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YBaxkaemu quTaTciiu,

KOOuneitHoTo M3nanue “YmpaBieHHE HA YOBEIIKUTE PECYypcH — OBIATapCKUAT U
CBETOBHUST ONMUT’ € MOCBETEHO Ha JIBE€ BAKHU CHOUTHS — MIPUCHEIMHSABAHETO HA bhii-
rapust KbM EBpomeiickusi cbi03 U IECETrOAUIIIHUHATA OT HAYaJIOTO Ha CUCTEMHUTE U3-
CJIe/IBaHMSI HA MIPAKTUKHUTE 10 YIPABICHUETO HA XOpaTa B OPraHU3alMUTe y Hac.

EBporielickoTo 4JIeHCTBO Ha CTpaHATa HU € OCHOBATENICH MOBOJ 32 3a/IbJI00YEH
aHAJIM3 U OCMUCIISIHE Ha TJ100aTHUS KOHTEKCT Ha YIPABJICHUETO HA YOBEUIKUTE PEcyp-
cu B bearapus. [IpucseaunsBaneTo mpeanoiara HOBU U3MCKBAaHUS U Pa3IMyHa JIUHA-
MHUKa Ha yHPaBIEHCKUTE MPOIECU B Ta3W M3KIIOYUTEIHO Ba)KHA 32 KOHKYPEHTOCTO-
coOHOCTTa Ha ObJTapckusi OuzHec obnact. [IpocnensBaHeTo Ha TEKYIIOTO UM ChCTOSI-
HUE ¥ KOMEHTHUPAHETO Ha aKTyaJHUTE MpoOJeMu ca He0OXOIUMHU CTHIIKU KbM pa3pa-
O0TBaHETO HA YCHEIIHW KOPIMOPATUBHU CTPATETUU U KbM UHTETPUPAHETO Ha Obirap-
ckara paboTHa cuJia KbM €BPOMEHCKUS TPYOB ma3ap.

W3nanuero mpejaniara Ha BalleTO BHUMAHHE JBE U3CIIEOBATEIICKH pa3pabOTKu —
HAI[MOHAJIEH U MEXAYHApOJIeH JOKJIaJl, OChIIECTBEHU B PAaMKUTE Ha Hal-rojsMaTa u
aBTOPUTETHA B CBETA MPEKa 3a M3yuyaBaHE Ha JBJITOCPOUYHOTO CPABHUTEIIHO YIIPaBIIC-
HUE Ha YoBelKuTe pecypcu — Kpaner. Mpexarta e cb3naneHa npe3 1989 r. B yHuBep-
cuteta “Kpandunn”, BeaukoOputaHnus, ¥ MOHACTOSIIEM B HEs WICHYBAT MPECTUKHU
YHUBEPCUTETU U OusHec yuwmnuiia oT 34 crpanu. beiarapus e wieH Ha MpexaTta OT
1996 r., koraTo € mpoBeICHO MHPBOTO U3CIEABAHE Y HAC OT OBJITAPCKUS IPEICTABUTEN
B Kpaner - Mexnaynapoanata 6usHec mkona “Tpancousnec - E”.

OCHOBHUTE 1I€7TM Ha U3CJICIBAHMTA 110 IPOEKTA Ca CIETHUTE:

e Jla ce ch3nmazne u moaabpxka 06aza JaHHM 3a npakTukute no YYP BbB Bcuuku
CEKTOPH Ha MKOHOMUKATA B 151 CBSIT.

e Jla ce u3BBpIIAT MEKAYHAPOTHU CPABHUTEITHU aHAJIU3HM HA TE3H MPAKTUKH U
Jla ce MOMyJIApU3UpaT Hall-yCHEeNIHUTE OT TSIX.

e Jla ce HabmioaBa BHB BPEMETO NMPUHOCHT HA yBEIMUYaBalaTa ce “‘eBporneu-
3anus’”’ Ha Ou3Heca 3a creluUYHUTE METOJU 3a YIIPABJICHHE HA XOpara B
CHbBPEMEHHHUTE OpPTraHU3AIINU.

e Jla ce mpocienu mpomsiHaTa B YIPABJICHHUETO Ha MEpCOHaNa, BOJEHIA KbM
CTPAaTEru4ecKo yIpaBJICHUE HA YOBEIIKUTE PECYPCH.

[Topaau ronemusi 00XBaT M U3KIIIOUUTETHATA CH CIIOXKHOCT CPABHUTEITHUTE MEXK-
TyHapoaHU u3cienBanus Ha YUP ca HOBa o0yacT B TeopHsiTa U MPaKTHKATa HA YIpPaB-
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nenueto. [IbpBoHayanHo ¢ eBpornenicky 00XBaT, ¢ BCsIKa M3MHHAJIA TOJUHA T€ CE MPEB-
pBIIAT BbB BCE MO-IIMPOKOOOXBATHA INI00AIHA cpefia 3a aHAJIM3HM U MPOTHO3U Ha Haii-
BaYKHUTE MPOIECH 10 YNPABIECHUETO HA XOpaTa B Mpolieca Ha TpyJa.

PesynTtatutre oT mpoyuBaHHMATa Ha MpeKaTa ce€ M3MOI3BaT 3a MOJArOTOBKAaTa Ha
opuIMaNHu JOKyMEeHTH Ha EBporneiickus cbio3. Y Hac 3acera Te ca NpeIuMHO OOEKT
Ha U3CNe[0BaTENCKU U Hay4yeH uHTepec. ETo 3amio eqHa oT 1enure Ha COOpHUKA € MOo-
NyJISPU3UPAHETO UM B HallaTa cTpaHa M MO-IIMPOKOTO UM M MHOTOACHEKTHO MPHUII0-
YKEHUE B riolanu3upaliara ce ObJarapcka yrnpaBieHCKa MpaKTHKa.

Hanmonanuuar noxnan 3a bwirapust npeacTtaBsi ChCTOSHUETO M AMHAMMKATa Ha
YIPaBICHUETO HAa YOBEHIKUTE PECYPCH B YCIOBHATA Ha HalllaTa CTPaHA U € pe3yJiTar
oT mpoBeaeHoTO Tpe3 2003 1. TpeTo Mo poaa CM HAMOHAIHO MpoyyBaHe. MexayHa-
POIHUAT AOKIJIAJ 0000IIaBa pe3yATaTUTE OT ChIIUTE U3CIEABAHUS, POBEACHU B TPU-
JIECET U IB€ CTPAHM OT LICJIMS CBSAT, BKIOUUTENHO bbarapus, B nmeproaa 2003 - 2005 r.
U € HamucaH OT KOJIEKTHUB OT aBTOPHU, MPEJCTABUTENIN Ha JIEBET CTPaHU, YICHYBAIlU B
MpesKara.

3a IbpBU MBT OBIATAPCKUTE YUTATEIW MMAT BB3MOXKHOCTTA Jla CE 3arlo3HasT C
TOJIKOBa Oorarta 1o chabp>kaHue u 00XBaT HH(POpMAIHs OT EeMIUPUYHO HU3CIIeIBaHE Ha
YIPaBIIEHUETO Ha YOBEIIKUTE pecypcu. HansBame ce, ue COOPHUKBT 1 33/I0BOJIM Ha-
pacTBalus Mpe3 MOCIAeAHUTE TOAMHM MHTEpEeC KbM Ta3W akTyalHa MpoOlieMaTHKa.
Toif Moxke a Ob/e MOJIE3EH 3a CTYACHTH, U3CIEIOBATENN U MPAKTUIU, paboTelmu B
obnacTTa Ha ynpaBiaeHueTo. Yact oT uHdopmaIusaTa € yHuKaJlHa 110 PoJia CH U ce Mmyo-
JMKYyBa y HAc 3a IbpBU MbT. [[pyra yact e mo3Hara Ha UYMTATEIUTE HU OT MyOIMKAIIUU
3a MpeAUIIHUTE JBe u3cheaBaHusi B bbiarapus. BbB BCHUkM cilyyan MpoCiesiBaHETO
Ha JMHAMHUKAaTa Ha BaKHU MOKA3aTeNIU, XapaKTepU3UPAIU HATPUMEP MPEIIOCTaBKUTE
3a U3rpakJaHe Ha UKOHOMHKa, Oa3upaHa Ha 3HAHMETO WJIM CTPYKTypaTa Ha MOJCpPHU-
T€ MOTHUBAIIOHHU MAKETU U UHCTPYMEHTH, € €JHAKBO IOJIE3HA U 3a TEOPETULH, U 3a
MPAKTHUIH.

[ToaroroBkaTa Ha ISUIOCTHUS COOPHHUK 3aBBPIIU Tpe3 JasiToTo Ha 2006 r., Mmakap
4ye pe3yJTaTUTe OT OBJIrapcKOTO M3cieABaHe OsiXa FOTOBU M YaCTHMYHO MyOJIMKYyBaHU
ome mipe3 2004 r. [IpenocraBsHeTo Ha 00paOOTEHUTE JAaHHU OT M3CJCABAHUATA BbHB
BCUYKUTE TPUJIECET U JIBE CTPAaHU JOBEJE J0 MAJIKO 3aKbCHEHHE, HO caMO Taka Oerie
BB3MOXHO JIa C€ MOJy4Yd €PEeKThT Ha INIOOAJHUTE CPABHEHMs, KOWTO CHOped Hac €
Hali-LICHEH.

bux uckana na u3kaxa crnernuaiHa O0JaroJapHOCT HAa BCUYKH y4acTBAllld B U3-
CJIEIBAHETO KAaTO MHTEPBIOUPAIIM U PECIOHACHTH — CTYJACHTUTE U MEHUIKBPUTE 10
YOBEIIKUTE PECYpPCH, U3IMTBIHUTEIHUTE JTUPEKTOPU U IpeIIpueMadyuTe, KOUTO HE CaMo
BJIO’KMXa BpEME B IMOM'BJIBAHETO HA BBIIPOCHUIIMTE, HO BIIOCIIEICTBUE y4yacTBaxa U B
KOMEHTUPAHETO Ha pe3yJTaTHTe.
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Bucoxko 11eHst ¥ ChTPYTHUYECTBOTO CH C KOJIETUTE OT MpEKara 3a TEXHUs WHTE-
pec KbM CTpaHaTa HH, 32 MOpaJIHATA TIOJKPENa U METOJMYecKaTa MOMOIIl, KOSITO BUHA-
v 0€30TKa3HO ca HY MPEIOCTaBsIIN, 0COOEHO MO BpeMe Ha IbPBOTO U3CJICIBAHE.

3HauuTeNeH MPUHOC 32 OKOHYATEIHUS BUJ Ha Jokiaana uMa Jlenuna bopucosa,
KOSITO TIOMOTHA 33 TEXHHUYECKOTO U rpaduIHOTO 0(hOpMIICHHE HA TOKJIa/la U CUCTEMa-
THU3Upa JAaHHUTE B TaOMHIM U rpaduKu 3a MO-100pa BU3yanu3alys 1 mo-jecHa pede-
PEHIIHS.

Ha Bcuyku, mposiBSBaIy WHTEpEC KbM HAIIETO W3JIaHUE, TIOXKellaBaM Jla He ce
yMOpSIBaT Jla yChBBPIICHCTBAT YMEHHUATA CH 3a M3MOJI3BaHE HA PE3ylTaTUTE OT Hayd-
HUTE W3CJICJIBAHMS B €XKEIHEBHATA CH JCWHOCT 10 yINPABICHUE U PAa3BUTHE HA YOBEIII-
KHATE PECYPCH U TaKa JIa OCHIIECTBST CBOSI MPUHOC 332 PA3BUTHUETO HA MKOHOMHKATA Ha
3HAHUETO.

Enuzabera BaukoBa
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Tpancousnec-E e cp3ganena mpe3 1990 r. kato cTpyKTypHO 3BeHO Ha MeKAyHapOIHUS LEHTBD
3a MPWIOKHHU m3cieaBaHus no ynpasienne OOJl, ¢ oCHOBEH mpeaMeT Ha JEWHOCT - oOydeHHE Ha
MeHIKbpHU. lllkomata e egHa OT MBbPBUTE YaCTHHW OM3HEC IIKOJIM B CTpaHaTa. T'a opraHusupa u
YCIICHIHO MPOBEXJa MbPBHUTE B CTpaHaTa KypcoBe MO MPEANPHEMAadyecTBO, TeaTpaleH MEHHKMbBHT,
pa3BuBaHe Ha Ou3Hec B bparapust 3a 4yKOeHLU U APYTH.

Tpancomsnec-E e camocTostenno wopuanyecko iuie ot 1993 r. Ot 1993 mo 1998 r. msrpaxkaa
IUPOKa HAITMOHAIHA MpEka 3a 0Oy4YeHHE Ha CPETHOINKOJIIN IO YIpaBICHHE HA MaJKUsS OW3HEC B
JIBEeronuITHU mporpamu. Te ce peamusupar ot et ¢uimana Ha mkonata B Codus, Pyce, [lnosaus,
[Mazapmkuk n XackoBo. [lapanenHo ¢ Te3n mporpamu ce mpoBexna u 00ydeHHEe Ha MEHUKBPCKH
eKHIIM B KPAaTKOCPOYHH WHTCH3WBHH KypcoBe. OpraHmsanmsra OCBIECTBABA MW aKTHBHA
KOHCYJITAHTCKA JEHHOCT M0 H3rpaKJaHe Ha CHUCTEMH 3a YIpPaBICHHE M Pa3BUTHE HA YOBEIIKUTE

pecypcen.

Ot 1996 r. mkonata e npeacraButes Ha bearapust B MexayHapoaHata Mpeska o CpaBHUTEITHO
ynpaBiieHHe Ha 4oBewkuTe pecypcH - "Kpanet-E" (http://www.cranet.org).

TpancomsHec-E e opranmzarop Ha MexayHapoaHata KoOH(MEpEHLUs [0 YIIpaBlieHHEe Ha
YOBEIIKUTE pecypcu mpe3 1997 r. 3aeano ¢ BectHuk "Jlemoa cenmuma". KondepeHmnusaTa ¢ Ha TeMa
"CrpaTerudecko ynpaBieHHe Ha YOBEIIKUTE pecypcu B bbirapus B mepuoaa Ha mpexo] KbM Ma3zapHa
HKOHOMUKA".

IIpes 2000 r. mkomara e goMakuH Ha CpBelaHueTo Ha MeXIyHapogHaTa Mpexka Io
CpPaBHUTEITHO yIpaBlieHHE Ha YoBemKuTe pecypcH - "Kpaner-E". [Ipe3 cpmara roguHa TS opraHu3nupa
u MexayHapoana koHgpepeHnus mo YUP Ha Tema "YrpaBieHHETO Ha YOBEIIKHTE PECYPCH - KITFOUOB
¢dakTop 3a EBpormeiickata uHTerpanus'", ¢ y4yacTuero Ha moBeue oT 150 yuyeHu u mpakTtumm ot 25
CTpaHH, Ha KOSITO c€ MHULIMHMPA U O0sIBsIBa Ch3AaBaHETO Ha bbiarapckara Acounanus 3a YpasieHHE U
PazButne nHa YoBenikute Pecypcu (BAYPUP).

Tpancouznec-E neproandHo MpoBekIa HAW-TOIIMOTO B CTPaHATa COIMOJIOTHYECKO MPOYyYBaHE
Ha cbcTossHMEeTO Ha YUP B Obirapckute opraHum3zamuu ¢ Opoit Ha 3aetute Hany 200 maymm.
Peanusupanu ca Tpu nzgaHus Ha u3cienBaHeTo - npe3 1996, 1999 u 2003 r.

Ot 1996 1. Tpancousnec-E moaappika 6a3a nanan “CpaBHUTEITHH M3CIECIBAHUS HA ChCTOSHHUE-
To Ha YUP B OBJITapCcKUTE U B €BPONEHCKUTE OPTaHU3aIum .

[Ipe3 2006 . opraHuzanusTa ce BKIFOYBA B HalmoHanHata Mpeka OT BUPTYaIHUA OMOIHOTEKH U
3a104yBa MHTEPHET-0a3upaHo 00yUyeHue 10 yNpPaBJICHUE U Pa3BUTHE HA YOBELIKUTE PECYPCH.
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BnBenenue

[Ipucwenuusapanero Ha bearapus koM EC ¥ U3MBIHEHUETO HA aHTAXKUMEHTHUTE
Ha CTpaHaTa HU 3a MOBUIIaBaHE Ha MOOMIHOCTTa Ha pabOTHATa Cujia 3aCHJIBAT IOT-
peOHOCTTa OT TEOPETUYHU M MPAKTHKO-MPUIIOKHHU pa3pabOTKH, TOCBETEHH Ha MOITr0-
TOBKaTa Ha OBJIrapcKusl TPYJIOB Maszap 3a MHTErpalMoHHus mporec. Ilepuonnduoro
CHUCTEMHO M3CJICABAHE HA YIIPABICHUETO HA YOBELIKUTE PECYPCHU B OpraHU3ALUUTE y
Hac € HeoOXOoArMa MPEANOCTaBKa 3a Pa3pabOTBaHETO HA HAYYHOOOOCHOBAHH aHAIIM3U
U TIPEUIOKEHUS 3a MOA00psBaHe HA MOIXOAUTE U METOJIUTE, Ype3 KOUTO ce hopMupa,
pa3BuBa U MOAIbpKa pabOTHATA CUJIa y HaC.

IIpe3 nmocnegnuTe neTHageceT roAuHU B bbirapus MeroguTe 3a ynpasjicHUE Ha
Xopara Ha pabOTHOTO MM MSCTO MPETHPISIXa 3HAYUTETHH IpoMeHHu. YacT oT TiaX ca
IIPEAU3BUKAHM OT 3aMsHATa Ha LEHTPAIM3UPAHO-IUIAHOBUTE C MA3apHUTE MEXaHU3MHU
Ha yIpasieHue. /[pyra gacrt ca pe3ynarar OT OTBapsHETO Ha UKOHOMMKATA HU U 3aCHUJl-
BaHETO Ha II00AJIM3ALMOHHUTE MpoLieCH. BaXXHU M3MEHEHHs HACTBIIMXA U B PE3YJITAT
OT 1Mo00psABaHETO HAa KAYECTBOTO Ha OpaHIoBaTa cpesa y Hac, KOUTo 0sxa YCKOpEeHU
OT:

e 00eAMHSIBAHETO HA MHTEPECHUTE U YCHIIMATA HA PAOOTEUIUTE 3a OBUIIABAHE
Ha Ipo¢eCHOHAIN3MA Ha 3a€TUTE C YIPABICHUETO U PA3BUTUETO HA YOBEI-
kure pecypcu (YPUP);

e BBbBeXIaHETO Ha Hamuonamnu crangapté 3a mpodecHOHaTHa KOMIIETEH-
THOCT Ha paboremmure B obnactra Ha Y PUP u TsxHOTO M3/1aBaHe;

e cp3aaBaHeTo Ha MHCcTHUTYT 3a cepruduumpanu cnenuanuctu mo Y PYP;

® CTapTUPAHETO Ha Mpolieca Mo cepTUUIpPaAHE;

® YBEJIMYEHOTO IpeaaraHe Ha pa3IudHu MO MPOIBIDKUTETHOCT U BUJ 00yue-
HUS 10 CTPATETUYECKO YIIPABICHUE, YIIPABICHNUE U PA3BUTHE HA YOBELIKUTE
pecypcu, BKIIOYUTETHO yeb 0a3upaHa MoAroToBKa Ha CIICIUAIMCTHUTE.

CrnenudpuyaeH, MHOTO Ba)KE€H aCIEeKT HAa MPOMEHHTE B 00JIaCcTTa Ha YIPABICHUETO
Ha YOBELIKUTE PECypCH € U3IPAKIAHETO Ha CPAaBHUTEIIHO XOMOI€HHA cpefa 3a OCh-
IIECTBABAHETO HA TPYIOBHS MPOIEC Ype3 BbBEXKAAHETO Ha 00y 3a EBponeiickust cb-
103 3aKOHOBU ¥ HOPMATUBHU ypea0H, KaKTO U Ype3 HABIM3aHETO HAa JOOpUTE €BPOMECii-
cku npaktuku o YYUP B mamms 6usnec. [locokure, ckopocTTa M ChIBPKAHUETO HA
TE3U MPOMEHU Ce M3yuyaBaT, aHaTu3upar U 0000maBar B pegoBHuTe Aokiaaau Ha Kpa-
HET 3a ChCTOSTHUETO, KOHBEPTEHTHUTE U JTWBEPTEHTHUTE O00JIACTH B YIPABICHUETO HA

YOBEUIKUTE pecypcu B EBporma.
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Hoxnaast 3a bbiarapus 2006 r. cieaBa mocineqoBaTEIHOCTTa U JIOTMKATa Ha
MEXYHapOJHOTO U3CJIEABAHE.

B mppBus pazgen “O0ma xapakTepucTuKa Ha JEHHOCTTA MO YIIpaBJIEHUE HA YO-
BEUIKUTE PECYpCH B OpPraHM3alUATa”’ C€ aHAJIU3UPAT MPOMEHUTE B 3HAYEHUETO HA
¢yuknusara mo YYUP u ponsta My B ynpaBIeHHETO Ha ChbBPEMEHHUTE OBIrapcku Gup-
MU; HAYMHUTE, [0 KOUTO TO C€ OCHIIECTBIBA; CyOEKTUTE, KOUTO Yy4acTBaT B yIpaBJe-
HUETO Ha XOpaTa, U TEXHUTE XapaKTepUCTHKU. CHEelUalHO BHUMAaHHUE C€ OTHEJN Ha
KOPIIOPAaTUBHUTE CTpATErHH U yyacTueTo Ha YUP B pa3paboTBaHETO U peaTu3upaHeTo
UM.

B®B BTOpHs paznen “Uudopmarmonnu cuctemu 3a YUP” ce uscnenBar Turose-
T€ CUCTEMH U JTUHAMUKATA HA U3II0JI3BAHETO UM.

B tperus pazgen “@opmupane Ha mara’ ce MpociensBaT METOUTe 3a HabupaHe
U 1o00p Ha MEepcoHaja, 3a HaMaJsBaHEe Ha 3a€TUTE B OPraHU3ALUHUTE, MOIXOIAUTE U
NPaKTUKHUTE 32 paboTa ¢ MPOOIEMHHUTE TPYIIH.

YerBbpTuAT pazgen “I'bBkaBu paOOTHH JOTOBOPEHOCTH € MOCBETEH HA WU3MOJI-
3BaHETO Ha pa3IMyHUTE (GOPMHU Ha I'bBKABa 3a€TOCT. AHaIM3Wpa ce AUHAMUKATA Ha
Hal-uecTo MpHWIAraHUTe OT TSIX: CMEHHAaTa pabora, paborara Ha HEmbJIeH paboTeH
JIeH, BpEMEHHOTO HaeMaHe U MPOMEHIMBOTO paboTHO Bpeme. OuepTaBar ce TeHICHIIH-
uTe B ynorpedaTa Ha 00IIO0 TPUHAAECET pa3audHu (OPMH HA “HETHIHUYHA 3a€TOCT .

[Tetusit pazgen “OneHsiBaHe HA CIy)KUTENUTE” 0000111aBa ChCTOSHUETO U Pa3BU-
TUETO Ha CUCTEMUTE 32 oLeHsABaHe. CrenuanHo BHUMAHUE C€ OT/AENS Ha OLEHSBAHETO
Ha pa3JM4YHHUTE KaTEropuy MEPCOHA U HA U3IOJI3BAHETO HA PE3YITATUTE OT OLIEHSBA-
HETO.

Mectust pazgen “OOydeHue U pa3BUTHE HA MEpCcOHANA” € MOCBETeH Ha WHBEC-
TUPAHETO B YOBELIKMs Kanutai. [IpenMer Ha u3cienBaHeTo ca IEHHOCTUTE 1O aHAJIU-
3upaHe Ha MOTPEOHOCTUTE OT 00yUYEHHE, METOIMTE 32 Pa3BUTHE HA MEpPCOHAA, pa3Me-
pBT Ha pa3xoauTe, 00eMbT Ha 0O0YUYECHHETO U paboTaTa Ha Pa3IUYHUTE CYOEKTH C OT-
NEJIHATE KaTeropuu nepconai. [Ipocnenssa ce nMHaMuKaTa Ha MHTEPECAa KbM pa3iiny-
HU 00J1aCTH Ha 00y4YeHHE U Ce OYepTaBaT HOBUTE MPEIM3BUKATEICTBA B Ta3H 00JacCT.

CenmusT pasznen “3amiailiaHe U Bb3HarpaxkjaaBaHe™ TpeTHpa Ipolieca Ha JCIeH-
TpaJIn3UpaHe Ha B3EMAHETO Ha PEIICHU 32 3aIUIAIlaHETO U JON'BIHUTEIHUTE Bb3HAr-
paxkJeHus. AHaIU3UpaT c€ MOAXOAUTE MPU ONPEIEITHETO HA MPOMEHIMBOTO 3aruia-
IaHe, MMPOYyYBaT CE ChbBPEMEHHHUTE MOJENIM 3a CTUMYJIMPAHE HA CIYKUTEIHUTE 4pe3
ydacTHe B revyandara u B COOCTBEHOCTTa MO KaTeropuu NepcoHal.

Ocmust pazznen “TpyaoBH OTHOLIEHUS M KOMYHUKALMK € MOCBETEH HA MPOMSI-
HaTa B KOMyHMKAllMOHHUTE METOAM U MOJENIM B CbBPEMEHHUTE OpraHu3anuu. Mscnen-
Ba CE poJIATa Ha MPOQPCHIO3UTE U HA MPEJICTABUTEITHUTE OPraHu Ha CIY>KUTEIUTE B KO-
MYHHUKAIlMOHHMS MPOILIEC.
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AHaIU3BT U TPENOPHKUTE, KOUTO ce GopMmynupaT B nocieanus pasaen “00600-
HieHus”, ca HACOYEHU KbM MOJANOMAarane Ha HeoOXOJAMMUTE MPOMEHHU 3a Ch3/1aBaHETO
Ha yCJIOBHS 332 Obp30 U €()eKTUBHO MHTETPUPAHE HA OBIATAPCKUTE KOMIIAHUU B €BPO-
nerickata OM3HEC cpela, KakToO W 3a MoJo0psBaHE Ha KAYECTBOTO HA yIPAaBICHCKUS
MPOILIEC B THX.

1. MeToa0/10r1si HA U3CJIEIBAHETO

N3cnenBaHeTo mpeAaocTaBsl MPEICTABUTEIIHM U CPAaBHUTEIHU JAHHU 3a MOJUTHU-
KUTE U MPAKTUKHUTE MO yMPaBICHUETO HA YOBEIIKUTE PECYpPCH, HAOIIOAaBaHU B JIbJI-
rocpouHo pazsutue no Haja 300 mokasarens. bbiarapckoro npoyyBaHe oOXxBaiia opra-
HU3AIUU OT MyOJIMYHUS U YaCTHUS CEKTOP OT Pa3iMyuHU chepu Ha NEeHHOCT ¢ YHuclie-
HOCT Ha nepcoHana Haj 200 gymu B CTENeH, CbOTBETCTBAIlA HA PEATHOTO MPEICTaBsI-
HE HAa MKOHOMHYECKHTE CeKTopu B bbirapus. J[anHute ce chrOMpaT OT 3aeMaluTe
Hali-BUCOKUTE MO3ULKU 110 YYP MEHWIXbpU U CHEUUATUCTU OT OPraHU3alluu, Mpe-
CTaBJIIBAIllM BCUUKU OTPACIU U JAEMHOCTH HA HAllMOHAJIHATa UKOHOMHUKA B YACTHUS U
yOITUYHUS CEKTOP.

B noBedeTo cTpaHu TO ce U3BBPIIBA MPEAUMHO IO MOIIATA, HIKOU U3MOJI3BaT
MPEKU WHTEPBIOTA, @ HANOCIEAbK BCE MO-YECTO JAaHHUTE Ce ChOMpAT IO EIEKTPOHEH
nbT. B bbarapus u 3a Tpute kpbra Ha npoyuBanero (1996, 1999 u 2003 r.) nanHuTe
ca chOMpaHu Ype3 MOITbJIBaHEe HA BBHIIPOCHUIIM NP MPEKU MUHTEPBIOTA. TO3U METOJ ce
OKa3a Hal-MoAXOs1l, Thi KATO MPU BCUUKU OCTAaHAJIU MPOLUEHTHT HA OTTOBOPHIIUTE €
TBBP/IC HUCHK. BbOpocHUIMTEe ca pa3pabOTEHU KOJEKTHMBHO OT MPEACTABUTEIH Ha
YHUBEPCUTETUTE U OU3HEC y4YWIIMIATa, WICHYBallld B MpeXaTa, B IMpolleca Ha UTepa-
TUBHU OOCHKIAaHUA U JIeTaliHU KoHcynTanuu. Cra3Ba ce eIMHHA CTPYKTypa Ha BbII-
POCHHMKA, HO TIPU BCSAKO CIEABAIIO M3CIEABAHE CE€ MPOMEHS ChABbPKAHUETO HA HAKOU
BBIIPOCHU C L€ Jla CE€ MPOCIEAsBa pa3BUTUETO HA HOBUTE TE€HICHLUMUHU U MPAKTUKU B
pa3MYHUTE CTPAaHU. 3ama3BaT C€ OCHOBHU BBIIPOCH, UYPE3 KOUTO CE CIEHSAT IBITOC-
POYHO TEHACHIIMUTE U C€ OCBHUIECCTBSIBAT CPABHUTEIHUTE AHAJMU3U MEXKIY OTICITHHU
CTpaHH, PETUOHU U TPYIU CTPaHHU.

N3cnensat ce kakTo (popMallHUTE, TaKa U ChABPKATEITHUTE MPOMEHH B yIIPaB-
JIEHUETO Ha NepcoHaa, HacThIuiau B bbirapus B nepuoga 1996 - 2003 r., npegumMHo
OT CJIETHUTE TJIEAHU TOYKH:

e HeobxoaumocTTa OT M3rpa)kaaHe Ha yCJIOBUS 3a ObP30 U YCIEUIHO MHTET-

pUpaHe Ha OBJITapCKUTE OpraHU3allii KbM eBpoIleiicKkara JieJioBa U Colual-
Ha cpeJia uype3 NpocieAsiBaHe Ha KOHBEPTe€HTHUTE TEHJAEHIUU B IPAKTUKUTE
o YUP.
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e [lorpeOHOCTTa OT yBEeIMUYaBaHE Ha MPUHOCA HA YNPABICHUETO HA YOBEIIKHU-
T€ pecypcu 3a pa3BUTHUETO Ha MKOHOMHKATa, Oa3upaHa Ha 3HAHUETO, U 3a
U3TPAKJAHETO HA y4yella OpraHu3ausl.

2. XapaKTepuCTHKH HA U3BAJKATA

Nzcnenanero obxBama ¢upmu ¢ Haa 200 3aetu nuia. TakuBa ca mpuOIN3UTEIN-
HO 848 ¢upmu B bwarapus (sample universe), kouto npenacrasisiBat 0,3 % oT oOmms
Oopoil mpennpusatrus B bbarapus 3a 2003 r. (oOwusaT Opoll Ha NpeanpuUATHATa 3a
2003 . ¢ 218 136)".

N3cnensaneTo BKIOYBAa MHTEPBIOTA ChC 157 kommanuu. [lopaan M3KIHOUUTETHO
MajKara reHepaigHa ChbBKYMHOCT (0011 Opoit Ha mpeanpusTusata ¢ Hax 200 3aeTu auia)
u3BagKkara mokpuBa 19% ot reHepaiHata CHBKYHMHOCT (sample universe), KOeTo Jo-
IBJTHUTEITHO J]JaBa OCHOBAHME 33 BUCOKA HAJCKTHOCT Ha Pe3yJITaTHTE.

