM Ca HAa MHCHHUEC, Y€ OTHOMICHUCTO KbM POMCKHA ITEPCOHAII € ChIIOTO

KAaKTO KbM OBJITapCKusi.

Tabx. 6. Pasnpenenenne Ha OTTOBOPUTE Ha BBIIpoca ,,O0mIyBar Jin 6e3mpo0IIeMHO ¢

KOJIETU OT APYTU €THUYECKH Irpynu?‘

Omeosopu Ommuocum. 0sn
ITo-ckopo na 94%
ITo-ckopo He 3%
He mora na npernenst 3%

IToBeuero ot PBKOBOAUTCIUTE CUHHUTAT, Y€ POMCKUTEC pa60THI/IIII/I n

CIIY)KUTCIIN O6IHYBaT 663Hp06ﬂeMHO CbhC KOJICTUTE CH OT APYTUTC CTHUUCCKHU

OOIIHOCTH.

Tabu. 7. Pa3npenenenne Ha OTTOBOPHUTE HA BBIIPOCA ,,3aIbPKaT JIM CE 3a ITOBEYE OT

TOJIHA Ha €IHO paboOTHO MsICcTO?

Omeogopu Ommnocum. oan
ITo-ckopo na 81%
ITo-cxopo He 15%
He mora na mpenenst 4%

OcHoBHaTa 9acT OT AHKCTHUPAHUTEC ITOCOYBAT, Y€ POMCKHUTEC CITYKUTCIIN

OocCTaBart 3a IMOBCYEC OT IroJJHa Ha €JTHO pa6OTHO MSCTO.
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Ta0n. 8. PasnpesiencHre Ha OTTOBOPUTE HA BBIIPOCA ,, | TXHATA KBATU(PHUKAIIMS OTTOBAPS
JIM Ha JJIBKHOCTTA, KOSITO 3aemMat?®

Omeosopu Ommnocum. 0sn
ITo-ckopo aa 78%
ITo-ckopo He 22%
He mora na npenens 0%

Cnope):[ MMOBCYCTO PBHKOBOAUTCIN POMCKHUTC CIIYXKXUTCIIH, KOUTO Ca
HaclIu, ca O0CTaTb4YHO I[06pe KBaJ'II/I(bI/IHI/IpaHI/I 3a OJIBXKHOCTTA, KOATO
m3nbaHgBaT. Ilo-manka dgact cyyTaTr, 4€ POMCKHS IIEPCOHATI B TAXHOTO
MNPpECANpUATUC HAMA HYXKHUTE 3HAHUA U YMCHUA U € HACT CaMO 3alll0OTO HAMaA
HO'KBaJ'II/I(bI/II_[I/IpaHI/I KaHauaaTHu 3a TCXHUTC pa60THI/I MECTa.

Tabn. 9. PasnpenencHue Ha OTrOBOpUTE HA BhIpoca ,,O0yyaemu jin ca?™

Omeosopu Ommnocum. 0sin
I[To-ckopo 1a 74%
ITo-ckopo He 23%
He mora 51a npeuieHst 0%

IIoBeuero AHKCTUPAHU CMATAT, Y€ POMCKUTC pa6OTHI/IIII/I H CIIYKUTCIIN

ca BB3IIPUCMYUBU u MOTUBHPAHU B YCBBBPIICHCTBAHCTO HIJIN

HpI/II[O6I/IBaHeT0 Ha HOBHY 3HAHUA U YMCHUA.

Ta6un. 10. PasnpezeneHne Ha OTTOBOPUTE Ha BBIIpoca ,,[iMaTe JIn pOMCKH
PaOOTHHUITH/CITYKUTEIH, KOUTO CJIe] NaJCHO 00yUEHHUE ca Ha MO-BUCOKA JITBKHOCT?

Omeosopu Ommnocum. 0sin
ITo-cxopo ma 41%
ITo-ckopo He 45%
He mora na npenens 14%

Brrnpeku, ye criopen OTTOBOPUTE HA MPEIULIHMS BBIIPOC POMCKUTE
CIIy’)KUTEIU ca 00y4aeMu, OKa3Ba ce, Ye HeBUHATU CJIe]] IPOBEIEHO 00yUeHue
clieiBa MOBUIIIEHHE B JUIbKHOCT. A 14% OT pecrioHieHTUTE PU3HABaT, 4e B
TAXHOTO MPEANPUATUE HE C€ € MPOBEXKIAN0 0O0yuyeHUE Ha XOpa OT POMCKHU

MMPOM3X0/[] 3a 3a€MaHC Ha IMO-BHCOKA AJIBXKHOCT.
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Mo-pobpa Mo-pobpa He mora ga MNo-Bucoko
TpyAosa MmoTuBaLmA npeueHa 29% obpasosBaHue
AncumMnanHa 19% 43%

9%

@ur. 1. Pa3npenenenue Ha OTTOBOpUTE Ha BbIIpoca ,,KakBo npenopbuBare, 3a aa ce
YCBBBPIICHCTBA TAXHATA IPUCIIOCOOMMOCT crpsiMo Bammmre m3uckBanms?*

Pa3HooOpazHuTEe OTrOBOPH Ha OTBOPEHMST BBIPOC Ca IPYHUPAHU B
yetupu Tpynu. Haii-romsim Opoll pBHKOBOJUTENH MOCOYBAT ,,I0-BUCOKO
oOpa3zoBanue*, a 29% HaAMaT npenopbku. Te3u, KOUTo ce 00eTUHABAT OKOJIO
U7esITa, Y€ POMCKHUTE PAOOTHHIIM U CITY>)KUTEIH C€ HYXKIAsIT OT MOTHBUPAHE,
ca 19%. Cnopen 9% oT pbKOBOIUTEIHTE, 32 J1a ObJIe TPUCIIOCOOMMOCTTA Ha
POMHTE TIO-BHCOKA € HEOOXOUMO Te J1a paboOTAT BEPXY YCHBBPIICHCTBAHE
Ha TPYJOBUTE CH HABUIIU.

2.2. AHKeTHpaHe HA POMCKHUTE CJIYKUTEJIH

Tab6s. 11. Pasnipenenenne Ha OTTOBOpUTE Ha BBIIPOCA ,, I3BIIHABATE JIM 33aUHUTE, KOUTO
ca Bu mocraBeHH B IpeANIPUATHETO, B KOSTO padboTuTe?

Omeogopu Omnocum. /[an
ITo-ckopo na 100%
ITo-cxopo He 0%
He mora 51a npenieHst 0%

Beuukn POMCKHU CIIYKHUTECINU TBHPAAT, UE U3IIBJIHABAT 3a1a4YUTC, KOUTO
Cca UM ITIOCTAaBCHU B NPCANIPUATHETO.

Tabu. 12. PasnipeneneHue Ha OTTOBOpUTE Ha BBIIPOCa ,,JJokaTo paboTuTe B MPEAIPHATHETO
MIPOMEHAT JIM ce TpyAoBuTe Bu HaBum?*

Omeogopu Ommnocum. oan
ITo-ckopo na 89%
ITo-ckopo He 8%
He mora 51a npenieHst 3%

[loBeduero pomu cMATaT, 4e AOKATO pabOTAT B MPEINPUITHETO, B
KOETO Ca HAeTH, TEXHUTE TPYAOBH HABHUIM CE€ IPOMEHST IOJOKUTEIHO.
Camo Masika 9acT He BHX/IaT MPOMSHA B MPUA00MBAHETO HA TAKUBA HABULIU
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npeayu u CJC NOCTBIIBAHE B MIPCAIIPUATUCTO.

Ta6x. 13. Pasnpenenenuie Ha OTTOBOPHUTE Ha BBIpoca ,,Pa3ceiiBare i ce JOKaTO

paboture?*
Omeosopu Omuocum. 051
ITo-ckopo aa 21%
ITo-ckopo He 78%
He mora na npenenst 1%

[ToBeuero aHkeTHpaHu ca yOe[eHM, Y€ YCISBaT /a C€ KOHLIEHTPUPAT
BBPXY paOOTHHSI ITPOLIEC U HE Ce pa3ceiiBaT JoKaTo paboTsT.

Tabn. 14. Pasnpenenenue Ha OTTOBOPUTE Ha BBIIpoca ,,bbp30 1 ce mpucmnocodsiBare?*

Omeosopu Ommuocum. osn
ITo-ckopo na 96%
ITo-ckopo He 4%
He mora na npernesst 0%

[TouTH BCHYKH aHKETHPAHU CYMTAT, 4ye OBP30 ce MPUCIIOCOOSIBAT KbM
MIPOMEHU U QIANTUPAHETO HE € mpobiiem 3a TaX. EnHa Maika 9act criojensr,
4ye ce cTpecupar oT peopMu U TPYAHO C€ HAraKaT KbM HOBU yCIIOBUS WU
00CTOSITENICTBA.

Tab6u. 15. PasnpezeneHre Ha OTTOBOPUTE Ha BbIIPOCa ,,X0paTa, ¢ KOUTO paboTute
nokaspar ju Bu npuemane?*

Omeosopu Ommnocum. 0sin
ITo-cxopo ma 11%
[To-cxopo He 88%
He mora na npenens 0%
OcHOBHaTa 4acT OT CIYXHUTEJIUTE Cpelar OTXBBPJISHE OT

PBKOBOIUTEIIA U KOJICTU HEC-POMHU.

Tab. 16. Pasnpenenenne Ha OTTOBOPUTE Ha BhIIpoca ,,limarte Jin mpoOsieMu ¢ 00IIyBaHETO
C XOpa OT APYTH €THUYECKH rpymnu?*

Omeosopu Omnocum. 0sin
ITo-ckopo na 11%
ITo-ckopo He 86%
He mora yia nperiens 3%

Yact OT aHKETUpAaHWUTE MPU3HABAT, Y€ M3IHUTBAT 3aTPYAHEHUS IpHU
oOLIyBaHETO C ApYrH eTHUYecKH rpynu. Haif-BeposiTHaTa npuyrHa 3a TOBa
€ ue BJIaJIeAT €JUHCTBEHO MAaTEPHUs CH €3UK, IIOPaJH KOETO IPEAIIOUNUTAT 1A
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paboTsaT ¢ Xxopa OT cBOsi eTHOoc. Ho Bce mak OCHOBHaTa 4YacT OT
PECTIOHJICHTHTE HAMAT MPoOIeMu ¢ 0OIIYBaHETO C XOpa OT pa3InyeH €THOC.

Tab6u. 17. Pasnpesenenre Ha OTTOBOpUTE Ha BhIpoca ,,OT KOJKO BpeMe CTe Ha TOBa
paboTHO MsCTO?*

Omeosopu Ommnocum. 0sn
Ot noBeue ot 1 roguHa 70%
Ot no-masko or 1 rogusa 30%

ITo-ronsimaTa gact ot POMCKHUTE CIIYKHUTEIN Ca CC€ 3abprKajid Ha Ta3u

JJIBKHOCT ITOBCYC OT €4Ha roJJnHa.

Tabmn. 18. Pasnpenenenne Ha OTTOBOPUTE Ha BbIIpoca ,,Bamara kBanudukanus oTropapst

JIM Ha JIBKHOCTTA, KOATO 3aemare?

Omeogopu Ommnocum. 0sin
Ha 70%
He 30%

Cnopen 77% oOT aHKETHpaHUTE,

TC IIPUTCIKABAT HYKHATA

KBaJ'II/I(bI/IKaI_II/IH 3a pa60TaTa, Ha KOSATO ca HazHadyeHH. OcTaHaJInuTe CMsATAarT,

Y€ TCXHUTC 3HAHHA, YMCHHA U HpO(beCI/IOHaJIHa IMOAroTOBKA HC OTrOBapsAT HA

JUIBXXHOCTTA, KOSATO U3ITbJIHABAT.

Ta6m. 19. Pasnpenenenue Ha OTTOBOPUTE Ha BBIpoOca ,,bbp30 Jiu ce yuure?*

Omeosopu Ommnocum. 0sin
ITo-ckopo na 97%
[To-cxopo He 3%

Cnopen  97% or ywyacTHMLMTE

B HU3CIICABAHCTO, HOBOTO

MPEAN3BUKATCIICTBO MOXKE 1a 6’I>I[e BB3IPUCTO U OBJIAJIAHO 3a KPATKO BpEME.

Ta6u. 20. PasnpeneneHue Ha OTroBOpUTE Ha BbIIpoca ,,[lo3HaBaTe 1 Xopa, ot Bamara
0OIIHOCT, KOUTO ciel JaJiceHo o0y4deHue BbB BaleTo npeanpusTue ca Ha HO-BUCOKA

JUTBKHOCT?*
Omeosopu Omnocum. 0sin
Ja 30%
He 70%

3a cwxkanenue 70% OT 3amUTaHWTE HE TMO3HABAT HUKON OT POMCKHU
MIPOU3X0/JI, KOWTO J1a 611 00yyaBaH ¢ TakaBa 1€l U CbOTBETHO /1a € KApUEPHO
n3pacHai. Bee mak 30% mo3HaBaT 1nmoHe eIMH YOBEK OT TEXHUS €THOC, KOWTO
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cllef] 1aieHo 00y4eHue B IPeANpUSITHETO, B KOETO padOTAT € OWl MOBUILIEH
B [10-BUCOKA JUTH>KHOCT.

70
60
50
40
30

20
v
Mo-B1coko ®uHaHcoBO [Mpuemare ot

obpasoBaHMe HaCbpyeHWe  KO/NEKTUBa
11% 28% 61%

®ur. 2. Pa3npenenenue Ha OTTOBOpUTE Ha BbIIpoca ,,KakBo mpenopbuBare 3a jaa ce
moxobpu Barrero yespaue?*

IloBeue oT mnoJoOBHMHATA OT AHKCTUPAHUTC I10COYBAT, 4YC 6I/IX8,
paboTwiii TO-yCHhPJHO, AaKO C€ MOJ0OpH OTHOUIEHHWETO OT CTpaHa Ha
PBKOBOAUTCIIUTE I/I/ HJIN KOJICTUTC HCPOMMU. Manko nmoseue oT ¢aHa YCTBBPT
uMaT HyX7Aa OT (UHAHCOBO HachpueHue, a cmnopen 11% mo-mobpoTo
00pa3oBaHUE BOAM KbM IO-TOJISIMO YChPIHE.

2.3. AHaJIn3 Ha pe3yJITaTUTe

BallaﬂeHI/ITe BBIIPOCUTC B JABCTC AHKCTU Ca HJIACHTHYHHU. Te ca
THXACCTBCHU, 3a Ja M3pa3dAT IJI€AHATa TOYKAa WM Ha ABETC CTPAHMH. HNma
CXOACTBO B OTTrOBOPUTE HA IOYTHU BCUYKH BBIIPOCH. )41 Hla6HI/I A JTUHEHHU
PBHKOBOAMTENN HM3Ka3BaT MHEHHE, KOETO € OJNM3KO 0 TOBAa Ha POMCKHS
nepcoHan. OT mBpBUAT BBOPOC pa3zdbupame, Y€ MHO3MHCTBOTO OT
PBKOBOJIUTENIUTE MU POMHUTE CMSTAT, Y€ OOJIIMHCTBOTO OT POMCKHTE
paOOTHUIM M CIYXHUTEIH M3MBIHIBAT 3aJ]Ja4uTe, KOUTO ca UM IOCTaBEHH.
BropusT BbIpOC HU pa3sicHsBa, Y€ B X0OJla Ha paboTaTa MOBEYETO MIPOMEHST
TPYAOBUTEC CU HABUIIU B IMOJIOKHUTECIIHA HACOKA. TpCTI/ISIT BBIIPOC HHU ITOKAa3Ba,
ye okoJ0 70% ca KOHLIEHTpUPAHU BbPXY MPOU3BOJCTBEHATA IEHMHOCT U HE
ce pasceiiBaT. OT OTTOBOPHUTE HA YETBBPTHUSAT BBIIPOC pa3dbupame, 4e pOMUTE
KaTo 1510 ca Jo0pe MPUCIOCOOMMH U JIECHO C€ aAaNTUpaT KbM IPOMEHUTE.
[HectusT BBOpOC HU JMaBa uMHPOpMalus, 4ye oOuryBar 0e3npoOIEeMHO C
KOJIeTM OT Jpyru etHudecku rpynu. OT cenmusr pasOupame, de
OOJIIIIMHCTBOTO OT TO3M €THOC C€ 3a/IbpKaT Ha pabOTHOTO CHU MSCTO MOBEYE
OT TOAMHA. PHKOBOANUTENN U MEPCOHAN TBBPAAT B OTTOBOPUTE OT JI€BETHUS
BBIIPOC, Ue T€3U paOOTHUILIN U CITY>KUTENH ca o0ydaemu. JleceTusT u3scHsIBa
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¢axTa, ye MO-ToJIIMa YaCT OT POMUTE HE MMO3HABAT YOBEK OT TEXHUS €THOC,
KOWTO cies naseHo oOydeHue na ObJie Ha MO-BUCOKA IO3UIMS, CHLIOTO
NOTBBPK/1aBAT U PbKOBOAUTEIIUTE.