CpaBHEeHHETO Ha CTPYKTypara Ha W3BaJKaTa M Ha TeHepajHaTa ChBKYITHOCT IO
PasINYHH [OKA3aTeIn” MOXe a ObIe 0000IICHO 0 MOKA3aTeuTe: Opoil 3aeTH, che-
pa Ha JEWHOCT 1 MKOHOMHUYECKH CEKTOp, KaKTO CIIe/IBa:

bpou 3aemu

CpaBHeHueTo Ha Opos 3aeTu B u3Baakarta ot pupmu u ganaute Ha HCU ot nu-
TUPaHWS U3TOYHUK ITOKa3Ba, Ye:

e IlpenBua nenute u 3aAa4nTe, KOUTO CU MOCTaBsI, HACTOSIIIOTO U3CJICABAHE
obOxBaia GupmMu ¢ Mo-royisiM Opoi 3aeTH.

e Axo npu ronemure npeanpustus (Hax 250 3aeTu) cpeaHuAT Opoi 3aeTy Ha
enHo npeanpustue € 560 mymu, B HACTOSIIOTO U3CIEABAHE CPEIHUIT Opoit
3aeTu B eqHa pupma e 797 nymim.

e Bobpeku ue KaTo U3CIEI0BATEIICKA 00XBAT MPOYUYBAHETO CTUTA IO (UPMU C
Hayg 200 gyiid 3aeTH, To 00XBalla 3HAUYUTEIIEH JsJ1 OT Hal-roiemute GupMu
B cTpaHaTa (M3MepeH upe3 Oposi Ha 3a€TUTE JTUIIA).

Cohepu na oetinocm

N3cnenBaneTo o6xBaia rojgeMu MPOU3BOACTBEHU MPEANPpUATUs U Gupmu, pado-
TelM B 00JaCTTa Ha CTPOUTEICTBOTO, OAHKOBHS M (PMHAHCOBUS CEKTOP M TPAHCIIOPTA.
OO0xBaHaTH ca M TaKMBa MaJIKM CEKTOPU OT HAllMOHAJIHATa UKOHOMHUKA, KaTO CEJICKO
CTOIAHCTBO, 3/PaBEOIa3BaHE U OpraHU3allMy, KOUTO ca 4acT OT MyOJM4YHaTa aJMHU-
HucTpauud (Taoiu. 2.1).

' HCH.
2 lNoguien nokaz 3a CbCTOSIHUETO M PA3BUTUETO HA MAJIKUTE U CpeiHuTe npeanpusarus B bearapus, 2004 r.,
Cratuctuyeckus rogumauk 2004 r.
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Taénuya 2.1 Omuocumenen 0An Ha U3C1E08AHUNE OP2AHUZAUUU RO chepu HA OellHOCm

Cdepu Ha geiiHoCT OTHocHTeJIeH 15171

[IponsBoacTBo (BKJI. XpaHa, HalWUTKH, THOTIOH, TEKCTHJ, APEXHU, XapTusi, 2229
noaurpadus, npepadoTKa HAa TYMH ¥ IUIACTMACH U T.H.) ’

[Ipou3BoacTBO Ha MeTall, MEXaHUYHO, EIEKTPUIECKO U MHCTPYMEHTAIHO 13.7%
MaITMHOCTPOCHE, OUC TEXHUKA ’

EHepronpon3BoaCcTBO, BOJHO CTONAHCTBO 12,4%
Xumuyecka, JOOWBHA MPOMHIUICHOCT, IMpepadOTBaHE Ha HECHEPTHHHU 7 8%
MI0JIC3HU M3KOMAEMH ’

Teprosus U IUCTPUOYLIUS], XOTEIHUEPCTBO U PECTOPAHTHOPCTBO, PEMOHTH 7,8%
CrpowutenctBo u rpagoycrporictBo Building and civil engineering 7,2%
bankoBo merno, (UHAHCH, 3aCTPaXxOBATEIHO JeN0, OW3HeC YCIyrd (BKIL. 6.5%
KOHCYJITAllUH, BPB3KH € O0IECTBEHOCTTA M PeKJiamMa, IPaBHH YCIYTH U 1Ip.) ’

TpancmopT ¥  KOMyHHMKauuH  (KEJIEe30IbTEH, IMOLICHCKU  YCIYyTH, 5.9%
TEJIEKOMYHMKALIUH U JIP.) ’

3npaBHU yCIyTH 2,6%
CeIcKo cTOMaHCTBO, JOBIKHICTBO, TOPCKO CTONAHCTBO, pUO0JIOB 2,0%
Yenyrn  (TeneBususs W paguo, HAyYHOU3CIIEIOBATENICKH, ONaroTBo- 13%
PUTEIHOCT | JIp. ’

[1y6nudHa aAMUHUCTpAIUS 1,3%
Hpyru 9,2%

Hrxonomuuecku CeKmop

[IpoyuBaHeTO AaBa MPUOTUZUTETHO TOYHA CTPYKTypa Ha ¢pupmurte o ¢popma Ha
cobctBeHocT (Tabn. 2.2) To BrimrouBa 66% wactHu u 23% nbpxkaBHu (upmu. I[lo
JaHHU Ha PENOBHHUA JOKIAJ 3a MAJIKUTE U CPEIHUTE MPEANPUSITHS B TOJIEMHUTE
npeanpusTus (¢ Hax 250 3aetn) aenbt Ha yacTHUTE pupmu € 20%. JIOKOIKOTO MMa
JIEKO 3aBUIIaBaHE Ha JieJa Ha OOIECTBEHUTE NPEANPHITHS, TOBA CE IIBJDKA Ha
CTpEeMeKa Ha M3CIe[BAHETO Jla 00XBaHE MaKCHMalleH Opoi OT Haif-rojemMute GUupMu

I10 ITOKAa3aTcCJ1 6p0ﬁ 3a4CTH JIMILA.

Taonuya 2.2. Omnocumenen 041 Ha U3cae08anHuUme OPZAHU3AUUU RO UKOHOMUYECKU

cekmopu
CekTop OTHoOCHTEJIeH A5
Yacrten 65,6%
[Ty6mmuen 23,4%
CMeceHn 7,1%
Jpyru 3,9%

o manun Ha HCI® 3aetute uIa B 0OLIECTBEHHS cektop npe3 2003 1. ca 24%
OT BCHUYKHM 3ae€TH JHIa. B chIoro BpeMe obmecTBeHuTe npeanpusatus ca camo 0,5%
OT BCUYKHU Tpeanpuatus. ETo 3a10 HaCOYBAHETO HAa U3CJEIBAHETO KbM Ta3M 4acT OT
dbupMUTEe W JOpU JIEKO NMPEAKICHTHPAaHEe Ha TEXHHUS JsUT € HAIbJIHO ONpaBIaHO OT
rJeHa TOYKa Ha TIpeaMEeTa U 1EIUTE Ha MPOYYBAHETO.

3 CratucTHaecKH roauinHuk, 2004.
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3. O0ma xapakrepucTuKa Ha aeidHocTTa mo YUP B opranusanusra

[lenata Ha paboTHaTa CWJIa € OCHOBEH IOKa3arell, YMATO JAUHAMHUKA O0yCIlaBs
KaKTO BaKHUTE NMPOMEHU B Ma3zapa Ha TpyJa, Taka U pa3XOAMTE 3a BCUUKHU JEUHOCTH
[0 YIpaBjeHUE Ha YOBELIKUTE pecypcu B opranuzanusata. Konkoro mo-Bucoka e T,
TOJIKOBA MO-TOJIEMH MHBECTULIMHU, PECIIEKTUBHO — BUCOK MPO(ECHOHANTN3BM, CE UBHC-
KBa MpU HaOHpaHETO U noAdopa, 0OyYEHUETO U PA3BUTUETO, OLICHSIBAHETO U Bb3HAr-
paXkIaBaHETO, 3abPKAHETO U OCBOOOXK/IABAHETO HA 3aETHUTE.

N3cnenanusita mokassart, ue npe3 2003 r. pazxoaute 3a paboTHA cujia Ha opra-
HU3auuuTe B bbiarapus npoabimkaBar ga ObAaT CPABHUTEIHO HUCKU U ChCTABIISIBAT
e[Ha 4YeTBBPT OT omneparuBHUTE UM paszxonu (¢ur. 3.1). B cpaBHeHHE cbC cTapuTe
yineHoBe Ha EC u pa3BuTuTe 3amajgHu CTpaHu, B KOUTO Te Bapupat Mexay 40 u 50%,
M30CTaBaHETO B LIEHATa Ha TpyJa € chiiecTBeHo. [lokazarenure 3a brarapus odaue ca
CBHIIOCTaBUMHM C T€3UW B HOBOIpHUChenuHUINTe ce kbM EC appkaBu M ce oyakBa Ja
NpOJbJIKABAT Aa ce JOONMKaBaT 0 TAX Ipe3 ClEABALIUTE FOJWHU KAaTO pe3yiTaT OT
MaKpOMKOHOMMYECKAaTa CTaOMIHOCT, HApacTBAaHETO Ha IMOTEHIMala Ha Objarapckara

HMKOHOMHMKA U YBCIIMYABAHCTO HAa TYKANTC MHBCCTUIIVH.
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@uzypa 3.1. IIpoyenm om onepamusHume pazxoou Ha OpzaHu3ayuume, KOUmMo ce
u3paszxoo0ea 3a padomua cuia
Cnopen pe3yaTature OT Npoy4yBaHeTo 3a nepuoaa 1996 — 2003 r. MeHUKbpUTE
no YYP yTBBpkIaBaT MO3UIIUUTE CH, POJISITA UM B OM3HECA U 3HAYEHHETO UM 3a Opra-
Hu3anusaTa HapactBart. [Ipodecusta mpugoOuBa Bce Mmo-rojsiMa OOIIECTBEHA 3HAYH-
MocT u nipuzHanue. Crnen karo npe3 2001 r. mrexxHocTuTe o YYP 0Osxa BKIIIOYCHH B
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Hanunonanuus xnacugukarop Ha npodecunuTe U JUThKHOCTUTE, CIIUCHKBT UM HEMpe-
KbCHATO ce oborarsBa. JleqbT Ha OpraHu3aiuuTe ¢ 000COOCHO 3BEHO WU 3aeTa JIbXK-
HOCT T10 yTmpaBlieHHe Ha nepcoHana uin YUYP napacta ot 71% npe3 1999 r. no 82%
npe3 2003 r. (¢wur. 3.2.). ITo To3u nmokazaren bearapus nzocraBa OT CTPAHUTE WICHKH,
kbaeTo Hax 90% oT pupmMHTE UMAT TaKMBa 3B€HA WJIHM JUIbXKHOCTU. Bbrpeku ue Tpute
NPOYYBaHUS MMOKa3BaT U3BECTHO 3a0aBsiHE MPU KOHCTUTYHpaHETO Ha cyOektu no YUP
B CPAaBHEHHE C €BPONEICKUTE, TEHICHLUATA BCE MAK € MOJIOKUTEITHA.

W 1996 01999 02003
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60 ~
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27 28
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QDuczypa 3.2. Omnocumenen 041 na opeanuzayuume 6 bvacapus, koumo umam
CMPYKMYPHO 36€HO UIU 3aema 0JIbIHCHOCH NO YNPAGieHue Ha NEPCOHANA/u06euiKume

pecypcu (¢ %)

Ot HedopMaiHa riaeHa TOUKa MMa J0Ka3aTeJICTBA U 3a YKPEIIBAHETO Ha MO3UIIH-
ata Ha pbkoBoautens no YUP BB pupmenoro ynpasieHue. B cpaBuenue ¢ 1999 r.
npe3 2003 r. AeabT Ha OpraHu3alMuTe, B KOUTO pbKoBoauTenute mo YYP Binuzatr B
ChCTaBa Ha BUCILIUS MEHUDKMBHT, ce € yBenudu oT 22% Ha 40% (¢dur. 3.3.). Bonope-
ki ToBa (pupmute, B kouto YUP He e mpeacraBeHo B bopaa Ha aupekTopuTe WU B
aHAJIOTMYEH PBKOBOJIEH OpraH, Bce olle npeodnagaBaTt B buiarapus. [1o To3u nokaza-
TeN ce HaOJlo/1aBa peruoHaiHa TeHJSHIUS B IsU1aTa F0’KHOOANKAaHCKa IpyIa, BKIIIOY-
Bama ['spuums, Typuus, Typckara kunbpcka oonHocT U Kumbp. B bearapust mo-uecto
CpelIaHo sBJeHNEe MPOoAbJKaBa Aa Ob1e npencrapsiHeto Ha YUP B bopaa Ha aupexTo-
pUTE OT PHKOBOJMTENHN C IPyTru ocCHOBHU PyHKIMHU. [Ipe3 1999 r. ToBa ca chOTBETHO:
B 65% OT opraHn3anuuTe — U3MBJIHUTEIIHUTE TUPEKTOPH, B 14% — anMUHHUCTpAaTUBHU-
T€ AUPEKTOPH, U B 6% — PpuHaHCOBUTE I[I/IpCKTopI/I4.

* Bauxosa, E. (1999), IIpaiic Yomwvpxays Kpanguid npoexkm no mescoyHapoOHo cmpamezuuecko ynpasienie
Ha wosewkume pecypcu 8 bvieapus.
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QDuczypa 3.3. Omnocumenen 0an na opzanuzayuume 6 bvacapus, ¢ koumo
PpvKosooumenume na 3eenama no Y4P yuacmeam ¢ bopoa na oupexmopume unu ¢
eKeuganenmen pbkoeooeH opzan (6 %)

Cnopen manaute ot npoyusaHeTo mnpe3 2003 r. aupexropure no YUP B boira-
pusi Hali-uecTo ce U30MpaT MU3MEXKAY CIyKuTenutre B otaen “Yosewku pecypcu” B
KOMITAHUSITA, KOETO UM MPEIoCTaBs 100pa Bb3MOKHOCT 32 KApUEPHO pa3BUTHE HA pa-
6otHOTO MscTo. [Ipe3 npeaxognute 1996 r. u 1999 r. Ta3u no3uuus e 3aemaHa rjaaBHO
OT BBHIIHM 32 PUPMHUTE CICUATUCTH. ToBa 00CTOATENCTBO ClI€/IBa J1a CE BBh3MpHUEeMa
OT o0ydJaBaliuTe KOMIIAHUM U KOHCYJITAaHTCKUTE GUPMU, TIpeAiaraiiyd yCIyry 1mno yi-
paBlICHHE HA XOpaTa U MO OPraHU3AIMOHHO Pa3BUTHE, KaTO yBEIMYaBaHE HA MOTPEO-
HOCTHUTE OT OOy4Y€HHE B T€3U 00JIaCTH U Hall-Be4e — KaTO MOTECHIMAJICH a3ap 3a HOBU-
Te (popMu Ha yuyeHe, Oa3upaHu Ha MOJEPHUTE HH(POPMALIMOHHU TE€XHOJIOTHUH, OCUTYPSI-
BalllY MpoIleca Ha HEMPEKbCHATO yYeHE Ha pa0OTHOTO MSICTO.

OT Hayanao0TO Ha JIEBETAECETTE T'OJUHU B YIIPaBJICHCKATa JUTEpaTypa ce yTBBP-
’KJlaBa CTAHOBHUIIETO, Y€ YMPABIECHUETO HA YOBEIIKUTE PECYPCH € YacT OT YNPABJIECH-
cKaTa cTpaTterus U OM3HeC MojuTHKaTa Ha ¢upMmara, B KOATO TO Hrpae OIpeiessiina
pOJIA M 33 KOATO MMa CBHIIECTBEH HpI/IHOCS. VYuactuero Ha MeHUKBpUTE 0 YYP B u3-
paboTBAaHETO U MPWJIATAaHETO Ha KOPIMOPATUBHUTE CTPATETUHU € CHIIECTBEH UHIUKATOP
3a TAXHATA POJIs B YIPABICHUETO HA Opranu3anusra. M3cienBaneTo Tpcu OTTOBOP Ha
BbIIpoca: nanu Y YP Ha npakTrka ce mpeBpbiia B CTPaTErM4eCKy MApTHHOP U JaJH Ta-
3u QYHKIHMS € )KU3HEHOBa)KHA 3a OpraHU3alusaTa, WIK MpeodiiaiaBa aIMUHUCTPATHB-

> Beardwel L., Holden L. (1994), Human Resource Management, Pitman.
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HUAT U acriekT. BximouBaneTto Ha MeHWKbpUTe 10 YYUP B paborara no dopmynupa-
HETO Ha (PUPMEHUTE CTPATETUU OT CAMOTO HAyajo € YCIOBUE 32 MPUEMCTBEHOCT, ChB-
MECTUMOCT U ChIVIACYBAHOCT MEX/y KOPIOPATUBHUTE CTPATETUU U CTPATETUUTE U MO-
mutukute o YUP. [lo-panHoTO BKIIIOYBaHE Ha crienuanuctute no YUP B pazpaboTBa-
HETO Ha CTpaTeruurTe € HeoOXO0MM MOTHUBHpAL] (PAKTOP 32 TAXHOTO MOCJEI0BATEIHO,
TBOPUYECKO U YCIENIHO NMpuiaraie. Ype3 U3noia3BaHETO Ha CUCTEMHHU OLIEHKU Ha “‘mpa-
roBuTe”, “KIIOYOBUTE” U “‘YHUKATHUTE KOMIIETCHIIMHM CE€ Ch3JaBaT MPEANOCTaBKH 3a
Hall-100pOTO M3IOJI3BAaHE HA KalaluTeTa Ha BCHUYKHM 3a€TH M 3a pPa3BUBAHE HAa HOBU
Ou3HEC BB3MOXKHOCTH, 0a3upaHu Ha KOMIIETEHTHOCTHUTE CTPATErMUECKH MPEeIUMCTBA
Ha ¢upmuTe. Taka 3seHoTO 10 YUP nosydaBa no-rojeMu Bb3MOXHOCTH 3a OJATOTOB-
Ka ¥ 00e3MedyaBane Ha yqacTHETO M MPUHOCA CH B peanmsupaneto um’. Criopes pesy-
tatute OT u3caeaBaHeTo npe3 2003 r. B 30% oT opraHuszaluTe CHEUAIUCTUTE T10
YYP B bbarapus ydactar BB (hOPMHUpPAaHETO HA OM3HEC CTPATErMUTE OT CAMOTO Ha-
yano (tabsn. 3.1.).

Taonuua 3.1. Eman, na xoiimo cneyuanucmume no Y4P ce eéxkiroueam 6 uzzcomesanemo Ha
ousnec cmpamezuama (% om opzanuzayuume)

Ot camoTo0 Hpes B xona Ha He ce
Abp:xaBa KOHCYJITAIIMU N
HAYAJI0 NMpuJIaraHeTo i BKJIIOYBA
BIIOCJIE[ICTBHE

Dpannus 73 13 12 2

Dbunnagansa 70 15 8 7

Uranus 69 26 4 1

YHrapus 58 7 13 22
I'epmanus 50 21 10 19
I'spuus 42 22 27 10
EcTonust 39 30 20 11
CroBakus 35 37 15 13
Cpenno 3a EC 55 22 14 9
Typuus 46 10 35 10
bobarapus 30 20 39 12
Typcka Kumbpcka OOIIHOCT 27 6 30 38
CAIll 53 27 8 12

Bce ome o6aue Hali-rojisiM ocTaBa JIeIbT Ha OPraHU3AMUHUTE, B KOUTO OTIACIUTE
no YUP yvacTBaT riaBHO B mpuijiaraHeTo Ha ¢upmenute crparerun (39%). ToBa 06-
CTOSITEJICTBO HapekJia cTpaHaTa HU B eaHa rpymna ¢ Typmous, TypckaTta Kummbpcka o0-
nHocT, Henan u TyHuc. 3a cpaBHeHue: B cTpanuTte oT 3amnaana u Llentpanna EBpona
B 50 - 70% ot xommnanuute oTAcnute 1Mo YUP ydacTBaT B ch3maBaHETO Ha OM3HEC
CTpaTeruuTe OT caMoTo Haydaso U omie B 20 - 30% yyacTBar ¢ KOHCYJTAlMK B Mpolieca
Ha U3roTBsiHeTO WM. ClieoBaTEIHO YKPENBAHETO Ha peajiHaTa CTpaTeruyecka Mo3u-

% Bauxosa E. (1998), Vnpaerenue na wosewkume pecypcu. Eeponeticku cpasnumennu usciedsanus, CTONaH-
ctBo, Codus.



20 Enuzadera Baukosa

1Sl Ha PBKOBOJIUTENS MO YOBEIIKUTE PECYpCH € BaKHA MEPCHEKTHBA, BHPXY KOSTO
TpsiOBa /1a ce paboTH U 3aHATpPE]T.

3a mocneaHUTE YeTUpU ToAMHM bharapus ce e noOmmkuia moseve 10 JOMUHU-
pamarta B cBeTa MpaKTHKa 3a pa3paboTBaHe Ha cTpaTreruu 3a padora ¢ xopara. [Ipes
2003 r. Beue 44% OT KOMIIAHUUTE UMAT NUcaHa U oue 32% - HenucaHa CTpATErus 1o
YYP (¢ur. 3.4.).

B [a, nucaHa O da, HenucaHa O Hama
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QDuzypa 3.4. Hanuuue na cmpameeus no Y4P (% om opzanuzayuume)

OuakBaHeTO 3a cTparerndyecko yyactue Ha YUP B pbKOBOJCTBOTO Ha OpraHusa-
usTa € 0E3MOYBEHO B CIIy4auTe, KOraTo HE ce pa3paboTBaT M M3MOI3BAT BAXHUTE YII-
PaBIEHCKM MHCTPYMEHTH: BU3MM, MOJIUTHKU WU Hal-Beu€ KOPIOPATUBHU CTPATETHH.

[Ipe3 2003 r. B bearapus ce HabnrogaBa U3sIBEHA TOJIOKUTETHA TCHICHIIUS KbM BCE
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MO-ToJIsIMa CTpAaTeTHYecKa OpUEHTAIMsl Ha KoMmaHnuuTe. 3a nepuoaa 1999 — 2003 r.
KOJIMYECTBOTO OpPraHU3allMi, KOUTO MMAT KOPIOpPATHBHA CTpaTErus, C€ yABOSIBA O
70%, a penbT Ha (UPMUTE C HeMHcaHa cTpaTeruss HapactBa or 22% Ha 28%
(Tabm. 3.2.). ToBa Moxe Aa ce 00SICHU C OTBAPSHETO HA OBIATapCKUs OU3HEC KbM €BpO-
neckust U cBeToBHU cien 1990 r. u cbe cTpeMeka Ha OPraHU3alMUTE J1a CH OCHUTY-
PAT IBJITOCPOYHO OLIEJIsIBaHE Ha HOBUTE rioOanHu nazapu. Ilo To3u mokazaten Obi-
TFapCKATE OPraHU3alllN JOPH U3IIpEBapBaT abpkaBu kato Menanus, Mtanus n Kunsp.

Taobauya 3.2. Hanuuue na 6usnec cmpamezusn (% om opzanuzayuume)

AbpxaBa Ja, nucana Ja, Hemucana Hsama

1 2 3 4
CrnoBeHus 91 6 3
[IBerus 91 5 4
Uexus 89 10 1
Janans 84 9 6
[M'pprus 58 35 5
Ucnanus 53 37 7
Wranus 42 30 27
Kunsp 37 24 20
Cpenno 3a EC 70 19 8
Typuus 62 32 4
Bouarapus 70 26 2

B npotuBoBec, hupmuTe y Hac qaned M30cTaBaT B pa3pabOTBaHETO HA MUCHUU —
nucaHu TakuBa umat enBa 40% oT opraHuzanuuTe (MPEANOCIeIHO MICTO CPell U3-
cnenBanute crpanu). C neuHUpaHn KOPIIOPATUBHU IIEHHOCTH pasnojarat camo 36%
oT pecnionieHTuTe (Tadm. 3.3.). Te3u TOKyMEHTH ca MMO-MaJIKo MOMYJISPHU €IMHCTBEHO
B TypckaTta kumbpcka OOIIHOCT, KbJeTO 16% OT opraHu3aluuTe UMaT MPUETH KOPIIO-
paTUBHU LIEHHOCTH U 28% — MHMCAaHU MUCUHU. 3a CPABHEHHUE: B CTPAHUTE - YJIECHKHU Ha
EBpocrwiosa, u B ocrananute crpanu Haf 70% oT ¢pupmute GpopmynupaT MUCHH U KOP-
MOpPaTUBHU IEHHOCTH. [IprunHuTe 32 TO3M (PEHOMEH YaCTUYHO MOTaT J1a C€ OOSICHST C
dakra, ye mazapHaTa MKOHOMHKA HsIMa ABITOTOJUIIHY Tpaauluu B bearapus, nopaau
KOETO Te3U (UPMEHH MHCTPYMEHTH M 3HAYCHHETO UM 32 KOHKYPEHTOCIIOCOOHOCTTA Ha
OpraHu3anusATa ca BCEe OLIE MAJKO MO3HATU U AOpU NMOALEHsABAaHU. [[pyra mpuumnHa, C
KOSITO MOKE€ Jla ce 0O0sICHM ciiabaTa MOMYJISPHOCT Ha MUCHUUTE U IIEHHOCTHUTE, Ca yT-
BBPIKJIABAIIIUTE C€ €/[Ba B IMOCJICTHUTE TOJMHU Yy HAC MPAKTUKH 3a pa3paboTBaHe Ha
NPOEKTH 3a (pUupMeHa KyJITypa, eTHUYHU KOJAECKCH W MPOrpaMH 3a KOPHOPATUBHA COIIU-
aJgHa OTTOBOPHOCT.

Taonuya 3.3. Hanuuue na kopnopamuenu yennocmu (% om opzanuzayuume)

Abp:kaBa Hda, nucana Ja, Hemucana Hsama He 3nam
1 2 3 4 5
Yexust 75,4 13 10,1 1,4
Ounnangus 74 8,3 16,3 1,4
IIBenus 67,6 13,4 16,3 2,7
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IIpoxbikeHue

1 2 3 4 5
DpaHiusd 52,2 9,7 35,1 3
Xonmanaus 445 13,1 343 8,1
CnoBakus 439 27,8 14,9 13,3
ABcTpus 31,2 11,1 423 15,4
I'epmanus 25,9 16,9 47,9 9,3
Kunsp 22,4 23,5 38,8 15,3
Typuus 59,7 22,7 13 4,5
bnarapus 36,1 33,1 13,5 17,3
Typcka KurbpcKa OOMIHOCT 15,5 29,6 47,9 7
CAIIL 71,8 8,2 16,9 3,1

B npoyuBanero Ha Kpaner ce mocrtass orie enuH ¢GyHIaMeHTaIeH BBIPOC — KOU
HOCH TJIaBHAaTa OTTOBOPHOCT MPU B3€MAaHETO HA OCHOBHUTE MOJMTUYECKU PELIEHUS 3a
paznuunuTe Qpynkumu Ha YUYP: nuHeHUTE MEHUDKBPH WM 3BEHATA/CIIEHUAINCTUTE
no YYP. OtroBopute Ha T€3W BBIPOCH pa3KpUBaT (QYHKIUUTE U POJATA, KOUTO HA
MPAKTUKA UMAT CIeUATUCTUTE U 3BeHara o YUP B Obarapckure opranuzanuu. [lo-
aydenute mipe3 2003 r. JaHHU SICHO OYepTaBaT KOHBEPTEHTHHUTE U IUBEPTEHTHHUTE 00-
nactv Ha bearapus cec ctpanure - wieHkd Ha EC, B peAnpucheAMHUTETHUS IEPUOT
U J1aBaT HACOKH 3a OBJIENIO pa3BUTHE HA HIKOW OT OCHOBHUTE GyHKIMU Ha YUP BBHB
¢upMuTe HU € LT mpuUjIaraHe Ha JOOpUTE CBETOBHH MPAKTUKH M MPUOOIABAaHETO UM
KBM €BpOMEHCKHs Ou3HeC.

[To otHOmEeHne HAa moxbopa Ha mepcoHan B bbiarapus, KakTo U B OCTaHAJIHUTE
CTpaHH, y4acTBaJIM B M3CJIECABAHETO, crienuanucture no YYP cnomgensat otroBopHOC-
TTa CU MPEAUMHO C NPEKUTE PHKOBOJIUTENH, KaTO possta Ha nociennure B 40% ot
ObATapcKUTE OpraHu3anuu ¢ Bojema (tabin.3.4.). Benpeku nocTeneHHoTo yBeIu4aBa-
He Ha (YHKIMHUTE U OTTOBOPHOCTUTE Ha 3BeHaTa 1o YYP 3a mabupanero u moadopa,
TpsiOBa Ja ce 0TOeNeXH, 4e Te M30CTaBaT KaTo BOJEII MAPTHHOP B Ta3HW 00JaCT OT MO-

BCUCTO OT eBpOHeﬁCKHTe CH KOJICTHU.

Taonuua 3.4. Cnooenane na omzoeopnocmma 3a Hadbupanemo u nO0OGOpa Ha nepconal
(% om opzanuzayuume)

Ipexusr p-i, Otnen 4P,
pexust
AbpxaBa CBBMECTHO € 0TAeJa | cbBMecTHO ¢ | Otnea YP
PBKOBOANTEN
p NpeKus p-a
1 2 3 4 5

Opannms 0,7 35,5 55,8 8,0
Bbenrus 7,5 35,0 50,0 7,5
I'spuus 7,1 22.9 48,8 21,2
Urtanus 3,5 20,0 47,0 29,6
Wcnanus 2,6 26,0 46,8 24,7
IIBerus 22,6 54,6 21,0 1,8
Yexus 33,8 52,1 14,1 0,0
Ounmagaus 34,1 49,3 13,1 34
Cpenno 3a EC 14,7 38,7 35,6 11,1
bbarapus 21,1 39,5 27,6 11,8
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IIponbmxenne
1 2 3 4 5
Typcka kumbpcka 63.3 9.1 76 0
OOII[HOCT ’ ’ ’
CAII 3,5 39,6 43,9 12,9
Hosa 3enangus 234 41,5 294 5,7

OOy4eHHneTo W pPa3BUTHETO Ha TIEPCOHAja CHIIO € OCHOBHA OTTOBOPHOCT Ha

3BCHOTO ITO YOBCIIKHU PECYPCHU, KOCTO AaBa BH3MOXXHOCT 3a IpUjIaraHe Ha CHCTCMCH

MOAX0J KbM OOYUYEHHMETO W H3TpakJaHEe Ha MPEANOCTAaBKU 3a Ch3JaBaHE Ha yUEId

opranuzaiuu. Tasu pyHkius Ha YUP e u Haif-akTUBHO MoOJIoMaraHaTa OT BBHHIITHHU

KOHCYJITAHTH B HaJ MOJOBHHATa OT aHKeTupaHute (upmu. Pasmpenenenuero Ha

OTTOBOPHOCTTA 32 00y4eHHETO B ObJrapckute opranuzanuu npe3 2003 r. € B CHHXpOH

ChC CBETOBHATA MpakTHKa. TpsOBa oOaue ma ce OoTOENe)kM OTHOBO M30CTaBAHETO HA

3BEHOTO KaTO BOJIEI] MApTHHOP HAa JMHEWHHWTE MEHWIKbpPU. Bce omie e mo-roysim

JeTbT Ha OpraHU3alUUTE,
00y4eHHETO U pa3BUTUETO Ha nepconana — 23,3% y Hac, B cpaBHenue ¢ 12,7% cpenno

3a EC (tabm. 3.5.).