PaznukuTe ca chlnecTBeHH B JiBa OT BbIpocuTe. Haii-¢panupamniu
ca pe3yiaTaTuTre OT HeTH BbIpoc. BHymmuTeneH Opolt pPBKOBOIUTENIH
OTIOBapsIT, Y€ Ha POMCKUTE paOOTHHULIM U CIYXXHUTEIH Ce MOKa3Ba IIpUeMaHe
B npeanpusatueTo. ChLUIEBPEMEHHO TOJsIM Opoil OT aHKETUPAHUTE POMHU
TBBPIAT, Y€ XOpaTa OT HEPOMCKM IIPOU3XOJ, C KOUTO paldoTAT, HE UM
NOKa3BaT IpueMaHe. Bropara cbluecTBeHa pasiMKa € B OTBOPEHUTE
BBIIPOCH, HA KOUTO HAW-TONSAM OpOil PHKOBOAUTENH CIIOACIAT, Y€ KIHOUBT
KbM I10-100p0 UHTErpUpaHe Ha TO3H €THOC € o0pa3zoBanuero. Ho pomure He
CIIOJIEJISIT TOBA MHEHME, TE CUMTAT, Y€ HE BIKAAT IPUUMHA J1a UHBECTUPAT B
oOy4yeHHe ciell KaTo MO MPEe3yMIIUs UM C€ JaBaT HUCKOKBAIU(UIMPAHU
JurbxkHOCTU. Te BApBaT, ye JIMIICBAIOTO 3B€HO B YCIIEUIHOTO HHTEIPUPAHE €
IIPUEMAHETO.

Pa3muHaBaHeTO B INIEAHUTE TOYKU HA PECIIOHACHTUTE OT IIbPBATa U
BTOpaTa aHKETa M0Ka3Ba HECHOTBETCTBHUE B IPEJCTaBUTE Ha JBETE I'PYIH,
KOeTo € npoboiiHa B cbriacuero. Hail-uecto mpuurHaTa B pa3inyUeTO Ha
MHEHHUSITA Ha PECIOHACHTUTE € B CTEPEOTHIIHM BB3NPUATUS ,,XOpara
U3I0JI3BAaT UMIUIMLMTHU TEOPHUH, 32 Jia IPaBsT MPELEHKU 3a JIPYruTe, T.€.
U3I0J13BaT MUHAIUS CH OIUT, 3a Aa (opMHpaT TEOpHs 3a KadyecTBaTa Ha
uneHoBere Ha apyrute rpynu‘l. V3ssenute HepazOuparencTsa U
pasMHHaBaHUS B MHEHMETO, OMXa MOIJIM Ja Cc€ KOpPUrupaT ¢ XUOpHuaHa
paboTHa cTpaTerus, OT KOSATO Ja ca JIOBOJIHU U MEHUJUKbPUTE, U PEAOBHUTE
paOOTHUIM U CITY>KUTEIN OT pOMCKH npousxoJl. Karo 3a Hauano moxe aa ce
3arnoy4He ¢ uaeHTuuIupane Ha crepeotunute. [IpeacraBurenure v Ha 1BeTe
rpynu OuMxa MOIVIM Ja CH 3aJajaT BBIPOCH, AU TOBA € BSPHO WUIIU €
MPENIoJIOKEHNEe, 0a3upaHo Ha YyXkJ ONUT. AKO TOBa MHEHHME € Mopaau
CcOOCTBEHO HETaTMBHO IPEKUBSBAHE C IPEJICTABUTEN Ha JAaJieHa rpyna, Ou
OMJIO TOJIE3HO Jla CE€ HANOMHHM, Y€ BCEKHM HMHIUBUJA € DPA3JIM4YeH U €
HE00X0/IMMO Jia ce MOAXO0M UHAUBHIYaTHO KbM HETO.

OOpa3oBaHueTo € BaXHAa 4YacT 3a HoJoOpsBaHE Ha
6J1arOChCTOSIHUETO U € PEIHO J1a C€ HAChpUM MOCEIaeMOCTTa Ha POMCKUTE
Jiella Ha y4YWINIIe U Ja ce NpeloTBpaTH OTHAAAHETO. 3a ChXKAJICHHE B
npoyuBaHe Ha AreH1usTa Ha EBponeiickus cbio3 3a ocHoBHHUTE ITpaBa (FRA)
or 2011 rox. moka3Ba, 4e 0Opa3OBaTEJIHUTE MOCTUKEHUS HA POMCKHUTE
YUEHHMIIH ca 3HAYUTEIHO MO-CJIa0M OT TE3U Ha YYEHUIUTE OT HEPOMCKHU
npousxon. Ha mecra nopu aexnmapupaHaTta TpaMOTHOCT CBIIECTBEHO CE
pasnnyaBa OT (yHKUIMOHANIHaTa. ToBa /10 rojsiMa CTENeH ce JIBbJDKH Ha

4l Levy, S. R., Stroessner, S. J., Dweck, C. (1998). Stereotype formation and endorsement:
The role of implicit theories. — Journal of Personality and Social Psychology, 74, 1421-1436.
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TAXHOTO 06yquI/Ie B CTHUYCCKU CCTPECrupaHu y4uJInIla U MapajiCJIKu U €
OCHOBHA MpUYHMHA CHopen Obiarapckure padoromarenu Ja He Obaar
MPEIOYETEHN KaTo pabOTHUIIM B TSIXHOTO npennpusitue. OT Apyra cTpaHa,
npeoOagaBamaTa 4acT OT aHKETHpaHUTE Os1Xa Ha JUTHKHOCTH, 38 KOUTO TO
He e mpeanocraBka. CHIIEBPEMEHHO Cpell PECIOHJCHTHTE OT BTOpaTa
aHKeTa MMalle pOMH C BHCIIE oOpa3oBaHHE, KOMTO paborexa B
IPOM3BOACTBOTO, HApE C XOpa, KOMTO ca ChC CPEAHO WM OCHOBHO. Te
CIIO/ICNIAT, Y€ YCUIIMATA J1a 3aBbpIIAT BHCIIE 0Opa30BaHHE ca HEONIPABJAHU.
Cpe):[ PECIIOHACHTUTC HWMAIIC M TaKWBa, KOUTO CJICO HpI/II[O6I/IBaH€ Ha
OakamaBbpCKa MJIM MarucTbpCKa CTEMEH paboOTAT MO CIEHUATHOCTTA, 32
KOSITO ca ce MoAroTBsyIn. ToBa 0sixa mpodecuu, 3a KOUTo UMa AepUIuT Ha
nasapa Ha TpyZaa B bearapus.

[onsimMaTta 4acT OT pPECHOHACHTHTE B Ta3d aHKETa CIIOJEINSAT
MHEHHETO, Y€ BHCOKAaTa CTENeH Ha 00pa3oBaHHE HE € 3aIbJDKUTEITHO
yCJIOBHE 32 HAMUpAHE Ha Mo-100pa paboTa. Bp3MOXHO € 3a HAKOU OT TAX
TOBa Jla € ONpaBlJaHHe, HO JO0KAa3aTeJCTBO OsiXxa OONIIMHCTBOTO OT
UHTEPBIOMPAHUTE PHKOBOJIUTENN, KOUTO HA BBIPOCHT JAIH CIIE] JIAICHO
06y‘~I€HI/IC UMaT POMCKH pa6OTHI/IK HJIK CIIY’KHUTECII Ha MMO-BUCOKA JJIBXXHOCT
oTroBapsixa oTpunarenHo. Pa3Oupaemo € ToBa MpeapasmoyoKEHHE Cper
MOBEYETO PabdOTONATENN Aa IEMOTHUBUpPA MIIAJUTE POMH J1a WHBECTHUPAT B
oOpazoBaHue. 3aToBa OOLIOTO MHEHHE, Y€ MPUCIOCOOMMOCTTa HAa POMCKHTE
pabOTHHLIM ¥ CIHYXKHUTEIM € HHCKAa MOpagd JIMICAa Ha KadeCTBEHO
00pa3oBaHUE € YaCTUYHO BSIPHA.

PoMute 10 romsima cTemeH B pe3ynTar Ha MCTOPUYECKH OMUT U
KyATypHa (iexkcaOuiaHOCT ca yclmend Ja ce MPHUCIoco0sBaT CHPSMO
IPOMEHHUTE B O0IIECTBOTO. TO3M €THOC € CKIIOHEH Jia ObJie ABYE3UUCH HIIH
MHOT'O€3WYEH U J1a pa3rpblia HAOOp Ha MYITHKYIATYpHU yMeHHUs. Beripeku
TOBa MaprUHAJIHOTO UM MOJIOXKEHHUE T MOCTaBs B epudepusiTa Ha TPY10BUS
maszap U Te He M3I0JI3BAT HAITBJIHO MMOTEHIINANIA CH

Bceobmo MHeHHE €, ue poMUTe ca 0OMYaiHKS YOBELIKU pecypc B
chepaTa Ha HHMCKO IIaTeHaTa 3aeTocT. BHymIaBa ce TeHAEHLUATa Cpen
aMOUIIMO3HU POMH, Y€ 3a J1a HaJICKouaT NMpodecuoHaNHaTa peaau3anus Ha
CBOUTE POJUTENIM U POJHUHM, T€ TpsAOBa Ja u3bdepar mpodecus, KoATo Mo
€/IHa WJTM Jjpyra MpUYuHa He € MPHBIIEKATeNIHA 33 YWICHOBE HA HEPOMCKOTO
obmrecTBo. PomuTenu akTMBHO HachbpuaBaT Jelara CH Ja ydaT 3a TakaBa
CHENHATHOCT, a HE 3a Ta3M, KOSATO UM Jonaja. ToBa MOXe JJa UMa CBOUTE
HEAOCTAaThIlM, HO B KOHTCEKCTAa Ha Ta3W TEMa II0OKa3Ba HAJIHWYHE Ha
PO30pIUBOCT. POMUTE MOCTBIBAT AATHOBUAHO B XKEJTAHUETO CH Ja ObJIaT
MHTErPUPaHU Ha Ma3apa Ha TpyJa KaTo B3UMAT 1101 BHUMaHHE PEaTHOCTTa U
IPOTHO3UpAT €BEeHTyalTHO Obemio pa3BuTHe. [lopaan eMonMoHaTHI TPaBMU
OT OTXBBPJISTHE TOJIIMA YaCT OT TAX CE CTPEMSAT J]a pabOTAT Ha MeCTa, B KOUTO
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paboTAT M JOpyrd MPEACTaBUTEIM HA TO3M €THOC, 3a Ja MMaT omopa u
noakpena. Cpen aHKeTHUpaHUTE TpeodiagaBamo Oere MHEHUETO, Y€ TOBA €
OBPBOTO U OCHOBHOTO YCJIOBHE, CJI€J] HETO € pa3Mepa Ha TPYIOBOTO
Bb3HATPAKICHHUE.

JlHec ronsimMa gacT 0T paboTOCIIOCOOHUTE POMHU KHUBEAT U pabOTAT
B yy)xOmnHa. KakTo Oemie cioMeHaTro B HAYaJIOTO HA TPETa IJ1aBa, MHOTO OT
MBXKeTe paboTAT B CTPOUTEICTBOTO, )KEHUTE B KOMYHAIIHUTE YCIYyTH, UMa
TaKMBa, KOUTO C€ PEaIM3npaT B COLMAIHATa cepa, IpyrH ce 3aHMMaBaT ChC
3eMezieNiie, OPYTd ChC JKMBOTHOBBJCTBO, HE MajKa 4YacT Ca THProOBIIH.
VIMeHHO NOCIeTHUTE TTOKa3BaT BUCOKA CTEINICH HAa I'bBKABOCT, 3aII0TO KOTaTO
CpeliaT TPyIHOCTH B IUTACUPAHETO HAa CTOKAaTa, MOPaaAX MPEapa3ChAbIH H
CTCPCOTUIIN, YCICIIHO A IMpcayiaraT B HHTCPHCET MPOCTPAHCTBOTO. ToBa
NOTBBPIK/IaBa TSAXHATA BUCOKATa CTEIEH Ha aJalTUBHOCT.

[pu mo-npenu3Ho HaOIIOACHHE POMUTE, KOMTO HaJICKayaT cTaTyca
Ha POJMTEIHMTE CH MPUTEKABaT OO MpHU3HaK. Bcuuku Te MMaT mbiaHATa
HOJKpena M CBHIPHYACTHOCT HAa CBOMTE ONM3KH. B nucepranmoHHOTO
NpOy4YBaHE CIIOJENAXa, KaK YCEUIalKH HelnpHeMaHe MHOTOKpPAaTHO ca
pelmaBaiy a ce OTKakar. EquHcTBeHaTa mpuyMHa Aa OCTaHaT ca OJIM3KUTe,
KOHUTO HCOTMCHHO I'l IMOOLIPABAT Ja NPOAbJIKaT.

Pa3bupa ce uma mpeacTaBUTENN HAa TO3H €THOC, KOMTO HE JKEasT
Jla M3JI513aT OT OCTapeNy CPEIHOBEKOBHM TPAIHMIIMHU, B KOUTO C€ MOra3Bar
OCHOBHHM 4YOBEIIKM mpaBa. Koraro TexHUSAT u300p HE € HACOYEH KbM
KOOIIEpHpaHe ¢ OCTAaHAJHWTE yYacTHHIM HAa TPYJOBHUS Mas3ap, HsAMa Kak Ja
OBJaT NPUHYIEHH J1a Ce MHTETpUpaT KbM Hero. Ho To3u cerMeHT Ha poMCcKust
€THOC MMAaT TOJIIM IPUHOC B M3rPa)KJaHe HAa HEraTUBHU CTEPEOTHIIH Ha
Ma)XOpUTapHOTO 001iecTBO. [IpekanenoTo obo0IIaBaHe € MpeanocTaBka 3a
TPYZHO W3pacTBaHE B Kapuepa Ha OCTaHAJTUTE NpeacTaButenu. UYpes
aJICKBaTHO MHTEPKYJATYPHO YIpaBJieHHE OMxa MMaju MIaHCA JIa MPOMEHST
00JI1Ka Ha CBOSI €THOC.

Criopen aHkeTHpaHHUTE paboToaTeNN OOJIIIMHCTBOTO OT POMHTE
HpOsIBSBAT NMPHUCIIOCOOMMOCT CHPSMO M3MCKBaHMATA HA Ma3zapa Ha TpyZda B
bearapus, HO B AMCEPTALIMOHHOTO H3CIIEBAHE IO-TOJIAMATa YacT OT
IPEJCTaBUTEIINTE HA TO3U €THOC MOKAa3Baxa HEPELIMTEIHOCT J1a CE€ CIPaBsT
C OCHOBHHUTE CH CTPAXOBC OT OTXBBPJIAHC. bommmHCTBOTO HE KemasT aa
M3JIA3aT OT TPaHO YCTAHOBEHOTO CH MOJIOKEHHE. B moBedero cirydau ce
11030BaBaxa Ha 4yXJa OMMUTHOCT, IIpueTa 0e3 Bb3MOKHOCT Ha OCIIOPBAaHE.
[Tpod. Poynbp, aBTOp Ha TeopHsATa 3a MEXIYJIUYHOCTHO HpUEMaHE H
OTXBBPJIIHE U JUPEKTOp Ha LIeHTHp 3a nM3cneaBaHe ChC CHIIOTO UME KbM
yauBepcuteta B KpHektukst, CAILl u ekunbT My OTKpuiH, ue: ,,Hue He cme
HUTO M3IUI0 OTXBBPIICHU, HUTO U3LAJI0 OOMYaHH, HO aKO HAKOHN Ce UyBCTBa
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NOBEYE OTXBBPJICH, OTKOJIKOTO OOMYaH, TO TOTaBa MOXKE J1a CE MpeJICKaxKe
1IeJIUAT KUBOT Ha TO3M 4oBek™ 2. Beeku e cpelnan TakbB THIT XOPa, Thil KaTo
Te ca pa3no3HaBaeMu B kosektuBa. Criopen Caunn [lacpuya KOHCYNITaHT MO
KapMepHHU YCIyTd B CTaTuATA cH ,,OTXBBpPIISHE U MOBTOPHO HHKeKTHpaHe 3
ChbBETBA J1a ObJie BHYLICHO HA TE€3U JMYHOCTH, Y€ € Bb3MOXKHO Jla ca OUiH
OTXBBPJIEHHU OT HSIKOHU, HO HE ca OT BCHUKH. BaxHO e ;1a ce npeacraBu ToBa
camMope(IeKCHO 3aKJIYEeHUE HE KaTo MPOBaj, & KaTO HOBA BB3MOKHOCT
KaTo IIaHC Ja ce omuTa Apyr npuiioM wim ¢opmyna. Cauun [lacpuya
OpernopbuBa Ha OTXBBPICHHUTE: INpHEMaHe, OOydeHHE M H3PacTBaHE B
nogoOpsBane. B cBosita cratus murupa JDxepamu JluMmH, KOWTO Ka3Ba:
»OTXBBPIISIHETO BH JIaBa [MOBEYE CHJIA JIa TPOIBIDKUTE HAMpeT .