Taobnuya 3.5. Cnoodenane na omzo60pHocmma 3a 00yueHuemo u pazeumuemo Ha
nepconana (% om opzanuzayuume)

B KOHMTO TC€ IIpUEMAT CaMOCTOATCIHHU PCHICHUA 3a

IIpexkusr p-a, Otnea YP,
Ipexusr
AbpaxaBa CbBMECTHO CbBMECTHO C Otaen YP
PBHKOBOAUTEN
c otaea YP npeKus p-ja

Uranmus 34 18,1 45,7 32,8
Wcmanns 4,5 18,2 53,9 234
I'eprins 4,6 20,1 59,2 16,1
Opanmys 43 32,6 53,6 9,4
Xonmanaus 11,4 454 36,3 6,9
Janust 28,9 33,2 29,6 8,3
Ounmanaus 25,1 39,9 27,8 7,2
IIBenus 22,1 479 25,3 4.8
Cpenno 3a EC 12,7 32,7 41,6 13,0
bnarapus 23,3 29,3 30,7 16,7
Typcka kumbpcka 64 2.7 10,7 2.7
00IITHOCT
CAIIL 4.3 22,8 52,4 20,5
ABcTtpanust 6 29,2 52,8 12

3a paznuka ot ¢pupmure B EC, B bbarapus Bce oie e cinaba ponisita Ha 3B€HOTO

no YUP B onpenensiHeTo Ha 3alJIalllaHeTO U Bb3HarpaxaaBsaHero. B 48% ot opra-

HHU3alIMUTC TOBA CC OCBIICCTBABA CAHOJIMYHO OT JIMHCHHUTE MCHHI’KBpPHU, IOKATO B EC

TE€ B3eMar penieHusTa B easa 19% ot opranuzanuute (Tadin. 3.6.).
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Tabauya 3.6. Cnooenane Ha 0mz060pHOCMMA 34 3ANIAAUAHEMO U 6b3HAZPANHCOABAHENO
(% om opzanuzayuume)

IMpexkusT p-i, Otnen YP,
AbpxaBa Mpexusi CBBMECTHO C CBBMECTHO € Otpen YP
PBKOBOANTE]
oraen YP MpeKus p-a
CrnoBakusi 56 25 15 4
EcroHnus 41 36 21 2
CrnoBeHus 34 39 24 3
I'spuus 14 24 43 19
BenukoOpuranus 6 25 51 18
DpaHius 4 31 52 14
Wranmus 3 18 43 36
Cpenno 3a EC 19 32 34 14
Typuus 42 27 24 8
Buarapus 48 28 16 9
Typcka kurbpcka o0IIHOCT 78 14 8 0
CAIlL 4 20 43 33
W3paen 10 13 42 35

CunHa AuBepreHIus ChIIECTBYBA U B 001aCTTa Ha UHYCTPUATHUTE OTHOILICHUS.
Ponsta Ha 3BeHaTta u cneruanuctute o YUP B bearapus e tBBpae cinaba, kaTo B
60,5% ot opraHu3zanuuTe, BOJCIIN B Pa3BUTUETO HA UHAYCTPUATHUTE OTHOLIEHUS, Ca
JuHeWHUTe MeHUKbpHU (Tabmn. 3.7.). [lo To3u mokasaren Mmo-KOHCEPBATUBHU OT ObJI-
TapCKUTE ca IUHCTBEHO opraHu3anunTte B TypckaTta Kumrbpcka oomiHocT (Tadm. 3.7).

Taoénuya 3.7. Cnodenane Ha 0M2080pHOCHMA 34 UHOYCMPUATIHUIE OMHOUIEHUA
(% om opzanuzayuume)

TpexusiT Ipexkusr p-i, Otnea YP, Oten

JAbp:xaBa CBBMECTHO C CBBMECTHO C
PBKOBOIHMTE qp

otaea YP npeKus p-ja
CrnoBakus 40,9 26,6 242 8,3
CnoBsenns 22,3 21 31,2 25,5
Kumsp 23,9 10,4 32,8 32,8
Janus 22,9 26,4 25,6 25
BenukoOputanus 2,7 17,8 50 29,5
Hranus 2,8 6,5 18,7 72
Ucmanns 1,9 7,1 39 51,9
Opanmms 0,7 8,6 32,4 58,3
Cpenno 3a EC 13,4 20,3 324 33,8
buarapus 60,5 18,5 11,3 9,7
Typcka Kurbpcka OOMIHOCT 64 22,7 12 1,3
CAIll 6,1 14 53,9 36
ABcTpanus 3,2 14,7 41,7 40,5

Crniopen aHKeTHpaHHUTE OTTOBOPHOCTTA 32 yBEIMYABAHETO M HAMAJSBAHETO Ha
YHCIEHOCTTa Ha MEePCOHaNa B OBIATapCKUTE OPraHU3aliy € TPAAULIMOHHO 33 IbJKCHHE
Ha MpeKuTe phKoBoauTeNnu. Bee mak ce 3abemns3Ba TeHACHIUS KbM OABHO HaBIIM3aHE
Ha crieuuanuctute o YYP u B Ta3u ¢pynkuums, karo npe3 2003 r. Beue B 38% ot opra-

HU3AUUUTE JUHEWHUTE MEHUDKBPU Ca MOANOMAaraHu ot oraenure no YYP npu mpo-
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MsIHaTa Ha YUCJIEHOCTTA Ha 3a€TUTE, a B pyra 4 OT aHKeTUpaHUTe (GUPMH 3BEHATA 110

YUP Beue umar Bojiemia possi B To3u npoiiec (tadi. 3.8.).
Tabnuya 3.8. Omzoeopnocmu na cneyuanucmume no Y4P 3a npomana 6 uucienocmma
Ha nepconana

Mpexust pexusr p-a, Otaen 4P, Omen
AbpxaBa CbBMECTHO C CbBMECTHO C
PBKOBOAMTE yp
oraea YP MpeKus p-ja
CrnoBakus 40 35 21 4
Ecronus 36 46 16 2
Jlanus 37 45 15 3
Xonauaus 17 62 19 2
I'epmanus 12 36 32 20
BenmukoOpuranus 8 51 34 8
DpaHius 4 36 42 18
Wranns 4 23 39 34
Cpenno 3a EC 20 42 27 11
Bbouarapus 38 38 18 6
Typcka Kumbpcka oOMIHOCT 71 24 4 1
CAIll 5 53 32 10
QOWIUIUHATE 6 55 33 6

4. UnpopmauuonHu cucremu 3a YYUP

NudopmanrionnuTe TexHonoruu 0bp30 HaBiu3at B YUP u nogoOpsBaT epekTus-
HOCTTa Ha yIpaBJIEHHETO Ha Xxopara. [lazapbT Ha nHpOpmamoHHu cuctemu B brira-
pus € enuH OT Hal-IMHAMUYHO Pa3BUBAIIUTE CE B CPABHEHUE C BCHUYKH HM3CIICIABAHH
CTpaHH, KaTo npuioxeHueto uM 3a YUP Henpecranno pacre. IIpe3 2003 r. 42% ot
OBJArapCKUTE OpPraHu3alMK JEKJIapUparT, Y€ Mpe3 MOCIECTHUTE HIKOJIKO FOJWHU yIOT-
pebata Ha undopmanuonuu cucremu 3a YUP ce e ypenuuuna (¢wur. 4.1.).

60 B HapactBa O Bes npomsiHa OHe ce nsnonseat
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Quzypa 4.1. Ilpomana 6 uznonzeanemo na vHuwiHu oocmagyuyu na UC za Y4P
(% om opzanuzayuume)
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W3non3BaHeTo Ha BBHHIIHU JTOCTAaBYMIM HAa MH(OpMannoHHu cuctemu 3a YUP e
BCE T0-YECTO CPELIAHO SIBJIEHUE, KaTO MPE3 MOCIEIHUTE HIKOJIKO TOJUHHU CHUJIIHO C€
yBeJIMYaBa JETbT HA KOMIAHUUTE, KOUTO CIIOPE] aHKETUPAHUTE HE MOraT Jla CH Ipe/-
cTaBAT na pabdorar 6e3 Tiax. [locaennoro m3cnensane Ha Kpaner nokassa, ue bbira-
pus € cpes CTpaHUTE, B KOUTO BHEIPSIBAHETO MM HapacTBa Hail-Obp3o0. Ilpe3 2003 r.
Beue 58% ot Hammrte pupmu U3noa3Bat HezaBucuM codryep 3a YUP, a 19% — unrer-
pupana uHGoOpMaIMOHHA CHCTEeMa 3a yrpaBieHue, Bkiousama YYP (¢ur. 4.2.). 3abe-
Js513Ba C€ SICHa KOHBEPI'€HTHA TEHACHIUS MEXIy OBIrapCKUTE OPraHMU3alUd U €BpO-
neiickute gupmu. Taka nanpumep He3aBucuMm codtyep 3a YUP ce u3nonssa cpeaHo
BBB BCSIKa BTOpa oT opranun3zauuute ot EC, a uHTerprpanu cucteMu 3a yrpaBlieHUE Ha
ousHeca, prrouBanm YUP — B 33% ot eBpornetickure pupmu.

B Hama komnioTpuanpaHa cuctema 3a YUYP O Hesasucum codtyep 3a YUP O WHTerpupana UC 3a ynpasnenue, Bknioysawa YYP
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Quzypa 4.2. Ynompeoa na ungpopmayuonnu cucmemu 3a Y4P (% om opzanuzayuume)

B noutu ¥ ot aHkeTupaHute OBIATAPCKU OpPraHU3allMU, KAKTO U B OCTAHAJIMTE
U3CIe/BAaHU CTpaHW TpeobiagaBa ymnorpedbara Ha WHGOPMAIMOHHU CHUCTEMH,
MO3BOJISIBAIM €HOCTPaHHA KoOMyHHKaius (tabin. 4.1.). Bece mak gensT Ha Qupmure,
KBJIETO BHeApeHaTa nHpopMannoHHa cuctema 3a YUP e gocturnana rno-BUCOKM HUBA,
HapacTBa U € ChIIOCTABUM C MPAKTUKATA HA €BPONEUCKUTE KOMIIaHUU.
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Taonuuya 4.1. Tunoge enedpenu ungpopmayuonnu cucmemu (% om opzanuzayuume)

EnHocrpanna ABycTpanHa JlBycrpanua Hdpyra c
KOMYHUKAIUS
EnHocTpaHHa | KOMYHMKALIMS | KOMYHHUKAI[US ¢ BLavomnocr | FPIMOKHOCT
JAbpxaBa | KOMyHHKAIUA (4acTudeH (e1eMeHTapHO 32 KOMILIEKC 3a 1no-
(my0s1uKyBaHe) AOCTBHII 10 00HOBSIBaHE Ha CJI0KHM
OT TPAH3aAKIIUHN
uHopmauusi) | uHGpopMaANUATA) B cncTemara | TPAH3AKIMH
CrnoBeHus 77,9 15 1,4 0,7 0
['eprus 77 12,4 53 4.4 0
Kunsp 68,6 14,3 2,9 2,9 0
EcTonus 66,7 23 4,6 0 34
Uexus 53,8 29,2 7,7 4.6 3,1
Hcnanms 52,2 18,9 15,6 5,6 3,3
IBenus 41,1 30,9 16 8,6 1,5
®paHuus 38,4 37,2 7 14 1,2
Benrus 0,9 54,1 22 18,3 1,8
Bbuarapus 35,8 36,8 13,2 8,5 1,9
Wcnannus 438 21,9 11 5,5 9,6
CAIIl 20,4 22,3 21,8 25,7 2.9
Kanana 55,4 18,2 13,4 4.5 3
Tynuc 71,4 14,3 0 0 0

5. ®opmupaHe Ha AT

[Ipe3 mocnenHuTe roAMHU UKOHOMUKATa Ha beirapus € B mOCTOsHEH MojieM, KO-
eTo oOyciaBsl HapacTBallaTa aKTUBHOCT Ha OpraHM3allMUTE Ha Ia3apa Ha TpyJa. 3a
nepuona 1999 - 2003 r. 41% ot uzcnenBanute GUPMH ca YBETUUMUIN YUCICHOCTTA HA
nepconana cu (¢wur. 5.1.). IHTeH3uBHATa eMUTpanys Ha BUCOKOKBAIM(UITUPAH IEPCO-
HaJI TIOCTaBs peaulia MPeAU3BUKATENICTBA Mpe 3BeHaTa M crenuanucture mno YUYP,
CBBpP3aHU HE CAMO C HA€MAHETO, HO M ChC 3aAbP’KAHETO HAa KAUEeCTBEHH CIIY KUTENH, C

OTKPUBAHCTO HA MJIaJIU TAJIAHTU U IPHUBJINYAHCTO UM Ha pa60Ta.

45

33,1

B YBenv4yaBa ce
O Bbes npomsiHa
O Hawmansea
OHeoTtrosopunu

21

QDuzypa 5.1. IIpomana na o6umus o6poii Ha Haemume (Ha NbAEH PAOGOMEH OE€H) CYHCUmenu
npe3 nocieonume mpu 200unu (%)
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B cpimoro Bpeme, B pe3ynaTaT OT MPECTPYKTYpPUPAHETO Ha Obirapckara MKOHO-
MHUKa (UPMHUTE MAcOBO ChKpamiaBaT mepcoHan. 3a mepuoaa 1999 - 2003 r. 33,1% ot
OpraHM3alMUTE Ca HAMAIMIU YHCcleHocTTa cu. [IponeHTHOTO pasnpeneneHne Ha Haii-
4eCTO M3MOJI3BAaHUTE METOJM 3a TOBa ca Moka3aHu Ha ¢ur. 5.2. Enxa nera ot xomna-
HUHTE ca MPUOSTBaiIM A0 KpaifHaTa MspKa Ha MPUHYIUTEIIHO OCBOOOX/IaBaHEe Ha Iep-
COHaJIa U OIlle TOJIKOBA Ca YCIHSBAIU Ja yOensaT CIyKUTEJIUTE CHU Ja HalycHaT 100po-
BoJIHO. [/Ipyra noOpe mo3HaTta npaktuka B bbiarapus — HempoabkaBaHETO Ha CPOYHH-
T€ TPYAOBH JIOTOBOPH CJIE] U3TUYAHETO HA CpPOKa UM, € u3nonsBaHa ot 20,4% ot opra-
Huzaruure. [lo-mMeko ca Hamanunmu ceeTaBa cu 22,9% oT ¢upMuTe, KbIETO ca Omin
3aMpa3eHd Ha3HAYEHUTA, a €IHa YETBBPT OT AaHKETHUPAHHUTE Ca 3ala3uiIi 3HAaYUMUS 3a
TSAX YOBEIIKHU KalMUTaI Ype3 BbTPEIIHOPUPMEHU IpeMecTBaHus. PAaHHOTO nmeHCHOHU-
paHe e U3IM0JI3BaHo eBa oT 7% OT (upMHTE MOpaaH JHUIICATA HA MOIXOSAIIN 3aKOHO-
BU BB3MOXKHOCTM M MPOMEHHTE B 3aKOHa 3a MEHCHHTE, YBEIMYaBaIld NMEHCHOHHATa

BB3PACT.

0 5 10 15 20 25 30

3ampassiBaHe Ha _
Ha3HavaBaHusATa
PaHHO neHCUOHUpaHe ]
[No6poBonHo HanyckaHe

MNpuHyauTenHo HanyckaHe

BbTpewHodupmenn
npemecTBaHuA

HenpoabnxeHu
CpO4YHU/BpEMEHHU AOoroBopu

HaemaHe Ha BBHLWHK
M3nbNHUTENU

Lpyru

1LL

‘ B[a OHe OHe 3Ham

QDuzypa 5.2. H3nonzeanu memoou npu HamMaiA6ane opoa Ha cayycumenume
(% om opzanuzayuume)

[IpoyuBaHeTO Moka3Ba, ye TeHaeHuusATa ot 1999 r. 3a npeobiagaBanio HabupaHe
Ha PbKOBOJUTENN YPE3 U3IUTAHETO UM OT CPEIUTE Ha CIIELIMATIMCTUTE B OpraHU3alus-
Ta npoabikasa. [Ipe3 2003 r. B Haa 55% oT uscneaBaHuTe ObATapcKu GUPMHU MEHUI-
XKBpPUTE ca MOJOPaHU MO0 TO3U HaYMH. B ChIIOTO Bpeme areHuuure 3a noadop Ha mep-
COHAJI c€ MPEBPBIIAT B MMO-AKTUBHU MOCPEIHULIM HA Ma3apa Ha TpyJa MO JBE OCHOBHU
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MPUYMHU: TTOCTETICHHOTO TIOBHINIABAHE HAa KAYECTBOTO HA MPEJIAraHUTE OT TAX YCIYTH
1 Obp30 HapacTBalMs AePUIUT HA paOOTHA CUJIA B pEAMIIA CEKTOPU U IEHHOCTH.

B um3cnenBanuTe opraHM3anuy HaJl MOJOBHHATA OT CBOOOJHHUTE JUTHKHOCTH 32
crienuanucture, 46,5% - 3a aAMUHUCTpaTUBHUS TiepcoHal, u 45,5% - 3a paboTHUIUTE,
CE OMOBECTSBAT B MEANUTE, a YCTHOTO OIMOBECTSIBAaHE HA CBOOOJIHU MECTa € Hah-pas-
MPOCTPAHEHO 3a HaOMpaHeTo Ha paboTHuUIM (Pur. 5.3.). YBenuuaBa ce AeIbT Ha MyO-
JUKyBaHUTE OOSIBM B MHTEPHET KAKTO B yeO caiiTa Ha OpraHU3aIuaTa, Taka U B CIICIIH-
aJTu3UpaHu caiiToBe 3a moadop Ha nepcoHan u npe3 2003 r. B okosno 20% ot pupmute
BAaKaHTHHUTE TO3UIUU 32 CIICIUATNCTH U aJIMUHUCTPATHBEH MEPCOHAI c€ OOSBSIBAT 1O
TO3W HauWH. B Haj efgHa mera OT OpraHM3alMUTe HE3aCTHTE JUTHKHOCTH 3a CIIeIua-

JIMCTU CC MOIIBJIBAT TUPEKTHO OT BY30BCTC.

B MEHUDKMBHT O cneuuwanuctun O agmMuHucTpauus OpaboTHuum
60 ~
55,4
52,9
501 465
45,2
42,7 ]
40
33,1
] 30,6 28.7
21,7 22,3
2 204 65 197 19,1 ]
17,2 16,6 17,2
12,7 14 12,7 4
10,2
10 4 8,3 8,3
7,6
3,8
0 | I
BbTpewHo AreHumm 3a O6sBa B YcTHO Ye6 canta Ha CneunanusupaH  OT y4yeGHM
HabupaHe noa6op mMeguuTe onoBecTABaHe opraHu3aumsaTa yeb6 cauT 3a 3aBeneHus
non6op

QDuzypa 5.3. Memoou 3a nonvasane Ha c60000HUME ROZUYUU NO KAMEZOPUU NEPCOHAT
(% om opzanuzayuume)

ITpe3 2003 r. kato HaK-pa3MPOCTPAHEH METO 3a OA0Op Ha mepcoHan B bwira-
pusi ce YTBbPK/1aBa MHIUBHUIYAITHOTO MHTEPBIO, KOETO U3MECTBA OT IIbpBaTa MO3UIUS
noadopa Mo JOKYMEHTH, Hal-TIomyJisIpeH cropen npoyuBanusata ot 1996 - 1999 r. Ilo
TO3W HaYMH CE€ OuepTaBa OlIlle €/lHa KOHBepreHTHa obnact cbe crpanute ot EC, B Kou-
TO IOMHHHpA Ha3HAYaBaHETO CJEJ JUYCH KOHTAKT ¢ kKanauaara (dur. 5.4.) [Ipenops-
KU C€ M3MCKBAT B €[Ha OT 4eTHpu (UPMU, a IICUXOMETPUYHHU TECTOBE C€ MPOBEKIAT
npu nondopa Ha 17% ot menuxbpure, 14% ot cnenuanucrure, 11,5% ot anMunuc-
TpaTUBHUS NepcoHan U 7% OT paOOTHULIMTE B M3CJEIBAHUTE opraHu3auuu. L{eHTpo-
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BETE 3a OICHSABaHE M TpadoIorusaTa BCe OIIE CE M3IMOJI3BAT TBBPAE PSIAKO IPH MO100-
pa Ha mepcoHall.

80 B MEHUIKMBHT O cneuynanuctun O agMuHncTpauns OpaboTHuum
75,8
70
63,7
] 59,9
49
446 430 |
36,3
28,7
26,8 27.4
16,6
14 15,3
11,5
7 7 7
j i_‘“ 38 32 32|44
MaHenHo WnausupyanHo To pokymeHTn [lcuxometpuyeH LleHTpoBe 3a Mpenopbku F'pachonorus n
WHTEPBIO WHTEPBIO TecT oLeHsiBaHe apyru

Duzypa 5.4. Memoou 3a noo6op na ciayrcumenu no Kamezopuu nepcoHal

HapacTtBaT ObJTapckuTe OpraHu3aIii, KOUTO HMAaT CEPUO3HH 3aTPYIHEHUS TIPU
noabopa Ha pbKOBoJeH nepcoHan, IT cnenuanucty U Apyr KBaM@uUIUMpaH Mepco-
HaJI — TOBa € BaIHIHO 3a 32% OT pecroHAeHTHTE. /[Ba MBTH MO-MaIKO KOMITAHUU W3-
NUTBAT TPYAHOCTH MPH 3aAbP’KaHETO HA paOOTHHIIM, a HAOMPAHETO HA AIMUHUCTPATH-
BEH IIEPCOHAI Ch3/aBa pobaeMu Ha 7% OT OpraHM3aIuuTe .

[IpoGnemuuTe rpynu ca o0eKkT Ha ObpP30 HapacTBAIO BHUMAHHME OT CTpaHa Ha
paboronarenute. [IpoyuBanero nokaspa, ue mpe3 2003 r. B 26,1% oT opraHuzanuure
B bparapus Bedue uma crieliMaliHd IPOrpaMu 3a CIyKHUTENU ¢ yBpexaaHus, B 23,5% -
3a paboTreuuTe B TAX KeHH, B 15,1% - 3a Bb3pacTHU pabotauuu, u B 11,2% - 3a 3amu-
Ta Ha pabOTeIUTE MPEACTABUTENN OT €THUYECKUTE MaluHCTBa (ur. 5.5). lenbt Ha
TE3W OpraHU3aIMy IIe HapacTBa IMpe3 CIEeIBANINTE TOAWHU MO BIMSHUE Ha €BPOMEH-
CKUTE aHTUANCKPUMUHAIIMOHHU HOPMH W MIPAKTHKH U MPUETHS y HAC 3aKOH 3a 3alluTa
Cpelry JUCKpUMUHAIHSTA.

7 Baukosa, E. (1999), ITpaiic Yomwpxays Kpangund npoexm no mexcoynapoono cmpamezuiecko ynpasienue
Ha yoseuwikume pecypcu 6 bvaeapusa. Ilpe3 2003 r. To3u BBIPOC HE € 33JaBaH.
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@uzypa 5.5. Ilpozpamu 3a paboma c zpynu cayHcumenu cbc CReYUaIHu nompeoHocmu

6. 'bBKaBu pa0OTHH JOTOBOPEHOCTH

Ot 1990 r. Hacam reBkaBuTe padoTHH aoroBopeHoctu (I'P/I) B bwearapus ca
00eKT Ha 3aAbJI00YCHN U3CIIEeIBAaHUS U JUCKYCUH OT 3aKOHOBA, COIIMATHA M YIIPaBIICH-
CKa TJIeJIHa TOYKAa KaKTO Ha HAI[MOHAIHO, TaKa M Ha OPTaHMW3alMOHHO HUBO. [IpoyuBa-
HETO pasriiexaa CICIHUTE TPU BUAA P

1. Cnopen pabotHOTO Bpeme (paboTa Ha HEMbJIEH PaOOTEH JCH, IPE3 MOYUB-
HUTE JHU, U3BBHPENIEH TPy, CMEHHA padoTa, ¢ HaMaJeHO pabOTHO BpeME,
MPOMEHJIMBO pabOTHO BpeMe B TeUEHWE Ha TOAMHATA, I'BBKAaBO pabOTHO
BpeMe).

2. Coopen nmoroBopa (cmojensiHe Ha paboTaTa/mIbKHOCTTA, pa3/eiisHEe Ha
paboraTta/ JUIbXKHOCTTA, C€30HHA/BpeMeHHa paboTa, 10roBop ¢ (pUKCUpaH
CPOK, HaeéMaHe Ha BHHIIHH MTOIU3ITBITHUTEIH).

3. Coopen msctoTo (HagomMHa paboTa, paboTa upe3 TeIEBU3MOHHA BPH3KA).

ITo opunmanuu nanau Ha HCU npe3 2002 r. 97,2% ot HaeTute pabOTAT HA MbJI-
HO paboTHO BpeMe. HacTosimusT aHann3 ce OCHOBaBa Ha TpHUTe IpoyuyBaHus Ha Kpa-
HeT (rpe3 1996, 1999 u 2003 r.) u noka3pa cTabWJIHAa TEHAECHUNS KbM HapacTBaHE Ha
[P/l (pur. 6.1) BpIIpeKH pazaTUYHUTE UHCTUTYLUUMOHAIHU U JIPYTH TPYJHOCTH, KOUTO
BCE OIIE TPEMATCTBAT Pa3BUTHETO WM. [loNOKMTETHO 3HAUEHHWE 3a CIIY)KUTEIHUTE B

¥ Survey on Comparative Human Resource Management (2006), International Executive Report 2005,
CRANET: 34-39.
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boearapust umMa (HakThT, Yye MPOICHTHT HA BPEMCHHO HACTHTE HaMallsiBa JPACTUYHO U
npe3 2003 r. Beue e 42,7%. ToBa nmoka3Ba TeHICHINSA KbM CTaOWUIM3MpaHe Ha ObJTap-
CKUTE OPraHU3allNH, 32 KOUTO MPe3 TOJUHHUTE Ha MPEX0Jl KbM Ma3apHa MKOHOMHKA Ta-
31 (hopMa Ha I'bBKaBa 3a€TOCT CE MpHJIAraiie MacoBO 3a IMOCTOSIHHO 3a€TH JIMIA KaTo
3aCcTpaxoBKa MpU HEOOXOAUMOCT OT OBbP30 HAMAJISIBAHE HA IIATA.

80 [l 1996 01999 02003
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30 4
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|

Pa6oTta Ha cmeHuM MpomeHnueo HenbneH pa6oteH BpemeHHo HaemaHe HapomHa paboTta
paboTHO Bpeme B OeH
TeyeHue Ha
rogvHara

QDuzypa 6.1. Omnocumenen 0an na 6vazapcKume OP2AHUIAYUN, UZNON36AUIU 2HBKABU
pabomuu 002060penocmu

[Ipe3 uenust u3cnenBan nepuo; rnpeodiasaBa 'bBKAaBOCTTa HA paOOTHOTO BpeEMe.
Haii-pasnpoctpanenara ['PJ] npoasmkaBa na 6bae paboTaTta Ha CMEHHU, U3MOJI3BaHAa B
noutu 70% ot opranmszaunuute npe3 2003 r. B cpaBHEHHE C OCTaHAIUTE IbPKABU B
u3cneaBaHeTo, B bbarapus paborata Ha CMEHHM ce Mpuiara Ha CPeJHOEBPOINEHCKO
HUBO (Jur. 6.2.), Makap 4e B peauIla IEHTPATHO- M F0)KHOECBPOIICUCKHU TbPKaBHU € T10-
pa3npocTpaHeHa.
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Duzypa 6.2. Omnocumenen 0A1 HaA Op2anHu3aUUUmMeE RO OBPIHCAGU, UZNON3CAULU

paooma na cmenu (%)

[Ipe3 2003 r. no-manko ot 40% OT OBJATapCKUTE OpPraHU3alUU JEKIapHupaT, de
U3MO0I3BaT padoTa mpe3 MOYMBHUTE HU, 10KaTO B abpxkaBute oT EC Ta3u ¢opma Ha
I'P/] ce n3noizBa B OBEYE OT MOJOBUHATA OT AHKETUPAHUTE OPTaHU3ALMU, C U3KIIKO-
yeHue Ha Wrtanusa nu Xonmanausa. Haxg 60% ot opranusanuure B bearapus uznonassat
W3BBHPEACH TPy, HO BBIIPEKHA TOBA CTpaHaTa HU 3aeMa IMOCIEAHO MSCTO IO YNOTpe-
Oata Ha Ta3u popma Ha ['P]] cpen uzcnenBaHuTe CTpaHu, KaTo MPOICHTHT HA Mpuiiara-
nmTe ro opranusanuu cpenHo 3a EC noctura 84%. [IpuunHarta 3a ToBa BEpOSTHO CE
Kpue BbB (akTa, 4ye OBIrapckoTo 3akoHoAaTescTBo 10 2004 r. He periameHTHpale
JIOCTaThUHO 100pe u3BBHpeaHus Tpyn, a ciaen 2004 r. KogekcwT Ha tpyaa (wi.113)
no3BOJIM paboTHa cenMuiia ot 48 yaca, ako He ce HapyllaBaT MUHUMAJIHO perjiaMeH-
THPAHUTE MTOYMBKHU. BBOpekn TOBa Majgko OpraHW3aluy NMpuiarat JOKyMEHTaJHO U3-
BBHPEJEH TPYJ MOPaJu MO-BUCOKOTO MY 3aIUlalllaHe, a CIIY)KUTEJIUTE BCE OLIE YECTO
ocTaBar cjej paboTHO BpeMe, 63 TOBa J]Ja UM HOCU HSIKAaKBU JOMBJIHUTEIHU O0Jary.
OuakBaHusTa Ha OOILIECTBOTO Ca 3a 3aCHJICH KOHTPOJ Ha MHCHEKIMUTE MO TPYya Bbp-
Xy O(QUIMAIHO HEPErJaMEHTUPAHOTO PabOTHO BpeMe, 3a 3allialllaHe Ha U3BbHPETHUS
TPYJ U 3a Cla3BaHe Ha TPYJAOBOTO 3aKOHOAATEIICTBO.