OnuteT mMOKa3Ba, Y€ poOMCKara pabOTHA cCHUJla HE IOKpUBA
U3MCKBAaHUATA Ha TPYAOBUS T[a3ap IMOpPaAM BIEUYATIEHUETO, Y€ He
OPUHAISKN KbM KoJekThBa. HeoOxoaumocTra na ObAaT 3adyeTeHU e
OCHOBOIIOJIAramia 3a ChIPUYACTHOCTTA HA POMCKUTE DPAOOTHUIM WIIH
CIIy’)KUTeNH. 3a LeiTa € He0OXOJUMO Jla ce MOA0OPAT B3aUMOOTHOLIEHUATA
¥ KOMYHHKanusTa B KoyiektuBa. Koraro Te3u (pakropu ca Hanmuie, eKUIMHATA
pabora e ocezaemo OaaHcupaHa U eeKTUBHA.

3. O6001eHn U3BO/IM U NIPENOPBKH KbM PbKOBO/ICTBATA Ha
OpraHm3amnuure

3a yChBBPILIEHCTBAHE HA IPUCIIOCOOMMOCTTA HA POMCKHUTE paOOTHHULIN
U CIY)KMTEIU CHPSIMO M3UCKBAaHUATA Ha Iazapa Ha Tpyaa B bearapus e
IIPENOPBUYUTEIHO:

1. la um ce mokaxe mnpuemane. Jla yceTsST NPUHAIEKHOCT KbM
KoJIeKTuBA. [la ce 00siCHH, Ye IPUEMAHETO € Pa3IU4HO OT TOBA HEIIPEMEHHO
Jla XapecBall UM 0100psBalll, UMa CMUCBHJIA Ja naaenl manc. Oryuraiky,
4ye HUKOM He IIPeJoIpe eI IPOU3X0/a CH, J1a Ce HallpaBy Ch3HATENIEH U300p
3a u30srBaHe Ha CTEPEOTUIM. B HauanoTo BMHArM ce M3MCKBA YCUIIHE,
0c00EHO aKo € MMajo HEraTHBHO IPEKUBSBAHE C MPEACTAaBUTEN Ha TO3U
eTHoc. [la ce Hamepu OanaHca, B KOITO MMa OJarocKJIOHHOCT B HACTOSIIIIUS
MOMEHT, HO HE C IPETEHIMTA, Y€ MPUETUTE 11I€ CE IPOMEHSAT B ObIelIe.

2. Besika TUYHOCT J1a ce TpeTHpa CIopel CBOsITa MHANBHYATHOCT. [la
HE ce TIeHepajau3upar poOMUTE B MPEANpPUATHETO. ['pelikure, KOUTO ce
JIOITyCKaT B X0/1a Ha pa0oTa Ja He ce MPENKCBaT Ha TEXHUS IIPOU3XOI.

3. OOyuenue Ha BCUUKH Bb3pacT. ChIEeCTBYBAT alaiTHPAaH yIeOHU
IporpaMy KaTo Bb3MOXKHOCT 33 BCEKH, KOWTO € MPOoIycHal Aa ce o0yJaBa B

42 Rohner. R, They love me, they love me not: A worldwide study of the effects of parental
acceptance and rejection, HRAF Press, New Haven 1975
43 Sachin Pasricha, Career Services Consultant ar. ,,Rejection and Reinjection®
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YYWIIMIIHA BB3pacT. Upe3 TAX y4yaCTHUIIUTE CE€ OrpaMoTsABaT U (HhopMupar
KJIIOYOBU KOMIIETEHTHOCTH 32 NPO(eCcHOHATHA MOArOTOBKA U peanu3aIis
Ha Ta3apa Ha TpyJda. pPHUEMAHETO HE H3KII0YBA CTPEMEX KbM
YCBBBPUICHCTBAHE.

4. TlpoBexxmaHe Ha OOYYMTETHHM CECHHM 3a ChUYBCTBUTEIHOCT Ha
nepcoHasna. AKUEHTHT Aa ObJie BENMKOIYIIME B KOHTEKCT Ha pa3Iu4HU
KYJITYpH.

5. IlpenoppuntenHo € Aa ObIAT TMOCTaBSHU MPEIACTABUTENU Ha
pa3IMYHM E€THUYECKH Tpynu B ekun. HeoOXoaumMo € OTYMTaHeTo Ha
Pa3IMYHU TIETHU TOYKH, UJIBAIM OT PAa3JIMYEH MUPOTJIEH 32 MOCTUTAHE Ha
no-100pu pe3ynrat. UYpe3 BHUMATEIHO HAOIIOACHNE HA EKUITUTE, O MOTJIO
CBOEBPEMEHHO J1a Ce pearrpa npu IpH Bb3HUKBaHe Ha KoH(puKT. Koraro
32 W3MBIHEHHETO Ha NaJeH MPOEKT HHTEPKYITYIHHUS MepcoHan paboTu
3aeTHO B €KUITHA CPe/ia, TOM MOXKe M0-100pe J1a Mpeooiee pa3IuiusTa CH U
YYaCTHUIIUTE Ja Ce MpHeMaT €IuH IpYr KakTo MpodecroHalHO, Taka U
JUYHO.

6. [To3uTnBHA MUCKpUMHUHANKA. ToBa € M3pa3 HA COJIMIAPHOCT HA
Ma)XOpUTapHaTa Trpyna KbM MaprUHAJM3UPAHUTE, 4Ype3 KOATO Ce
KOMIICHCHpPa COITMAIHO HepaBeHCTBO. Moxe J1a ce u3pa3u B npedepeHInu
3a pOMH, KOUTO IPU PaBHU JPYTH YCIOBHSA Ca UACHTUYHU C APYTH KaHAUJIATH
3a pabora.

7. Jla 6boaT HachbpuyaBaHU POMCKUTE PAOOTHHUIM U CIY>KUTEIU Aa
BB3NPUEMAT OTXBBPJSHETO KaTo TPaMIUIMH KbM YCHBBPIICHCTBAHE.
HanbiiHo HOpManHO € 0OKpbIKaBalliTe 1a He TOKa3BaT NpueMaHe BbB BCEKU
€/1MH MOMeHT. BaxxHo e 1ja mpuemar ¢akTuTe TakuBa, KAKBUTO €A, J1a UM Ce
HAIIOMHM, Y€ T€ CaMHTE He TpueMar abCOIFOTHO BCEKH YOBEK, HE3aBUCHMO,
Ye ca M3MUTBAIM Ta3u Oosika. Korato oTXBBpISHETO Be4e HE MpPEAN3BUKBA
0€3MOKOICTBOTO, MOTAT J]a BUAAT MOJIOKUTEIHATA My CTpaHa, 8 IMEHHO TO
na ObJie KaTanu3aTop 3a ObACI0 MoI00peHue.

OcBeH Te31 OCHOBHU HACOKU B KOHKPETHH YCJIOBHUS, CIIOPE]] XapakTepa
Ha KOJIEKTHBA, MOTaT /1a ObJaT BKIIOUEHH JIPYTU JCHHOCTH U MEPONPUATHS
C 1en mo-Obp30TO MPUCHOCOOSBAHE HAa POMCKUTE CIYXKHUTEIH CHPSIMO
M3HMCKBaHUATA Ha Ma3apa Ha Tpyda B bbarapus.

3aki0ueHue

[Topagu HeraTMBHUTE AeMOrpaCKyd MpPOLECH M 3acTapsBaHETO Ha
paboTHara cuna B Penybnuka bbirapus, nazapa Ha TpyAa € MOCTaBeH Mpel
HE00XO0/IMMOCTTa OT MPEOCMHUCIISIHE HA MOCOKaTa, B KOATO CE € pa3BHUBaJ.
Baxna wact ot momoOpsiBaHe Ha €(EeKTUBHOTO MY (YHKIIMOHHpaHE €
UMHTETpUpaHe Ha HEaKTMBHUTE paboTocrocoOHH rpynu. YacT oT nokinaga
,WYIkoHoMHuuecku nperien Ha bearapus® Ha OMCP, n3necen Ha 04.04.2023r.
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npen Esponeiickara xomucuss B bprokcen riacu: ,,Or 2010 r. Hacam
HACEJICHUETO B TPYJAOCHOCOOHA BB3PACT € HaMalsio ¢ okoyio 19%, nokato
OposT Ha XOopaTa Ha BB3pacT HaJ 65 TroauHu ce e yBeauuui ¢ 12,6% . Te3u
HEONArONPUATHA TCHJICHIIMU TPH JOCETalllHOTO Pa3BUTHE HA TPYIOBUS
nasap, rpedar 3a no-MamabHo MpeBUXkKIaHe Ha pbCTa HAa UKOHOMUKATA Y
Hac. YcToiluMBaTa peruoHajiHa CTaOMITHOCT € paBHOBECHE MEXIY
u3rpakJaHe Ha Mpoclepupalia UKOHOMHUKA M COLIMajiHa CIpPaBeIMBOCT.
Haknansneto B egHara wiM JpyraTa I[IOCOKa 1€  MHPOHU3BENE
MaKpOMKOHOMHUYECKH aAucOananc. CoOLHAIHOTO BKIIOYBAHE IIOBUILIABA
Ka4eCTBOTO Ha JKMBOT KAaKTO Ha MAaprHHAIM3UPAaHOTO, Taka M Ha
MaxkopuTapHoTo 0oO0mecTBo. [Ipesunentst xon Kenemu e kazam: ,,Ako
CBOOOJHOTO OOIIIECTBO HE MOXE J1a IIOMOI'HE OCOOCHO Ha OeAHUTE, TO HE
MOJKe Ja 3amuTd u Ooratute”. HemucinuMo e na ce u3rpaaud yCTOWYUBO
pa3BuTHe 0€3 Ja € 3aJI0)KeHO MOBHILIaBaHEe Ha OTPEOIEHUETO HA PECYPCH U
6orarctBo. To e npsKo 3aBUCUMO OT HApPAaCTBAHETO HA PAa3MOJareMus J0X0.
Ha jaomakuHcTBara. Ot mpoyuBanero Ha FRA ot 2011 r. cpen pomure
OTHOCHO OemHOcTTa M 3aeroctra ,,CpeaHo okono 90 % ot obxBaHAaTUTE B
MPOYYBAHETO POMH JKHBEST B JOMAaKHHCTBA, YHUTO €KBUBAJICHTCH JIOXO]] €
TI0/1 HAIMOHAJHKUTE NparoBe Ha 6exHocT . Cmopen moxmama ma OMCP
0K0JI0 4/5 0T paboTOCIIOCOOHUTE POMH HE Ca PETMCTPUpPAHU B Oropara 1o
TpyJa U He ce MOJI3BAT OT MpeAsiaraHuTe 00y4eHUs ¥ MIOMOIIl IPU HaMUpPaHe
Ha 3aeTtocT. CrejoBaTeTHO HE ce BB3IOJ3BAT OT MOJUTUKUTE 3a Oopba ¢
0OeIHOCTTa U COIMAHOTO M3KmouBaHe. [lo-romsiMara yact OoT MepKHTe,
KOUTO HachpyaBaT KbM COLMATHO MNpUOOIIaBaHE Ha MaprUHAIW3UPAHU
TPyIH OCTaBaT HEOMOJI30TBOPEHHU.

JlucepTallnOHHOTO HM3CIeIBaHEe OMPEETH U3SBEHOTO NpUEMaHe KaTo
JUTICBAIl aTpuOyT 3a MpUOOIaBaHE HA POMUTE KbM KOJIEKTHUBA, KOETO TH
MOCTaBs B MapTUHAIM3APaHa O3UIUs. KaTo OTKIMK rojsiMa 4acT OT TsX He
moJiarat HeoOX0IMMHUTE YCHIIAS KbM MTO-BUCOKA KBATH(DHUKAIUS ¥ KapUEePHO
uspactBaHe. [IpucrmocoOMMOCTTa Ha POMHUTE CHOPSAMO H3UCKBAHMSATA Ha
HamMs Taszap OM Morjia Jaa ce MoJoOpH 4Ype3 Ch3HATENHO MPUIIOKEHU
crocobu 3a mpuemMaHe, KOUTO Jla M3BBHPIIAT MpOMSHATa CBOEBPEMEHHO U
Oanancupano. HeoOxomumo € nga ce miaHupar CrocoOHM, OCHOBaHHM Ha
HEOOXOIMMOCTTA Ha BCSAKA JIMYHOCT Ja MPUHAIJICKN KbM JIaJieHa Tpyna 3a
IIOCTUT'aHE HA TPAaWHMU MHTErPAallMOHHU pe3ynTaTu. JKellaHueTo 3a MpomsiHa
€ OCHOBCH MEXaHHM3bM 32 MIOJITUKBAHE HA MHIUBUAA KbM ananTaius. HyxxHo
€ pOMUTE /1a ObJaT HACHPUYCHU KbM CHh3HATEIHHU JIEHCTBHS 32 HEOOXOAMMHUTE
npoMeHu. CbcpeioTouaBalku ce BbPXY peaju3upaHe Ha KOHKPETHH IENH,

4 FRA — Arennus Ha EC 3a ocHOBHHUTE NpaBa, BeJIHOCT U 32€TOCT: TOJIOKEHHETO HA POMUTE
B 11 gppxaBu — unenku Ha EC, [IpoyuBane cpen pomute — Jlanuu Ha dokyc, Cimyxba
3a myOsmkarun Ha EBponeiickust cpro3, JlrokcemOypr 2016 T.
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Ja ce pa3BUBAT aNalTUPAKU ce KbM oOcrostencTBata. Heobxomumo e
Ma)KOPUTAPHOTO OOIIECTBO J1a HAITyCKaHe cdepara Ha ONpeIeTICHH U TBHPJI0
(¢UKCHUpaHN HOPMH W TOPSAKH M Ja cb3nane (pruexcaOuiHa LEHHOCTHA
OpHEHTALUs, KOSTO J]a OTXBBPIM HaciaoeHu crepeotunu. OT aApyra crpaHa
poMuTe 1a ObAaT MOTHBUPAHH J]a TOEMAT EBEHTYaJICH PUCK OT HENPUEMaHe,
OTTETJISIHKK C€ OT CHUTYPHOCTTa Ha POMCKHS KOJEKTHUB. Pedopmure Ou
TpsiOBaio Ja OBAAT WHHUIMHUPAHW 4Ype3 IPOBEKIAHETO Ha aJCKBATHO
yIpaBJICHUE 3a IMOJANIOMaraHe W TOOIMIPSBaHE KbM IPHCIIOCOOSIBAHE.
[IpoyuBaHeTo TOKa3Ba, 4e € HEOOXOAMMO Ja C€ 3acThIAT e(EKTHBHU
MEXaHM3MH Ha IPUEMaHe OT CTPaHa Ha HEPOMHUTE, JIa C& CTUMYJIHPA POMCKUS
HepcoHall KbM MpEOJ0JIsIBaHe Ha Oapuepu, KOMTO IO JIMIIABAT OT HOBU
BBH3MOKHOCTH.

VY CBBBPIIEHCTBAHETO HA  MPHCIIOCOOMMOCTTA HAa POMHUTE CIPSIMO
W3MCKBaHUATA HA TPYJOBHs Na3ap B bwirapus e mogo0pu 3HAYHUTEIHO
KaKTO TSAXHOTO OJIaroroyiyuue, Taka ¥ 00OraTsSBaHETO Ha MOJIUKYITYPHHUSI
NEPCOHAN C Pa3jMYHO CBETOyCEUIaHe W HaYMH Ha MucieHe. KynrypHorto
MHOF006pa3I/IC O3Ha4YaBa CBBKYIHOCT OT pa3jiMdHA TJICAHU TOYKH,
dopMHpaH KaTO KOMIWIAIHS OT pa3jiMyeH MPOU3Xojl, 00nvau, mpaBuia u
Hopmu. KoraTto BBB (hupmara paboTaT Xopa ¢ pasHOOOpa3HU LIEHHOCTH, Te
Morar Jga IrCeHCpUpaT 3HAHUA W YMCHHA, HCTHIIMYHHU 3a MOHOKYITYPCH
nepconan. ToBa ¥l maBa BB3MOXKHOCT Ja C€ pa3BUBa IO YHUKAJICH U
HEMOBTOPUM HAYHH U JIa TeHEPHPa CTOMIAHCKA IPOTYKTHBHOCT.