Crnopen npoyuBaHHsiTa paboTaTa Ha HeMbJeH paboTeH AeH ce mpuiara B 44,5%
oT ObJIrapckute opranuzaiuu (dur. 6.3.), KaTo yBEIUYCHUETO Ha yroTpedaTa Ha Ta3u
dbopma Ha rpBKaBOCT 3a mepuoaa 1996 - 2003 r. e camo ¢ 10%. MexayHapoAHOTO
CpaBHEHHME MOKa3Ba, 4e briarapus nomnajaa B €1Ha rpyna cbC cTpaHute oT LleHTpanHa u
FOrousrouna EBpomna, kbieTo paboTara Ha HEMbJIeH pabOTEH JIEH € KaTo L0 MO-Clia-
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60 pasnpoctpanena. Okono 15% oT OBITapCKUTE OpPraHU3aIK JIEKIApUpPAT, Y€ 4acT
OT mepcoHasia UM padoTu ¢ HamaneHo pabotHo Bpeme. Tasu opma Ha rbBKaBa 3ae-
TOCT € MAJIKO IT03HATa M BCE OIIIE PSAKO MPHJIaraHa y Hac BBIIPEKHU MPEIUMCTBATa, KO-
UTO TIpe]yIara Hali-Beve 3a MPOOJIEMHUTE IPYIH ITEPCOHAI.
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QDuzypa 6.3. Omuocumenen 041 Ha OP2aHU3IAUUUME RO OBPIHCABU, UZNON3E6AUU PAdOmMa Ha
HenwvieH pabomen oen (%)

CrpaHaTa HH BCe OIIe H30CTaBa OT €BPOIMEICKaTa MPaKTHKa Ha IITMPOKO MpHIIara-
HE Ha I'BBKAaBOTO pabOTHO BpeMe Taka HampuMep MPOMEHINBO PabOTHO BpeMe B TeUe-
HUe Ha roguHara npemiarat 39,8% ot Obarapckute ¢GuUpMH, a T'bBKaBO pabOTHO Bpe-
Mme - 30,6% ot Tax (pur. 6.4). TenneHuusATa Ha HapacTBaHe Ha ynmoTpedaTa Ha TE3U
nBe (OopMHU Ha T'bBKaBa 3a€TOCT MOXKe J1a ObJie 00sicHeHa ¢ Obp3us PBCT B chepara Ha
yCIyTUTE U OCOOCHO HA TypU3Ma.
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QDuzypa 6.4. Omuocumenen 0471 Ha OP2aHU3AUUUME NO OBPIHCABU, UNOI36AUU
2b68Kaeo padomno epeme (%)

bbarapus uma TpaguIIMOHHO MHOTO BHCOK TOKa3aTes Ha MpUiiaraHe Ha CPOYHU
TpyZoBU aoroBopu (55,5%) u goroBopu 3a ce3oHHa/BpeMeHHa pabota (42,7%), kato
clie/iBa CBETOBHHUTE TEHJEHIIMU B ynoTrpebara uM. Bcee oiie y Hac He ce npuiarat 100-
pe BB3MOXXHOCTUTE Ha “‘(yHKIIMOHAHATa T'bBKABOCT. B moBeue OT MoJIOBMHATA W3-
ClIeIBAHM KOMIIAaHUU HE C€ M3IO0JI3BA CIOJCNISHE WIM pa3/ielisiHe Ha padoTara/ITbikK-
HocTTa. HamomHuara paboTa ce u3moi3Ba moBeuye, HO BCE OIIE B ChbBCEM OrpaHUYEHa
crenied oT ensa 4,8% ot opranuzanuute (¢dur. 6.5). [loTeHmansT Ha Te3u GopMU Ha
I'bBKaBa 3a€TOCT, KAKTO M Ha paboTaTa upe3 TeJIeBU3MOHHA Bph3Ka HiMa Jla Oblie U3-
yeprnaH B OJIM3KO ObAeIIE.
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Duzypa 6.5. Omnocumenen 0An HaA Op2aHu3auUUmMe RO OBPHCAGU, UZNON3CAUU
HadomHa paboma
B cpaBHenue cbe crpanute oT EC reBkaBaTa 3aetoct B bbiarapus Hapiuza mo-
06aBHO. MacoBo ce mpujaraT I'bBKaBU JOTOBOPEHOCTH, KOUTO Ca COIIMAIIHO HENPHUBJIC-
KaTeJIHA U ca MO-0JaronpusTHH 32 pabOTOIATEIUTE, OTKOJIKOTO 3a CIYKUTEIUTE, J10-
KaTo ocTaHajiuTe (opMH, palMOHATU3HMPAIIA H3II0JI3BAHETO Ha PabOTHOTO BpEME,
HABJIU3aT M0-0aBHO.

7. OneHsiBaHe HA CJIYKMTETUTE

OT HayanoTo Ha U3CIIEABAHMATA HA CHCTEMHUTE 3a OLIEHKA Ha rmepcoHaia B buara-
pusi ce HabIIO1aBa eTMH MHOTO HETHNHYEH 3a EBpona u cBeta ¢eHOMEeH — mpeodiana-
BaHETO Ha (POPMAITHOTO OLIEHSBaHE HA PAOOTHHUILIUTE IPeJ OLCHIBAHETO HA MEHUIKb-
pute. [Ipe3 1996 r. ppkoBoguTenure ca oueHsaBanu B 40% OT U3CieIBaHUTE OpraHu3a-
e, a paboTHUIHUTE — B 59% OT TsX  (ur. 7.1.). ToBa HECHOTBETCTBHE MOCTEIICHHO
ce m3rnaxa npe3 caeasamure roguHu. [Ipe3 2003 r. B bwearapus cpenno 60% ot op-
TaHU3alMUTE TPOBEKIAT PETYISIPHO OILEHSIBAaHE Ha MEPCOHANa, TOKATO TO3H MPOICHT
B EC u CeBepna Amepuka e Hax 75%. IlocnenHoTo u3cienBaHe moka3pa, ye B Haii-
MHOTO OpraHH3aliy ca OWJIM OLEHSBAaHU CIELMAINCTUTE, CICABAHU OT aIMUHHCTpa-

USTa, MEHUKBPUTE U PAOOTHULIUTE.

? Baukoa, E. (1995), ITpaiic Yomwpxays Kpanguno npoexm no mescoynapoono cmpamezuuecko ynpasienue
Ha wosewkume pecypcu 8 bvieapus.
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Quzypa 7.1. Pecynapno ouenasane na nepconana upes hopmaina cucmema 3a OyeHa8aHe
(% om opzanuzayuume)

[Tpe3 2003 r. B ObATapCKUTE OPraHU3AIMN BeUe CE M3MOJI3BAT BCUUKH U3TOYHH-
111 Ha WHGOpMAIIUA 3a TpoIeca Ha OLICHSBAHE B ChOTBETCTBUE C HAW-IOOPHUTE MPAKTH-
k1 B EC u cBera. Haii-ronsima posis mpu oneHsiBaHETO Ha nepcoHana npe3 1999 r. ca
HTPAIH HEIIOCPEACTBEHUTE PHKOBOLUTENH - B 67,3% oT dupmure'’, a ppKOBOAHTEH-
T€ OT MO-BHCOKO HHMBO Ca y4acTBaju B OLEHABaHETO B 47% OT TAX, JIOKATO Mpe3
2003 r. CTOMHOCTUTE HA TE3H MOKA3aTe/Iu ca Bede choTBETHO 96,7% u 81,2% oT aHke-
tupanute ¢pupmu. OieHKaTa OT KIMEHTH ce u3noi3Ba B 44,4% ot opranuszamnuure, Ko-
€TO € Haj JBa MbTHU NnoBeue oT cpennoto 3a EC. B mo-penku cinydan cucreMuTe 3a
OIICHSIBAaHE BKJIIOUBAT CAMOOLICHKA, OLICHKA OT MOJYMHEHU U OT KoJjieru. CaMooIleHKa
ce mpwiara B 43,5% ot ¢upmure, KOeTo € naned no-majiko ot cpeanoto 3a EC — 70%.
Konerure yuactBaT B onieHsiBaneTo B 1/3 oT pupmMute, KOETO € MO-BUCOKO OT CPEIHO-
To 32 EC (18,2%). B 1/5 ot cimy4yante cuctemMuTe 3a OIEHSBaHE BKIIIOUBAT OIICHKA OT
MOJAYUHEHUTE, KOETO € ChIIOCTABUMO ChC cpeHOTO HUBO 32 EC.

Pesynrature ot mpoyuBaneto nokaszsar (Qur. 7.2.), ue npe3 2003 r. B boiarapus
CHUCTEMHTE 32 OLIEHKA ca MpeAHa3HAYCHU MPEMMHO 3a OMNpeeNisiHEe Ha 3aIlallaHeTo
Ha TIEpCOoHAaa, MO-PSJIKO 32 aHAIM3UPaHE HA MMOTPEOHOCTUTE OT OOyUEHHUE U 3a T0100-
psiBaHe Ha OpraHu3auusTa Ha paboTHHS mpoluec. Bee omle B HepocTaThyHA CTENEH ca
pa3BUTHU cCUCTEMUTE 3a IaHupane Ha YP u mianupane Ha kapuepara U CbOTBETHO 3a-
BHCHMOCTTAa UM OT CHCTeMara 3a olleHKa. [[paBu BreuaTIIeHHE CHIIO TOJEMUSAT Opoit

' Baukoga, E. (1999), IIpaiic Yomuvpxays Kpangund npoexm no mejcoyHapooHo cmpameuyecko ynpasnenie
Ha yogewikume pecypcu 6 bvicapusi.
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HEOTTOBOPWJIM HA TO3M BBIIPOC OPraHMU3aLMM, KOETO HABEXKJa HAa MUCHITA, Y€ B TAX
cnermanucture no YUP He ca chBCeM HasCHO KAaKBH Ca POJIATa M CMUCHIBT Ha (op-
MaJIHOTO OIICHSIBaHEe Ha CIYXHUTenuTe. Bb3MoxkHO 00scHeHHEe Ha TO3U (PaKT e, 4e B
YacT OT M3CiIeABaHUTE (GUPMH HSAMA €THO3HAYHO HW3rPajieHa CHUCTeMa OT B3aUMHO
CBBP3aHU MPOLECH IO OCHOBHUTE (PyHKIMU Ha YYP.

MnanupaHe Ha YP
17,8

AHanu3s Ha noTpe6HoCTUTE 52,9
oT obGy4eHue 12,1

MnaHupaHe Ha Kapueparta

OnpepgensiHe Ha 618
3annawjaHeTo 83

OpraHusaums Ha pa6oTtaTta

| JIE] OHe ‘

@uezypa 7.2. Ilpeonaznauenue na cucmemama 3a oyenka (% om opzanuzayuume)

[1o-mMpOKOTO U3MOA3BAHE HA PE3YINTATUTE OT OLEHKATa Ha IEPCOHAlA 3a OIpe-
JieNIsiHe Ha MOTPEOHOCTUTE OT 00y4YEeHHE € eIMH OT KOHBEpreHTHUTEe (pakropu Ha ObiI-
rapCKATE OpraHu3alMy ¢ eBponenckuTe uM koseru. [1o To3u nokasaren bearapus no-
pu u3npeBapBa noseuyeto crpadu ot Llentpanna u FOrousrouna EBpona. B cpaBHuTe-
JIeH T1aH obadye pupMuUTe y HaC M30CTaBaT OT CBETOBHATA MIPAKTHKA Ha OOBHP3BAaHE HA
CUCTEMATa 3a OLICHKA C IIJIJAHUPAHETO Ha KapuepaTa Ha CIIy KUTEIIUTE.

Karo mso mpouechT Ha OleHsIBaHE B OBITapCKUTE OpraHU3allH CleABa €BpPO-
neiickaTa TeHAEHIUS Ha PBCT B ynorpedaTa Ha opMaiiHa OIEHKA 332 BCUYKU KaTero-

pUU CIY>KUTEIIH.
8. O0yuyeHne u pa3BUTHE HA MIEPCOHAJIA

B nauvanoto na XXI Bek, B yCIOBUATa HA UIKOHOMHUKATa Ha 3HAHUETO, yBEINYaBa-
HETO HA YOBELIKMUS KaNUTAJ OCUTYpPsSIBa BA)KHO KOHKYPEHTHO MPEAUMCTBO HA OpraHu-

3anuure. HapactBaTr ycunusTa 3a noo0psiBaHe Ha 0OyYEHHETO U Pa3BUTUETO HA XO-
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paTta Ha pabOTHOTO MM MSICTO U 3a U3rPAKJAHETO HA yyellly opraHu3auuu. Pesynrartu-
T€ OT M3CJIEIBAHUATA MOTBBPKIABAT, Y€ BCE MO-TOJISIM MPUHOC 32 YCKOPSIBAHETO Ha
TO3U mpouec npuaodusar oraenure no YYP. HapacrtBar ycuiuara Ha Obarapckure
OpraHu3alliy Ja pa3BUBAT 3HAHUATA, YMEHHUSATA U Bb3MOKHOCTUTE Ha CIIy>KMTEIIUTE
cu. Ponsta na ormenure mo YUP B u3cienBanute opraHuzauuu B bbiarapus mpes
2003 r. e BojEIIA MPU MPOCKTUPAHE U OCHIIECTBABAHE HA IEMHOCTUTE IO OOYYEHUETO
U pa3Butuero Ha nepcoHana (51%), Ho B 69,4% OT TAX HmpeKuTe PHKOBOJIUTENH BCE
Ollle MMaT pelIaBal] IJ1ac Npy ONpPeAesHETO Ha HYKJIUTE OT 00y4YeHHe Ha MepcoHaa
(¢ur. 8.1.). MHeHHETO HA CAaMUTE CIY>KUTENIH 32 OOYYECHHUETO UM 00aye PSIKO Ce B3U-
Ma I0J1 BHUMaHHUE, a CHHIUKATUTE MOYTH HE BIMSAT HA TO3M Mpouec. B CHHXPOH ¢ eB-
poneickara MpakTUKa ¢ BCAKAa U3MHHaNA roauHa oraenute no YUP B bearapus noe-
MaT BC€ MOBEY€ OTIOBOPHOCTH 3a Ipolieca Ha OOydyeHHE M pa3BUTHE. 3a MepHoaa
1996 - 2003 r. eqHONMYHUTE PELICHUS HA JIMHEWHUTE MEHUKbPH B U3CIEABAHUTE OP-
ranu3aiuu Hamanssat ot 40% nHa 22%, nokaro pemieHusta Ha otaenute mo YYP ce
yBenuuasat oT 9% Ha 16%, a B moutu 60% oT opraHuzauuute T€ padoTAT CbBMECTHO
(mpe3 1996 r. — B 42% ot bupmure).

B OnpepgensiHe Ha HyxauTe oT 0byyeHue OTnMpoekTupaHe Ha obyyeHneTo O OcblyecTBsiBaHE Ha AeNHOCTUTE NO 0byYeHneTo
80
69,4
70 4
60
51 51
50 +
38,2
40
33,1
30
20,4
20 +
10
45 51
0
CnyxurtensT LlecboBeTe Ha oTaenun OTtpensT no YP Mpodcbrosute

QDuzypa 8.1. Omnocumenen 0an Ha opzanuzayuume, KOUMO UMAM K1I0408U POU 8
odyuenuemo u pazeumuemo na nepconana (%, 2003 2.)
Heo6xommuMocTTa OT HEMpeKbCHATO yBEIMYaBaHE Ha €(EeKTUBHOCTTA OT O0yue-
HUETO Hajlara 0OeMHSIBAaHE HA YCUJIMATA Ha LU MEHUKBPCKU ChCTaB, HA OT/EIIH-
Te 1o YUP, Ha IpeKUTe PHbKOBOIUTEIN U HA CAMUTE CIIYKUTEIU. BaXXHO € KaKkTo yTOu-
HSIBAHETO HA KOHKPETHUTE UM 3aAbJKCHUS MPU MPOEKTUPAHETO, OCHIIECTBABAHETO U
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NOJAbP)KaHEeTO Ha 00YyYEeHUETO, Taka M CHHXPOHU3MPAHETO HAa MPUHOCA MM 32 TOCTH-
raHe Ha BUCOKM Pe3yJTaTH B MOBHUIIABAHETO HA KAUECTBOTO HAa pabOTHATA CHJIA.

[Tpe3 nmocaennute 10 roguHM BCUYKH CTPaHH B MPEXOJ Bb3MpUEMAT HAEATa 3a
00yuYeHHETO W Pa3BUTHETO Ha MEpCOHaNa KaTo INIABHO KOHKYPEHTHO MpPeauMcTBO. B
bearapus ce nabmogaBa TEHACHLIUS KbM yBeIMYaBaHEe HA MHBECTHLIUUTE B OOyUYCHHE
U pa3BHBaHE HAa YMEHUsATAa U KBaTH(UKaNMiTa Ha ciyxurenure. Hapen ¢ Tosa ce mo-
BUIIIaBa M €()EeKTUBHOCTTA OT MPOBEXKAaHUTE 00yUEHUs, Thil KaTO BHB BCE MOBEYE Op-
TraHU3alMK Ce aHaNIM3upaT NmoTpedHocTuTe OT oOyuenue. 3a mepuoaa 1996 - 1999 r.
TeXHUAT Opoii ce yBenmuaBa oT 42% Ha 44%, a edeKkThT OT O0yUeHUsITA CE U3MEpBa
Beue B 60% oT komnanuute (B cpaBHeHue ¢ 53% npe3 1996 r.).

[IpoyuBaneto Ha KpaHner noka3Ba, ue opranuzauuute B crpanute oT EC unBec-
tupat Mexay 2% u 4% OT roIUITHUTE CHU Pa3XxoJu 3a TPyA B 0OydeHHE Ha MEepPCOHa-
ma''. Tlo To3u mokasaren bwarapus M3NpeBapBa BCHUKH EBPONEHCKM ¥ AHITIOC3HUHH
JbpkaBu, kato npe3 2003 r. HammTe KOMIIAHUU UHBECTUPAT cpeliHo 6,32% OoT roauiii-
HUTE CU pa3xoiu 3a Tpya B oOydenue (¢ur. 8.2.). TpsOBa na ce uma npenBu, 4e Te3u
CPEICTBa HE ca TOJIKOBA TOJIEMH B a0COIOTEH M3pa3, Thil KaTo LieHaTa Ha Tpyaa B ObJ-
rapCcKUTEe OpraHU3alMy € HUCKa U PeaHO M3Pa3XoJIBaHUTE Napu 3a o0yueHHe Ha CIIy-
KHUTETUTE y HAC ca MO-MaJIKO B CPaBHEHHE C Te3u B eBporneiickute ¢pupmu. [IpeBecsT
B Harjacara 3a MHBECTHpaHE MPEIUMHO B TEXHHUKA U TEXHOJOTUH OBP30 C€ MPOMEHs

3a CMCTKA Ha HHBCCTUPAHCTO B PA3BUTUCTO HA XOpaTa.
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QDuzypa 8.2. IIpoyenm om 200uninume pazxoou 3a padomua 3aniama, KOumo ce
uspasxooea 3za ooyuenue (2003 2.)

""" Survey on Comparative Human Resource Management (2006) International Executive Report 2005,
CRANET: 54.
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[To-peanna npencraBa 3a o0emMa Ha 0OOy4YEHHETO M PA3BUTHETO Ha MEpPCOHAA B
Bbearapus Moxe na ce mpuaodue OT aHalIM3a Ha JHUTE, U3IMOI3BAaHU 3a O0yyeHUe Ha
Pa3IMYHUTE KaTEeropuu nepcoHai. B Obarapckute opraHuzauuu ce 3adesss3Ba IMpsika
3aBUCUMOCT MEXKIY TAX U pa3XOAMTE 3a 00ydyeHHUe, KaTo T€ OTHOBO Ca MO-BHCOKH OT
Te3U B eBpomneiickute ctpanu. B crpanute or EC MEHUKbpUTE U CTIELIUATIUCTUTE U3-
pasxonBar 3a o0yueHue cpeHo 6 JHU B rOJIMHATA, @ AAMUHUCTPATUBHUAT IEPCOHAI U
pabotHuuute — 1o 4 gau. CTolHOCTUTE Ha Te3U Moka3arenu 3a brarapus npes 2003 r.
ca CpeIHO, KaKTO CJIeIBa: MEHUKMBHT — 10,65 nuu, cnenuanucty — 9,93 nHu, aamu-
HUcTpanus — 6,39 nuu, u padotHum — 9,66 nuu (Tadsn. 8.1.)

Taonuya 8.1. Bpoii Onu, uznonzeanu 200UIHO 3a o0yuenue
no kamezopuu nepconan (2003 2.)

AbpxaBa MennkMbHT | Cnenmanaucru | AnmudHucrpauus | PaborHuum
Ecronus 8,11 7,65 5,88 4,39
Yexus 7,98 8,00 3,67 3,21
[Mpprus 7,74 9,47 6,10 6,46
Ucmanns 6,55 7,20 5,19 5,76
Cpenno 3a EC 6,24 6,22 4,13 3,67
CnoBenust 6,72 6,50 2,71 2,75
CnoBakus 6,10 4,94 421 1,75
Opannus 4,44 4,17 3,45 3,54
['epmanus 4,39 3,87 2,86 2,40
bbarapus 10,65 9,93 6,39 9,66
CAIIL 6,17 6,18 3,82 4,66
OununuHnTe 8,16 8,97 4,86 7,33
Hemnan 11,35 11,36 10,18 9,72
Tynuc 10,65 13,05 7,06 11,49

01996 01999 ®2003

24

Oan Ha o6yyaBaHuTe
cnyxuTenu

17,39

17,09
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Osn oT 3annarture,
M3pasxoABaHu 3a ,38
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QDuzypa 8.3. /lunamuka na oobxeama na 00yueHuemo Ha Cayycumeume
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[TpocnensBaneTo Ha pe3yaTaTUTE OT M3CIEABAHUATA HA MPOLECUTE IO 00yUeHHE
U pa3BHUTHE HA MEpPCOHAa B OBJITapCKUTE OPraHU3alMM 33 LENUs CEASMIOTUIICH Ie-
pHOJ TTOKa3Ba KaTerOPUYHO HapacTBaHE Ha 00eMa M Ha MHBECTUIMHUTE B Ta3W BaKHA
obmact. [lenbT Ha 00yyaBaHUTE CIIy>KUTEIH HE ThPIH 3HAYMMa NMPOMsSHA Mexay 1996
u 1999 r., Ho HapacTBaHeTO Ha To3u nokazaren npe3 2003 e cpuecTBeHo — ot 17% Ha
24%. Cpuro Taka 3HaYMMO, HO TIO-MAJIKO B a0COJIFOTHA CTOMHOCT, € HapacTBaHETO Ha
pasxoauTe 3a 00yueHHe U Pa3BUTHE.

AMOuIMuTE Ha OBITAPCKUS YaCTeH OM3HEC 3a PABHOCTOWHO MapTHHOPCTBO C €B-
poreiickuTe GUPMHU HaJlaraT Mo-BUCOKM M3MCKBAHUSA KbM Kau€CTBOTO Ha MEHUKMBH-
ta. [lo-geraiiiiHuTe aHaNM3M Ha MPUJIAraHETO Ha LIECT pa3IudHu (GpopMu HA 00yUeHHE
Ha MEHUDKBPHUTE 3a Nepuoaa — (opMalHO IUIAaHHpAHE Ha Kapuepara, IEHTPOBE 3a
OLICHsIBaHE, IUIAHUPaHE Ha MPUEMCTBEHOCTTA, IUIAHUPAHE HAa POTALUATA, IPOrpaMH 3a
JHUJIEPH U MIPOTpaMu 3a MpHUI00MBAaHE HAa OMUT, MOKA3BAT, Y€ HAMA CHIECTBEHH Pa3JIH-
KA B CTOWHOCTUTE HA MOKA3aTENIMTE Mpe3 Pa3InYHUTE TOAMHU U HE ce 3a0emnsi3Ba yc-
TOWYMBA JIMHEWHA TEHACHIIMS KbM HapacTBaHE CTETEHTA Ha MpUJIaraHe Ha Te3H Mpak-

THUKH.

B [1upxaBHa OYactHa

40% +

36,5%

35%
31,8%

30% -

25% A

20,4%

20% -

15% -
11,9%

10% -

5% -

0% -

BbTpelwHo o6yyeHune BbHLWHO 06yyeHue

Duzypa 8.4. Omnocumenen 041 na pupmume, 2pynupanu no gopma na coocmeenocm,
npunazawiu 6bHWIHO U 6bmpeutnogupmeno ooyuenue (2003 2.)
dupMuTe OT YaCTHUSI CEKTOP 3ajlaraT MoBede Ha BHTPEIIHOPUPMEHOTO 00yde-
HUE, KOETO € TPU IBTH MO-3aCTHIICHO OT BHHIMHOTO oOydeHue. B myOmudaHus cexTop
00y4EeHHETO C OTKBhCBaHE OT paboTa € Mo-momyJisipHO. ToBa 0OCTOSITENICTBO MOXKE J1a
ce 00SICHH C MOMYJISIPHOCTTA HA CTPATETHSTA 3a IIEHOBO JIUIEPCTBO B YACTHUS CEKTOP,
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MO-TOJIIMAaTa KOHKYPEHIIMS M CHITHO M3Pa3eHUsI CTPEMEXK 32 HEPEKbCHATO HaMajIsiBa-
HE Ha pazxoauTe. J[pyro BaxxHO OOCTOSITEJIICTBO € MpeodaagaBaiuar Opoil Ha MUKPO-
U MaJIKATE (UPMH B TO3H CEKTOP, KOETO MPEIU3BUKBA 3aTPYyIHEHUS TIPHU 3aMECTBaHE-
TO U CHbBMECTSIBAHETO Ha JICHHOCTH, B CITydail HA OTKbCBAaHE OT paboTa 3a 00yueHue.

Hap 600 cnyxuTtenu 7,7%
Mexay 300 n 600 cnyxutenu 4,4%
Mexay 200 u 300 cnyxuTtenu 5,8%
0,0% 1,0% 2,0% 3,0% 4,0% 5,0% 6,0% 7,0% 8,0% 9,0%

Quzypa 8.5. Omnocumenen 0a1 na pazxooume 3a 00y4eHUE € 3A6UCUMOCH OM PA3MePa
Ha opzanuzayusama (2003 2.)

OuakBaHo, Haii-ronemute ¢pupmu B bearapus — ¢ Hag 600 cinykuTenan, UMaT Bb3-
MO>KHOCTTA J1a OTJIEJIAT HAl-MHOT'O CPEJICTBA 3a 00y4YEHHE Ha CIYKUTEIH — B CiIydast
7,7% ot ronuuHus poHp 3a 3amamane. Pa3nukara ¢ no-mankute GUpMu € 3Haunma,
HO MHTEPECHOTO €, Y€ pa3xoJuTe 3a O0yueHHE ca MO-MaJIKU NpH (GUPMUTE C YHUCIIe-
HOCT Ha nepcoHana mexay 300 u 600 ciry)uTenu, OTKOJIKOTO MPHU TE€3U ¢ Opoi Ha 3ae-
tute Mexay 200 u 300 qymm. Hsima cunHO u3pas3eHa JUHENHA 3aBUCHMOCT MEKIY
pa3mepa Ha ¢pupmata u pazxoaute 3a oOyueHue. To3u u3Boj ce 3a0emnsa3Ba U Mpu MoBe-
yeto ¢pupmu ot EC.
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‘ O pynoBu NpoeKkTu B MexayopraHu3aLvoHHW NPoekTH
2,71
Ycnyru 28
®uHaHcKu 2,66
3,1
1,33
TpaHcnopTt |2 55
Tbproeus 211
|28
CTpouTencreo 155 2,11
TPOUTENCTB —I ,
MpoussoacTeo 1,73
2,21
‘ ‘ ‘ ! :
0 0,5 1 1,5 2 2,5 3

3,5

Duzypa 8.6. Cpeona cmenen na npunacanemo Ha NPAKMUKU 3a RPOPEeCUOHAIHO

pazeumue Ha meHudxcvpu no cekmopu (%, 2003 2.)

JlanHuTe moKa3Bar, ye B CeKTopa Ha (PMHAHCUTE U YCIYTUTE CTENEeHTa Ha Ipuiia-
raHe Ha 'pyHOBH U MEXAyOpraHU3allMOHHU MPOEKTH KaToO METOIU 3a MpodhecHoHaIHO
pa3BUTHE HAa MEHUDKbPUTE € Hali-BUCOKa. OUaKkBaHO, CTPOUTEIICTBOTO € Ha MOCIEIHO
MSICTO MO TE3H MOKa3aTelld, HO € U3HEHABallla CPAaBHUTEITHO HUCKATa CTEIEH Ha MpHU-

JlJaraHe Ha TC3U IIPAKTHUKU B IMIPOU3BOJACTBOTO.

J B BbTpeluHo obyyeHne O BbHLWHO 06yyeHne
TpaHcnopT 64% |
Tbprosus | 53%
CTtpoutencrteo | 41,6%
MpouseoacTBO 7 34.6%

0% 10% 20% 30% 40% 50% 60% 70% 80%

Quzypa 8.7. Omnocumenen 0an na pupmume odyuasauiu cayycumeaume cu,

epynupanu no ompacau (2003 2.)
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Bprpemnara ¢opma Ha o00yuyeHue mnpeobiagaBa BbB BCUYKH CEKTOPH C
U3KIIIOYEHHE Ha TpaHCHOpTa, KbJAETO BBbHIIHATA (opMa Ha OOydeHHE IJOMHHHpA.
Curyanusita € TO4YHO oOpaTHaTa B ThproBusta. [[pou3BoACTBOTO ce OT/IMYaBa C A0CTa
HUCKa CTETMEH Ha MpuiaraHe Ha BbHIIHATa ¢opma Ha oOydenue. J[Bere popmu ca

CIHAKBO U3IIOJI3BAHU B YCIIYTUTC U (1)I/IHaHCI/IT€.

B BbTpeluHo obyyeHne O BbHWHO 06y4eHne
50%

44,0%

40%

32,9%

500 28,3% 27,5%
(o]

20% -

7.5%
10%

4,5%

0%
Bucoko neuyenusw CpeaHo nevenusLl Cna6o u HenevyenusLl

Quzypa 8.8. Omuocumeien 01 HA OP2AHU3AYUUME C PAITUYHA NeYal0a, NPUIazauiu
6bHUWHO U ebmpeutno ooyuenue (2003 2.)

KakTo Moke 51a ce o4akBa, Hail-IieUeTMBIINTE (PUPMHU CE XapaKTepHU3UpaT C BHU-
COKa CTEIeH Ha 3arpyKEHOCT 3a ImpodecuoHanHaTa KBaTM(PUKAIKA Ha MepcoHaja CH.
N3cnenpanusta mokaspat, ye 44% OT TEXHUTE CIYXUTCIH ca MPEMUHAIN BHTPEITHO
obyuenue, a 28% ca MoBHUIIIABAIM KBATU(UKAIIUATA CH C OTKBCBAHE OT IIPOU3BOICTBO-
to. C majaHeTo Ha HOpMaTa Ha IeJyajgda HaMajsBa U JSTbT Ha 00y4aBaHHUTE CITY)KUTE-
7Y, KaTO pasJIMKaTa € MOo-4yBCTBUTEIHA MPU BHHIMHATA (hopMa Ha 0OydeHHE, OTKOJI-
KOTO IIpH 00y4eHneTo 0e3 OTKhCBaHE OT paborara — camo 7,5% oT upmure cbe cpen-
Ha HOpMa Ha Tevanbara u 4,5% OT Te3u ¢ MajKa nevanda Wid TyOenuTe CU T03BOJIs-
BaT Jla U3MpAIaT CIYXKUTEIUTE CH 3a JIOMIbIHUTEIHA KBATM(UKAIUS, U3BBH OpraHu3a-
LHSTA.

Opraam3anunte B bbiarapus OTAenAT MmoBede AHU 3a OOYYCHHETO HAa MEHU/I-
JKMBHTA M CIICIIHAIMCTHTE, Thil KaTO T€ ca KIFOYOBHUTE KaTeropuu rnepcoHan. Ha cBoit
pen Te ce mpeBphIIaT B HepopMaaHu oOydaBaIiy 3a OYMHEHUTE CH paOOTHHIIH. [ 0-
JeMUAT Opo¥ THH 00ydeHHe MOXKe Jia Objie OOSCHEeH ¢ HaBJIM3aHETO Ha HH(OpPMAIIMOH-
HUTE TEXHOJOTHH M HEOOXOIUMOCTTa OT OChBPEMEHSBaHE K 00OraTsIBaHEe Ha BH3MOXK-
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HOCTUTE Ha MEPCOHAJA, KAaKTO U C YBEIMYABALIUTE C€ Pa3U4Usi MEXKIYy ThPCEHETO U
NpeUIaraHeTo Ha KBaTU(UIIMPAaHU CIIEHUAINCTH Ha M1a3apa Ha Tpy/aa.

IIpoyuBaneto npe3 2003 r. pasriexia U pa3IMYHUTE METOAM 3a KapUEPHO pas-
BUTHE HA MEHUDKBPHUTE W OCTAHAINUTE KaTEropuu nepcoHail. Pesynratute mokassar,
4ye B OBJITApCKUTE OpraHu3alld KaKTO MPH KapUEepPHOTO Pa3BUTHE HA MEHHUKbPHUTE
(tabn. 8.2.), Taka u nipu cayxkurenure (¢pur. 8.9.) mupokusT HAOOP OT BH3IMOKHOCTH
Ce M3MO0J3Ba TBBPAE OTPAaHHUYECHO.

Tabnuya 8.2. Cmenen na uznonzeane Ha pa3iudHu Memoou 3a pazeumue Ha Kapuepama
Ha menuoxcvpume (% om opeanuzayuume)

Metoau 3a pa3BuTHe HAa Kapuepata  |B majuka crenen | B roasima crenen | U3usiio

1. Yyactue B €KUITHU MTPOEKTH 31,8 30,6 6.4
2. [Iporpamu 3a mpugobuBaHe Ha OITUT 28 28 5,7
3. ®opMaHO IJIAaHUPAHE Ha KapuepaTa 27,4 5,7 4,5
4. [lporpamu 3a Tuaepu 19,1 8,3 3,8
5. PaGora B Mpexa 19,7 22,9 3.8
6. Crienuaiiiy 3a/1ayd U MPOCKTH 33 CTUMY- 33.8 17.2 32
nTupaHe Ha YYEHETO

7. YdacTie B MeXIyOpTraHU3aI[MOHHU (UC- 23.6 153 2.5
HUTUTMHAPHY) (YHKIIMOHAJIHY 3a/1a4H

8. IleHTpOBE 3a OICHSABAHE 17,2 4.5 1,9
9. O0y4eHue B IPyry OPraHU3aIuu 35,7 15,9 0,6
10. [1nanupane Ha IPUEMCTBEHOCTTA 22,9 15,9 0,6
11. Ilnanupane Ha poTamusTa 23,6 12,1 0,6

B CneumnanHu 3agayv v NpoekTy 3a CTUMyNMpaHe Ha y4eHeTo

OYyactue B MeXayopraH13aLMoHHN (AMCUMNNMHAPHWU) YHKUMOHATHK 3aaa4um
OYyvacTue B €kuMHM NPOEKTU

OPab6ota B Mpexa

40 - O Mporpamu 3a npuao6buBaHe Ha onuT

35 A

30

25

20 ~

[ -

B manka crteneH B ronama cteneH Ususano

QDuzypa 8.9. Cmenen na uznonzeane Ha paiuyHu Memoou 3a pa3eumue Ha Kapuepama
Ha cayrcumenume (%, 2003 2.)
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Hali-uHTEeH3MBHO W3MOJA3BAHMAT MHCTPYMEHT IMpPU KAPUEPHOTO PA3BUTHUE U HA
MEHUKbPUTE, U Ha OCTAHAIUTE CITY’KUTENH € YYaCTUETO B EKUITHU MPOEKTH, KOETO Ce
npuiara B Hag 60% ot opranuzauuute. Haii-uecTo 3a KapuepHO pa3BUTHE Ha CITYKU-
TEJIUTE B U3CIEABAHUTE OBIrapCKyu OpPraHu3allK c€ U3MO0J3BaT NPOrpaMuUTe 3a MPUI0-
OMBaHe Ha OIUT, JOKATO YYAaCTHUETO Ha MEpPCOHajIa B MEXIyOpraHU3aluOHHH, MEXIY-
JUCIUIUIMHAPHU WJIM MHOTO(QYHKIIMOHAJIHU 3aJ[aud Cce Mpujara eiBa B €Ha TpeTa OT
Tax. CrienuasHuTe 3a/1a4 U MPOEKTH 3a CTUMYJIMPAHE Ha YUYEHETO U paboTraTa B Mpe-
’a ca ApyTrd METOAM 3a KApUEPHO pa3BUTHE, TO3HATU U BeUe NMPUJIaraHu B HAKOU ObJI-
rapcKy KOMIaHHH.

B cpaBHeHue ¢ opraHu3anuuTe OT OCTAHAJIUTE CTPAaHU, YYacTBallU B U3CJE/Ba-
HeTo, npe3 2003 1. Obarapckute GupMuU BCe OIE U30CTaBaT OT €BPOIMEHUCKUTE CH KO-
JIETU B MPWJIAraHETO Ha U30POEHUTE MHCTPYMEHTH 32 KapUEPHO Pa3BUTHUE HA CITY)KU-
TEJIUTE U MEHUKBPUTE KaKTO MO CTENEH Ha IMpuiaraHe, Taka ¥ 1o 00XBaT U pa3HO00-
pasue Ha U3MOIA3BAHUTE METO/IH.

N3cnensanero Ha KpaHetr HenmpeKbCHATO CIEU KOU Cca Hal-roJeMUTE MPEeIu3BU-
KaTeJICTBa Ipej 3BeHaTa u crneunanucture no YYP. OtroBopure Ha TO3M BBIPOC U
NPUOPUTETU3UPAHETO HA Hall-BakHUTE npobiemu no YUP, kouto mie pemasar B Ob-
JIEIlIe 3a€TUTE C Ta3H JAEHHOCT, HOCAT ILIeHHa MH(OpMaIs 3a TEOPETULIM U MPAKTULIU,
KOHCYJITAHTCKU U 00y4aBaiiu GpupMu.

Crnopen noiayyeHUTe JaHHU MOTHBALUATA, TOAOOPHT, 3aIbPKAHETO U pa3BUTHE-
TO Ha KBaJU(UUUpaH MepcoHal uie ObJaT Hail-rojJieMUTe MpeIru3BUKATEICTBA IpPEN
MeHuKBpUTe 110 YUP B bearapus nipes nepuoaa 2003 - 2006 r. (Tabxa. 8.3.). B cpas-
HEHUE C NPEIXOJHUTE JIBE M3CIEABaHUS, KbJIECTO HAMAJSBAHETO HA YMCIEHOCTTA Ha
MepCcoHalIa M 3aIlIalllaHeTo 3aeMaxa IMMbPBUTE ABE Mmo3uiuu, rnpe3 2003 r. ce Habmoa-
Ba MPOMsIHA B IPUOPUTETUTE KbM BbBEKIAHE U Pa3BUBAHE Ha OCHOBHUTE (PYHKIIUU Ha
YUP, xoeTo olie BEAHBXK J0Ka3Ba HapacTBallaTa My poJjisi 32 KOHKYPEHTOCITOCOOHOC-
TTa Ha OBJITapCKUTE OpraHU3aLUU.

Taonuya 8.3 Ilpeouszeuxkamencmea nped menuoxcvpume no Y4P npe3 cnedsaujume mpu
200unu (% om omzoeopunume)

Ipenn3Bukarencrea npen YUP 1999 | IlpeamsBukatesictBa npes Y4P 2003
1. HamansBaHe Ha 4YHCIEHOCTTa Ha 123 | 1. Motnsamms 11
nepcoHana (CIMBaHUs, MOTIBIIAHMNS)

2. 3amnaniane Ha mepcoHana 7 | 2. IloxOop u 3axbpikaHe HA IEpCOHATIA 8,6
3. MoTtuBanusa 5,3 | 3. Pa3BuTHe Ha KOMIICTCHIIMHUTE 5,9
4. ObydeHme 5,3 | 4. [lnanupane Ha KapuepaTa 4,7

5. OpranuzaiioHHa KyaTypa

3. PectpykrypHpare 33 6. YopaBieHue Ha MpoMsiHaTa

4,3




48 Enuzadera Baukosa

9. 3amuiamaHe U Bb3HArpakaaBaHe

3amianiaHeTo, JOMbJIHUTEIHUTE Bb3HAIPAXKIACHUS 1 MOTUBALIUATA MIOCTOSIHHO ca
BbB ()OKyca Ha BHMMAaHHUETO M Ha paboToAATENUTE, U Ha ciyxkureaute. OCHOBHUTE
IPOMEHHU, KOUTO ce Ha0JIt0/1aBaT B Ta3u U3KIIOUYUTEIHO YyBCTBUTEIHA U KOH(QIUKTHA
00JaCT Ha yIpPaBJIEHUETO HA YOBEIIKUTE PECYPCH, ca: JELEHTpaInu3alus Ha PeIIeHuUs-
Ta 32 Bb3HArpaX/JaBaHETO, yBEJIMYABAIA CE 3aBUCUMOCT MEX/1y 3aIlJIalllaHETO U Mpe-
CTaBSHETO, pa3lIupsiBaHE Ha 00XBaTa Ha MOTUBUPAHETO YpE3 y4acTHE B COOCTBEHOC-
TTa ¥ nedandara. EMoupuyHruTe JaHHU MOKa3BaT SICHO M3pa3eHa TEHACHLUS KbM Jie-
LEHTPAJIU3alMs Ha ONPEJENISIHETO Ha paboTHATA 3aIulaTa OT HALIMOHAIHO U PETMOHAI-
HO paBHHUIIE KbM JOTOBApSHE HA HUBO MPEANPHUITHE U WHIUBUIYAIHO JIOTOBapsiHE

(¢ur. 9.1.).

O HauunoHanHo/konekTUBHO AoroBapsiHe 3a oTpacbna B PernoHanHo KonekT1BHO AoroBapsiHe
O KomnaHus/nogenexve OnMpennpusiTne/3aseHo
60 O WHavBuayanHo
50,3
50 - —
39,5
401 36,3
— 35
33,1—
20.9 30,6 31,2 —
30 — 28,7
25,5 25,5
2 19,7 20,4 19,7 18,5
116,61 |
8,3 8,3
10 ~
7
4,5
0
MeHuaxXsbpu Cneuuanuctu ApMyUHUCTpauuns PaGoTHuum

@Duzypa 9. 1. Pasnuwie na onpedenaune na pabomnama 3zanaama (% om opzanuzayuume)

Ot enBa 16% npe3 1996 r. u 29% npe3 1999 r. nensT HA OpraHU3aUUTE, B KOU-
TO MEHUJDKBPUTE JOTOBAPAT 3aruiaTaTa CM MHAMBUAYANHO, ce yBenuudara 10 50,3%
npe3 2003 r. B ch110TO BpeMe ornpeAessiHETO Ha 3aIjiaTaTa Ha PbKOBOJUTEINTE Ha Ha-
LIMOHAJIHO HUBO HaMaJlsiBa, Kato npe3 1996 r. ooxBama 36% oT u3ciaeaBaHUTE OpraHu-
3aruu, a npe3 2003 r. - 19,7% ot Tsax. 3amiatuTte Ha COCHUATUCTUTE U HA aJMUHHUC-
TPATHBHUS TIEPCOHAN CE JOTOBAPSIT HAM-YECTO HA HUBO KOMIIAHUS WIIH MTOIeNIeHUE (Chb-
oTBeTHO B 36,3% mnpe3 1996 r. u 33,1% npe3 2003 r.) 1 UHAUBUIYAITHO (PECHIEKTHUB-
HO - B 31,2% u 28,7% ot Tsx). OnpenensHeTo Ha 3aIIalllaHeTO Ha HUBO MPEANIPUATHE
WM 3BEHO C€ Mpujiara Haili-uecto 3a paOOTHHUIIUTE W HAN-PSAIKO - 32 PHKOBOJIHUS ChC-
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TaB. B cpaBHEHHE ¢ OCTaHAIUTE CTpaHU OT MEXIyHApOAHOTO u3cieaBaHe bvarapus
nomnaja B €Ha rpymna ¢ Abp>kaBute OT u3tounus 010k (Crnosenus, Uexus, YHrapus u
EcToHuA), KBAETO OTOBapsSHETO HA HUBO KOMIIAHUS/TIPEANPUATHE € KaTO ISI0 TO-
Pa3npoCTpaHEHO OT MHAMBHUAYATHOTO JI0TOBapsHE.

3amanaHeTo B 3aBUCMMOCT OT TPYJOBOTO NpejcTaBsHe B bbiarapus Obp30 me-
YeJy MONyJIIPHOCT Mpe3 nocieanuTe roaunu. [Ipe3 1996 r. 67% ot ankeTupanure op-
raHu3aluu JIeKJIapupar, ye ca yBeJIUYWIM MPOMEHJIMBATA YacT OT 3arulatara, Kato Ta-
3W TEHACHIUA NpoabKaBa B 46% ot dupmure u ipe3 1999 r. Ipes 2003 r. 3amnania-
HETO Ha BCUYKU KaTErOPUHU CIY>KUTEIN HA-YECTO C€ MPOMEHS B 3aBUCUMOCT OT MH/IU-
BUyaJIHOTO UM npencraBaHe (¢ur. 9.2.).

60 B MNpeacTaBsHETO Ha ekunna OWHanemnayanHoTo npeactaBsiHe OTMpeacraBsHETO Ha KOMNAHUATA
49,7
50 48,4
46,5
43,9 42,7
40 4
29,9
28,7 28 28.7
30 A !
26,1
21,7
20 | 17,2
10 A
0
MeHuaxbpu Cneuuanuctu ApMynHUCTpauunsa Pa6oTtHuuu

QDuzypa 9.2. Hauun na onpeoensane Ha RPOMEHIUBOMO 3ANauiane 6 0va2apcKume
opzanu3zayuu (%)

IIpu onpenenssHETO HAa MEHWKbPCKUTE 3amatu 46,5% oT opraHusanuure B3e-
MaT MO0Ji BHUMaHUE MPEJICTaBIHETO Ha KomnaHuATa. Criopes €KUIHOTO MPEACTaBsIHE
Ha crienuanucture ce ama B 30% ot ¢upmute U Ha MeHUIKBbpUTE — B 28,7% OT
TAX. B nppkaBHUTE OpraHu3anuu rbBKaBUTE (POPMHU Ha 3aIUialllaHe HE ca MOIMYJISPHHU,
Makap 4e€ B HSKOHU OT TSX C€ BbBEXKIAT MUJIOTHU MPOEKTH, €KCIIEPUMEHTUPAILNA CXEMHU
Ha 3aIUIalllaHe CIIOPe] WHIUBUAYATHOTO U €KUIIHOTO MPEACTaBsHE. JJONbIHUTETHUTE
ciy>keOHU ob6naru U He()MHAHCOBUTE CTHUMYJIM TTOCTENIEHHO 3ary0BaT MOMYJISIPHOCTTA,
KOATO UMaxa IpH COLMAIN3Ma, Makap Y€ B MTOCJIEIHO BPEME HAKOM OT TAX CE Bb3pax-
JIaT Hal-4e€CTO B MYJITUHALIMOHAJIHUTE KOMIIAHUU.
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[TpoMeHIMBOTO 3armamane € Bb3MPHUETO OT CPABHUTEIHO TOJISIMA 4acT OT ObJ-
rapcKUTe OpraHu3anuu. MexayHapoJHOTO u3cieABaHe mokas3pa, 4ye npe3 2003 r. B
CTpaHaTa Hai-pa3npoCTpaHEHO € OMJIO 3aIIallaHeTo CIOPEe] WHANBUIYAIHUTE Pe3yJl-
TaTH — B HaA 28% OT ObATapcKUTe (PUPMU, CIEABAHO OT Bh3HArPAXIaBaHE CIOPE pe-
3yJATaTUTe HA OpraHu3anusaTa kKato 1o — B 20% OT TX, JOKaTo 0OBBP3aHOCTTA C
NOCTM)KCHUATA HA EKUIUTE € T0-MaJika, KAaKBaTO € W CBETOBHATA TEHACHLIHUSA
(¢ur. 9.3.). Bce mak 0OBBp3BaHETO HA 3aIUIAIIAHETO HA CIIYKUTEIUTE C PE3YITATUTE Y
HAC € MO-MaJIKO Pa3MpOCTPAHEHO, OTKOJKOTO B OCTaHAJIUTE CTpaHHu oT LleHTpanna u
W3Touna EBpomna, yyacTBanu B IpOyYBaHETO.

0 10 20 30 40 50 60 70 80 90

WBeuus
Benuko6putaHus

FepmaHus

WUranusa | |

UcnaHus T——_‘
CnoseHus — ‘ ‘ : ‘ ]
|
YHrapus Tﬁ —
Crosakus 1*—'_‘
Bbunrapus 1— ]

CALI.I_ y

ABcTtpanus él

‘ B EkunHo O WnausmgyanHo O KonekTuBHO / opraHusaumst ‘

@uzypa 9.3. Hueo na onpedenane na npomeHaIueomo 3aniauiane (% om opzanusayuume)

[TocnennuTe NpoyuBaHus MOKa3Bat, 4ye B bbarapus mocTeneHHO HaBIU3AT HAKOU
HOBU (POpMHM Ha CTUMYJIMpaHE HAa NEpcOoHaNa, CBbp3aHU C (PUHAHCOBO y4yacTHE Ha

CIY’>KUTENNTE B Komnanusara (tadm. 9.1.).

Taonuya 9.1. Omnocumenen 0an na opzanuzayuume ¢ bvnzapusa, uznonzeawyu paznuunu
cxXemu 3a cCmumyaupane Ha nepconana upe3 gunancoso yuacmue (%)

BL3Mo:kHOCT 3a
3aKylyBaHe HA aKIIUKM

199619992003 | 1996 | 1999 | 2003 | 1996 | 1999 | 2003

KaTeropun mepconain JsinoBo yuacTue| Yuactue B nmedanadara

MeHHKBPH 11 | 19 [229| 11 17,3 | 28,7 - 19,3 19,7
CnenuaaucTu 7 12 | 12,7 8 11,3 16,6 - 12 15,3
AJAMHHUCTpANNSA 6 11 | 10,8 5 6 15,3 - 10,7 14,6

PadoTHHIH 7 10 | 10,2 3 6 15,9 - 10 13,4
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Te3u cxemu ca TO-pa3MpOCTPaHEHH MPU MEHUIKBPUTE W CICHUATHCTUTE U CE
M3II0JI3BAT B TI0-MAJIKa CTEIEH 3a CTUMYJIUpaHe Ha aIMAHUCTPAIUATA U paOOTHUIUTE.
IIpe3 2003 r. 3a BCUYKH KAaTErOPUU CIYKUTEIW HAPACTBA MPUI0KEHUETO HA CXEMHUTE
3a (puHAHCOBO cTUMYyUpaHe — cpeaHo 14% ot yacTHUTEe opranu3anuu B briarapus ca
U3MOJI3BATIM JSJI0OBOTO y4YacTUE 3a JOMBIHUTENIHO CTUMYJIMpaHe Ha mepcoHana, 19%
OT TSIX Ca MOTHMBHMpalIM IEpcoHana CU 4pe3 ydyacTue B mevandara, a 15,75% ot
KOMIIAHWWATE Ca TMPEIOCTaBsINM BB3MOXKHOCTH 3a 3aKyllyBaHE Ha axKIUH OT

CJ'IY)KI/ITGJH/ITC.
B [JbpxaBHa OYactHa
60% fip
55,4%
48,5%
50% -
38,9% 38,9%
40% |
35,6%
30% -
20%
13,9%
10%
0%
FpynoBwu pesynrtatn WHpuBuayanHu pesynTtaTtu ®upMeHU pesynTaTtu

Quzypa 9.4. Omnocumenen 0an Ha OPaHU3AUUUME C YACHMHA U OBPIHCAGHA COOCMEEeHOCH,
npunazawiu 3aniauiane Ha MeHuodcvpume cnopeo pesynmamume (%, 2003 2.)

Pa3nukara Mexy 4acTHHS W IMyOJIMYHUSI CEKTOP B CTEIEHTA, B KOSTO 3aIljIaTUTE
Ha MEHUDKBPUTE BapupaT B 3aBUCUMOCT OT Pa3IUYHUTE TUIOBE pa3yJiTaTd, € 3HAYU-
TenHa. Ts e Hall-CUJIHO M3pa3eHa MO OTHOILIEHHE Ha 3aBUCHUMOCTTA OT PYIOBHUTE pe-
3yATatu ( IPUIOKUMH ChOTBETHO — B 35,6% oT pupmute B yacTHust cextop U B 13,9%
OT JAbp:KaBHUS) U Haii-c1ab0 M3pa3eHa Mo OTHOIICHHE Ha 3aBUCUMOCTTA OT (PUpPMEHU-
Te pesyarartu (npuioxxumMu B 48,5% ot wactaure ¢upmu u B 38,9% 0T AbprkaBHUTE).
[Ipu ompenensiHETO Ha 3aIUIAIIAHETO YACTHUAT U IbPKABHUAT CEKTOpP Ca Pa3iIUyHO
YyBCTBUTEJIHU U KbM HUHAUBHUIYATHUS PUHOC HA cinyxuTenure. OO0sICHUMO, YaCTHUSIT
OU3HEC ce CTPEeMH J1a MOTHBUPA MO-CUITHO TIEPCOHANA CH 3a UHJIMBUIyAJIHU TIPUHOCH.
Karo 1s10 yactHuTe QUpMH ca 3HAYUTEIHO MMO-CKJIOHHU Jla 0OBBpP3BAT 3aIUIaTUTE Ha
MEHUDKBPUTE C pe3yiTaTuTe Ha (upmaTa KaTo IsUI0, Ha OTACIIHU I'PyNU WIM Ha ca-
MUSI MEHUIDKBP.
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B AKLMOHEpPHO yyacTue 0O YuacTtue B pa3npeensiHeTo Ha nevanbata O TpaBo Ha 3akynyBaHe Ha akumu

80%

70%

18,5%
60% -

50% -

40%

29,9% 14,6%

14,0%
: 12,7%
30% - :

20% -

10% -

MeHugxspu Cneuuanuctu AaMuHucTpauus PaGoTHuuu

Duzypa 9.5. Omnocumenen 0an Ha opzanuzayuume ¢ ObPHCAGHA U YACHIHA COOCMEEHOCH,
MOMUBUPAUU MEHUONCDPUMeE YPe3 yuacmue 6 neuandama u 6 coocmeeHocmma
(%, 20032.)

Paznukara Mexay AbpKaBHUSI M YACTHUSI CEKTOP € OIIE MO-ToJisiMa 1O OTHOIIIE-
Hue Ha (POPMUTE HA yUacTHE B pa3NpelesiHETO Ha revyandara u y4acTUeTo B coOCTBe-
HOCTTa Ha opraHuzanusaTa. M Tpute nmpakThky 3a MOTHBUpPAHE Ca MHOTO MO-pa3mnpoc-
TpaHeHHU B yacTHUs cekTop. Criopen pe3yararute oT uzcienaHeTo npe3 2003 r. eqna
YETBBPT OT (GUPMUTE B YACTHHUS CEKTOP MPEIAOCTABAT HA MEHUIKBPUTE CHU JISIIOBO
yJacTHe, KaKTO U MPaBO Ha 3aKyIlyBaHE Ha aKIMH, a BCAKA TpeTa pupma UM mpeasiara
y4acTue B pa3lpeessHeTo Ha nevyandara.
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B [pynoBu pesynratu O WHavBuAayanHu peayntatu

70% -
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QDuzypa 9.6. Omnocumenen 0an na opzanuzayuume, ZPyRupanu no pamep Ha
neuandama, npunazawiu 3anaauiane 6 3agucumocm om pesyamamume (%, 2003 2.)

HuTepecHo e aa ce mpociean MOBEACHUETO Ha OPraHU3aluUTe C pa3IuyHu Qu-
HAHCOBM YCII€XH U CKJIIOHHOCTTA MM Jla OTpa3sBaT UHIUBUIYATHUTE U TPYIIOBUTE pe-
3yJATaTH B pa3Mepa Ha Bb3HArpaXKIACHHUSATA Ha yNpaBisBauus cu chcTaB. OuyakBaHO,
pasnuKaTa MeXIy Ne4eTuBIIUTE U ryOenuTe € O4eBHIHA. 3aIUIaTUTe HA MEHUIKbPH-
T€ BapUpaT Hali-CUJIHO B 3aBUCUMOCT OT I'pyHOBHUTE (CHOTBETHO 45% OT OpraHu3aluu-
Te) U pupmenute ( B 62% OT TAX) pe3yaraTtu BbB GUPMHUTE C BUCOKA HOpMA Ha Ieyall-
6a. CpenHo nedenuBIInTe PUPMH MPOSBSIBAT CpaBHUMA ¢ OOraTUTE Harjaca 3a MOTH-
BUpaHE Ha PHKOBOAMUTEIUTE CH B 3aBUCUMOCT OT NMPUHOCA HA UHIUBUIUTE U TPYIIUTE.
['yGenute pupmu wim T€3u ¢ MaJika revyanbda JaBa MbTH MO-PSIAKO 0OBBP3BAT 3arjiaTH-
T€ HA MEHUIKBPUTE CU C pe3yJITaTUTE.
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B AKUMOHEPHO yyacTune OYyacTtue B pasnpeaensHeTo Ha nevan6ara OTpaeo Ha 3aKkynyBaHe Ha akummn

R

Yenyrn 8,3%

E

®PuHaHcK

10% 10% 10% |

TpaHcnopT 33,3% 22,2% | 11,1% |

Tuprosus 16,7% 50% | 16,7% |

Ctpoutencrteo 36,4% 36,4% | 18,2% |

MpoussoacTeo 19,8% 29.1% | 22.1% |
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@Duzypa 9.7. Omuocumenen 0a71 Ha OP2aHU3AUUUNE NO CEKMOPU, MOMUBUD AU
MeHUuOMcvpume upes yuacmue ¢ neuanoama u coocmeenocmma (%, 2003 2.)

N3cnenBanu ca W OTpaciioBUTE MPAKTUKH 3a CTUMYJIMpPAHE HA YNPaBIECHCKUA
NepCcoHaN Ype3 yyacTHe B COOCTBEHOCTTa U nevanbara. B Thprosusita U B MpoOU3BOJI-
CTBOTO CTUMYJIMPAHETO Ype3 yYacTHE B reyandara € Hal-IuupoKO 3aCThIIEHO. AKIIHO-
HEPHOTO y4acTUE € Hal-MOIMYJISIPHO B CTPOUTENICTBOTO U TpaHcmopta. [IpaBoTo 3a 3a-
KyIlyBaHE Ha JsUI0BE/aKIMU HE C€ M3IMO0J3Ba B CEKTOPA HA YCIYTUTE 32 MOTUBHUPAHE Ha
MEHUKbPUTE, a HA-4ECTO € MPAKTUKA B MPOU3BOJCTBEHUTE (PUPMH.

Karo usao cTpouTenHusT U ThPrOBCKUAT OTPACHI JIUAUPAT B IPAKTUKUTE 32 MO-
TUBHUpAHE Ype3 T€3H HOBU 3a CTpaHaTa HU METO/IH.

CTpouTenCTBOTO U THPTrOBUSATA Ca Cpela Hal-Obp30 pa3BUBAIIUTE CE€ OTPACTHU B
bearapus B ycnoBusiTa Ha ma3apHata MKOHOMHKA. CTPOUTEICTBOTO M3MUTBA MHOTO
CWIEH Je(pUUUT Ha MEepPCcCOHaj], 0COOEHO Ha KBAIM(UIMPAHU MEHUIKBPU HA BCUUKHU
HuBa. ToBa 0OCTOATEICTBO YACTUUHO MOKE Ja OOSICHH CTpEMEKa KbM H3IO0JI3BaHE Ha
ChbBPEMEHHU MOTHUBALlMOHHU MEXAaHU3MHU 3a MO-€(EKTUBHO MPUBIMYAHE U 3abpiKaHE
Ha pBKOBOJHUS MEPCOHAIL.
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Quzypa 9.8. Omuocumenen 041 Ha OP2aHU3AUUUME RO UKOHOMUYECKU CEKMOPU,
npunazawgu 3anaauiane 6 3agucumocm om euooseme peyamamu (%, 2003 2.)

CreneHTa Ha 3aBUCUMOCT HA MEHHKBPCKUTE 3aIUIaTU OT TPUTE THUIA PE3yATaTH
ouepTaBa (PMHAHCOBUSI CEKTOP KaTO JIUJEP B JABE OT TPUTE MPAKTHUKU — CTUMYJIHPAHE
CIIOpe]l TPYMOBUTE U CHIOpE] MHANBULyATHUTE nocTkeHus. [Ipu 60% ot dunancosu-
Te PUPMU 3aIUIaTUTE HA MEHUKBPUTE BapUpaT B 3aBUCUMOCT OT TPYIIOBUTE pe3yJiTa-
TH, a ipu 80% OT TIX — OT uHAUBUAYaTHUTE. CEKTOPBHT HA ThPrOBUSITA IBPKU IIbP-
BEHCTBOTO 10 OTHOIIIEHUE HA OOBBHP3aHOCTTA HA YIPABICHCKUTE 3aIIaTh ¢ (PUpMEHU-
Te pe3yarati. CEKTOPhT HA yCIYTUTE OTCTHIIBA 3HAYUTEITHO HA OCTAHAJIMUTE MO OTHO-
IIeHUEe Ha 0OBBP3aHOCTTA Ha 3aIJIATUTE C TPYIIOBUTE U C UHJIUBUAYATHUTE PE3yITaTH.

Hosure dopmu Ha cTumyivMpaHe Ha TIEpCOHANIa ca CUTHAI 3a OOIa TeHIICHIIMS
Ha OpraHu3alMuTe KbM MOTHUBALIMS Ype3 0OBBP3aHOCT Ha CIYKUTETUTE ¢ hupmara u C
(bUHAHCOBUTE ¥ pe3yaTaTH M OLIE €JIHa KOHBEPTreHTHa 30Ha cbc cTpaHute ot EC u

NO0OpUTE CBETOBHU MPAKTUKH.

10. TpynoBU OTHOIIEHUS] © KOMYHHUKALMH

BHeI[pHBaHeTO Ha CBBPCMCHHH MOJIACIM M MCTOAU 3a ACJIOBHM KOMYHHUKAIINUH B
6’IJJII‘apCKI/ITC opranu3anyvn yCKOpsiBa MOIACPHHU3UPAHCTO HAa TPYAOBUTC OTHOLICHHA H
Ch3aaBa IMPCAIIOCTABKU 34 YCTAHOBABAHCTO Ha o6ma CBpOHeﬁCKa ACJI0OBa KOMYHHKa-
IIMOHHA Cpcaa. HpquBaHeTo Ha TCHACHIIUUTC B pa3BUTUCTO UM Y HAC U CPABHABAHCTO
UM C JUHaMHUKaTa Ha CBPOHefICKHTe KOMYHHUKAIIMOHHU IIPAKTHKH IIO3BOJIIBA Ja CC
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OLIEHU KaKTO HampeAbKbT Ha OBIrapcKUTE KOMIIAHUH B Ta3W 00JIACT, TaKa U U30CTaBa-
HETO, KOETO 1€ 3aTpy/IHsABAa M3IPaKIAaHETO HA XOMOI'€HHA €BpONEiCKa KOMYHUKAIIN-
OHHA CcpeJa.

N3cnenBanusTa Mokas3Bar, ye NMpoabbkaBa TEHACHIMATA KbM ABJITOCPOYHA OPH-
EHTalKs B yNPABICHUETO Ha KOMYHUKALMUTE B OBJITAPCKUTE OPraHU3aLNN — yBEIUYa-
Ba Ce JEJIBT HA TE3U, KOUTO pa3paboTBaT KOMYHUKALIMOHHU CTPATETUU U TIOJTUTUKH.