I11. OCHOBHHU ITPUHOCH B JUCEPTALHIUOHHUS TPY [

Pe3synrarture oT TEOPETUYHOTO U EMIIUPUYHO H3CIIEBaHE, POBEACHU
B CHOTBETCTBHE C IIE€ITa M 33JaUUTe Ha JUCEPTAIIMOHHUS TPYJ, MOTAaT Jia Ce
CUHTE3UPAT A0 CICIHUTC MMO-KOHKPETHHU OCHOBHHU ITPUHOCH:

1. 3agpsi004eHO € pa3paboTeHa aKTyallHa M 3HaYMMa MpoOIeMaTHKa C
SAIBCH I[e(l)I/IHI/IT Ha CHIICCTBYBAIIOTO 3HAHUC B JIUTCpaTypara, a UMCHHO —
noJioMarate TpyioBaTa MHTErpalys Ha pOMUTE Upe3 YChbBbPIICHCTBAHE Ha
TAXHATa MPUCIOCOOMMOCT KbM H3HMCKBAaHUSATAa Ha Ta3apa Ha Tpy.a.
W3sicHsiBaHETO W OCMHUCIISIHETO Ha TMpoblemMaThkaTa, CBbp3aHa C
VIpPaBIECHUETO HA POMCKHUTE CIYKUTEIM B OPTaHU3AIMOHEH KOHTEKCT
OTIpE/ICIICHO JOMPUHACS 32 HAYYHOTO 3HAHWE W MPAKTUYCCKUTE PEIICHUS B
o0acTTa Ha YIpaBJICHHETO HA YOBEIIKUTE PECYPCH.

2. I/ISB”I)pIHGH € KOMIUICKCCH aHaJIu3 Ha BOACIIM TCOPCTUYHU
KOHIEMNIINH, Bb3 OCHOBA Ha KOWTO ca MACHTU(PHUIIMPAHU OCHOBHU (aKTOpH,
BIIUSIEIIN BHPXY MPUCITOCOOMMOCTTA HA POMUTE, KaTo OOIIH U crienupuaHu
COLIMOKYJITYPHU CIOCOOHOCTH, OCOOEHOCTH Ha poMCKara KyinTypa u
MaHTAJIUTET, CTEPEOTUIIM3UPAHE, HATIACH Ha ObIrapckute paboTomaTenu
KbM HaeMaHe Ha MPEJICTAaBUTENN Ha PA3IMYHU €THOCH U JIP.
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3. Pa3zpaGoreH € METOAMYECKHM HWHCTPYMEHTAPHYM 32 OIICHSBaHE
IpUCrocoOMMOCTTa Ha POMUTE KbM M3MCKBAHUATA HA TPYAOBUS Ma3ap Tpyua
y Hac ¢ Je(QUHUpPAHU KOHLENTYAJIHH PEKBU3UTH — LN, OrpaHHYCHHS,
OYaKBaHM PE3YJITAaTH, U3CIEN0BATEIICKHM METOIM, €Talll U OpraHu3alus Ha
U3CJIEIBAHETO.

4. IlpoBeneHO € €MIMPUYHO W3CIEABAHE, KOETO JIEMOHCTpUpaA
MPUIOKUMOCTTA Ha TEOPETUYHATA XUIIOTE3a U pa3paboTeHaTa METO 00T Us
B npaktukara Ha 100 opraHuzanuu, U CbOTBETHO I'€HEpUpa PE3yJTaTu C
NOTEHLIMAJN J]a YChbBBPIIEHCTBAT ObJrapcKaTa IpakTUKa IO yIpaBiIeHHE Ha
IEPCOHAJI OT POMCKM IPOU3XoJ. Bb3 OCHOBa Ha ycTaHOBEHATa CTENEH Ha
npucnoco0siBaHE Ha POMCKHTE CIYXHTEIM B TpyAoBaTa cpena, ca
dbopMynupaHu W3BOAM, APTYMEHTHPAIIX HEOOXOJUMOCT OT IMpearprueMaHe
Ha MOAXO/SIIMU JICHCTBUS 32 YChbBBPIICHCTBAHE HA MPUCIOCOOMMOCTTA UM,
KaTo MpelNoCTaBKa 3a MOBHINABaHE €(PEKTUBHOCTTA Ha H3CIECIBAHUTE
OpraHu3aluu.
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GENERAL CHARACTERISTICS OF THE DISSERTATION

1. Purpose of presentation of the dissertation work

In accordance with Art. 5 and Art. 6, para. 2 of the Regulations for
the organization and holding of competitions for the acquisition of scientific
degrees and the occupation of academic positions at UNSS, the dissertation
work is submitted to the Department of "Human Resources and Social
Protection™ for a preliminary discussion procedure.

The dissertation is in accordance with the requirements laid down in
Art. 5, para. 3, items 1 and 2 of the Regulations. It contains theoretical
summaries and possible solutions to problems relevant to the Bulgarian
economy, related to the labor integration of the Roma.

2. Timeliness of the problem

Representatives of over twenty-five ethnic groups live in Bulgaria,
which develop in various sectors and with their uniqueness contribute to the
diversity of our economy. The Roma community is one of the most
numerous ethnic groups in our country. According to the NSI census in
2021, it numbers 266,720, or 4.4% of the respondents. Although it is
composed of over 300 species and is extremely diverse, a common
characteristic of this group is its permanent marginalization. In the years of
transition to a market economy, this problem is painfully aggravated, as a
result of which a large part of its representatives find employment outside
the territorial borders of Bulgaria. Currently, some progress is being
observed in the integration of the Roma ethnic group in the labor market,
with an increasing number of Bulgarian employers preferring Roma
employees. Still, however, most encounter difficulties with their
management, which is why in vast regions Roma remain on the periphery
of the labor market. According to the OECD report "Economic Review of
Bulgaria", presented on 04/04/2023, about 4/5 of able-bodied Roma are not
registered in the labor offices. Therefore, they do not have access to the
training and employment assistance offered, i.e. are left out of policies to
fight poverty and social exclusion.

The most common arguments against employing Roma as a
workforce are widespread stereotypes and poor intercultural competence.
But it is time for managers to realize that intercultural personnel
management is one of the sources of competitive advantage. It is the
knowledge and skills to manage a heterogeneous socio-cultural
environment that are often the key to innovative solutions. Improving the



adaptability of the Roma to the requirements of the labor market in Bulgaria
has the potential to significantly improve both their well-being and to
enrich the management of business and non-profit organizations with a
different worldview and way of thinking. Cultural diversity means a set of
different perspectives formed as a compilation of different origins, customs,
rules and norms. When people with diverse values work in an organization,
they can generate knowledge and skills atypical of a monocultural staff.
This gives it the opportunity to develop in a unique and unrepeatable way
and generate higher efficiency. In this context, the relevance of the selected
issue is outlined.

3. Object and subject of the study

Objectof research in the dissertation work is the Roma
worker/employee and his adaptability to the requirements of the labor
market. Cooperation between ethnic groups is an important factor in
achieving high economic results, financial stability and social cohesion.
The multicultural staff makes the company stand out in the competitive
business environment, because diversity brings uniqueness, which is the
key to innovation and non-standard solutions.

Subject of the studyis the identification of opportunities for improving
the adaptability of Roma employees to the requirements of their employer,
as well as the development of a theoretical-analytical framework for ethnic
continuity in the workplace.

4. Research thesis

The basis of the dissertation is the thesis that there are employed
Roma employees in Bulgarian enterprises who cannot develop their
potential and their contribution is insufficient to increase the company's
profitability. To improve their adaptability with a view to a higher degree of
fulfillment of the requirements, purposeful work for social and economic
adaptation on the basis of cultural pluralism is needed, by accepting some
aspects of the foreign culture for which there is a conscious need.

5. Purpose and tasks of the research

The goalThe purpose of the dissertation is to justify the need to
improve the adaptability of the Roma to the requirements of the labor
market, as well as to propose possible options that can be applied by
employers.

To argue the thesis and achieve the research goal, the following tasks
are defined:



1) Revealing the essence and importance of adaptability as a
mechanism for achieving compliance with the requirements of the labor
market and emphasizing the abilities and skills necessary for its
improvement;

2) Presentation of the specific features of the Roma community in
Bulgaria, including Roma culture and mentality, as a factor for its
successful (unsuccessful) labor integration;

3) Carrying out a complex and in-depth analysis of basic theoretical
concepts in the field of human resources management, based on which
identification of ways to measure the discrepancy between the employer's
requirements and the employee's skills, as well as possible solutions for
improving the adaptability of Roma employees in a work environment;

4) Development of an algorithm, including methodology and
methodology for researching the adaptability of the Roma to the
requirements of the labor market;

5) Conducting an empirical study designed to establish the degree of
adaptation of Roma employees to the labor market and formulate
conclusions arguing for the need to take appropriate actions to improve
their adaptability, as a prerequisite for increasing the effectiveness of the
studied organizations.

6. Limitations

The limitations derive from the object, subject, purpose and tasks of
the dissertation. The research focuses on aspects of the labor market. The
restrictions were introduced in order to clarify the scope of the more
significant issues related to improving the adaptability of the Roma ethnic
group to the requirements of the labor market.

7. Methodological basis of the study

The tools used in the work on the dissertation include a variety of
methods and tools:

* pliterature research, results of theoretical and empirical research in
the field of labor economics, human resources management, organizational
psychology, etc., statistical sources;

stheoretical-comparative and systematic analysis and synthesis;

« andnductive and deductive method;

» withcreation of methodologies;

* kdesigning questionnaires;

+ andinterviewing;

« anketing;

* withstatistical data processing.



8. Scientific noveltyof the study

The scientific novelty stems from the lack of complex theoretical and
empirical studies, focused specifically on improving the adaptability of the
Roma to the requirements of the labor market in Bulgaria. A thorough
review of the scientific literature reveals works that are limited to only a
narrow range of research questions, theoretical frameworks and
methodologies. The specific scientific contribution should be sought in the
development of practical solutions for the adaptation of the Roma to the
requirements of the position they occupy in the enterprise.

I1. SCOPE AND STRUCTURE OF THE DISSERTATION

The structure of the dissertation is logically linked to the set goals and
objectives and consists of an introduction, three chapters, a conclusion,
appendices and a list of the literature used. The total volume is 112 pages
containing 22 figures. The used literature includes 78 sources.

The content is presented in the following sequence:

Introduction

First chapter. Adaptability as a mechanism for achieving compliance
with the requirements of the labor market

1. Theoretical foundations of adaptability to the requirements of the
labor market

2. Adaptability to the requirements of the labor market as a set of
skills

2.1. General sociocultural abilities

2.2. Specific sociocultural abilities

Summary conclusions

Second chapter. The adaptability of the Roma to the requirements of
the labor market as an object of research and improvement

1. Specific features of the Roma community in Bulgaria

1.1. Demographic characteristics of the Roma ethnic group

1.2. Roma culture as a prerequisite for a mismatch between the
employer's requirements and the employee's skills

2. Overcoming the discrepancy between the employer's requirements
and the socio-cultural abilities of the Roma employee

2.1. Measuring the mismatch between the employer's requirements
and the employee's skills

2.2. Possible solutions for improving the adaptability of Roma
employees in the work environment



3. Methodology and methodology for researching the adaptability of
the Roma to the requirements of the labor market

Summary conclusions

Third chapter. Improving the adaptability of the Roma to the
requirements of the labor market in Bulgaria (empirical research)

1. Conceptual framework of the empirical study

2. Research results

2.1. Survey of management personnel

2.2. Survey of Roma employees

2.3. Results analysis

3. Summary conclusions and recommendations to the management of
the organizations

Conclusion

I SYNTHESIZED EXPRESSION OF THE DISSERTATION

Introduction

The introduction of the development justifies its relevance and
significance and presents the conceptual framework of the study - subject,
object, purpose, tasks, methodology and limitations.

First chapter.Adaptability as a mechanism for achieving compliance
with the requirements of the labor market

The first chapter has a theoretical character and is intended to reveal
the essence and importance of adaptability as a mechanism for achieving
compliance with the requirements of the labor market, as well as to
emphasize the abilities and skills necessary for its improvement. In this
way, the first set research task is solved.

1. Theoretical foundations of adaptability to the requirements of the
labor market

This paragraph presents leading theoretical propositions regarding
adaptability as a personality quality and, in particular, adaptability to the
demands of the labor market as a factor for individual and organizational
effectiveness.

The origin of the word adaptability comes from the Latin "adapto”,
which is associated with adjusting a system or process in the face of
unexpected disruptive circumstances. It is a skill that facilitates a change in
action, course, or approach to achieving a goal despite the situation.
Adaptability makes the change timely and balanced without significant
losses. Its application in the field of organizational management can



generally be seen as the ability to change something or to adapt to the
changes that occur. .

A key element of adjustment is a focus on circumstances that can be
influenced rather than those beyond our control. If the individual focuses
too long on the second group, he will lose the incentive to move forward.
Strong internal motivation is crucial to finding a way out of the problems
that have arisen, so it is necessary to consider all elements of the
environment, but to focus on the things that are subject to change. Quick
intervention is crucial, but more essential is precise analysis that leads to
the necessary authorization in a short period of time.

Through adaptive methods, the emerging problem can be a
springboard through which the employee can show his potential. According
to a report by the University of Kent in the UK, 91% of HR managers
believe that by 2018 employees will be hired for their ability to cope with
change and uncertainty . Instinctively, everyone is worried about substantial
reforms, but they are in many cases imperative because of the flexible
policy of the market economy. Rapidly occurring changes lead to cyclical
changes, due to which the necessary reforms are required. Managers and
employees who can control the innate impulses of uncertainty during
change are able not only to make adequate decisions, but also to stimulate
other participants in the labor market.

In a fast-paced market economy, business restructuring is a common
practice and for many it is a source of stress. For adaptable and flexible
employees, it is an opportunity to take on new roles and responsibilities that
expand their portfolio of experience and skills. They are valued not only for
their ability to respond quickly and adequately to an unexpected challenge,
but also for the balance they bring with their calmness and willingness to
meet challenges.

Basically, adaptability is a natural skill, but it can be mastered and
developed. Above all, high concentration is required to notice changes in
the environment. It takes a conscious effort to find the best approach for a
timely and smooth adaptation. Often foreign experience is essential, it can
supplement missing resources and reduce stress.

In the context of human resource management, adaptability is the
ability of an entity to adjust to a changing reality in a work environment. It
is "an external manifestation of the properties of some object in a given
system of relations” . Adaptation leaves the sphere of certain and rigidly
fixed norms and creates a flexible value orientation imposed by the
changing reality. This is a kind of leaving security and taking the possible
risk of change.



Adaptability is a state of ephemeral flexibility that actively seeks
success in accordance with the changes that occur. On the one hand, it is
oriented towards expected reforms, and on the other, it has the ability to
initiate them. Possesses the following characteristics: insight, flexibility and
concentration. Foresight is the ability to form an idea of the future based on
signs of the present. Flexibility is the ability to act adequately in a
constantly changing internal and external environment. Concentration is the
quality of directing individual or collective focus and resources to one or
more elements simultaneously.

At the core of any form of adjustment is the individual's desire to
adapt to change in order to satisfy needs. In an enterprise, the need for
adaptability is mandatory for every employee. In every collective, the
requirements are different and this multifacetedness creates the need for
everyone to show the necessary adaptability in order to fulfill them.

2. Adaptability to the requirements of the labor market as a set of
skills

The purpose of this paragraph is to present the heterogeneous abilities
and skills - a prerequisite for a high degree of adaptability in a work
environment.

A skill is an ability that is developed to create the skills and expertise
that make an individual valuable. It is a factor in achieving goals. In a
competitive labor market, the skilled person excels. From an economic
perspective, the distinction between general and specific skills is
particularly important .

2.1. General sociocultural abilities

General sociocultural abilities are those that enable an individual to
communicate with others. They shape both the way he works and the
qualities and attitudes he demonstrates in his daily life.