CnenBa BeaHara /1a 0TOENICKHUM, Y€ T€3U CTPATETUU U MOJIUTUKUA KaTO KOMIIOHEHT
Ha MHIYCTPHAJIHUTE OTHOIICHHUS BCE OIIE HE Ca CTaHAJIM OOEKT Ha YIpaBJICHHE HUTO
Ha BUCIIMS MEHUDKMBHT, HUTO Ha otaenute no YUP, kakBaro e nomuHupamiara
IIPaKTUKa B Pa3BUTUTE €BPOIIEUCKU cTpaHU. Taka HanpuMep BbB Ppannus, [senns u
Ucnanus B vHag 50% ot ¢pupmure rmaBHaTa OTTOBOPHOCT 33 MHIYCTPUAIHUTE OTHOIIIE-
HUS C€ HOCH OT OTJIEJIUTE IO YOBEIIKUTE pecypcH, a B Mtanus toBa e BanuaHo 3a 70%
oT upmure.

3a pasnuka ot crpanute B EC B boarapus npe3 2003 r. 1MHEHHUTE MEHUIKBPU
IPOJBJIKABAT J]a HOCAT IVIaBHATa OTTOBOPHOCT 332 UHyCTPUATHUTE OTHOIIEHUS B 60%
OT KOMIaHuuTe. ToBa € CIECTBUE OT JOMUHUpAILlaTa OpraHU3alMOHHA KYJITypa B MO-
BeYeTO OBJTapcku (GUPMHU, KaKTO U OT (akTa, ye B TOJsIMa 4acT OT OPraHU3ALUUTE C
MEXTYHAapPOJHO Y4acTHE MOJUTUKUTE 110 UHAYCTPUAIIHUTE OTHOLIEHUS CE ONIPENETAT B
MEXTyHapOIHUS TJ1aBeH OQHUC U Ce MpHiarat JUPEKTHO MOJA PHbKOBOACTBOTO Ha Ipe-
KHATE PHKOBOIUTEIH.

dopmuTe Ha KOMyHHKAIMs, KOUTO ¢pupmure ¢ nepcoHan Hag 200 gymm y Hac
u3noi3sat npe3 2003 r., ce moApekaaT B CIEAHUS PEJ MO CTETEH Ha pa3NpOCTPaHECHHE
(tabim. 10.1).

Taonuua 10.1. Omnocumenen 0a1 Ha Op2aHU3AUUUME, USNONZBAWU PAZTUYHU (opmu
Ha KomyHukayuu cvc cayyxcumenume npes 2003 2. (%)

@DopMH HA KOMYHUKALIUA Jlia na
¢upmure
JUpeKTHO ¢ MpeKus: pPbKOBOJIUTEN 74%
Upes nmpeuiokeHrs Ha paboTemnTe, CBbP3aHy ¢ TEXHUTE BIDKIAHNS 33 YIIPABICHUETO 61%
JIMpeKTHO ¢ BUCIINS PHKOBOAUTEN 61%
Ha penoBHu paboTHU chOpaHus 51%
Ha xonexktuBHu OpuduHrun 47%
Upes npodchro3u wiu paOOTHUYECKH ChBETH 40%
Upes mpoyyBaHe MHEHHETO Ha pabOTEINTe 35%

N3cnenBaneTo mokas3sa, 4e Mmpe3 MocieIHATE TPU TOJUHU TPYIOBUTE OTHOIICHHUS
¥ KOMYHHUKAI[MUTE ca B MPOIIEC Ha ChIeCTBEHO AuHamu3upane (¢ur. 10.1).
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QDuczypa 10.1. Omnocumenen 0an na opzanuszayuume ¢ bvnzapus, 6 koumo npe3
nocieOHume mpu 200UHU UMA RPOMAHA 6 U3NO0JI36AHEMO HA PA3TUYHU MEMOOU 3a
KOMYHUKupaue no ocnosnume npoonemu (%, 2003 2.)

Ha mpaktuka o0aue KaueCTBEHUTE U KOJUYECTBEHUTE NMPOMEHHU B JIEJIOBUTE KO-
MYHHMKallMM HE OTrOBapsAT Ha M3HUCKBaHMATAa Ha Bpemerto. IIpe3 2003 r. B cBeTa 4yB-
CTBUTEITHO HapacTBa ynoTpedara Ha eNEKTPOHHUTE CPEICTBA 32 KOMYHUKALUS, TOKATO
B 19,7% ot opranmzanuure y Hac Te He ce usnonssar (¢wur. 10.1).

EnBa enna 4eTBBPT OT pUpMHUTE yBEIUYaBAT HHPOPMHUPAHETO Ype3 EIEKTPOHHA-
Ta 1MoIa. PCTHT B M3MOI3BAHETO HA KOJICKTUBHUTE Opu(UHTA 00XBaia CHIIHS ST
¢upmu. 3a nepuoga 1999 - 2003 r. B ObJirapckuTe OpraHu3alui Hal-IIUPOKO CE TO-
NyJsipU3Npa yCTHOTO KoMyHUKHpaHe. [lucMenuTe koMyHHKauu OenekaT 3HAYUTeN-
HO 1o-cial pbeT. Haii-ciaba e muHamukara B ynorpedaTa Ha MpeICTaBUTETHUTE Opra-
HU Ha CIIY)KHTEJIHUTE KaTO CPEICTBO 32 OPraHU3aI[MIOHHO KOMYHHUKHPAHE.

Baxxna nmpeamnocTaBka 3a 1€eMOKpaTU3UPAHETO HA TPYJOBUTE OTHOIICHHUS U JEIIO0-
BUTE KOMYHHKAIIUHA € BB3MOXKHOCTTA 32 OCBIIECTBSIBAaHE HAa OOpaTHa BPH3Ka MEXKIY
CIly’)KHTEJIHNTE U MEHUIKMBbHTA. OTrOBOpHUTE HA BBIIPOCA, KaK ca ¢ MPOMEHWINA HaYH-
HUTE, M0 KOUTO PabOTEUINTE CIOJENAT MHEHUSATA W BICUATICHUATA CU 10 OCHOBHU
BBIIPOCK HA OPTraHU3AIMOHHOTO ¢yHKIMOHWpaHe mpe3 2003 r., ca moka3aHu B
Tabn. 10.2.



58 Enuzadera Baukosa

Taonuua 10.2. Ilpomana na nauunume 3a KOMYHUKUPAHE HA GUNHCOAHUAMA 34
YRpaeneHuemo Ha cayyxcumenume npes nocieonume mpu 2o0unu (%)

He ce He ce
Ha4yunu 3a KOMyHUKUpaHe Hapacrsa Hamansasa
NPOMeHs U3110J13BA
1. JIupexTHO ¢ BUCHIUSL PHKOBOIUTEIN 19,1 33,1 8,9 25,5
2. Upes npekusi pbKOBOAUTEN 25,5 439 4.5 13,4
3. Upes npodchrosn uau pabOTHHYECKH ChBETH 8,3 22,9 8,9 38,9
4. Ha xoniekTuBHU OpubUHTH 15,3 17,2 6.4 344
5. Ha penoBHU paboTHU chOpaHus 17,8 22.9 10,2 29.9
6. [TocpencTBoM cTuMyliMpaHe Ha npeanoxenustal 21,0 31,2 8.9 14,6
7. Upes nmpoyuBaHHs HAa MHEHHETO Ha pabOTEIINTE 13,4 18,5 3,2 36,3

CpaBHeHHETO Ha OTIOBOPUTE HA TO3M BBIIPOC B JMHAMHKA 3a nepuona 1996 -
2003 r. moka3Ba, Y€ CIY>KUTEIUTE MO-PSAKO CIOACIAT BHXKIAHUATA CH C HEMOCPE.-
CTBEHUTE U C BUCIIMTE CU pbKoBoauTeNnU. Ciabo ce U3Ioi3Ba KOMYHUKUPAHETO Ype3
npodcrro3uTe U pabOTHUYECKUTE CHBETU - TE€3U JBa KOMYHHMKAI[MOHHU KaHalla HE Ce
u3non3Batr B 38,9% ot opranuzanuute. KonektuBHure OpuUHIU KaTo ISUI0 CE W3-
MOJI3BaT B MOBEYE OpPraHU3alMM, OTKOJKOTO mpe3 1999 r. Haii-akTuBHO npe3 nepuoaa
1999 - 2003 r. ce yBenu4aBa CTUMYJIUPAHETO Ha MPEIOKECHUSITAa HA padOTeINTe, a
NPOYYBAHETO HA MHEHUETO UM BEYE C€ Mpuiara B ABE TPETH OT OBITapCKUTE OpraHu-
3anuu. [1o-1MpOKOTO HAaBIM3aHE HA ChbBPEMEHHUTE TEXHUKH 3a MPOYYBaHE Ha MHEHU-
€TO Ha CIIy’)KUTEJIUTE 3a YIPABICHUETO HA KOMIIAHUATA € PE3YJITaT OT HABJIU3aHETO Ha
NOoBEeY€ MYJITHHAIIMOHAIHU KOMIIAHUU Ha OBJITapCcKus mas3ap U cTpeMexka Ha MECTHUTE
OpraHu3alluy Ja ca B KpaK CbC ChbBPEMEHHUTE METOAM HA IBYNIOCOYHA KOMYHHUKAIIHSI.

B noBeuero crpanu npodcrhro3uTe ca CYMTAHM 32 TPAJAULMOHEH KOMYHHKAIMO-
HEH KaHall Ha paboTtojaTtenure ¢ HaeTuTe. [IpoyuBanero usciensa posdra um 3a Gop-
MHUPAHETO Ha JEMOKPATUYEH MOJIe] HAa OPraHU3allMOHHUTE KOMYHUKALMKU B bbarapus.
[Tpe3 2003 r. B 73,3% oT ObArapckuTe OpraHU3aldy MOBEYETO OT CIYKUTEIHUTE ca
JIeKJIapupaiv WICHCTBO B CUHJIUKAIHU opranu3auud. (tadn. 10.3.). Beopeku nuncara
Ha JBIATOTOAUIIHUA TPAJULMU HA CUJIHA CHHJMKAJIHA JAEHMHOCT paOOTHULIUTE U CITYKU-
TEJIUTE B U3CIICBAHUTE OPraHU3ALMU Y HAC YJEHYBAaT B MPOQPCHIO3 MO-UYECTO, OTKOJI-
KOTO Koserure um ot Llenrpanna u M3rouna Espona.
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6 npoghcvios (%)

JAbp:xaBu 0% 1-10% | 11-25% | 26-50% | 51-75% | 76-100%
Ecronus 65,2 13,9 7,8 4.3 2,6 0,9
CrnoBakus 41,6 5,5 6,3 14,1 14,1 7,8
[eprust 32,4 13,3 8,1 11,6 10,4 21,4
YHrapus 32,2 8,5 11,9 18,6 18,6 3,4
Kunep 13,1 2,4 2.4 4.8 6 70,2
Ounnangus 0,3 0,3 1,4 5,2 18,3 67,6
IIBenus 0 0,8 2,6 6,1 19,5 66,1
Janust 0 2,5 4,9 10,7 23,3 53,9
Cpenno 3a EC | 15,5 12,5 10,8 13,4 14,7 20,7
Typuwst 49.4 1,3 3,1 5,6 16,9 20,6
Bouarapus 26,7 6,7 8 10,7 18,7 15,3
CAII] 57, 8,2 11,7 9,4 6,6 5,5
OununuHATe 71,4 10,2 2 8.2 4,1 4,1

Taonuya 10.3. lIpubauzumenna yacm om cayyncumenume 8 Op2aHU3AuUAMA, 4ieHyeauju

3HauMTeNHA YacT OT ObJArapckuTe (GUPMU JEKIApUpaT, Ye Mpe3 NOCIeTHUTE TPU

TOJIMHYU BIIMSHUETO HA CUHAMKAIHUTE OPTaHU3allMi HaMallsiBa WM ChbBCEM HE Bb3JIEH-
cTBa BbpXy pabotHus mporuec (dur. 10.2.). [Ipodchro3ute yBennuaBaT BIUSHUETO CH
ensa B 10,2% ot uzcinenBanute pupMu, a B €Ha TpeTa OT TAX TO € HerpoMmeHeHo. He-
3aBUCUMO OT TOBA I'bCTOTaTa Ha YIEHCTBOTO B MPO(CHI03 B OBITapCKUTE KOMITAHUH,
CpaBHEHa C OCTAHAJUTE €BPONEICKU CTpaHU, € OTHOCUTENHO Bucoka. B 15% ot ¢up-
mute T4 € mexay 1% u 25%, a B npyru 15% — mexny 76% u 100%. [Ipuunnara Bepo-
ATHO C€ KpHe B TOBA, Y€ BCE OIll€ B HOBOOOpa3yBaHUTE OpPraHU3alMKi OT YaCTHUS CEK-
TOp HE € Bb3IpHueTa Ta3u popMa Ha 0O0eTMHEHUE Ha CIYKUTEIUTE C LIeJ 3al[1UTa Ha KO-
JIEKTUBHUTE UM MHTEPECH, JOKATO B FOJIEMUTE KOMITAHUU C ABJITOTOJUIIHHU TPAIULIUN
YIEHCTBOTO B MPOQCHIO3 € HIMPOKO 3aCTHIICHO.
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Quzypa 10.2. Omnocumenen 0an na opzanuzayuume 6 bvazapus, 6 koumo npes
nocieonume mpu 200UHU € NPOMEHEHO 6AUAHUEmMO Ha npodcviozume (%)
EnnoBpemMeHHO ¢ TOBa BCe MO-MaJIKO OpraHU3aIMK MPU3HABAT NMPO(CHIO3UTE Ka-
TO YYaCTHULM B KOJIEKTUBHOTO JOTOBAPSAHE M OTHOCUTEIHMUAT UM JsJI HAMAJABA OT
75% npe3 1996 r. va 49,7% npe3 2003 r. (dur. 10.3.). Enna ot npuyrHUTE 32 TOBA Be-
pPOATHO € JCLEHTPAIM3ALMATA M TEHACHIMATA KbM HHIAWBUAYAJIHOTO JIOTOBAPSHE
MeX1y padOTOJATENNTE U CILYKUTEIIUTE.

W 1996 02003

100 -

90 +

80

75

70 ~

60

49,7
50

36,9
40

30

20 4

Oa He

Quzypa 10.3. Omnocumenen 0an Ha opeanuzayuume 6 bvazapus, koumo npuznaseam
npoghcvrozume Kamo yuacmuuyu 6 KoieKmueHomo 0ozosapaue (%)
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B cpaBHenue ¢ Bcuuku u3cienBaHu (opMHu Ha OOMsiHA Ha MH(pOpMALMs Hal-Ch-
IIECTBEH CIaJ OTOEIA3Ba KOMyHHUKAIMATA Ype3 MPO(CHIO3H, KOETO A0 rojsiMa CTETIeH
ce IBJDKU Ha OTclabBaHe Ha TAXHATA POJIA U Cab0TO UM UACHTU(HUIIUPAHE OT padoTe-
muTe B beiarapus karo cyOeKT 3a 3amuTa Ha TEXHUTE WHTEepecu. M3cneaBaHusTa Ha
00IIIECTBEHOTO MHEHHUE MOKAa3BaT, Y€ Te3W OpraHW3alliH HE C€ MOJI3BaT C BUCOKA CTe-
IIeH Ha JIOBEpUe cpe OBITapCKuTe TpakIaHu. ToBa € Jpyra MpUUYrHa 3a OTcilabBaHe
ponsiTa Ha cMHIMKaTUTe. HaMmamnsBaHeTo Ha 3HAYEHHETO Ha MPOCHIO3UTE MOXKE Ja Cce
00sicHM ¥ ¢ akTa, 4e JeIBT Ha AbPKaBHUTE MPEANPUATHS B NKOHOMUKATa Ha bbira-
pHs HaMalsiBa, @ IMEHHO TaM PO CHIO3UTE UMAT HAl-CHITHH TTO3UIINH.

OTHOCHUTETTHUAT JSUT HA OPTaHU3AIUUTE, B KOUTO UMa ChBMECTEH KOHCYJITATUBEH
KOMUTET WU PaOOTHUYECKU CHBET, CBHINO € JaJiey IMO-MaJIbK B CPAaBHCHHE C TTOBEYETO
€BPOIICCKU cTpaHu. JlerbT Ha OpPraHW3aIlMUTE, B KOUTO TaKbB CHIIECTBYBa, OCTaBa
MOYTH TMOCTOSIHEH mpe3 roaunute: npe3 1996 r. — 42%, npe3 1999 r. — 40%, u npe3
2003 r. — 42%. B bearapus npoabikaBa Jia ce 3a0eis3Ba U3BECTHA ChIIPOTUBA CPEILY
BBBEKIAHETO UM KaKTO OT CTpaHa Ha pabOTOmaTENHTe, TaKa M OT CTpaHa Ha CHHIH-
KaJTHUTE opraHu3anuu. YacT ot paboTomaTenuTe ce cTpaxyBaT OT OrpaHWYaBaHE Ha
BJIACTTA UM B MPEANPUITHSITA, TOKATO CHHIUKAIUCTUTE Ca MPUTECHEHU OT OTIACHOCTTA
TO3W THI OPTraHM Ja 3allMTaBaT UHTEPECUTEe Ha paboToNaTENNUTe WU a OBbAaT Tpea-
IIOYETEHH OT PabOTELIUTE KAaTO IIPEACTABUTEN HA TEXHUTE HHTEPECH .

B npoyuBanero Ha Kpaner ot 2003 r. ca BKIIOYEHH [1Ba HOBH BBIIPOCA, 3acAra-
M Apyra ¢popMa Ha AEMOKpaTHU3alus Ha TPYIOBUTE OTHOIIECHUS W KOMYHHKAITUUTE —
YJIEHYBAaHETO HA OPTAHM3AIMUTE B aCOIMAIMN HA paOOTOATEIUTE U CTEIICHTA, B KO-
TO Te3W OOCIMHEHHMS 3allUTaBaT MHTEPECUTE Ha xoMmmanuute . B boarapus 51% ot
AQHKETHUPAHUTE OpPraHU3aIllMi WICHYBAaT B Pa3IMYHM acOIMalliu Ha paboTomaTenuTe,
KOeTo € mo-Majiko ot cpennoto 3a EC (67%) (ur. 10.4). bearapus ce qobnuxasa mo
MPOLICHT Ha cApy»kaBaHe Ha paboromartenute a0 BenmukoOpuranus — 48,4% ot opra-
HU3AIMUTE, U HaIMUHAaBa OUBIIUTE coruanucTuiaecku crpanu Ecronus (40%), CnoBa-
kust (35%) u Yuarapus (27%). Hax 90% ot opranu3zanuute B cTpaHaTa HHA MTOCOYBAT,
Ye B HAKAKBA CTEIICH WJIM HAITBJIHO TE3W aCOIMAIIMU 3aJJ0BOJISIBAT TIOTPEOHOCTUTE UM,
KOETO BEPOSITHO C€ ABJDKM Ha MO-HUCKUATE OYaKBaHUS Ha OBITapCKUTE padOTOMATENN

OT AECMHOCTTA UM B CPABHEHHE C TEXHUTE €BPONEHUCKHU KOJIETH.

12 Baukosa, E. (1998), Vnpasnenue na wosewikume pecypcu. Eeponeticku cpasnumennu uscnedsanus: 161.
1 Baukoga, E. (2003), Kpangund uzcnedsane no mexcoynapooHo cmpamezuiecko ynpasienue Ha Y08euKume
pecypcu 6 Bvazapusi.
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@Duzypa 10.4. Omuocumenen 01 Ha Op2aHu3ayuuUme, Yi1eHy8awU 6 ACOUUAUUU
Ha pabomooamenume (%)

HpquBaHeTo Hn3CjacaBa CTCIICHTa Ha I/IH(I)OpMI/IpaHOCT Ha CIIYKUTCIIMTC OTHOCHO

ousHec CTpaTerusiaTa u q)HHaHCOBI/ITC pe3yJITaTu Ha OpraHU3alluUTC. O6H3,Z[C)KZ[aBaIIIO

e, ue B cpaBHeHue ¢ 1999 r. npe3 2003 r. HapacTBa MHGOPMUPAHOCTTA HA BCUUKH TPY-

U TIepCcoHa 3a OM3HecC crpaTerusara Ha opranuzanuute (gur. 10.5.).

| 1996 01999 02003
90
84,7
] 81 _ 803
g0l 77 78
70 67
60
60 | 59
50,3 48 9.7
50 — 478 av
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me ca ungpopmupanu popmanno 3a cmpamezuama u unancoeume pezyamamu (%)
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Bce mak ocrtaBa 3HaYMMO HM30CTaBaHETO OT €BpOIEIicKaTa MpakTUKa HAa Me-
HUDKBPCKHAS ChCTaB B CTETMEHTAa Ha WH()OPMHUPAHOCT MO OCHOBHU CTPATETUYECKH U
¢unaHcoBHu npobsieMu. To3u ¢GakT 6u MOrea Ja ObJie YaCTUUHO OOSICHEH C HEeJ0CTa-
ThYHATA PA3MPOCTPAHEHOCT Ha KOPIOpATHUBHUTE cTpareruu. Jluncara na nadopmmupa-
HOCT Ha MEHUDKbpUTE 1O (uHaHcoBUTE pe3yaTtatu B 20% ot pupmute e Oe3cnopeH
NpHU3HaK 3a ciabocTh B ynpaBieHUeTo uM. [lonoBuHata oT OBArapcKkuTe KOMIAHUU
uH(pOpMHpAT aIMUHUCTpaLMITa 32 (UHAHCOBUTE pe3yiaratu Ha ¢upmata, a 35% ot
TSX - 32 CTpATEeTUsITa Ha OPTaHN3AIINATA.

B 3akirouenne MoskeM J1a OTOCNIEKHM, Ue ce 3a0elIsi3Ba TCHACHIINS KbM OBHIIIA-
BaHE MHTEH3WTETa Ha KOMYHHUKHpPAHE MEXAY PHKOBOJUTEINTE U MOAYUHEHHUTE, & OT-
YUTAHETO HA MHEHUETO Ha KOJIEKTHBA CTaBa BCE MO-yecTa npakrthka. Heodxoaumu ca
o0aye moBeye yCUJIMS M OT JBETE CTPAaHU 3a MO-€()EKTHMBHO M3MOJI3BAHE HA BCUYKHU
¢opMu Ha 0OMsIHA Ha UH(OPMALIHSL.

11. O0001mIeHus

YBennuyaBaHETO Ha KOHKYPEHLMATA MEXAY OPraHU3alUUTE B YCIOBUATA HA JIEH-
HOCTHUTE M0 YIIPABJICHUE U Pa3BUTHUE HA YOBEIIKUTE PECYpPCU B bbpiarapus nmpeaus3BUK-
BAT IIMPOKA raMa OT JUCKYCHUU M aHTaXUpaT BCE MO-aKTUBHO PA3JIMYHU 3aUHTEPECO-
BAaHU Ipynu. ENUH OT OCHOBHUTE AUCKYCMOHHHU BBIIPOCHU — U3MECTBAHETO HA aJMU-
HucTtpatuBHata QyHkius Ha YUP or crparermyeckara, ce mpeMecTBa BCE MOBEYE OT
TEOpeTUYeCcKaTa INIOCKOCT B 001aCTTa HAa TPAKTUYECKUTE PEIICHUS.

HapactBa uHTEpechT KbM MOAOOpsSiBaHE HaA AMAIOTa MEXAY BUCIIUS MEHUJ-
JKMBHT M 3a€TUTE B 3BEHATa IO yIpaBJIeHUWE HAa Xopara. Ha mpeneH miaH u3iusar
u3nckBanusta kbM YUP ¢yHKuuATa 32 100aBsIHE HA CTOWHOCT, 32 MO-€PEKTUBHO Jie-
JIOBO MAapTHUPAHE, 32 Pa3BUBAHE HA TaKa HApeUYeHOTO “‘OuszHec opueHTHUpano YUYP”, 3a
CTUMYJIUPAHE HA BBTPEIIHOTO MPEANPUEMAYECTBO U YTBHPKIAABAHE HA KOHKYPEHTHU-
T€ MPeIMMCTBA HAa OpraHu3alusITa upe3 xopaTta. bbp3ata mpomsina Ha mpoduia Ha
crienquanucra 1mo YYP u HenpekbCHATO NMPOMEHSIIUTE CE U3UCKBAaHUS KbM HErO IO-
paxknaT HOB TUIl KOHMIUKTU. Bb3HUKBAT poOsieMH, CBbP3aHu C pa3OupaHeTo 3a 00-
XBaTa U crnenudukara Ha HeroBaTa pabora. PpkoBoguTtenure Ha 3BeHata o YYP Ou-
BAT HATOBAPBAHU C HECBOMCTBEHU 3aJbJKCHUS WIM ChbBMECTSABAT TPYAHO ChUYETAEMH
NEHHOCTH, 3aBUIIABAT C€ HEOOOCHOBAHO OYAKBAaHUATA 3a pe3yJTaTUTE OT paboraTa
UM. MHOro KOMITaHWHU, KOUTO Ca MPUENIH CIIELUATUCTUTE 110 YOBELIKU PECYPCU KaTo
CTpaTEeru4eCcKu MapTHHOP B YIPABJICHUETO, TPYIHO HAMUpAT OallaHca MEX]y MpaBaTa
Y 3aIbJDKCHUATA UM, KAKTO U MEXIy OYaKBAHUTE PE3YJTATH U OTILyCHATUTE PECYPCH
3a TAXHOTO nocturane. Ha nmpaktuka To3u npobiaem o0sCHABA HAPACTBAIIOTO TEKydec-
TBO Ha MeHHKbpUTe 110 Y YP B bbirapus.
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W3cnenBanusita mokasBar, 4e BCE MO-royisiM Habop ot neiinoct o YUP, usmosn-
3BaHu B EBpomna, craBaT exxenHEeBHA NpakTuka 3a bearapus. [lon BiusHue HAa UKOHO-
MUYECKUTE MPOMEHM B cTpaHaTa U 4jaeHcTBOTO B EC mpe3 2003 r. Beue HaJ TpU 4eT-
BBPTU OT HAUIUTE OpraHu3aluu uMat o0ocobeno 3BeHo no YYP, a ppkoBoautenure
no YYP B 30% ot Tax Biu3aT B bopaa Ha AMPEKTOPUTE WIK B APYT AHAJTIOTUYEH BUCII
OpraH Ha yIpaBJICHHUE.

3acuiBa ce cTparermyeckaTa OpHEHTAIUs Ha ObJArapckuTe GupMu. YBenndaBat
Ce OpraHu3aluuTe, KOUTO pa3paboTBaT KOPHIOPATUBHA CTPATErHsl, ON3HEC CTpaTEeTus U
ctparerusi o YUP. HenoctarbuHo akTUBHO 00ade 3BEHOTO CE€ BKIIOUBA B pa3paboTBa-
HETO Ha CTPATETMYECKUTE IJIAHOBE.

ITpe3 2003 r. B bbarapust TMHEHHUTE MEHUDKBPHU 3alla3BaT BOJCIIUTE CU MO3U-
IIUH B OTIpeNesiHeTO Ha nojuTukute no YYP. 3abens3Ba ce TeHACHLNS KbM yBeIUYa-
BAaHE Ha CIIOJEJIEHAaTa OTTOBOPHOCT ChC crnenuanucture no YYP no takuBa OCHOBHU
¢yHKIMH, KaTo MOA00pa Ha MEPCOHAN U YBEIMYABAHETO W HAMAISIBAHETO HA YUCIIE-
HOCTTa Ha JIMYHUA ChCTaB B OPraHU3aLMUTE. 3a pa3iiMKa OT €BpOIelicKaTa U CBETOBHA-
Ta MPaKTUKa, poJisita Ha oTaenuTe no YYP e Bce omie MHOrO cinada npu onpenessiHeTo
Ha Bb3HArPAKACHUATA U IPU (POPMHUPAHETO HA UHYCTPUATHUTE OTHOIICHUSI.

HNudopmarnmonnute texHonorun HasnuzaT B YUP B bbiarapus ¢ MHoro 0bp3u
temnose u npe3 2003 r. Hax monoBUHATA OBATAPCKU OPraHU3alMU U3I0JI3BAT HE3aBH-
cum codryep 3a YUP, a npyra eqHa nera ot TAX — HHTErpUpaHa HHOOPMaIMOHHA CUC-
TEMa 3a yIpaBJIeHHE, BKIrouBama Y YP.

[TonoOpsBaT ce Bb3MOKHOCTUTE 3a KapUEPHO PAa3BUTHE HA IEPCOHANA WU Ipe3
2003 r. y Hac moBeye OT MOJIOBHHATA OT Obarapckure (GUpMHU H3TBYBAT MEHUKBP-
CKUS CH CBhCTaB OT CBOsITa opranu3aius. Habupanero Ha Milaau TajJaHTU U MPUBIAYA-
HETO UM € MpaKTHKa 3a HajJ 22% OT opraHu3aluuTe, KOUTO HAOUpaT BUCOKOKBATH(H-
LUPAaHU CIIELUATIUCTH IUPEKTHO OT BYy30BETE.

[Tpe3 2003 r. bearapus ce goOiMxKaBa moBeue 0 €BpOMNeiicKkaTa MpaKTUKa B U3-
M0JI3BAHETO HA MHJMBUIYAIHO MHTEPBIO, U3MECTBAWKHU MOIMYJISPHOCTTA HA JOKYMEH-
TaJHUA oa00p, KakTo Oemre 10 1999 r. Bece nmoBede opranusaiuy U3UCKBAT IPENOPh-
K{, pa3lliipsiBa C€ U3MOI3BAHETO HA IICUXOMETPUYHU TECTOBE, HO LIEHTPOBETE 3 OllE-
HSBaHE U rpadonorudara ocraBat ciado MO3HATH U PSIIKO MPUIOKUMH METOIU Ha MOJ-
oop.

Haii-ynorpe0siBanata ¢popma Ha rbBKaBa 3aeTocT u mpe3 2003 r. npoabikasa aa
Obpae paboTaTa Ha CMEHH, ClI€IBaHa OT U3BBHPEAHUS TPY U paboTaTa Ha HEM'BJICH pa-
0oteH aeH. OT BCUUKM M3CJIEJIBAHU CTPaHU CPOYHMUTE TPYJOBHU JOIOBOPH ca Hail-1o-
nynsipau B beirapus. Hagomuara paboTa ce u3mon3Ba B MHOIO Majika CTETICH U HE Ce
ouepTaBa NOTEHIMAIBT 1 Aa Ob/ie U3MOI3BaH B OJIM3KO ObJeIe.
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OneHsiBaHETO Ha CIY)KUTEIUTE € TMO-IIMPOKO 3acCThIIEHO, OTKOJKOTO Ipe3
1996 r. Hetunuynara 3a EBpona u cBeta Objirapcka mpakTuka paOOTHHUIIUTE Ja ObaaT
OLICHSIBAHU IO-YECTO OT MEHUKBpUTE € mpomeHeHa npe3 2003 r., HO cucTeMuTe 3a
OLICHKAa IPOJbJKABAT Ja ObJaT M3IMOJI3BAHU IJIABHO 3a OIpEAENsHE Ha 3aIlIallaHeTo
Ha MepcoHalla U PAJIKO ca CBbpP3aHM C IUIAHMPAHETO Ha YOBELIKUTE PECYPCH M Ha Ka-
puepara.

Ps3koTO yBennuaBaHe Ha MHBECTHLIMUTE B OOYUEHUETO U Pa3BUTUETO HA MEPCO-
HaJla € Ba)KHO JI0KA3aTeJICTBO 3a OLICHSBAHETO HAa 3HAYEHHMETO MM 3a Ch3JaBaHE Ha
KOHKYPEHTHO MPEIUMCTBO Ha eBponevickusa nasap. IIpe3 2003 r. uaBecTHIIMUTE B Ta3u
JEMHOCT ChCTABISBAT HAM-BUCOK MPOLIEHT OT TOJUIIHUTE Pa3XOAM 3a TPy, KOETO €
JIBa 710 TpU IBbTU MOBEYE OT MHBecTULMUTE BBB (pupmute ot EC, HO U pasxoauTte 3a
TpyA B bbirapus ocraBar Hal-HUCKHU. Paznukarta B MOArOTOBKAaTa, OT €IHA CTpaHa, U
npeajaraHeTo Ha KBaauuuupaH nepcoHall Ha nazapa Ha Tpyjaa B bwirapus, ot apyra,
Hajara no-rojsimMa npoabHKUTETHOCT Ha O0OYYEHUETO B CPaBHEHHE C JIPYTUTE CTPaHU
ot EC: MeHupxbppuTe, CeUaIuCcTUTE U paOOTHUITUTE Ja TIpeKapat B 00ydeHue cpe-
HO 10 gHM B roaMHaTa, a aAMUHHCTpauuaTa — HaJa 6 THHU. Beopekn HyXaaTta OT MO-
I'BJIHOLEHHO M3MOJI3BAHE HA MOTEHIMAa HAa HAJMYHUTE CIYKUTEIU OpraHU3aluuTe
U3M0JI3BAaT B MHOT'O MaJIka M HEJIOCTaThYHA CTEIIEH METOAUTE 3a KAPUEPHO Pa3BUTHE.

B o6nactra Ha 3amjamaHeTo mpe3 MOCIEAHUTE HSKOJIKO TOJIMHU C€ OTKPOsBa
cTabuiiHA TEHJIEHUUS KbM JICLIEHTpAIM3alis Ha ONpEeNIIHETO Ha pabdoTHATa 3ariaTa
OT HAI[MOHAJHO M PErHOHAJIHO HMBO KbM (PUPMEHO U MHAMBHUAYAIHO JIOTOBapsHE.
YBenuyaBa ce NpOMEHJIMBATA YacT OT 3aIulaTara Crope] MHANBUAYATHOTO PEICTaBs-
HE, 2 Ha MEHWKBPUTE U CIIOPE] MpeACTaBsiHETO Ha KoMmnaHusTa. [loznarture B EBpo-
na GopMu Ha CTUMYJHMpaHe 4Ype3 (PUHAHCOBO yyacTHe B reyanbdara U Bb3MOXKHOCT 32
npu100MBaHe Ha COOCTBEHOCT MOCTENEHHO HABIM3aT U B bbarapus.

ITpe3 2003 r. npoabpmxaBa Ja HaMasasiBa y4aCTUETO HA CHHAUKATUTE B KOJICKTHB-
HOTO JIOTOBapsiHe, a BIMSIHUETO UM B 42% OT opranu3anuure orciadbBa. Meronure 3a
KOMYHHKalUsl B ObJArapcKuTe KOMIIAaHUU ce JOOIMKaBaT MoBeUYe JO ChBPEMEHHATA €B-
poreiicka 1 CBETOBHA MPAKTHKA Ype3 MO-IIMpoKaTa ynorpeda Ha KOMIIOTbPHUTE CHUC-
TE€MH, KaKTO ¥ Ha KOJIEKTUBHHU OpU(UHTH, CTUMYJIMPAHE Ha MPEAJIOKEHUATA U IPOyY-
BaHE MHEHHUETO Ha paboTeluTe 3a Mo-100pa u eheKkTUBHA oOpaTHA Bph3Ka C yIpaBJe-

HUCTO.
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YBoa

Kpaner e MexxayHapoiHa akaJieMUYHa MpeKa Ha YHUBEPCUTETH OT LEJUS CBSIT,
KOATO MPOBEXK/Ia U3CIEBAHM 10 YIpaBieHue Ha yoBewkute pecypcu (YUP), uzyua-
BallKM MOJIMTUKATA U MPAKTUKUTE MPU YNPABICHUETO HA XOpa 4ype3 Habop OT yHUHU-
HUpaHu BbIOpocH. M3caenBaneTo ce mpoBekaa NpUOIU3UTEIHO Ha BCEKU YETHPU TO-
nuHU. HeroBurte nenu ca: 1a npeaocTaBy JaHHU ¢ BUCOKA CTOMHOCT HA Hay4YHHUTE pa-
OOTHUIM, OPTaHU3ALUNTE OT IbP’KaBHUS U YACTHUS CEKTOpP, KAKTO U HAa BCUYKH, KOU-
TO C€ 3aHMMAaBaT ¢ TE€3M MPoOJIEMH, J]a IOJIIIOMara HayYHUTe U3CJIeIBaHMs U 1a Ch3/1a-
Ba HOBM 3HAHUS 32 YIIPABJICHUETO HA YOBEIIKUTE PECYPCH IO CBETA.

To3u MexayHapoJieH T0KJIaja € IpbB Mo poja cu. AkaneMuyHaTa Mpexxa Kpaner
chiiecTByBa oT 1989 r. m oT ToraBa HacaMm ca myOJUKYyBaHH TOJsIM Opoil JOKIaau U
CTaTHH, CBBP3aHU CbC chOpaHaTa nHpopmanus. JloKIaabT MOKPUBA MUPOK JUANA30H
ot ctpanu: ot BenukoOpuranus no CALLl, or Kunsp no Henan, ot n3rounoeBpomneii-
CKUTE JI0 3aMaIHOEBPOIEUCKUTE CTPAaHHU, KOETO T'0 MPaBH YHUKAJIEH.

Hannute Ha KpaHer ca 1ieHHM 3a BCsKa CTpaHa, B KOATO T€ C€ CHOMpAT U pa3-
IPOCTpaHsBaT OT M3BECTHHM YUYEHH, BJIM3AIlM B ChCTaBa HAa MpeXaTa W MPOBEXKIALIU
pPeAOBHM cpelly 3a eeKTUBHO yIpaBieHHe Ha npoekTa. CpaBHEHUATA MEXAY CTpaHU-
T€ MpeajgaraT HOBU U UHTEPECHU JTaHHU, KOUTO CTUMYJIMPAT JUCKYCUUTE B MHOTO aKa-
neMu4HHM o0sacTi. Ho mogo0HM cpaBHUTENHM aHAIM3U HE CE€ MPOBEXIaT 0e3 3aTpy-
HeHus. [I[pomeHuTe B moiMTUYECKaTa 1 UKOHOMUYECKATa cpefia ca B3€TH 10/l BHUMa-
Hue B u3cieaBaHeTo Ha Kpaner (kakTo Hampumep pasmupsiBaHeTo Ha EBpomnerckus
ChI03), HO 3aTPYJHSABAT MPOCTUTE CPABHEHUS (HANPUMEpP MPU M3CIECIBAHETO HA IMPO-
MEHUTE B cpeHuTE CTOMHOCTH 3a EC BBB BpemeTo).

Jannute ca cpOupanu npe3 nepuoa ot 18 mecena ot kpas Ha 2003 r. 10 cpenara
Ha 2005 r. Ta3u BpemeBa paMka € HeM30€)KHa, KaTo ce MMAT MPEBUJT HY KAUTE Ha pa3-
JUYHUTE CTPAHU U MPOMEHSIINUTE C€ Bb3MOKHOCTH 32 (PMHAHCUPAHE U U3BBPILIBAHE HA
paboraTta, BpEMETO 3a IPOBEKIaHE Ha U3CIEABAHETO, JOIMMBIHUTEIHUTE IPOYYBAHUS U
M3TOTBSIHETO Ha JOKJIAJa.

CpaBHeHusiTa caMu 10 ce0e Cu MoraT Ja ObJaT OnpeIeNIeHO TPEIU3BUKATEIICTBO,
ThH KaTO TEPMUHUTE HAMAT €IHAKBO 3HAUEHHE B Pa3IMYHUTE CTpaHu. Meroaosorusta
Ha W3CJIEJIBAHETO BKJIIOUBA MPEBEKJAHE HA BBIIPOCHUIIMTE 32 U3CIIEBAHUATA OT aH-
[JIMACKM Ha BCEKHU €IMH OT OCTaHAJIWTE €3ULU M CJeJ TOBa 0OpaTHO Ha aHIJIUICKU
npear MPOBEXKIAHETO HA CaMOTO M3CIIEJIBaHE, 3a Ja CE€ MPEOAOJEAT Te3U MpoOIeMHU.
3aToBa HE3aBUCUMO OT HAUIUTE YCUJIMS 32 yeJAHAKBABAHE HAa 3HAUCHMSTA HEU30EKHO
MMa HM3BECTHU TEPMUHOJIOTMYHU OTKJIOHEHHUS. J[BArOroAMIIHOTO ChIIECTBYBAHE Ha
TOBA M3CJIE[BaHE, 3aMa3BalKU SAPOTO OT €HU U CHIIM BBIPOCH MIPH MOBEUYETO MY U3-
JaHUs, € CBEJIO 10 MUHUMYM Pa3JInyusATa B MOCJIEABALIN JUCKYCUU U criopoBe. Yura-
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TETUTE Ha JIOKJIaJa MoraT Ja Ob/IaT CUTYpPHH, Y€ BAPUAHTHT HA aHTJIUHUCKH €3UK € Bb3-

MOYKHO Hal-TOYEH H Y€ Ca BH3MPHETH OOMIONPHUETHTE 3HAUCHHSI 10 BCAKA TEMa.
CTpaHu - yYACTHHUYKH B M3CJI€IBAHETO

Cpen crpaHuTe, KOUTO OOMKHOBEHO MPOBEXKAAT M3CIEIBAHETO, camo SnoHus,
FOxna Adpuxa, [lomma n Upnanaus He ca nposenu nocinennus Typ. [Ipucbennnuxa
ce HoBU mapTtHhopu OT CrnoBakus, YHrapus, Mcnanaus, CAILLl, Kanaga, HoBa 3enan-
s, @ununuaute u Henman. [IeaHuAT Opoit Ha CTpaHUTE, B3€IM y4acTUE B M3CIIE/BA-
Heto ot 2003/2005 ., e 32.

CTpaHl/I = YYaCTHHYKH B U3CJICIBAHETO

ABctpasnst | I'epums [IBenus
ABcTpUs YHrapus [IBennapus
benrnga Ucnanous XoJlaHansa
bbarapus N3paen TyHuc

Kanana Uranus Typuus

Kunsp Henan Typcka kumbpcka 0OIHOCT
Yexus Hogsa 3enanaus | BenukoOpurtanus
Janus Hopserus CAILJ

Ectonus OWINTTUHUTE

Ounnaggua | CioBakusg

OpaHuus CnoBeHus

['epmanus Ucnanus

Chabp:xaHue HA U3CJIEBAHETO

JlanHuTe, MOJIy4eHH B TOBA M3CJIE/IBAHE, Ca CHOMPAHU C MEPCIEKTHBA 32 LIUPOK
00XBaT Ha MPUJIOKEHHUE, CIIEABAUKH CHILINUTE LIUPOKHU 00IACTH HA MPOYUBAHE, KAKTO U

B npenuiuHuTe. Illectre 06macTu BKIItOUBAT:

Pazgenl  [lefiHOCTHM IO yIpaBJICHHE HA YOBEIIKUTE PECYPCU B OPTaHU3ALUATA
Paznen I ®opmupane Ha miara

Paspen III  PasButme Ha nepconana

Paznen IV 3amnamasne v Bb3HArpakJeHus

Paznen V. TpynoBu OTHOIIEHUS U KOMYHHKALIMU

Paznen VI Jlanuu 3a opranusanusara

Bonpocute, mocoueHu AETAMIHO B MpuiiokeHue 1, chabpkaT MHOTO MH(pOpMa-
s, KOATO MOXe Jja Ob/ie LIEHHA 3a T€3U, KOUTO M3CIeABaT CXOJICTBATA U PA3IUYUATA
B MOJIUTUKUTE U MpakTUKUTE 1o YUP, BnusHrEeTO Ha riolanu3anusaTta U HKOHOMUYEC-

KOTO Pa3BUTHE BBHPXY YMHPABJICHUETO HA XOpaTa Ha paOOTHUTE UM MECTa, MPOMEHIIH-
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BHUTE POJIM HA CAMUTE CHEUUATUCTH MO YUYUP, B3aMMOBpPB3KUTE MEXKIY MPAKTUKUATE U
u3mbJIHEHHETO HAa YYP, oTHOIIEHHETO KbM acolMaluuTe Ha paboTOAATEIUTE IO CBE-
Ta, TCHACHIUUTE B CUCTEMHUTE 33 Bb3HAIPAXKIACHUATA, KAKTO U OMPEAEIEH KPBI' OT TEX-
HUKH — OT KOMYHHUKAIUHU J0 NMPOodeCUOHATHO Pa3BUTHUE HA CITYKUTEJIHTE.

Makap ye npu paznTuyHUTE U3CIEABAHUS MPe3 TOAUHUTE € pasriiekaaH 001l Ha-
00p oT mpoOIeMu, BbBEICHU Ca U HIKOJIKO HOBU TEMH, 3a KOUTO LisJIaTa aKaJIeMUYHA
MpeKa € Ha MHEHHUE, Y€ MMaT ChIIECTBEHO 3HaueHue 3a YYP. JlombiHeHuATa KbM
noknana ot 1999 r., nanpasenu npe3 2003/2005 r., ca:

Pazoen 1

Pasrnenanu ca Bbnpocu, cBbp3aHu ¢ HHGOpMaLMOHHUTE cuctemu 3a YUYP, orpa-
351Balll HEMPEKBCHATO HAPACTBAIATA 3HAYMMOCT HA HOBUTE TEXHOJIOTHH 34 MPOLECH-
T€, ChABPKaILK ce BbB (pyHKMsATa HAa UP. BKIIIOUEHHU ca BBIIPOCH 3a CTENEHTA HA pa3-
BUTHE HA CHUCTEMAaTa, KaK C€ M3I0J3Ba TS M JOKOJIKO OTroBaps Ha HYXAUTE Ha (PyH-
kuuute o YUP (Benp. 9, 10, 11, 12 u 13 ot BbOpocHuka).

Pazoen Il

W3BbpIieHN ca HE3HAYWUTETHU MPOMEHH, BKITFOYBAIIHA BBHIIPOCH 32 CHCIHATA3H-
paHu yeOcalToBe 3a MOJA00p Ha mepcoHan U yebcalToBe Ha camuTe kommnanuu. [Ipu
I'bBKAaBHUTE Pa0OTHH JIOTOBOPEHOCTH € JI0OABEH BBIIPOC, 3acsTalll KOMIIpecupaHara pa-
00THa ceaMUIIa.

Pa3zoen IIl

JloGaBeHHU ca BBIIPOCH 3a TOBA, KO MMa HAl-roJISIMO BIMSIHUE BbPXY OIpeness-
HETO Ha HYXIUTE OT OOy4YeHHe, MOJArOTOBKATa M IPOBEKIAHETO Ha OOYYEHHETO
(Bbmp. 4, A, B u C ot BbrpocHuka). OTpa3eHo € HapacTBAaHETO Ha 3HAYMMOCTTA Ha
00y4EeHHMETO U Pa3BUTUETO, a CHIIO TaKa Ma HOBHU €JIEMEHTH IPU METOJIUTE Ha 00yue-
Hue/y4JeHe.

Pazoen IV

Bxirouen e BBIIPOC 3a MPOMCHIIMBOTO 3aIlialllaHe — JaJii € CBbP3aHO C CKUITHO-
TO, WM C MHAUBUAYAJIHOTO MPCACTABAHC, WM NPCACTAaBAHCTO HAa KOMIIAHWATA KaToO

usi0 (BeHp. 3, A, B u C oT BbIpOCHUKA).
Pazoen V

JloGaBeH e BbIIpoc 3 3a BIMSHHUETO HA NPOQCHIO3UTE, KATO C€ OTYUTAT MPOMEHU
B 3aKOHOJIaTEJICTBOTO, 3acATallll CUH/IMKAJIIHUTE OpPTraHU3alluy B HIKOU CTPAHU, U HETI-
PEKBCHATO HApPACTBAILUAT MHTEPEC KbM 3aCHJIBAHETO/OTCIIA0BAHETO Ha poOJIsATAa Ha
npodcerro3uTe.
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Borpoc 7 3a y10BIETBOPEHOCTTA OT MPEIOCTABIHUTE YCIYTH OT ACOLMALIMUTE Ha
paboroaarenuTe € NpudaBeH € OrJie] Ha MSCTOTO HA FMJIIMUTE B CTPAHU, KBJIETO aco-
UalUUTE Ha pab0TOAATEIUTE Ch3/1aBaT HOBU YCIYTH U UMAT HOBA POJIAL.

Pazoen VI

JloGaBeH e BhIIpOC 3a eTana, Ha KOWTo 3BeHara 1o YP ce BkirouBar B mporeca Ha
clMBaHe/mpu100MBaHe, Thil KaTO Mpe3 NOCIEAHUTE TOAUHHU AEHHOCTUTE MO CIMBAHE U

HpI/II[O6I/IBaH€ Ha KOMIIaHUHU HapaCTBaT.
MeTtoaojiorusi

MeTtoionorusita Ha U3CIAEABAHETO OCTaBa MPEUMYILIECTBEHO BBIIPOCHUK Ha Xap-
THUEH HOCHUTEJ, BIIPEKHU 4e B Hsikou ctpaHu (Hanpumep CAILLL) Toit Beue ce e pa3Bui B
OH-JIaliH u3caeaBane. Paznpamar ce HaloOMHSIIM TMCMa U CE MOJIaraT BCUYKHU yCHIIHS,
C LIeJI J1a C€ OCUTYPH MPEICTaBUTENHA U3BaJKa. ToBa € 0COOEHO Ba)KHO, Thil KaTo Opo-
AT Ha aHKETUPAHUTE HEBUHATU € TOJSM TMOPaau TPYAHOCTUTE, KOUTO HACTBHIIBAT OT
“u3cnenoBarencka ymopa” cpel AMPEKTOPUTE WM 3aeMallliTe ChbOTBETHATa PHKOBOI-
Ha no3unus no YYP, Ha KOUTO ce u3npaiia U3CiIeIBaHETO.

N3cnenBanuTe 00EKTH BB BCSIKaA CTpaHa ca MyOJIMYHU, YACTHH, C MI€aaHa Lel U
CMECEHU OpraHHu3aluu.

bpoit na omzoeopunume opzanuzayuu

Ctpanu ot EC (18) OtroBopu (6poii)
1 2
BenukoOpuranus 1101
Opanuus 140
I'epmanus 347
IBenus 383
Hcnanus 158
Janms 516
Xoma"Haus 397
Uranus 117
Ounnangust 293
I'sprust 180
ABcTpus 270
benrus 230
Kunsp 85
Ectonus 118
CrnoBenus 161
CrnoBakus 259
Yexus 72
YHrapus 59
Obuo 3a cmpanume om EC 4886
EBpona — crpanu u3BsH EC (6)
Hopgerus 303
[Mseinapus 311
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[Iponpmxenue
1 2
Typuus 171
boarapus 157
Wcnaunous 114
Typcka KHITbpPCKa 0OLIHOCT 87
Oouwo 3a Eepona — cmpanu uzevn EC 1143
JApyru crpanu (8)
CAIlL 260
Kanama 456
ABcTpanus 259
Hosga 3enanaus 286
N3zpaen 175
OUIUNUHNATE 56
Henan 204
Tynuc 189
Oouo 3a opyzume cmpanu 1885

0610 7,914 opraHu3aiuu OT 1ETUs CBAT Ca OTTOBOPUJIN Ha BHIIPOCHUKA HA MOC-
JIEAHUS TP OT U3CIIE/IBAHETO.

Pesynrarture ca npencraBeHU U OOCHKJIaHU B CTPAHUTE - YYACTHUYKH B U3CIIE]I-
BaHETO, HA KOH(PEPEHIIUA U CEMUHAPH, a aHAIU3BT HA IAHHUTE € U3BBpIIeH oT U3cie-
noBatenickusi eHTsp o YYP Ha YauBepcurera Kpandua, KoiTo KOOpAMHUPA Mpe-
JKara.

CrpykTypa Ha 10KJIaaa

JloknaabT cienBa MociieJ0BaTEIHOCTTa HA BBIIPOCHHUKA, KAKTO € IM0Ka3aHo B Cb-
nbpKaHueTo. OTAENIHUTE My 4YacTH pasriiekaar MOJTYyYEHUTE CTOMHOCTH M ONUCBAT
WM TI0OCOYBAT ChOTBETHUTE TEHACHLIMU WM IPOMEHH. B momo0eH KpaThK TOKIaI HE €
BBH3MOKEH MOJIPOOEH aHaIN3, HO BbB BCSKA YacT Ca MOKAa3aHU HAKOW OCHOBHU TEHJICH-
17078

Yacture Ha JOKJIaJa ca HAMCaHU OT WICHOBE HAa MpeEKara, KOETO JEMOHCTpUpa
HEHHUTE FOJIEMHU BB3MOKHOCTH. TOBa € ChBMECTHO HAUMHAHUE, B KOETO IPHUHAIEHK-
HOCTTa HU KbM aKaJEeMHUYHUTE CPeIH MpeKpauBa HALMOHATHUTE TPaHULM, a olmiara
HU aHT'AKHAPAHOCT € MIOBEYETO OT OCHOBHUTE TEMH 3alla3Ba y4acTHETO HA OpraHu3allu-
UTE Mpe3 FOAUHUTE.

ABTOpHTE Ha JOKJIaJa ca:

Yacr I Hancu [1ananexcanapuc

Yacr I Epnunr Pacmycen u Enenn Craspy-Koctea

Yacr III [lTon Taimiceh u Ilon I'yaepam

Yact IV Epuxk Ilyrcma

Yacr V Bondraunr Meiipxodep, Ppancoas lanu u @raopuan Xat
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Pa30bupa ce, BcHUKM 4JIEHOBE Ha MpeKaTa B OMNPEJEIEH CMUCHJ Ca aBTOpU Ha
JIOKJIaJ1a, 3al10TO ca MPEJOCTaBUIIM JAHHUTE OT CBOUTE M3cieaBaHus. CIUCHK C UMe-
HaTa UM C€ ChAbpKa B MPUIIOKEHUE 2.

Huro enun noxnan He Moxe J1a ObJie MpeCcTaBeH, 0€3 1a 0TIaaeM 3acTyKeHOTO
Ha npodecop Kpuc bpyctsp, ocHoBaten Ha Kpaner, koiiTo HamycHa YHHMBepcUTETa
Kpan¢una npe3 2001 r.

OTtbens3Baiiku ¢ MPU3HATENIHOCT MPUHOCA Ha BCUUKHU, KOUTO ChJIEHCTBaxa 3a Ha-
MUCBAHETO U MPEJCTaBIHETO HA TO3M JOKIAJ, OMXME Kelalld ChIIO Taka Ja Oiarona-
puM Ha JKeWH ANuiv, KOSATO ChbTPYIHUYENIE KOMIETEHTHO B PEJAKTUPAHETO HA JTOK-
Jajaa u 6aroJlapeHre Ha KoATo Oellle OChIIECTBEH OKOHYATEIHUAT BAPUAHT.

He3aBucumo OT BCUUKO IPELIKUTE WU MPOIMYCKUTE OCTAaBAaT CaMO HaIlU.

Ewma Ilapu, [llon TaiickH, Cro bpy (penakropu)

VYuusepcutetr Kpandug
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1. O0ma xapakTepuCcTHKA HA JAeHHOCTHTE 10 YNpPABJICHHE HA YOBell-
KHTEe pecypcH B OpraHu3anuaTa

3anouBame ONMHUCAHUETO Ha AeitHocTHuTe 1Mo YUP B opranuzanusta ¢ uscienBaHe
Ha Pa3XOJUTe 3a TPYI B OTAEITHUTE CTPAHU, KAKTO Ca OTPA3€HU B MPOYUYBAHETO, THHI
KaToO €IMH OT CTUMYJIUTE 3a pa3BUTHE Ha AerHocTuTe no YYP e 3HaummocTTa Ha pas-
XOJIUTE 3a TPY.

Pa3xoaure 3a paﬁoTHa CHJIa KaToO €JIEMEHT OT TCKYLIUTE Pa3xoaun

Kakto e nokazano Ha ¢urypu 1.1., 1.2. u 1.3., B moBe4eTo OT CTpAHUTE - yyac-
THUYKH B U3CJICIBAHETO, Pa3XOUTE 3a padOTHA cuia nmpeacTasisBar ot 25 % a0 50 %
OT TEKYIIUTE pa3xoAw. ToBa MoguepTaBa 3HAYUTETHHS IS HA Pa3XOAUTE 3a TPY. B
o0mmTe TEKYIIM Pa3Xoay Ha OpraHU3aIlMHUTe MO cBeTa. Pasxomure 3a paboTHa cuia
KaTo €JIEMEHT OT OOLIUTE TeKYIIU pa3Xxou ca Hail-Bucoku B Xonauaus (64 %), Kana-
na (59 %), Hanus (59 %), Hopserus (56 %), CAIL (53 %) u LBenus (52 %). Te
MMaT Hall-HUCKO BIMSIHUE BbpXY oOmuTe TeKyuwu pasxoau B Crnosakus (19 %), Typ-
st (23 %), bearapus (25 %), Yarapus (27 %) u Uexus (26 %). ToBa BeposTHO ce
IBIDKH Ha HUCKaTa [IeHa Ha TPy/Ja, KaKTO U Ha pa3HOOOpa3HeTo OT HHIYCTPHAITHU CEK-
TOpH B CTPaHH, KbACTO HAPUMEP MMa TOJISIM CEIICKOCTOTIAHCKH CEKTOP.
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Quzypa 1.1. Pazxooume 3a padbomna cuna Kamo eiemennm om meKyujume paxoou
(cmpanu om EC)
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cpeaeH % OT TeKyLMUTe pa3xoam

cpeneH % OT TeKywuTe pasxoav
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Quzypa 1.2. Pazxooume 3a padomua cuna Kamo eiemennm om meKyujume paxoou

(Eepona — cmpanu uzewvn EC)
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Quzypa 1.3. Pazxooume 3a padbomna cuia Kamo ejiemenm om meKyujume pazxoou
(ocmananama wacm om céema)
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Yuyactue Ha pbkoBoauTesi Ha otaen “Ilepconan”/”Yosemkun pecypcu” B
Bopna Ha TUpeKTOpPHTE WM B eKBHBAJIEHTEH PbKOBO/IEH OPraH

B noBeueTro oT cTpaHuTE B CBETa PHKOBOJAUTENAT HA OT/AEN/3BEeHO ~HOBEIIKH pe-
cypen” yuactBa B bopaa Ha nupexropure B 40 % 10 70 % ot opranuzanuute. TakoBa
yuactue e Hail-tunnuHo 3a ®Opanuus (91 %), Tynuc (92 %), benrus (79 %), 1lBenus
(88 %) u Uspaen (85 %). Yuactuero He e Taka xapakrtepHo B Typuus (25 %) u Typ-
ckara kumbpcka oomHocT (32 %), ['eprus (34 %), Kunbp (35 %) u benrapus (40 %) -
BCUYKU T€ MPUHAIIEKAT KbM rpynara Ha FOxHoOankaHckute cTtpanu. Makap u na
MMa HSKAaKBa perMoHalHa crneuuduka, IpUUMHUTE 3a MpeACcTaBUTENCTBOTO Ha UP Ha
HUBO bopa Ha nupektopute oT cnenuanuct mo YP moxe na ce apipku Ha npyru ¢ak-
TOpHU, KaTO CTENEHTA Ha pa3BUTHE HA (PYHKLMsTA, CTPYKTypaTa Ha OopAa WU pa3Ho-
0o0pa3uero oT NPOU3BOACTBEHH CEKTOPHU, MPUCHCTBUETO HA MHOTOHAIIMOHAIHUA KOMIIa-
HUU U J1p. YoBewkuTe pecypcu Morat Aa 0bJaT MpeAcTaBeHH KaTo 4acT OT BUCIIETO

PBKOBOJICTBO OT AMPEKTOPHU C APYTH OCHOBHU (DYHKLUMU WUIU OT U3I'BJIHUTEITHUS JU-

pEKTOp.
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Quzypa 1.4. Yuacmue na pvkosooumenn na omoen "4oeewku pecypcu” ¢ bopoa na
oupeKkmopume uiu 8 eK6Uea1eHmMeH pvKoeooeH opzan (cmpanu om EC)
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QDuzypa 1.5. Yuacmue na pvkosooumensa na omoen ”doeewku pecypcu” ¢ bopoa na
oupexmopume uu 6 eKeugaieHmen pbkoeooen opzaun (Eepona - cmpanu uzevn EC)
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oupexkmopume unu 6 eK6UGAICHMEH PbKOBOOCH OP2aH (0CMAHANIAMA YACH OM C6eMa)
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OTtkbae e MpuBJIeYeH IIABHUAT MeHWKBP Ha oTaena “Ilepconan”/”Yosew-
KM pecypceu”?

['maBHUAT MEHUKBP HA oTAEH “YoBemKku pecypcru’” 0OOMKHOBEHO € CHEI[UATUCT
o YP, npusiedeH ot cpen U3BBH OpraHu3anusaTa. ToBa € Hail-CUJIHO U3Pa3eHo B aH-
rio-cakcoHckute ctpanu karo CAILL (52 %), BenukoOpurtanus (52 %) u ABctpanus
(55 %). Uzknrouenust oT To3M ciydail ca Jlanus, ®unnanaus, ABctpus u Yexus, Kb-
JIETO TJIaBHUAT MEHUDKBD Ha oTaen “HoBemku pecypcu’” € Mo-4ecTo HECIEHUaINCT B
camata opranuzanusi. B CnoBenus u Typuus e Hall-pa3npocTpaHEeHO INIABHUAT MEHU/I-
XKbp Ha oTAen “YoBeniku pecypcu’” ga Ob/ie U3AUTaH OT CHIIHUS OTACN B OpraHU3aIusi-
ta. B Kunsp u Heman ca Bb3MOXHHM U JIpyrud CpeAu, OT KOUTO TOW MOXe Ja Obie

HpI/IBJ'Ie'-ICH.
OOt otaen YP B opraHusauusta B OT Hecneumnanuctu no YP B opraHusauusaTa
OOt cneuunanuct no YP M3BbH opraHu3aumsaTa 0O Ot Hecneumnanuctn no YP n3BbH opraHusaumaTa
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Quzypa 1.7. OmKvoe e npugeuen 21a6HUAM MEHUONHCHD HA 36eHOmO no YP
(cmpanu om EC)
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OOT otgen YP B opraHusauusita
OOt cneunanucTty no YP n3BbLH opraHusaumsTa
OOT ppyru

[ OT Hecneumanucty no YP B opraHusauusita
O OT Hecneumanuctit no YP nsBbH opraHusauusta
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Quzypa 1.8. OmKvoe e npugeuen 2Na6HUAM MEHUONHCHD HA 36eHOmMO no YP
(Eepona — cmpanu uzewvn EC)

OOt otgen YP B opraHusauusita
OOT cneunanucty no YP n3BbH opraHusaumsta
OOT apyru

M OT Hecneumanuctv no YP B opraHusauusta
O OT Hecneumanucti no YP n3BbH opraHusauusta
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QDuzypa 1.9. Omkvoe e npusneuen 2n1agHUAN MEHUONCHD Ha 36eHomo no 4P
(ocmananama uwacm om ceéema)
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Eran, Ha koiiTto otnea “Yosemku pecypcu” ce BKJIWYBA B Pa3BUTHETO HA
OM3Hec cTpaTerusita

B nosedeTo cTpanu 3BeHOTO 110 YP ce BKIOYBA OIll€ OT CaMOTO HA4aJlo B pas3pa-
0oTBaHeTO Ha Ou3Hec cTparerusTa. B ronsma yact ot uzcneaBanute abpxasu 40 % -
60 % OT OTrOBOPMIJIMTE TIOCOYBAT, Y€ TO CE BKIIFOUBA B TO3H MPOIIEC OT CAMOTO HAYAJIO.
ToBa e MHOTO XapakTepHo 3a @panmus (73 %), Gunnangus (70 %), Utanus (69 %),
Ucnanus (57%) u Kanana (65 %). Camo B bbarapus u Henan 3BeHoro mo YP ce
BKJTIOYBA HAil-4ecTO B XO/Ja Ha MpHUJIaraHeTo Ha OW3HEC cTparerusra (ChbOTBETHO B
39 % u 43 % ot ciyyaure), nokato B 38 % oT opranuzauuute B TypckaTa KU'bpcka
OOLIHOCT HE ce BKJII0YBA U3001I0.