2.1.1. Motivation.It is the main mechanism that stimulates the action
or inaction of the individual. It contains a goal orientation through which
results are achieved through persistence. Motivation is a psychological
value referring to desire, direction, degree of concentration, persistence,
persistence. According to Marin Paunov, motivation is "the key issue of any
human resource management in an organization.” It plays a leading role in
ensuring growth through internal and external incentives. External ones
come from external material or psychological conditions that stimulate the
employee to perform given tasks. They are usually expressed in
punishments or rewards. Extrinsic motivation can be constantly changed for



full impact, and intrinsic motivation is determined by one's own choice,
competence and necessity.

One of the sources of motivation to work in a certain workplace is the
need for communication, belonging to a given group. Feelings are raised
when the employee is accepted, understood and can confirm the opinion
about himself. This is where many intercultural HR managers fail. If there
is an employee from a different ethnic background, about whom negative
stereotypes are spread, he is often rejected on presumption. Science has
proven that this need is among the main ones, it is fundamental for the
employee's empathy with the organization, and therefore it is imperative to
pay special attention to it. Manifested sympathy consciously creates as
generously helps to high productivity. According to Evgeni Evgeniev,
"empathy is a highly valued factor in the workplace, as it allows workers to
overcome all the inconveniences associated with their workload." When the
need for belonging is satisfied, the person fully adds value to everything
they do.

2.1.2. Discipline.lt represents the suppression of basic desires and
aspirations in order to regulate personal behavior. In a working
environment, it is applied as a system of established norms of behavior that
are mandatory for the collective. This value has an important role for every
enterprise, because it imposes in a fair way at the right time the limits of
correct behavior. They ensure good relationships between employers,
employees, suppliers, customers. According to some authors, "In fact,
discipline does not determine what to do and what not to do, but how to do
it."

When a manager interacts with his subordinates, he would influence
them successfully if it is based on clear rules and their fair observance. In
this regard, the method of "Positive Discipline” 21 st Century Discipline is
considered - an approach to maintaining discipline through a package of
positive tactics in which not only one, but both sides are convinced that
they win . This provides a work environment where employees are
encouraged to exercise self-discipline and self-control, which yield far
better results than instilling fear.

2.1.3. Communicability.Communication can be seen as a personal
process that involves the transfer of information as well as some behavioral
content. It cannot exist independently without human intervention because
it is about relationships. Communication can be simple, complex, formal or
informal according to the nature of the message or the relationship between
individuals. It is any exchange of information between two relatively
independent systems. Therefore, it largely depends on the communicative
abilities of the individual, through which he conveys his existentiality.



According to Ludlow and Panton, “one of the main problems in
communicating with other people is that it takes place through different
channels and at different levels. That is why many communicative
endeavors fail. Personal beliefs, values, and frame of reference influence
how we send and receive messages. SO we communicate through four
different channels: facts, feelings, values, opinions" .

Barriers to communication can be differences in hierarchy, semantic
problems (when interlocutors attach different meanings to a given word),
distortions of perception due to subjective judgment, physical irritants, poor
choice of communication channels, lack of feedback, cultural differences.
The latter are especially important in an intercultural team, where
communication is considerably more difficult. It is important in such an
environment to get to know the cultures as much as possible, and until then
to emphasize casual relationships with more explanations.

2.1.4. Responsibility.Maria  Kosturova-Parashkevova  defines
responsibility as "a complex philosophical-ethnic category that a person
realizes and makes sense of in the process of his formation and affirmation
as a person. It is the result of his socialization, in the process of which the
person, assimilating social life experience, realizes the meaning and value
of the moral norms and principles accepted in society, of moral
relationships and their bearers - other people." Responsibility is a category
that characterizes human activity from the point of view of fulfilling social
moral requirements and norms. It is related to the choice of a decision,
which is not made as a result of preferences, but to respond with one's
behavior to the requirements of certain circumstances, to social goals and
tasks. It is a free will decision because the individual has the ability to
choose.

The moral orientation of the responsibility of the individual to the
other and others is significantly related to the category of trust. Dimitrova
defines it as "the individual's belief in the presence of qualities such as
honesty, loyalty and reliability in the responding party." Trust, on the other
hand, as a moral evaluation and incentive, motivates the individual to fulfill
the commitment. Moral relations are a special type of corrective in the
social group as they regulate the common socially significant needs of
people. According to Isaac Passy, “man makes himself; He is not at first
realized, ready, he makes himself, choosing his morality, and the pressure
of circumstances is such that he cannot but choose.'

In relation to the workplace, the employee takes responsibility for his
own actions such as compliance with the corporate code of ethics, he is
bound by his words and fulfills the commitment. Everyone employed
receives a list of rights and obligations, but only those in charge
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demonstrate a willingness not only to adhere to them, but to commit
themselves to the obligation of quality performance.

2.1.5. Adaptability in the workplace.Jean Piaget believes that
adaptability is a social phenomenon that acquires for each person its own
meaning, motivation and personifies a social value system. It makes the
individual open to change, he overcomes routine in a dynamic interaction
with the social environment. Adaptability is also a person's ability to
anticipate events and trends, predict future outcomes, make quick and
flexible decisions to adapt to change. When the personality is prone to self-
change, it quickly adapts attitudes and skills in accordance with new
requirements. In this activity, the different is accepted with responsiveness
and tolerance towards the actions of others.

The biggest obstacle to adaptability is the fear of change. In the
created contradictory modern reality with an insufficient educational basis,
many employees of Roma origin fail to develop this quality. The
consequences, according to Maria Belova, are despair, helplessness,
loneliness, conformity, conflict, aggressiveness, deviance, cruelty, crime,
etc.

In principle, adaptability is brought up in early childhood by directing
the child to social communication, acquiring the ability to share in a state of
mental comfort. During the teenage years, while the individual has a strong
desire for self-expression, it is necessary to combine freedom with
responsibility. It is claimed that "insufficient or poor-quality preparation for
the adequate inclusion in the economic life of young people can be
detrimental in the conditions of the rapidly changing needs of the labor
market, business, labor force mobility in the country and in the European
Union."”

In order for the employee to build adaptability, it is necessary to first
analyze the situation, respond with the appropriate behavior, think about the
consequences of his reaction, learn to reconfigure his perception according
to what is appropriate for the specific case, develop sensitivity to the
surrounding environment.

2.2. Specific sociocultural abilities

Specific abilities are those that distinguish one employee from
another by training, experience, or a set of skills that are highly valued by
the employer. They are acquired in order to cope with the tasks set in the
workplace.

2.2.1. Positive influence. Influence is interference from the outside on
thoughts and emotions, due to which opinions and decisions are changed. It
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can take different forms. Socially, they can be peer pressure, marketing
influence, political savvy, etc.

Positive influencers influence with their moral standards and values.
Society is repulsed by hypocrisy and easily distinguishes it, while it is
attentive to those who do not diverge in words and deeds. Positive
influencers show by example what can be done, their words are just an
addition. Most people don't want to experiment, they want to see that
someone else has done it and the result is satisfactory.

2.2.2. Competence.Kcompetence is a set of integral personal
characteristics, which is a kind of individual's degree of achievement in the
field of certain competencies. It is formed on the basis of cognitive
properties and valuable practical experience of the person, allowing to solve
problems effectively and characterizing the person as competent in a certain
field.

Competencies refer to different skills, to types of qualifications or to
behaviors that are appropriate for a given situation. They are decisive for
personal realization, social inclusion, civic position or profession.
Competences can be knowledge, concepts, programs of action, or value
systems. The types of competences are according to the subject of action.
They can refer to a person, social sphere, activity of an individual or a
group of individuals.

Professional competence complies with the requirements of modern
business for the staff who practice a given profession. They are acquired
either in training activities or in the process of professional realization and
career confirmation. Professional competences can be considered as
"concentrated expression of professional skills, they are able to quickly and
qualitatively perform professional actions and duties."”

2.2.3.Productivity. It is a quality that uses all available resources to
make a product. According to Carbois and Temple, in the enterprise,
increased productivity results in more real income with which it can meet
its obligations to customers, suppliers, employees, shareholders, and in
terms of fees and regulations imposed by management, while at the same
time maintaining its competitiveness on the market.

Productivity is not measured by the time spent on making the product,
but by the ability to work purposefully and motivated. An employee who is
highly productive properly manages his physical and mental resources and
uses less time to work on certain tasks. All this is related to the individual's
internal attitude towards sustainable development. According to Asen
Kovachev, this is "a process of change in which the exploitation of
resources, the direction of investments, the orientation of technologies and
institutional changes are in harmony with each other and increase the
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current and future potential with which to provide for human needs and
aspirations".

Summary conclusions

The theoretical issues discussed in the first chapter about the
adaptability of employees to the requirements of the labor market provide a
general idea of the levers for successful implementation. The skills that
need to be present as general and specific qualities, the acquisition and
development of which should be emphasized, are presented, as well as the
decisive role of the immediate supervisor and the management team in this
process. This would lead to a significant change in employee adaptability in
both monocultural and intercultural staff. Knowing and using the driving
mechanisms of successful management would help to overcome difficulties
and achieve lasting productivity.

Second chapter.The adaptability of the Roma to the requirements of
the labor market as an object of research and improvement

The second chapter is of key importance for the dissertation
development, as it sequentially solves the second, third and fourth research
tasks.

The specific features of the Roma community in Bulgaria, in
particular the Roma culture and mentality, are seen as a prerequisite for its
successful and rather unsuccessful labor integration. Special attention is
paid to the possible ways of measuring the mismatch between the
employer's requirements and the employee's skills, as well as the options
for improving the adaptability of Roma employees in the work
environment. A particularly important contribution of this chapter to the
scientific value of the dissertation work is the presentation of a developed
algorithm (methodology and methodology) for researching the adaptability
of the Roma to the requirements of the labor market.

1. Specific features of the Roma community in Bulgaria

This paragraph presents key characteristics of the Roma ethnic group
in our country - employment statistics, sources of income, standard of
living, etc., as well as important elements of culture related to workplace
adaptability.

1.1. Demographic characteristics of the Roma ethnic group

The number of Roma according to the national censuses of the
National Statistical Institute in 2011 was 320,761 people . According to
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other sources (such as the United Nations Development Program, the
Library of Congress of the United States of America, etc.), there are
between 600 and 800 thousand Roma in our country. A Council of Europe
study from 2010 stated that the Roma in Bulgaria were 750 thousand people
or 10.33% of the country's population at the time . Regarding the
employment of this ethnic group, a study by the World Bank and the Open
Society Institute of households in Bulgaria, conducted in 2007, shows that
50.8% of Roma of working age (18-65 years) had a job during last week .
According to the same source, the main problem of Roma employment is
the fact that 23.6% of employed persons work without a contract, which
means that they are ready to make compromises in order to have a job that
does not guarantee their social security.

The Ministry of Education and Culture has been organizing a large-
scale study since 2002. until 2003 on the ethnic composition of the students.
According to him, Roma children make up: 10.5% of students in the
primary, primary and secondary education system. Their percentage is
distributed extremely unevenly in the different grades and classes. More
than twenty percent start in first grade and about one percent finish in
twelfth. This big difference is not the positive natural increase among the
Roma, which, in combination with the negative increase among other ethnic
groups, can lead to this result. The reason is the large percentage of Roma
children dropping out of the school system. According to Krasimira
Dimitrova's report "Activities to limit the dropout of Roma children from
school” the main reason is economic. There are many cases in which
parents seek a way out of poverty by emigrating for seasonal or permanent
work. Children are forced to change schools, as a result of which the
motivation to learn is significantly reduced and this most often leads to
dropping out of the education system. A large part of the young people who
early left the educational programs and institutions most often perform
undeclared work for the unregistered activities, which deprive them of
social protection and all the benefits related to this aspect.

The percentage increase of Roma in the share of the population of the
Republic of Bulgaria should increase their share in the labor market as well.
The trend is towards an increase in this proportion due to the relatively
younger age profile of this community. This predetermines the economic
necessity for this ethnic group to increase its participation in the labor
market in our country. It is necessary to emphasize youth entrepreneurship,
incentives for employers and overcoming the discrepancies between their
requirements and the socio-cultural characteristics of the Roma. A more
active employment policy, special programs for intercultural personnel
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management, as well as training and qualification of the required workforce
would improve the integration of the Roma in the labor market in Bulgaria.

1.2. Roma culture as a prerequisite for a mismatch between the
employer's requirements and the employee’s skills

The Roma ethnic group is extremely diverse and it is difficult to form
a collective image. It is composed of heterogeneous groups that do not
always have similar characteristics. Typically, the Roma socio-
psychological framework is a collection of several subgroups that have
borrowed elements from the macro-society in which they live. The diversity
brings its specificity and this necessitates considering the Roma as a
heterogeneous ethnic community. Their modern culture is a mixture of
traditions and borrowings, different in different societies. The Roma in
Bulgaria and Europe consciously maintain social traditions that they have
borrowed from other ethnic groups. Given the different historical past,
migration routes, dialects and class variations, the social and economic
organization of the Roma is a specific mosaic of heterogeneous elements.
Each of them is as different from the others as it is related to them. The
constituent parts of this manifold are at some point interconnected in a not
very stable structure. At the same time, each is characterized by a
specificity that is so strong that it completely changes the appearance of
seemingly similar groups. This makes generalizable analyzes extremely
difficult.

Today, in the context of modern conditions, the Roma community is
rapidly changing. Not only talents but also professional development have
an increasing impact.

The listed features of the Roma culture determine several significant
difficulties, which are a prerequisite for the discrepancy between the
employer's requirements and their fulfillment. More important are:

- There is a group of Roma for whom it is very difficult to stay in one
workplace. This makes managing a worker of this type extremely complex.
Each employee is required to be dedicated to their given position, to be
connected to the team and to be committed to the common goals.

There is a trait in the Roma mentality that helps them successfully
adapt and adapt to the place, time, and situation. They are always able to
respond to a need without worrying about a lack of competence. Outside
the industrial sector, the Roma have developed much more successfully.
Jean-Pierre Li¢geois describes this phenomenon of Roma polyvalence, how
in the summer a Roma could trade in fruit, in the winter to manufacture and
sell stoves, meanwhile raising animals and reselling them at the first
favorable opportunity. Next year he may develop another activity .
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In the context of labor market demands, this polyvalence is both an
advantage and a disadvantage. The adaptable worker can more easily get
used to the new environment and adjust to the new demands. But it will
hardly hold its attention for a long time.

- some employers share that a worker/employee of Roma origin who
is employed in a certain position quickly loses interest in it. He may remain
there for various reasons, but with a great deal of indifference. This is
observed not only among the representatives of this ethnic group. But with
them, the nomadic life during a greater part of their history has achieved
permanent changes. Today, a large percentage of Roma in Bulgaria lead a
sedentary life, but this longing for the perishable has remained a character
trait. Economically, nomadism is not necessarily negative. It can be seen as
adaptability to the situation at hand. But when we talk about traits that are a
prerequisite for non-compliance with the employer's requirements, the loss
of interest in the position held by the Roma worker/employee is one of
them. He can start with great desire, be satisfied with the conditions, train.
But with him, much earlier than the others, the euphoria has died down, the
tasks that were exciting at the beginning have become uninteresting.

- in some representatives of this ethnic group, despite the active
influence of the manager, concentration on tasks is weak and difficult to
implement. The human brain is designed to maintain what is essential at the
given moment. It is difficult to focus on an object or process if there is no
interest. Advanced selective attention excludes external obstacles to
concentration. It is necessary to remind a worker/employee who quickly
loses interest why it is important to be focused on the activity he is
performing, to encourage those who progress in focusing and show higher
results. There are many therapeutic methods to improve selective attention
and increase concentration on the work process.

- individual Roma communities do not wish to devote a large part of
their time to work in an enterprise. According to Jean-Pierre Liegeois, it is
important for a man of this ethnicity to have enough time for social
contacts. If he is employed as a full-time worker/employee in an enterprise,
he cannot indulge in such activities. In times of financial hardship, it is
difficult to balance family needs and socio-cultural arrangements. Most
often, the latter take precedence. To be someone's worker for the Roma is to
participate in a hostile environment without the opportunity to be part of the
rich social life of your community. This is probably the reason why a large
part of those who think like this orientate themselves in the field of services
and trade. If they manage to adapt to the rapidly changing market, they
could combine work with social activity in their own way.
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- insufficient command of the language. The Wall Street Journal has
done research on the difficulties of working in a foreign cultural
environment. One of the significant ones is the new language. The Roma
community has the lowest educational level in the country. A large
percentage of workers/employees from this ethnic group have primary
education. There are not a few who are illiterate. According to Open
Society statistics, the educational level among the Roma community is the
lowest compared to other ethnic groups. Young students start school with
little or no knowledge of the Bulgarian language. This dooms educational
programs to total failure. About 70% of Roma children who live in cities
attend segregated Roma schools. Thus, a large number of students do not
learn Bulgarian. The education system has the ability to elevate students to
a higher class despite apparent illiteracy. Hilda Termezyan recommends: In
foreign language learning, it is of particular importance to connect the
language with society, because languages are taught and learned in order to
carry out communication and overcome language barriers.

- social isolation. The identity of this ethnic group is an amalgamation
of obscure roots, past suffering, honor and enduring belonging to one's
community. Certain cultural or material marks, which are a label for other
ethnicities, do not play a significant role here. From here comes the
difficulty of uniting with the team they work with, and this is a significant
discrepancy from the employer's requirements. According to Milen Baltov,
with an increase in education, with the proximity of the place of residence
to larger settlements, with proximity to more active centers of information -
in other words, with distance from the geographical and social periphery of
society, tolerance increases, people more easily and they perceive the
different and the different less dramatically. Conversely, social isolation
and social exclusion make people less willing to accept things different
from the established status quo .

- there are groups that have preserved the traditionally handed down
crafts of their communities. Over the centuries, they have become part of
their identity, and it is difficult for them to perceive practicing a profession
different from that of their ancestors. Maria Kavdanska claims that the
economic culture of the person is an organic unity of consciousness and
practical activity. A great deal of tension may be encountered with this
group about learning skills other than those traditionally taught.

- there are Roma who deliberately renounce their Roma identity and
accept that of Turks, Vlachs, Bulgarians... This leads to increased
sensitivity regarding their categorization as Roma. This group tends to
change their ethnic identity. When they define themselves for others, they
automatically change their lifestyle. There is nothing wrong with reforms,
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but when an individual denies his roots, it leads to a deterioration of his
overall self-esteem. The cultural foundations of his identity are shaken, and
when someone tries to correct the way he works, he may attribute criticism
of the collective not so much to the production process as to his ethnicity.

- lack of work habits. The changed macro-economic situation since
the beginning of the transition to a market economy has led to pushing the
Roma to the periphery of the labor market. High levels of persistent
unemployment have led to a decline in the work habits of many of them. At
the census in 2011 it was reported that only 20% of Roma of working age
(16-64) are employed. As none of the other ethnic communities have such
high unemployment rates, this makes the Roma less preferred for
recruitment.

- marginal mentality. Traditionally, Roma have been placed in
positions that are not preferred by other ethnic groups. This heightens
Roma'’s sensitivity to rejection and even if they are employed, they respond
as a marginal group. Inequality, as a feeling, disrupts the ability of Roma
workers/employees to cope with tasks and often leads to isolated and self-
destructive behaviour. Thus, they are convinced that they are victims of
ethnic discrimination and their priority becomes survival in the collective
rather than developing skills for high productivity.

2. Overcoming the discrepancy between the employer's requirements
and the socio-cultural abilities of the Roma employee

The employer's requirements are a specific duty or action that he
expects to be diligently performed by a specific employee or team. The job
description usually includes a comprehensive list of job duties. Each newly
appointed employee is assigned one to practically show him exactly how
the requirements are met and how to most effectively complete the tasks.
Both sides are expected to have the will to cooperate.

The personal qualities of the Roma worker/employee must include
skills that are important for the performance of work tasks. The discrepancy
between the employer's requirements and their qualified implementation is
in various types of gaps or imbalances. They can be quantitative or
qualitative in nature. There is a specific specialization in the field in which
an employee develops. Over time, he gains experience, which is very useful
not only for the implementation of the norm, but also for rationalizations
and innovative solutions. On the other hand, this experience is irrelevant if
he leaves his workplace and moves to another branch. Classical human
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capital theory recommends investing in employees who develop firm-
specific skills through various tangible and intangible incentives, as already
trained personnel can be attractive to a competitor.

According to Alan Barrett and Philip Y. O'Connell, the distinction
between general and specific skills is dramatically melting away. Many
employers value the integrity of employees, which allows them to acquire
the necessary characteristic abilities for the position they hold.

2.1. Measuring the mismatch between the employer's requirements
and the employee's skills

According to Van Loo, in order to accurately identify discrepancies, it
IS important to keep three main principles in mind , by which they are
measured. They are:

* To define the problem that has arisen.Determining the problem
comes first of all with its discovery. Studying the situation in detail, asking
the right questions and analyzing the information received would lead to his
recognition.

» To measure the skills of the Roma worker/employee.Here the focus
is on broad competence. Personal qualities and specific skills are important
regarding productivity and transitions to new tasks or jobs in the short and
long term. The way in which the Roma worker/employee interacts with
other members of the collective and with third parties determines the
progress of the development. Supervisory assessments and individual self-
assessment are used for this purpose. Supervisors are about observing,
analyzing and ascertaining. The individual self-assessment of the Roma
worker/employee is subjective and it is the corrector of the conclusion that
was taken after the observation. If the points overlap, then there is a
coincidence, if not - the reason for the discrepancy is sought.

* To establish the discrepancy between the employer's requirements
for the position that the Roma worker/employee holds.First of all, it is
determined whether the problem is related to vertical or horizontal skills
mismatches. The vertical discrepancy is about the level of competence of
the Roma worker/employee, whether it is higher or lower than the
requirements for the position he holds. In this sense Alan | van der Velden
has in mind the mismatch between education and work, acquired and
required skills. The mismatch effect for under-performers is much stronger
than for over-performers. In this sense, the problem of horizontal skills
mismatch is easier to solve, because it refers to situations where the Roma
worker/employee has the appropriate qualifications, but has different skills
than those required for the position.
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* To study the sustainability of the discrepancy and its impact.In
principle, it can be of a temporary, transitory or permanent nature.
Persistence can be defined as the characteristic of a continuously recurring
or long-lasting phenomenon. The degree of persistence and the phenomena
that cause it determine the method of investigation. In the context of
overcoming the mismatch between the employer's requirements and the
competence of the Roma worker/employee, the study of sustainability will
determine whether the problem will be solved through internal or external
mobility, through investment in education, through training or adaptation of
jobs.

2.2. Possible solutions for improving the adaptability of Roma
employees in the work environment

Options for solving this case exist. The state regulates the conditions
under which the market system is maintained and facilitated. It provides the
legal basis and contributes to the efficient functioning of economic
structures. Through its management-regulatory function, it stabilizes the
economic system and affects relationships in socio-economic life.

In second place is the way human resources are managed. Kenneth
Hatton and Mary Hatton argue that good managers create value . For
effective adaptation, it is first of all imperative to get to know the Roma
worldview as much as possible in order to determine the ways of impact.
According to Elenko Zahariev, it is important to know the culture before
making a change: "It is better to adapt the strategy to the culture than the
other way around."

2.2.1. Evaluation of Roma employees in the organization.One of the
options is through a system for evaluating and motivating employees in the
organization. It is built on the basis of balanced cards for assessing personal
and professional qualities and acquired skills. As an incentive, non-
monetary bonuses and various social benefits are used, which are a tool for
achieving good individual and team performance.

There are two types of incentives:

- Material. These include - encouragement through material bonuses
and premiums, professional promotion and retraining, social benefits,
vouchers, vacations, etc.

- Intangible. These include praise, awards for professional
performance, giving opportunities to participate in training programs, etc.

The evaluation process helps the individual to better understand his
role and place in the company, to respond adequately to its needs by
striving to improve his qualifications and skills. The systems for evaluating
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and motivating Roma workers/employees also help to cooperate in team
work, since the leader is aware of the strengths and weaknesses of his team.
Lalko Dulevski advises: "in order to achieve the goals of measuring human
capital dynamically and by country, appropriate approaches should be used
that allow comparable assessments of human capital and the return on
investments made in it" .

2.2.2. Training and development of Roma employees.Another option
Is training and human capital development. Accurately defining the need
for training determines whether it will lead to the desired effect or to
unnecessary costs. "However, the general rule that greater investment in
education leads to higher productivity and labor income must be applied
through the lens of underlying trends in individual countries' labor
markets." If it is conditioned and adequately tailored, it serves to improve
the performance of work and the characteristics of organizational life in the
enterprise.

The purpose of human capital training is:

- obtaining and improving existing knowledge and skills;

- developing the potential of employees;

- dealing with changes and crisis situations;

- improving collective work by promoting teamwork;

- mastering delegation;

- development of innovative thinking;

- increasing job satisfaction and personal motivation.

The need for training is determined based on an assessment of the
needs of the enterprise. It is a process of analyzing the already collected
information, which allows to identify and compare the requirement of the
employers with the performance of the appointed. Important to determine
about training: what it is trying to achieve, how it should be achieved, what
the obstacles and barriers are, what type of training is needed to overcome
them.

The main approaches of Learning Needs Analysis are strategic,
reactive and intercultural. Practice shows that if used simultaneously, they
are mutually complementary and effective in a polyethnic environment. In
the first approach - the strategic one, the training is prepared on the basis of
the company's strategic goals, its mission, business plans and prospects. In
the reactive approach, training is based on the analysis of specific problems
that have arisen during the execution of tasks. The intercultural approach is
monitoring the complex systems of interaction whether the individual
components fulfill the main purpose of the organization in a way that leads
to the integration of hard-to-adapt collective units.

21



The planning of training programs for Roma employees goes through
several stages:

a) Assessment of specific needs. It aims to connect the needs
discovered through the Training Needs Analysis with the specific group of
trainees.

b) Defining the objectives. They are formulated on the basis of
already established needs and can be defined as expected final results and
answer the questions: What is the trainee Roma worker/employee expected
to do after the training? Under what conditions should he do so? How well
should he do it?

c) Determination of content. It must meet the objectives. The main
questions in determining the content should be what to include, what the
main topics or modules will be, and how the information will be presented.

d) Determination of the form of training. Choosing the appropriate
form, type and methods of training is one of the main problems. The main
forms of personnel training in the enterprise are continuous and part-time.

e) Selection of trainers. This is an extremely important point in
program planning. If the form of training is in-service, the trainers can be
employees of the organization with the necessary experience and
reputation, or teachers external to the organization. In order to select the
right trainers, it is necessary to determine the criteria that they must meet, to
prepare a list of possible options, to collect up-to-date information for each
of the list, to evaluate the options based on the selected criteria.

) Planning the necessary resources and organizing the training.

g) Planning methods for evaluating the program. It is important to
monitor the final result through an objective assessment. The main aim is to
measure the result of the training, to identify the strengths and weaknesses
of the program and the possible corrections, to discover the needs of the
next training. An objective evaluation needs to be done during the training,
at the end of the training and after a certain period of time.

2.2.3. Practical activities to adapt Roma employees to the
requirements of the labor market.According to Marin Paunov, the barriers
to cultural adaptation are underestimation, ethnocentrism, individualism
and cultural distance. Underestimating is not taking into account cultural
differences and judging relative to one's own culture. Ethnocentrism is the
recognition that one's own culture is recognized as superior and the absence
of cultural empathy. Individualism is an extreme form of cultural centrism.
Cultural distance is generally a reluctance to adapt and accept the other
culture.
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Adaptation of personnel is carried out through activities that are based
on the following principles:

* activities must contribute to the achievement of organizational goals
through cohesion;

« direct managers need to be active in the commitment of developing
and implementing practical actions for cultural continuity;

« direct supervisors could provide an opportunity to apply what has
been learned,;

« that the activities are adapted to the needs of the practitioners;

« that the activities correspond to the organizational culture;

« activities to be approved by senior management;

« the decision on who to participate needs to be made jointly between
the employee, the line manager and the HR department;

it is of paramount importance to explain to practitioners the
importance of applying what has been learned.

2.2.4. Creation of a suitable organization of labor activity. The concept
of "organization" in the most general sense of the word means placing
objectively interconnected things in order under conditions in which each
organ, each element, each constituent part of the whole has its precisely
defined place, performs precisely defined functions and is located in
precisely certain position towards others. The processes that take place in
the enterprise are organized and carried out under the influence of the
subjective activity of the management board. It must take into account the
peculiarities of managing personnel of different ethnic or national
composition. Slavyanska draws attention to intercultural management for
its "functioning in a much more heterogeneous external environment, as a
set of economic, cultural or legislative aspects” . This implies the use of
specific regularities to harmoniously establish conformity and order.

3. Methodology and methodology for researching the adaptability of
the Roma to the requirements of the labor market

For a long time, employees and workers of Roma origin have been on
the periphery of the labor market due to numerous prejudices and
stereotypes. Mikhail Prodanov describes prejudice as unfavorable dogmatic
opinions about other groups, extending to individual members of those
groups. In recent decades, scientific works dedicated to this problem have
been prepared, they contain detailed methodological questions about the
integration of this ethnic group. Their study shows the presence of
methodological gaps regarding the inclusion of the Roma specifically in the
labor market in Bulgaria. These scientific works provide an answer to the
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problem of marginalization of this ethnic group and the difficulty of its
inclusion in the macro-society. The task of the author of the dissertation
research in the second chapter is, by using a common framework in existing
analysis and design methods, to develop and propose a methodology and
methodology for adapting the Roma to the requirements of the labor market
in Bulgaria.

This point of view has scientific applied significance. In scientific
terms, the goal is to reach the improvement of approaches important for
integration. In the applied plan, the focus is on large, medium and small
companies in the country and aims to offer a toolkit for research and
recommendations for improving integration approaches, by overcoming
imbalances and discrepancies between requirements and implementation.
The analyzes of the previous studies show that there are a number of gaps
from the point of view of the intercultural management of human resources
in the management of Roma on the labor market in Bulgaria. The decrease
in the effective functionality of Roma employees in enterprises determines
the author's orientation and motivation for its improvement.

3.1. General productions

All studies show the need for integration efforts to support the
realization of the enterprise's strategic goals, so that human potential can
sustainably meet the challenges of the internal and external environment.
Here, the emphasis is on functioning personnel who, complying with the
company's requirements, assist in the implementation of strategic tasks.

The dissertation study defines the following main goals of effective
adaptation of the Roma to the requirements of the labor market in Bulgaria.

A) Inclusion methods to adjust the personnel management system in
the enterprise to implement its business strategies.

B) The functioning of the methods creates a prerequisite for building
and improving a competitive staff.

C) Creating a favorable working environment without ethnic tension.

D) Ensuring appropriate conditions for effective performance of job
duties.

E) Fair evaluation of each employee's contribution.

It is important that the solution of methodological problems takes
place by bringing research questions into the scope of interaction and
harmonization in modes of inclusion.

The first research question is: What are the reasons for adapting the
Roma to the requirements of the labor market in Bulgaria and what is the
expression of their improvement? By integrating part of the staff to the rest
of the team, the aim is to enrich the work potential through intercultural
differences, because they become a source of inspiration for innovation or
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solving heterogeneous problems. Cultural diversity means a set of different
perspectives formed by different backgrounds, customs, rules and norms.
When people with diverse values work in the company, they can generate
knowledge and skills atypical of others, which gives it the opportunity to
develop in a unique and unique way and generate economic productivity.
This question should give an answer as to how the improvement of the
adaptability of the Roma in the specific enterprise will be expressed.

The second research question is: Is there evidence to identify a
leading and important component of effective coping mechanisms? A study
of the available literature identified the component "Assessment of the work
qualities of an employee of Roma origin™ as leading in terms of place and
importance for improving the adaptability of Roma to the requirements of
employers. The main argument for designating this argument as a leader is
the impact it has on subsequent training, professional and career
development, reward management and more. The results of evaluating the
work qualities of an employee of Roma origin are grounds for revising the
rules and mechanisms for managing a team in an intercultural environment.
This allows this component to be characterized as decisive in ensuring
interaction and harmonization in the personnel management system.

The third research question is: Does the quality of adaptability in a
specific enterprise influence the interaction and harmonization between key
components? First of all, it is necessary to determine the level of
adaptability according to certain indicators. Whether it is low or high must
be determined on an individual basis, as it affects the rationale and choice
of key activity approaches. Which in turn affects the differentiation of tasks.
Correct allocation affects all components of the personnel management
system because it limits or promotes activity.

The fourth research question is: Are there systems through which to
influence the quality of task performance in the particular enterprise? In this
case, the main properties of adaptability must be determined, through which
the given requirements can be met. Specifying them makes it possible to
track whether the quality of task performance improves in this direction.
When the control system reports an increase or decrease, it is important to
report the reasons for these results. Interrelated activities are explored,
which should be a condition both for the improvement of the skills
possessed and for the acquisition of new ones.

The fifth research question: Is there a toolkit available to allow in
practical research to reveal the state of interaction of the harmonization of
this system? A certain range of further developed and adapted methods that
have been used in research in the field of human resource management can
serve for practical dissertation research. It is important to do research in
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relation to the choice and formulation of the subject, purpose and tasks of
the research work. To determine the factors to enrich the components to
improve the interaction of the harmonization of the fitness system.

e Object of the methodologyis the adaptability of the Roma to the
requirements of the labor market in Bulgaria. Its study and improvement are
an important prerequisite for achieving the integration of the minority
group.

e Main goal of the methodologyis to provide a toolkit for diagnostic
analysis of adaptability. To harmonize the key components for the treated
methods to achieve the goal by allowing problem areas and negative
deviations to be identified. To find ways to improve.

With the main goal formulated in this way and with a view to its
achievement, the following sub-goals have been identified:

- the methodology to provide the company's management team with
approaches, tools and a logical structural sequence of steps for diagnostic
analysis of the adaptability of employees from Roma ethnicity;

- the methodology should allow the discovery of opportunities and
ways to improve the adaptability of the Roma and achieve the desired level
of task feasibility.

e Perceived limitations:

- regarding the scope of the study- the study covers the management
of human resources in an intercultural environment. The local aspects of the
study reveal shortcomings caused by weaknesses in the integration of
marginal communities in the labor market in Bulgaria due to a lack of
intercultural competence and weak motivation of the managerial staff.

- in terms of external factors- in the methodology, priority is given to
the company's own problems, not external ones. So, for example, in it, and
in the practical research, issues related to labor legislation are not among
the primary problems with which | deal in depth. To a certain extent, this
question is taken into account in the practical study, but this is not the
object of the objectives of the methodology. It emphasizes the key issues of
adaptability rather than the full range of causes and effects.

- in terms of the criterion base for studying the state of adaptability of
the Roma- the criteria base is formed in accordance with scientific
principles and requirements regarding the adaptability and targeted
adaptation of the Roma worker/employee. It corresponds to the applied
methodologies in foreign companies with good practices in integration and
with proven effectiveness in its functioning. In each component of the
methodology, an evaluation of the employees for their socio-cultural skills,
professional knowledge, skills, experience, and teamwork is included.
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- in terms of research principles, approaches and methods— in my
available literature, numerous methods, principles and approaches that must
be followed when determining and applying continuity are presented and
argued. Key among them are the systematic approach, efficiency,
scientificity, complexity, validity. Among the wide range of possible
methods that are suitable for the purposes of the study can be the method of
expert evaluation, of dissection and comparison, survey and the method of
conducting a comprehensive study. It is important not only the selection of
methods, but also their implementation with specific content to be
consistent with the goals and tasks of the dissertation research, to
correspond to the methodological settings. The way in which they are
combined to present comprehensive and reliable information, with a view
to further analysis and evaluation, recommendations and improvements.

e Expected resultsmethodologically, they can be reduced to:

- reaching a correspondence between the methodological statements
and the content of the methodology;

- a reasoned answer to the research questions posed;

- proving the applicability and usefulness of the dissertation work in
identifying problem areas in improving the adaptability of the Roma;

- testing in individual enterprises with a view to proving its real
capabilities.

3.2. Research approach and methods

The main concepts related to adaptability and deviations from
conformity are comprehensively defined in the previous paragraphs of the
dissertation.

® Research approach

The more important summaries are:

1) Adaptability is a key factor for fulfilling the tasks set before a
Roma worker/employee. Its objective nature does not diminish the
importance of the research and participates in the causal relationships for
building an effective staff;

2) Deviations from correspondences emphasize the problematic of the
study and have scientific and applied value. A simplified approach to their
analysis and evaluation is essential for the subsequent implementation of set
tasks;

The orientation of the dissertation work towards the enterprises of
Bulgaria suggests that the methodology should include research in a wide
range of companies with Roma workers or employees.

e Research methods
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The following requirements and limitations are argued from the
method of conducting the research on the subject of the dissertation
research:

1) The selection and implementation of methods with a specific
content must correspond to the dissertation work, its subject, goals and
tasks;

2) That the methods interact in such a way that one overcomes the
shortcomings of the other, so that what one cannot certify is convincingly
compensated for by using other appropriate methods;

3) To combine the methods in order to more fully extract
comprehensive information in order to more fully analyze conclusions,
assessments and recommendations.

In scientific research, the survey method is widely applicable. In the
dissertation, the Bulgarian enterprises are the main objects for identifying
and obtaining the information. It enables the preparation and development
of adequate management solutions. A disadvantage of this method is the
reliability of the results. For this reason, a compromise is sought in the
study to reduce its weaknesses to a possible minimum. For this purpose,
two types of surveys for the dissertation research are developed and argued,
which contain questions to Roma workers and employees and their
supervisors, so as to account for a possible discrepancy.

The survey aims to solve several tasks, and they are:

1) To test the main assumptions that are related to the stereotypes,
views and attitudes of the management staff from all hierarchical levels of
the enterprise towards the Roma worker/employee;

2) To establish the presence of a working integration system in a wide
range of enterprises and, in particular, its functionality.

3) To establish the level of adaptability among the Roma, their
capacity to fulfill the requirements given by their leaders.

The defined tasks give reason to give the survey a comprehensive
character and to determine in a more general degree the state of the
Bulgarian enterprises regarding the adaptability of the Roma.
Simultaneously with them, it is necessary to take into account additional
considerations related to the preparation of the survey card.

1) The number of questions should be reasonable so that the
respondent can remain focused, because if his attention is distracted, he will
not give reliable information;

2) The survey should be structured so as to follow the logic of the set
research tasks;

3) The questions should be closed, which makes them more precise
and understandable for the respondents.
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4) The last question should be open-ended to allow the respondent to
express his point of view.

e Stages of the research

First stage: Preparation of survey materials in the investigated
companies of the methodology and the forms related to its application

Second stage: Instructing the heads of personnel management
departments and Roma workers/employees who are included in the survey.
It is important at this stage that the interviewed employees are guided by
their personal professional position and freely express their opinions
regarding the problems in the adaptability of the Roma to the requirements
in their organization.

Third stage: Filling in the individual survey cards (Appendix 1 and
Appendix 2), receiving the information, processing, summarizing and
analyzing the results of the survey.

Fourth stage:Development of a generalized harmonious profile for the
adaptation of Roma employees to the requirements of the enterprises
participating in the survey.

Fifth stage:Guidelines for the analysis of the harmonious adaptation
profile of the Roma, which can be systematized as:

l. Highlighting the ten most important factors for the
adjustment of Roma employees by establishing the position of the experts;

Il. Identifying problematic adaptability factors that experts
assess as such;

I Differentiation of the degree of difficulty or success of
adaptability, determined on the basis of the aggregated final assessments of
their condition;

V. Landmarks for looking for causes, circumstances and events
that make adaptability problematic;
V. Carrying out a comparative analysis of the harmonization

profiles for the degree of integration of the Roma in the enterprise during
the different periods by comparing data from the previous and current year.
In order to evaluate what has been done to overcome the problems with the
adaptability of Roma workers and employees.

e Research organization

The determination of the main stages and important moments in this
direction are:

1. Selection of Bulgarian companies in which to carry out the
practical research of the dissertation work.

The arguments for the selection of companies are determined in
accordance with the following requirements:

29



- priority is given to enterprises located in cities with a high
percentage of Roma population;

- from all regions of the country;

- companies with mixed participation in which intercultural
management is widely advocated;

- the choice of companies to cover various sub-sectors of industry in
the country.

2. Determination of respondents among the officials in the
selected enterprises when implementing the methodological toolkit:

- directing the survey card to the executive directors or human
resources managers in the enterprise. Holding meetings with them on issues
that have arisen.

- directing the survey card to the heads of personnel management
departments, instructions for completion and expert evaluation;

- directing a survey card to Roma workers or employees.

For better precision, the survey card is aimed both at employees
holding key positions in the enterprise and at direct managers, who from
personal contact know the integration problems much better and are able to
understand the positive and negative situations in them.

3. Obtaining, summarizing, analyzing evaluations and
conclusions of the primary information, as well as summary conclusions
and evaluations of the overall practical study.

4. Arguing the research thesis.

5. Development of recommendations resulting from the
conducted research and their referral to senior management and human
resources management departments in Bulgarian enterprises to improve the
adaptability of Roma employees to their requirements.

Summary conclusions

The focus of the dissertation work is on an aspect that has not found
full methodological and methodical development in personnel management
in our enterprises. The toolkit used is based on the consistent observance of
leading positions in the improvement of personnel management. Improving
the adaptability of Roma employees to the requirements of the labor market
in Bulgaria is a particularly important condition in intercultural
management. Through it, the labor team functions as a single organism,
united by the company's strategy, understanding the common benefit.

The proposed methodology makes no claims to comprehensiveness of
the problem, the leading point in this research is its identification and its
overcoming. The fields in which it manifests can be related to contradictory
approaches to personnel management, insufficient training of employers
and managers to manage cultural diversity and to work with Roma, a real
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risk of further marginalization of Roma in conditions of economic crisis,
low social skills of people of Roma origin. The long list of problem fields is
the reason to proceed to refine the approach to solving the problem.

Third chapter.Improving the adaptability of the Roma to the
requirements of the labor market in Bulgaria (empirical research)

The third chapter has a markedly practical character and presents the
results of the testing of the developed methodology by conducting an
empirical study in Bulgarian enterprises. This solves the fifth set research
task.

1. Conceptual framework of the empirical study

The demanding labor market in times of economic crisis imposes ever
higher standards on its participants. It is necessary to effectively adapt
everyone to the changing reality through appropriate flexible approaches to
regulate attitudes and behavior commensurate with the new reality.
According to information presented at a scientific conference held in 2008.
in Sofia due to the country's demographic problems, the current level of
employment among Roma in Bulgaria is 30 percent lower than employment
among Bulgarians. Our government, through various programs, is actively
influencing the fuller inclusion of marginalized groups. At the end of
November last year, the official website of the Employment Agency
published statistics on the work of labor mediators - Roma mediators, who
by October 2022. have managed to activate nearly 8,900 Roma on the labor
market in Bulgaria. Unfortunately, a large number of employers share the
opinion that the Roma workforce is young and able to work, but does not
have the potential and qualities to meet the growing demands of our labor
market. In their report on "Employment of Roma and the potential of state
and business policies to include Roma in the labor market", Vera Messing
and Zuza Arendash with the assistance of Boyan Zahariev cite independent
studies according to which between 1/5 and 1/3 of Roma of working age
are integrated into our labor market, which is far from desired. In the
dissertation study, there is a focus on discovering the missing link for the
low adaptability of this ethnic group to the labor requirements in our
country. The survey contains two types of surveys. The first is addressed to
one hundred organizations in which Roma workers and employees work.
The respondents who took part in this survey are of two categories. The
first refers to employers or human resources managers from whom
aggregated strategic information was obtained. The second includes line
managers who work directly with Roma workers and employees.
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The second was addressed to one hundred Roma who are part of these
enterprises. The respondents are from different administrative regions of the
Republic of Bulgaria with a wide range of economic spheres, different
branches and sub-sectors of industry, services, agriculture and forestry, the
hotel and restaurant sector, schools and kindergartens. The investigated
enterprises are both from large regional centers and from small towns and
villages. The survey started on 10.09.2020 and ended on 27.10.2020. The
largest part of the enterprises were from the utility sector, construction,
agriculture, less were in services, light and heavy industry. The number of
Roma workers/employees in the fields of medicine, education and catering
was minimal. With great difficulty, a hotel with Roma staff was found.

The second survey is aimed at Roma workers or employees. They
were asked the same questions in order to clarify the other point of view.
The respondents of this survey were one hundred and they expressed their
opinion about the obstacles or levers for better efficiency in the integration
of the labor market in Bulgaria.

Roma men work mainly in construction, transport and to a lesser
extent in heavy industry. There are representatives of both sexes in
agriculture, as well as in services, trade, and the food industry. In utilities,
garment enterprises, education and health care, women outnumber men.
There was no uniform age selection criterion for employers. Some preferred
older Roma because of their higher literacy and established work habits,
others preferred younger representatives because of their energy.

2. Research results

The results of the study are presented in the tables.
2.1. Survey of management personnel

Table 1. Distribution of answers to the question "Do the Roma
perform the assigned tasks in your company"?

Answerslt applies. share
Closerto yes 86%
Rather not 10%

I can not decide 4%

It is clear from the frequency table that positive answers prevail.

Table 2. Distribution of responses to the question "Do they change
their working habits?"
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Answerslt applies. share
Closertoyes 69%
Rather not 24%

| can not decide 7%

The prevailing opinion, although not as convincing as in the first

question, is that Roma employees change their work habits during the work
process.

Table 3. Distribution of responses to the question "Are they
concentrated on production activity?"

Answerslt applies. share
Closertoyes 70%
Rather not 22%

I can not decide 7%

The majority of the managers surveyed answered that the Roma staff
is focused on the tasks assigned to them.  According to one respondent,

in his enterprise half of the Roma employees are concentrated, but the other
half are not.

Table 4. Distribution of answers to the question "Do they adapt
quickly to changes?"

Answerslt applies. share
Closertoyes 74%
Rather not 23%

I can not decide 3%

The prevailing attitude is that Roma employees are very adaptable to
change.

Table 5. Distribution of answers to the question "Does Roma
workers/employees show acceptance?"

Answerslt applies. share

Closertoyes 98%
Rather not 2%
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I can not decide 0%

Only 2% of the managers surveyed believe that there is a
discriminatory attitude towards Roma employees. All the others are of the

opinion that the attitude towards the Roma staff is the same as towards the
Bulgarian one.

Table 6. Distribution of answers to the question "Do they
communicate smoothly with colleagues from other ethnic groups?"

Answerslt applies. share
Closerto yes 94%
Rather not 3%

I can not decide 3%

Most of the managers believe that Roma workers and employees

communicate without problems with their colleagues from other ethnic
communities.

Table 7. Distribution of answers to the question "Do they stay for
more than a year at one job?"

Answerslt applies. share
Closertoyes 81%
Rather not 15%

I can not decide 4%

The main part of the respondents indicated that Roma employees stay
for more than a year in one workplace.

Table 8. Distribution of responses to the question "Do their
qualifications correspond to the position they hold?"

Answerslt applies. share
Closertoyes 78%
Rather not 22%

I can not decide 0%

According to most managers, the Roma employees they have hired
are sufficiently well qualified for the position they are performing. A
smaller number consider that the Roma staff in their enterprise do not have
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the necessary knowledge and skills and are hired only because there are no
more qualified candidates for their jobs.

Table 9. Distribution of responses to the question "Are they
teachable?"

Answerslt applies. share
Closertoyes 74%
Rather not 23%

I can not decide 0%

Most respondents believe that Roma workers and employees are

receptive and motivated in improving or acquiring new knowledge and
skills.

Table 10. Distribution of answers to the question "Do you have Roma
workers/employees who, after a given training, are in a higher position?"

Answerslt applies. share
Closertoyes 41%
Rather not 45%
I can not decide 14%

Although, according to the answers to the previous question, Roma
employees are trainees, it turns out that training is not always followed by
promotion. And 14% of the respondents admit that in their enterprise no
training was conducted for people of Roma origin to occupy a higher
position.

Fig. 1. Distribution of answers to the question "What do you
recommend to improve their adaptability to your requirements?"

The varied responses to the open-ended question are grouped into
four groups. The largest number of executives indicated "higher education”
and 29% had no references. Those who unite around the idea that Roma
workers and employees need motivation are 19%. According to 9% of
managers, in order for Roma adaptability to be higher, it is necessary for
them to work on improving their work habits.
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2.2. Survey of Roma employees

Table 11. Distribution of answers to the question "Do you fulfill the
tasks set for you in the enterprise in which you work?"

Answerslt applies. share
Closer to yes  100%
Rather not 0%

I can not decide 0%

All Roma employees claim that they perform the tasks assigned to
them in the enterprise.

Table 12. Distribution of answers to the question "While working in
the enterprise, do your work habits change?"

Answerslt applies. share
Closertoyes 89%
Rather not 8%

I can not decide 3%

Most Roma believe that while working in the enterprise in which they
are employed, their work habits change positively. Only a small part do not
see a change in the acquisition of such habits before and after entering the
enterprise.

Table 13. Distribution of answers to the question "Are you distracted
while working?"

Answerslt applies. share
Closertoyes 21%
Rather not 78%

I can not decide 1%

Most respondents are convinced that they manage to concentrate on
the work process and are not distracted while working.

Table 14. Distribution of responses to the question "Do you adapt
quickly?"

Answerslt applies. share
Closertoyes 96%
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Rather not 4%
I can not decide 0%

Almost all respondents consider that they quickly adapt to changes
and adaptation is not a problem for them. A small part share that they are
stressed by reforms and find it difficult to adapt to new conditions or
circumstances.

Table 15. Distribution of responses to the question "Do the people
you work with show you acceptance?"

Answerslt applies. share
Closertoyes 11%
Rather not 88%

I can not decide 0%

The majority of employees face rejection from non-Roma managers
and colleagues.

Table 16. Distribution of responses to the question "Do you have
problems communicating with people from other ethnic groups?"

Answerslt applies. share
Closertoyes 11%
Rather not 86%

I can not decide 3%

Some of the respondents admit that they experience difficulties in
communicating with other ethnic groups. The most likely reason for this is
that they only speak their mother tongue, which is why they prefer to work
with people from their own ethnicity. But still, the majority of respondents
have no problems communicating with people of different ethnicities.

Table 17. Distribution of responses to the question "How long have
you been at this workplace?"

Answerslt applies. share

For more than 1 year 70%
For lessthan 1 year  30%
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The majority of Roma employees have held this position for more
than a year.

Table 18. Distribution of answers to the question "Do your
qualifications correspond to the position you hold?"

Answerslt applies. share
Yes 70%
No 30%

According to 77% of the respondents, they have the necessary
qualifications for the job they are assigned to. The rest believe that their
knowledge, skills and professional training do not correspond to the
position they perform.

Table 19. Distribution of answers to the question "Are you a fast
learner?"

Answerslt applies. share
Closertoyes 97%
Rather not 3%

According to 97% of the research participants, the new challenge can
be accepted and mastered in a short time.

Table 20. Distribution of answers to the question "Do you know
people from your community who, after a given training, are in a higher
position in your enterprise?"

Answerslt applies. share
Yes 30%
No 70%

Unfortunately, 70% of the respondents do not know anyone of Roma
origin who has been trained for such a purpose and has accordingly
developed a career. However, 30% know at least one person from their
ethnic group who, after training, was promoted to a higher position in the
company they work for.
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Fig. 2. Distribution of responses to the question "What do you
recommend to improve your diligence?"

More than half of the respondents indicated that they would work
harder if the attitude of managers and/or non-Roma colleagues improved.
Just over a quarter need financial encouragement, and 11% say better
education leads to greater diligence.

2.3. Results analysis

The questions asked in both surveys are identical. They are identical
to express the point of view of both sides. There is a similarity in the
answers to almost all questions. Both staff and line managers express an
opinion that is close to that of the Roma staff. From the first question, we
understand that the majority of managers and Roma believe that the
majority of Roma workers and employees fulfill the tasks that are assigned
to them. The second question explains to us that in the course of work, most
change their work habits in a positive direction. The third question shows
us that about 70% are concentrated on the production activity and do not
get distracted. From the answers to the fourth question, we understand that
Roma are generally well-adjusted and easily adapt to changes. The sixth
question gives us information that they communicate without problems
with colleagues from other ethnic groups. From the seventh we understand
that the majority of this ethnic group stay at their workplace for more than a
year. Managers and staff stated in the responses to the ninth question that
these workers and employees are trainees. The tenth clarifies the fact that
the majority of Roma do not know a person from their ethnicity who, after a
certain training, will be in a higher position, the leaders confirm the same.

The differences are significant in two of the questions. The results of
the fifth question are the most striking. An impressive number of managers
respond that Roma workers and employees are shown acceptance in the
enterprise. At the same time, a large number of the interviewed Roma claim
that the non-Roma people they work with do not show them acceptance.
The second significant difference is in the open-ended questions, in which
the largest number of managers shared that the key to better integration of
this ethnic group was education. But the Roma do not share this opinion,
they believe that they see no reason to invest in training after they are given
low-skilled jobs by presumption. They believe that the missing link in
successful integration is acceptance.

The divergence in the viewpoints of respondents from the first and
second surveys indicates a discrepancy in the perceptions of the two groups,
which is a gap in agreement. Most often, the reason for the difference in the
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opinions of the respondents is in stereotypical perceptions "people use
implicit theories to make judgments about others, i.e. use their past
experiences to form a theory about the qualities of members of other
groups' . The apparent misunderstandings and differences of opinion could
be corrected with a hybrid work strategy that would satisfy both managers
and regular workers and employees of Roma origin. To begin with, one can
start by identifying the stereotypes. Members of both groups might question
whether this is true or an assumption based on someone else's experience. If
this opinion is due to one's own negative experience with a representative of
a given group, it would be useful to remind that each individual is different
and needs to be approached individually.

Education is an important part of improving well-being and it is
appropriate to encourage Roma children's school attendance and prevent
drop-out. Unfortunately, a study by the European Union Agency for
Fundamental Rights (FRA) from 2011 shows that the educational
achievements of Roma students are significantly lower than those of non-
Roma students. In some places, even the declared literacy is significantly
different from the functional one. This is largely due to their education in
ethnically segregated schools or classes and is the main reason, according to
Bulgarian employers, that they are not preferred as workers in their
company. On the other hand, the majority of the respondents were in
positions for which it is not a prerequisite. At the same time, among the
respondents of the second survey there were Roma with higher education
who worked in manufacturing, alongside people with secondary or primary
education. They share that the effort to complete a higher education is
unjustified. Among the respondents there were also those who, after
obtaining a bachelor's or master's degree, work in the specialty for which
they were preparing. These were professions for which there is a shortage
on the labor market in Bulgaria.

The majority of respondents in this survey share the opinion that a
high level of education is not a prerequisite for finding a better job. It is
possible that this is an excuse for some of them, but the proof was the
majority of the managers interviewed, who, when asked whether they had a
Roma worker or an employee in a higher position after a given training,
answered negatively. It is understandable that this tendency among most
employers demotivates young Roma to invest in education. Therefore, the
general opinion that the adaptability of Roma workers and employees is
low due to a lack of quality education is partially true.

The Roma, largely as a result of historical experience and cultural
flexibility, have been able to adapt to changes in society. This ethnic group
tends to be bilingual or multilingual and to deploy a range of multicultural
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skills. However, their marginal position places them on the periphery of the
labor market and they do not fully utilize their potential

It is a general opinion that Roma are the usual human resource in the
sphere of low-paid employment. The tendency among ambitious Roma is
suggested that in order to surpass the professional realization of their
parents and relatives, they have to choose a profession that for one reason
or another is not attractive to members of the non-Roma society. Parents
actively encourage their children to study for such a specialty, and not for
the one they like. This may have its drawbacks, but in the context of this
topic it shows a presence of foresight. The Roma are far-sighted in their
desire to be integrated into the labor market, taking into account the reality
and predicting possible future developments. Due to emotional trauma from
rejection, a large number of them seek to work in places where other
representatives of this ethnicity also work, in order to have support and
support. Among the respondents, the prevailing opinion was that this is the
first and main condition, followed by the amount of the labor remuneration.

Today, a large number of able-bodied Roma live and work abroad. As
it was mentioned at the beginning of the third chapter, many of the men
work in construction, women in communal services, there are those who
realize themselves in the social sphere, others are engaged in agriculture,
others in animal husbandry, not a small number are traders. It is the latter
who show a high degree of flexibility, because when they encounter
difficulties in marketing the product, due to prejudices and stereotypes, they
successfully offer it on the Internet. This confirms their high degree of
adaptability.

On closer inspection, the Roma who surpass the status of their parents
have a common feature. All of them have the full support and sympathy of
their loved ones. In the dissertation study, they shared how, feeling
unaccepted, they repeatedly decided to give up. The only reason they stay is
their loved ones, who always encourage them to continue.

Of course, there are representatives of this ethnic group who do not
want to come out of outdated medieval traditions in which basic human
rights are violated. When their choice is not aimed at cooperating with other
participants in the labor market, they cannot be forced to integrate into it.
But this segment of the Roma ethnic group has a great contribution in
building negative stereotypes of the majority society. Excessive
generalization is a prerequisite for difficult growth in the career of the other
representatives. Through adequate intercultural management, they would
have the chance to change the image of their ethnicity.

According to the interviewed employers, the majority of the Roma
show adaptability to the requirements of the labor market in Bulgaria, but in
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the dissertation study, the majority of the representatives of this ethnic
group showed indecision to deal with their main fears of rejection. The
majority do not wish to get out of their permanently established position. In
most cases, they referred to someone else's experience, accepted without the
possibility of contestation. Prof. Rowner, author of the theory of
interpersonal acceptance and rejection and director of the Research Center
of the same name at the University of Connecticut, USA, and his team
discovered that: "We are neither completely rejected nor completely loved,
but if someone feels more rejected than loved, then the whole life of that
person can be predicted” . Everyone has met this type of people, as they are
recognizable in the collective. According to Career Services Consultant
Sachin Pasricha in his article Rejecting and Reinjecting advises to impress
upon these individuals that they may have been rejected by some, but not
by all. It is important to present this self-reflexive conclusion not as a
failure but as a new opportunity as a chance to try another technique or
formula. Sachin Pasricha recommends to the rejected: acceptance, learning
and growth in improvement. In his article, he quotes Jeremy Limn as
saying, "Rejection gives you more power to move forward."

Experience shows that the Roma workforce does not meet the
requirements of the labor market due to the impression that it does not
belong to the collective. The need to be counted is fundamental for the
empathy of Roma workers or employees. For this purpose, it is necessary to
improve the relationships and communication in the team. When these
factors are present, teamwork is palpably balanced and effective.

3. Summary conclusions and recommendations to the management of
the organizations

To improve the adaptability of Roma workers and employees to the
requirements of the labor market in Bulgaria, it is recommended:

1. To show them acceptance. To feel belonging to the team.
Explaining that acceptance is different from necessarily liking or approving
has the meaning of giving a chance. Recognizing that no one predetermines
their origins, make a conscious choice to avoid stereotypes. In the
beginning, effort is always required, especially if there was a negative
experience with a representative of this ethnicity. To find the balance in
which there is favor in the present moment, but not with the pretense that
the accepted will change in the future.

2. Each person should be treated according to their
individuality. Do not generalize the Roma in the enterprise. Mistakes made
in the course of work should not be attributed to their origin.

3. Training for all ages. Adapted curricula exist as an option for
anyone who missed outeducates at school age. Through them, the
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participants become literate and form key competencies for professional
training and realization on the labor market. rieam does not exclude striving
for improvement.

4. Conduct staff empathy training sessions. Emphasis on generosity in
the context of different cultures.

5. It is recommended to put representatives of different ethnic groups
in a team. It is necessary to take into account different points of view
coming from different worldviews to achieve better results. By carefully
monitoring the teams, it would be possible to respond in a timely manner
when a conflict arises. When intercultural staff work together in a team
environment to implement a project, they can better overcome their
differences and participants can accept each other both professionally and
personally.

6. Positive discrimination. This is an expression of solidarity of
the majority group towardsthe marginalized, through which social
inequality is compensated. It can be expressed in preferences for Roma,
who, other things being equal, are identical to other job applicants.

7. To encourage Roma workers and employees to perceive
rejection as a springboard to improvement. It is perfectly normal for those
around you to not show acceptance at any given moment. It is important to
accept the facts as they are, to remind them that they themselves do not
accept absolutely every person, regardless of having experienced this pain.
When rejection no longer causes anxiety, they can see the positive side of
it, namely that it can be a catalyst for future improvement.

In addition to these basic guidelines, in specific conditions, depending
on the nature of the team, other activities and events can be included with
the aim of faster adaptation of Roma employees to the requirements of the
labor market in Bulgaria.

Conclusion

Due to the negative demographic processes and the aging of the labor
force in the Republic of Bulgaria, the labor market is faced with the need to
rethink the direction in which it has developed. An important part of
improving its effective functioning is the integration of inactive working
groups. Part of the report "Economic Review of Bulgaria” of the OECD,
presented on 04.04.2023. to the European Commission in Brussels states:
"Since 2010, the working-age population has decreased by around 19%,
while the number of people aged over 65 has increased by 12.6%". These
unfavorable trends in the current development of the labor market prevent a
larger-scale forecast of the growth of the economy in our country.
Sustainable regional stability is a balance between building a prosperous
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economy and social justice. A tilt in one direction or the other will produce
a macroeconomic imbalance. Social inclusion increases the quality of life of
both marginalized and majority society. President John F. Kennedy said, "If
a free society cannot especially help the poor, it cannot protect the rich." It
is unthinkable to build sustainable development without increasing the
consumption of resources and wealth. It is directly dependent on the growth
of households' disposable income. From FRA's 2011 Roma Poverty and
Employment Survey "On average, around 90% of surveyed Roma live in
households with an equivalent income below the national poverty lines" .
According to the OECD report, about 4/5 of able-bodied Roma are not
registered at the labor offices and do not benefit from the offered training
and assistance in finding employment. Therefore, they do not benefit from
anti-poverty and social exclusion policies. Most of the measures that
promote the social inclusion of marginalized groups remain unused.
Dissertation research has identified explicit acceptance as a missing
attribute for the inclusion of Roma into the collective, which places them in
a marginalized position. As a response, most of them do not make the
necessary efforts towards higher qualification and career growth. The
adaptability of the Roma to the demands of our market could be improved
through consciously applied methods of acceptance that make the change
timely and balanced. It is necessary to plan methods based on the need of
each person to belong to a given group in order to achieve lasting
integration results. The desire for change is a primary mechanism for
driving the individual to adapt. The Roma need to be encouraged to
conscious actions for the necessary changes. Focusing on the realization of
specific goals, to develop adapting to the circumstances. It is necessary for
the majority society to leave the sphere of certain and firmly fixed norms
and orders and to create a flexible value orientation that rejects layered
stereotypes. On the other hand, the Roma should be motivated to take the
possible risk of non-acceptance, withdrawing from the security of the Roma
collective. Reforms should be initiated by conducting adequate governance
to support and encourage adaptation. The study shows that it is necessary to
advocate effective mechanisms of acceptance by non-Roma, to stimulate
Roma staff to overcome barriers that deprive them of new opportunities.
Improving the adaptability of the Roma to the requirements of the
labor market in Bulgaria will significantly improve both their well-being
and the enrichment of the multicultural staff with a different worldview and
way of thinking. Cultural diversity means a set of different perspectives
formed as a compilation of different origins, customs, rules and norms.
When people with diverse values work in a company, they can generate
knowledge and skills atypical of a monocultural staff. This gives it the
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opportunity to develop in a unique and unrepeatable way and to generate
economic productivity.

Il. MAIN CONTRIBUTIONS IN THE DISSERTATION

The results of the theoretical and empirical research, conducted in
accordance with the aim and tasks of the dissertation work, can be
synthesized to the following more specific main contributions:

1. Current and significant problems with a clear deficit of the existing
knowledge in the literature have been thoroughly developed, namely -
supporting the labor integration of the Roma by improving their
adaptability to the requirements of the labor market. Clarifying and making
sense of the issues related to the management of Roma employees in an
organizational context definitely contributes to scientific knowledge and
practical solutions in the field of human resources management.

2. A complex analysis of leading theoretical concepts was carried out,
on the basis of which the main factors affecting the adaptability of Roma
were identified, such as general and specific socio-cultural abilities,
peculiarities of Roma culture and mentality, stereotyping, attitudes of
Bulgarian employers towards hiring representatives of different ethnicities,
etc.

3. A methodological toolkit was developed for assessing the
adaptability of the Roma to the requirements of the labor market in our
country with defined conceptual requisites - purpose, limitations, expected
results, research methods, stages and organization of the research.

4. An empirical study was conducted, which demonstrated the
applicability of the theoretical hypothesis and the developed methodology
in the practice of 100 organizations, and accordingly generated results with
the potential to improve the Bulgarian practice of managing personnel of
Roma origin. Based on the established degree of adaptation of Roma
employees in the work environment, conclusions were formulated, arguing
for the need to take appropriate actions to improve their adaptability, as a
prerequisite for increasing the efficiency of the studied organizations.

V. SCIENTIFIC PUBLICATIONS RELATED TO THE
DISSERTATION

Studios

1.Doncheva, M. 2020. Historical and contemporary methods of Roma
integration in Europe and Bulgaria. New knowledge, VUARR - Plovdiv,
no. 1. Volume 31 p.

Articles

45



1.Doncheva, M. 2021. The adaptability of the Roma to the
requirements of the labor market in Bulgaria. Panorama of work, no. 1.
Volume 9 p.

2.Doncheva, M. 2020. Necessary skills to improve the adaptability of
Roma to the demands of the labor market. Yearbook of Academic
Publishing House "Talent", VUARR - Plovdiv, volume 8. Volume 19
pages.

46