OOt camoTo Havano B Ypes KoHcynTaumun BrnocneacTane OB xoaa Ha npunaraHeTo 1 OHe ce BknioyBa
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Quzypa 1.10. Eman, na koitmo 36enomo no 4P ce exniouea ¢ pazeumuemo na
kopnopamuenama cmpamezus (cmpanu om EC)
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Quzypa 1.11. Eman, na xoitmo 36enomo no 4P ce éxniouea ¢ pazeumuemo na dbusznec
cmpamecusama (Eepona — cmpanu uzewvn EC)
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Queypa 1.12. Eman, na kouumo 36enomo no 4P ce éxniousa 6 pazgumuemo Ha 6usnec
cmpamezuama (ocmanaiama 4acm om ceema)



KPAHET u3scnensane - Mexnaynaponen noknan, 2005 83

Hanu4vue Ha crparerus 3a YUP

B noBeueto cTpanu npeobnagaBamiara NpakTUKa € HaJU4YMETO Ha MHCcaHa CcTpa-
terus 3a YUP. ToBa e ocobeno xapakrepno 3a llIBenusi, kpaero okono 80 % ot opra-
HU3alMUTE MPUTEKaBaT nrucana crparerus 3a YUP. B Hakou cTpanu, kato I'epmanus,
ABctpus, CnoBakus u M3paein, 06aue nMa noutu paBHOCTOWHA YECTOTA Ha HATTMYUETO
U OTCHhCTBUETO Ha mucaHa ctpaterus 3a UP (35 — 40 %), HO chllecTBYBa HSIKaKBa
ctparerus no YYP, kodaro nukTyBa moiutukata M AeicrBusTa B obmacrra Ha YP. B
Kunsp 1 TyHuc Henncanara cTparerus € Hai-4ecTo CpellaHa.

CaMo B HAKOJIKO CiIy4asi B CTpaHUTE ce HaOJ10/1aBa HUCKO PaBHUILE HA Pa3BUTHE
Ha cTtparerusiTa rmo Y4YP.
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Quzypa 1.13. Cmpamezua 3a Y4P (cmpanu om EC)
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Quzypa 1.14. Cmpamezua 3a Y4P (Espona — cmpanu uzeéwvn EC)
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Quzypa 1.15. Cmpamezua 3a YUP (ocmananama wacm om céema)

dopmyJpaHe HA MUCHA

B moBedero cTpanu kakTo B EBpoma, Taka u Ha APYTrUTe KOHTUHEHTH TO-TOJISIMA
yacT oT opranuzaguute (ot 55 % no 85 %) popmynupaTt MucusTa CM NUCMEHO. BbB
Ounnangus (93 %), lsenus (89 %), Cnosenus (87 %), Hopserus (89 %), Kanana
(90 %) n Oununuaute (88 %) MPOLEHTHT HA KOMITAHUUTE C MMUCMEHO (opMyTUpaHa
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Mmucusi HaaBuiasa 85 %. EnuncrBenu uskintroueHus ca bearapus u Typckata Kunmbp-
CKa OOLIHOCT, KbAETO MHCMEHA (HOPMYIMPOBKA HA MHUCHSATA UMa CaMO B ChOTBETHO
40 % u 28 % OT u3cieBaHUTE OpraHU3aIHH.
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QDuzypa 1.16. @opmynupane na mucus (cmpanu om EC)
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Quzypa 1.17. ®opmynupane na mucus (Eepona — cmpanu uzevn EC)
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Quzypa 1.18. Dopmynupane na mucusa (ocmananama uacm om ceema)
DopmyJIMpaHe HA KOPIOPATUBHU LEHHOCTH

B nmoBeueTo cTpaHu MHO3MHCTBOTO OT KOMIAHUUTE ChOOIABAT, Ye MPUTEKABAT
nucMeHo (GopMynupanu kopropatuBHH IeHHOCTH. Camo B ['epmanumsi, ABctpus, Ku-
nbp U TypckaTa Kurbpcka OOIIHOCT, KakTo W B Vcnanaus e oouuyailHO J1a HsIMa TMHC-
MeHO (opMynHpaHu eHHOCTU. IHTepecHO € J1a ce 0TOeNeXHu, Y€ B T€3H CTPaHU ChILO
pSAKO MMa U McaHa crparerus 3a Y YP.
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QDuzypa 1.19. Hanuuue na kopnopamuenu yennocmu (cmpanu om EC)
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Quczypa 1.20. Haauuue na kopnopamuenu yennocmu (Eepona — cmpanu uzevn EC)
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Quezypa 1.21. Haauyue na kopnopamueHu yeHHocmu (ocmanaiama uacm om ceema)
busHec crparerus

B noBeueTo cTpanu npeobiiagaBaimarta npakTHKa € Ja uMa pa3paboTeHa mucaHa
o6usnec crparerus (50 % - 80 % ot uzcnenBanute opranuzanuu). Camo B Kumbp
(37 %), Utanus (42 %) u Uzpaen (48 %) nox 50 % oT u3cienBaHUTE OpraHU3ALUU
uMaT MucMeHa Ou3Hec crpaTerus. TypckaTa KHITbpCKa OONTHOCT € €IMHCTBEHUST CITy-



88 Kpaner n3zcnensane - MexayHnapozaes nokian, 2005

yail, KbJIETO MpaKTUKaTa Ha HeMucaHa OU3HeC cTparerus € no-oouyaitHa — B 59 % or
OpraHu3alMuTe.

100 J O[Oa, nucaHa B [1a, HenucaHa OHe OHe 3Has

90 M -

80 1

70 ] o

60 | -

50 ] =

40 ] =

% OT opraHusauuuTe

30 =

20 | =

A kAL
ER SERC S NP S S S S0 S SRS
W O o W N W W AN Q¥ WV
L &S QS‘&O PO R
Qs\ L4 v? © <

CRC S S S SRR SR
'z>‘?"K 3 '8?* e§ 'b‘bé o’z& ~b§ >
& &@ \}00 Q Q'b \xé

o
+ ot

Quzypa 1.22. buznec cmpamezua (cmpanu om EC)
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100 -

90

80 1

70 1

60 -

50 ~

40 |

% OT opraHusauuuTe

30 1

20 ~

10 4

HopBerus LLiBeiuapus Typumns Bbnrapus Ucnanpgus Typcka
KMnbpcka
oOwHocT

@Duzypa 1.23. Busnec cmpamezus (Eepona — cmpanu uzevn EC)
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QDuzypa 1.24. Busnec cmpamezusa (ocmananama wacm om ceema)

I'1TaBHA OTrOBOPHOCT NpPH pPelIeHUATA 32 HAOMPaAHETO U MOA0OPA HA MEPCo-
HaJ

HaBCSIK"bI[e 10 CBETa € 0OnYaiHa IIpaKTHUKa 3BCHOTO I10 YP u IIPCKUTC PbKOBOIM-
TCIHU Oa CIIOACIIAT OTTOBOPHOCTTA 3a Ha6I/IpaHeTO u noz:6opa Ha IICpCOHAJI. B nsxou
CTpaHH IT10-4C€CTO 3BCHOTO IIO YP noanmomara peuicHuATa Ha JIMHCUHUTE MCHU’KBPH,
AO0KaTO B ApYyTIU € TOYHO 06paTHOT0. EIII/IHCTBGHI/ITG n3KiodYeHus ca Henan u TprKa—
Ta KHITBpPCKa O6IJ_IHOCT, KbACTO IJ1aBHATAa OTIrOBOPHOCT 3a Ha6I/IpaHeT0 n noz[60pa
OOMKHOBEHO naaa caMo BbpPXY IMPCKUTC PbKOBOAUTCIIN.
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Quczypa 1.25. I'naena omeoeoprnocm 3a Hadbupanemo u nood6opa Ha nepcona
(cmpanu om EC)

70 OnMpekuTe pvkoBoauTenu B Mpekute p-nu, cbBMecTHO ¢ otaen YP O Otaen YP, cbBMecTHO ¢ npekuTe p-nu O OTAen YP
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KUmbpcKa
obwHocT

@Duczypa 1.26. I'nagna omzosopnocm 3a Hadbuparnemo u nOOOOPa Ha NEPCOHA
(Espona — cmpanu uzevn EC)
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Quzypa 1.27. I'nagna omzosopruocm 3a Haduparnemo u no0OOpPa Ha nepcona
(ocmananama uacm om ceema)

I'naBna OTTOBOPHOCT IIPHA peHICHUATA 3a 3allJIalaHETO U Bb3HaArpakKaCcHus-
Ta Ha IIepcoHaia

KakTo u npu Habupanero u noadopa, riiaBHaTa OTTOBOPHOCT 3a pELICHUsTa OT-
HOCHO 3aIUIAalllaHETO W Bb3HAIPAXJACHUSTA CE€ CIOAENSA OT MPEKUTE PHKOBOIUTENHU U
3BeHOTO N0 YP, kato Hail-yuecTo mocieHUTE ca MOANOMAaraHu OT JIMHEHHUTE MEHUI-
xbpu. MIMa HAKOU cTpaHu obaye, KbAETO € MO-Pa3NpOCTPAHEHA MPAKTUKATA MPEKUTE
PBKOBOJMUTENM J1a HOCST IJIaBHATa OTTOBOPHOCT 3a 3aILIAIIAHETO M Bb3HAIPaXKIACHUS-
ta: CnoBakus (56 %), Typckara kunbpcka oburHocT (78 %), bearapus (48 %), Typ-
uus (42 %), Hemain (55 %).
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QDuzypa 1.28. I'nagna omzoeopHocm 3a 3an1auiaHemo U 6b3HAZPANCOECHUAMA
(cmpanu om EC)

O MNpeknte pbkooautenu M@ MNpekute p-nu, cbBMecTHO ¢ otaen YP O Otgen YP, cbBMecTHO ¢ npekute p-nu O OTtgen YP
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QDuczypa 1.29. I'nasna omzo60pHoCHm 3a 3aN1AULAHEMO U 6B3HAZPANCOCHUAMA
(Espona — cmpanu uzevn EC)
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QDuzypa 1.30. I'nagna omzoeopuocm 3a 3an1auiaHeno U 6b3HAZPANCOCHUAMA
(ocmananama uacm om ceema)

I'naBHa OTTOBOPHOCT IPH B3€MAHETO HA PCIICHUSA 3a 06y‘{eHI/IETO H pa3dBu-

THETO Ha MepcoHaJ a

[Ipu oOyueHHeTO M Pa3BUTHETO Ha MEpCOHaIa OTTOBOPHOCTTAa C€ CHOJES OT
MPEKUTE PHKOBOAUTENU U OTNIeN “YOBEIIKH pecypcH’’, KaTo Hail-uecTo CpeliaHo B IMO-
BeueTo ctpanu oT EC e oTaenbT 1a oTroBaps 3a TOBa WIH J1a € MOJIoOMarat OT JIMHEH-
HUTEe MEHWKBpHU (¢ m3kimoueHue Ha [lIBernus, @unnanaus, ABcTpus U XoJaHAus,
KbJIETO Ha-ueCTO MPEKUTE PHKOBOJIUTEIU OTIOBAPSAT 3a O0OYUYEHHETO U Pa3BUTHUETO,
noAnoMaranu ot otaen “Yoseuiku pecypcu’). Moxe 1a ce kaxe, 4e Ha 00y4eHUETO U
pPa3BUTHETO Ha TIEPCOHAJIA C€ TJIe/Ia KaTo Ha 00I[a OTTOBOPHOCT HA PHKOBOIUTEIIUTE.
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d’uzypa 1.31. I'nagna omeo6opHocm 3a 06yqeuuem0 u pazeumuemo Ha nepconaia
(cmpanu om EC)
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QDuczypa 1.32. I'naena omeoeoprnocm 3a 00yueHuemo u pazeumuemo Ha nepconana

(Espona — cmpanu uzevn EC)
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@uzypa 1.33. I'nasna omzo60pHocm 3a 00yuenuemo u pazéumuemo Ha nepcoHana
(ocmananama uacm om ceema)

I'naBna OTrOBOPHOCT 3a peI€eHUsITA 10 HHAYCTPUAJTHUTE OTHOINCHU S

WuaycTpuanHuTe OTHOLIEHMS, 3a pa3iuka OT BCUYKM JPYTrH H3clieJBaHu (yH-
kuuu Ha YP, gecto ce pasriexaaT KaTo OCHOBHA OTTOBOPHOCT camo Ha otaen “Yo-
BelIKK pecypcu’”’. Bonpeku ue B MHOTO cTpanu (BenukoOputanus, [IBeuus, ['bpius,
benrusi, Yuarapus, Hopserus, CAILl, Kanaga, ®ununuHure) MHAYCTPUATHUTE OTHO-
LIEHUSI CE CMATAT 3a CHOJAEJIEHA OTTOBOPHOCT IO PBKOBOACTBOTO HAa TO3HM OTHEI, B
OCTAaHAJIUTE CTPAHU MH]IyCTPUAIHUTE OTHOIICHUS ca Hail-uecTo Herosa padora. Enun-
cTBeHU u3kitoueHus: ca CrnoBakusi, bearapus, Heman, Tynuc u Typckara kumbpcka
0OILIHOCT, KbJIETO HAl-ueCTO MPEKUTE PbKOBOJUTENN MOEMAT OTTOBOPHOCTTA O€3 M-
Kpermnara Ha otaen “Yosemiku pecypen’.
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OTMpeknTte pbkoogutenu B MpekuTe p-nu, cbBMecTHO ¢ otaen YP O Otgen YP, cbBMecTHO ¢ npekute p-nu OOTaen YP
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Quzypa 1.34. I'naena omzoeopnocm 3a unoycmpuannume omuouieHusn (cmpanu om EC)
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QDuczypa 1.35. I'nagna omeosopnocm 3a uHOycmpuaiHume OMHOUIEHUA
(Eeépona — cmpanu uzewvn EC)
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QDuzypa 1.36. I'nagna omzosopuocm 3a uHOycmpuaiHume OmMHOUIEHUA
(ocmananama uacm om ceema)

I'naBHa OTTOBOPHOCT 3a pelucHUusATa IPpU yBe.]Il/I‘laBaHeTO/HaMaJISIBaHeTO Ha

pabdoTHaTa cuja

['maBHaTa OTrOBOPHOCT 3a yBeJMYaBaHETO/HaMalIIBaHETO Ha paboTHaTa cuja B
IIOBEYETO CTPAHM JIEKU BBPXY NPEKUTE PBKOBOAUTENM, MOAIIOMAaraiu ot oraen “Ho-
BEIIIKK pecypcu’. B Hsikou cTpaHu oO6aue MMEHHO TOM C MOMOIITa Ha JTUHEUHUTE Pb-
KOBOAMUTENU HOCU Ta3u OoTroBopHOCT (I'epmanusi, Urtanus, ['spumns, Kunsp, ABcTpa-
mus u M3paen). OT npyra cTpaHa, B HAIKOU CTPaHU MO-YE€CTO €IUHCTBEHO MPEKUTE Pb-
KOBOJMTEIM ca OTTOBOPHU 32 yBEJIMYaBaHETO/HaMaJsiBaHETO Ha paboTHata cuna: Cio-
Bakus (44 %), Typckara kunbpcka oomHuocTt (71%) u Henain (43 %).
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Quzypa 1.37. I'nagna omzoeoprocm 3a yeeauuaganemo/Hamanieanemo na pabomnama

cuna (cmpanu om EC)

O MNpekuTe pbkoBogutenu M MpekuTe p-nu, cbBMecTHO ¢ oTaen YP O Otgen YP, cbBMecTHO ¢ npekute p-nn O Otaen YP
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Quzypa 1.38. I'naena omeoeoprnocm 3a ygeauuasanemo/Hamaniasanemo Ha pabomuama
cuna (Eepona — cmpanu uzewvn EC)
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Quzypa 1.39. I'naena omzoeopnocm 3a yeenuuaganemo/Hamaniaéanemo Ha pabomuama
cuna (ocmaxaiama yacm om ceema)

IIpomsina B M3M0JI3BAHETO HA BHHIIHU JOCTABYMIM HA WH(OPMAIHOHHU
cucremu 3a YUP (UC 3a YUP)

Boumnute noctaBuuiy Ha IC 3a YUP ce u3non3BaT mimpoko B MOBEUETO CTpa-
Hu. Haii-o0mo Hag 65 % oT opraHu3anuuTe W3MOJA3BaT TakuBa yciuyru. V3kimtoueHus
ce cpemiat B ['epmanust, kpaeto 41% He npubdsTBaT 10 BbHIIHK AocTaBuniiy 3a C 3a
YUP, kakto u B CnoBakus (48 %), Typckara kumbpcka obmuoct (57 %), Heman
(64 %) u Tynuc (48 %).

B mo-ronsiMara 4act oT CTpaHUTE M3IMOI3BAaHETO HA BHHIIHU JocTaBuuiid Ha UC
3a YYP unm e HapacHaino, WM ce € 3ama3uwio Ha chuioto paBHuule. Camo BB @paH-
s (36 %), Ucnanus (39 %), Gunnannus (35 %) u Uspaen (46 %) moseue ot 10 %

OT KOMIIaHHHUTEC ITIOCOYBAT HaMaJIsIBAHC B y1'IOTp€6aTa Ha BbHIIIHU JOCTaBYHUIIH.



100 Kpaner n3zcnensane - MexayHnapozaes nokian, 2005

60 OHapacTBa B Hamanssa O be3 npomMsHa OHe ce nsnonsear
50 ~
° 40 1] H -1
(= —
= —
s _ —
=) M _ — M —
© M —
8 _ _
= — -
(1] I |
o B —
o
=
o —
& 20 4 H | - i O DN | N U O O
10 HH | [H HH T H HEAB®THITHHTHTH ‘k
0 771__"7 - _Tll l T T _TJ_ J__—T
¢ & @& @ @& @ G SR S SR SEE SRR S S SR SR
& o '83* ¥ & QO 63‘ ?u} W i ‘\& & OQ* 0’3} 'b@ 0_‘9 Q~X‘
& Q& s && S F & F R F L E
& & (& ) o < &S 3
o
F®
Quzypa 1.40. IIpomana é usnonzeanemo Ha 6vbHuwiHu 0ocmaguuyu na UC za Y4P
(cmpanu om EC)
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Quzypa 1.41. Ilpomana 6 uznonzeanemo na evHuinu oocmasuuyu na UC za Y4P
(Espona — cmpanu uzevn EC)
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Quzypa 1.42. Ilpomana é usnonzeanemo Ha 6vHuwiHu oocmaguuyu na UC za Y4P
(ocmananama uacm om ceema)

Tun uapopmannonna cucrema 3a P

B m3cnenBanuTe CTpaHW Hai-4eCcTO CpellaHaTa MPaKTUKa € KOMIAHUHUTE Ja W3-
MoJI3BaT MpeAuMHO camocTosiTenHa cuctema 3a YP. B Cnosenus (55 %), CAIL]
(52 %), Hanus (47 %) n Gunununute (42 %) odbaue Hait-uecto uma MC 3a YUP, un-
TerpupaHa B MO-IIMpoKaTa HHGOPMAIIMOHHA CHCTEMA 32 YIpaBJICHNE Ha OpraHu3aIis-
Ta.

YdyaBaiio e, 9e ©Ma MHOTO CTPaHH, KOUTO IMOCOYBAT OTHOCUTEITHO BHCOK TPO-
LEHT Ha Jinrca Ha BeakakBa kommtoTpusupana MC 3a YUP, nanpumep Typckarta ku-
nbppcka oomHocT (79 %), Henan (65 %), Yurapus (39 %), Hosa 3enangus (37 %),
Agctpanus (35 %) u Kunsp (31%).
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QDuzypa 1.43. Tun UC 3a YUP (cmpanu om EC)
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Quzypa 1.44. Tun UC 3a YUP (Ee¢pona — cmpanu uzeévn EC)
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Quzypa 1.45. Tun UC 3a YUP (ocmananama wacm om ceema)

OO0xBaT Ha eJleKTPOHHATa cucTema 3a YUP

B noBeueTo u3ciaeaBaHu CTpaHM €JIEKTPOHHATa cucTema 3a Y UP mo3BossiBa mpe-
I BCHYKO €IHOCTPaHHAa KOMYHHUKalus (Hai-Bedye MmyOJuKyBaHe Ha WHPOpPMAIWS U B
HSKOM CITydau JOCTBII IO YacT OT Hesl). B HsIKoM cTpaHM M3MOJI3BAHETO HA €IHOCTPaH-
Ha KOMYHUKAIUSl C OTPAaHUYCH JIOCTBI A0 WH(POpMAIUATA € IMOYTH TOJKOBA WIH IIO-
pasnpocTpaHeHo OT myOauKyBaHeTo Ha wH(popmanus (YHrapus, @panius, ABCTpus,
Hemaun).

[TpsikaTa TMYHA KOMYHHKAIIMS BEPOSTHO € MPEIMOYNTAH BapUAHT B MO-ToJIsIMaTa
YacT OT CTpaHHUTe. YToTpedaTa Ha ye0-0a3upano ynpasieHue Ha UP ¢ Bb3MOXKHOCT 32
JIByCTpaHHAa KOMYHHUKAIUsl € Jajied MO-OTPAaHWYCHO M KaTO IMPAaBHJIO IMO-MaJKO OT
20 % OT W3cIeNBaHUTE OPTaHM3AIMU TO W3MOJI3BAT. [IpUIIOKEHUETO Ha JBYCTpPaHHU
KOMYHUKAIlMOHHU CUCTeMH ¢ To-pasnpoctpaneHo B CAILl, ABcrpanus, Hosa 3enan-
JIUs, BEPOSATHO 3aIlOTO TEXHOJOTHYHO HAmpeaHANIMTe WH(OPMAIMOHHU CUCTEMH HU
eJICKTPOHHATA T0Ila ca J0o0pe Pa3BUTH U MPH HAJIMYHUETO Ha IO-TOJEMHU Pa3CTOSHHS
MOJI3UTE OT TAX Ca OYCBUIHU. JIBycTpaHHATa KOMYHHUKAIUsl HA €BPOICHCKUS KOHTH-
HEHT CBIIO0 € MHOT'O pa3npocTpaHeHa B Mranus u benrus.
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O EpHocTpaHHa KoMyHVKauus (nyGMkyBaHe Ha nHdopmMaLms)

B EgHocTpaHHa KOMyHMKaumMs ¢ 4OCTbM A0 YacT OT MHdopMauusaTa

O [IBycTpaHHa KOMyHMKaLUsi C enemMeHTapHo o6HoBsBaHe Ha MHGopMauusTa
O [BycTpaHHa KOMYHUKALUS C Bb3MOXHOCT 32 KOMMIEKC OT TpaH3aKumm

O Opyra c Bb3MOXHOCT 3a NO-CMOXHW TpaH3aKLmu
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Quzypa 1.46. Ooxeam na enexkmponnama cucmema za Y4P (cmpanu om EC)
O EpHocTpaHHa KoMyHVKauust (Ny6iMkyBaHe Ha nHdopmMaLms)
B EpHocTpaHHa KOMyHMKaumMsi ¢ 4OCTLI A0 YacT OT MHdopMaumaTa
O [IBycTpaHHa KOMyHMKaLUs C enemMeHTapHo o6HoBABaHe Ha MHGopMauusTa
O [IBycTpaHHa KOMyHMKaLMSi C Bb3MOXHOCT 3@ KOMMNEKC OT TpaH3aKLum
O [pyra ¢ Bb3MOXHOCT 32 MO-CMNOXHW TpaH3aKuum
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QDuczypa 1.47. Pazeumue na enekmpounama cucmema za Y4P
(Eeépona — cmpanu u3zewvn EC)
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O EgHocTpaHHa koMyHUkaums (mybnunkyBaHe Ha uHdbopmauust)

B EqHocTpaHHa KoMyHUKaLms ¢ AOCTbIM A0 YacT oT uHpopmaumsTta

O /1BycTpaHHa KOMYyHWKaLMs ¢ enemMeHTapHO obHoBsIBaHe Ha UHopmauusaTa
O ABycTpaHHa KOMYHUKaLMS C Bb3MOXHOCT 3@ KOMMIIEKC OT TPaH3aKLumm

O pyra ¢ Bb3MOXHOCT 3@ MO-CIOXHW TPaH3aKuun
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QDuczypa 1.48. Ooxeam na enekmponnama cucmema 3a Y4P
(ocmananama uacm om ceema)

Taénuya 1.1. Uma nu pvkosooumenam na YP macmo ¢ bopoa na oupekmopume?

1995 (%) 1999 (%) 2003-05 (%)
Crpanu ot EC 57,9 54,4 56,9
EBpona (u3BpH EC) 60,6 50,7 471

Tabnuua 1.1. moka3Ba Jiena Ha OpraHU3alMUTE, MPU KOUTO PBKOBOAMUTENSAT HA
3BeHOTO 10 YUYP e uneH Ha bop/ia Ha IUPEKTOPUTE UM €KBUBAJICHTEH PbKOBOJEH Op-
rad. To3u As1 ocTaBa OTHOCUTEIIHO MOCTOSIHEH 3a opranu3anuute oT EC, kaTto Manko
II0BEYE OT II0JIOBUHATA OT TAX 3asABSBAT, Y€ PBKOBOJAUTEIAT Ha 3BeHOTO no YYP e
wieH Ha Oopna. Ilpu eBpomneiickute crpanu u3BbH EC oOaye 3a mepuoma Mexuay
1995 r. m 2005 r. ce HabMrOMaBa TIOCTOSIHEH CIajl Ha Jiejla Ha OPraHU3alMUTe C PHKO-
BOAMTEN HA 3B€HOTO no Y UYP karo uneH Ha bopaa Ha nupekTopure.

HN3Boau

INonmsamoTo pazHooOpasue Ha ponuTe Ha AupekTopute Mo YUP u pyHkimuute Ha
YP, onucano Tyk, 6€3 CbMHEHHUE pa3KpuBa MHOT0OOpa3ue OT KYJITYpU M HallMOHAIIHU
MKOHOMHMYECKH CUCTEMH, PA3IMYHU €Talu B pa3BUTHETO Ha posuTe Ha UP 1 pa3zHoo0-
pasue OT MOJIeNu 3a ynpasiieHue Ha YP.

Bce mak ce 3a0ens3Ba, ue HezaBucuMo nainu UP ca mpeactaBenu B bopaa Ha nu-
PEKTOpUTE HA AaJicHa opraHu3anus, wiv He, Y UP npoabikaBa 1a Biavse BbpXy Ch3la-
BaHETO Ha OM3HEC cTpaTerusara v HeilHoTo mpuiiaraHe. Habmionasa ce cblllo Taka TeH-
JeHIMs 3a (opManu3upaHe Ha cTpaTerudra ¢ rnoBeye OM3HEC CTpaTerud B MUCMEHa
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¢dopma u nucmenu crpareruu 3a YP. OcBeH ToBa popMynHpaHETO HA MUCUHU O3Haya-
Ba, Y€ IMOBEYETO OPraHU3alMKi HE CaMO MPUTEXKABAT CTPATETUUYECKH 1I€JIH, HO CHIIO Ta-
Ka ca u3paboTwin BU3MS 3a Obaemero Ha ciayxutenure. Ponsra na YP kato nmomor-
HUK Ha OpraHU3allMUTE B IMOCTUTAHETO HAa MHUCHATA UM C€ OTKpMBAa B IJIaBHATa OTIO-
BOPHOCT Ha 3BeHara no YYP OTHOCHO moJIMTHKAaTa 3a WHIYCTPUAIHUTE OTHOIICHMS,
KAaKTO U B 3HAYUTEIIHUTE UM OTTOBOPHOCTH, CbBMECTHO C MPEKUTE PBKOBOAUTEINH, 32
HaOupaHeTo, noAdopa, 00y4eHUETO, Pa3BUTHUETO U Bb3HATPAXKIEHUATA HA MIEpCOHAIA.
He Ha nocnenHo MsICTO pe3yiTaTUTe OT MPOYYBAHETO JABaT 3HAK 3a HApacTBa-
1iaTa 3HaYMMOCT Ha MH(OpMaIMOHHUTE cucTeMu 3a YYP, ronasiMa yacT oT KOMTO ca
MHTErpUpaHU B MO-IIMPOKH OuszHec cuctemu kato SAP. BnusHuero Ha mHpopmanu-
OHHMTE TexHOJoruu BepXy YP Moxke na ce okaxe o0nact Ha Mo-00CTOWHO aHAIU3UPA-
He B ObJeIM U3caeABaHus, KaTo ce UMAT IPeIBU]l MOTECHIIMAIHOTO BIUSHUE U 3HAUE-
HUETO Ha MH(OPMAIIMOHHUTE CUCTEMHU M Pa3BUTHETO HA (YHKUUUTE UM, OCOOEHO Ha

BB3MOKHOCTUTC 34 IMO-CJIIOKHH TPAH3AKIMKU B CUCTCMATA.

2. I'bBKaBH padOTHHU AOTOBOPEHOCTH: KOHBEPreHTHHU M IMBEPreHTHHU
00J1aCTH MEK1Yy CTPAHUTE — YYACTHUYKH B M3CJIEABAHETO

Pner B NMpUWJIaraneTo Ha r-BKaB" paﬁoTHI/l AOTOBOPEHOCTH

I'vBkaBuTe pabotHu goroBopeHoctu (I'PJ]) ca ocHoBeH (okyc Ha mpoydBaHe
oIlle OT MoJieNia Ha “ThBKaBata ¢pupma” Ha ATKMHCHH (1984)1. MogensT Ha ATKUHCHH
€ MOCJIE/IBaH OT BBJIHA OT TUIIOJIOTU3alMK Ha I'bBKABOCTTAa, KOUTO CE OMUTBAT Ja aHa-
JU3UpaT I'bBKaBaTa 3a€TOCT B OPraHU3aLUMUTE, CEKTOPUTE Ha MKOHOMHUKATAa WIH pa3-
JUYHUTE CTPAHHU.

To3u ananu3 ce ocHoBaBa Ha AaHHUTE Ha Kpaner 3a ymotpebara Ha ['PJ] B 30
ctpanu: 18 ot EC, 6 eBporneiicku ctpanu, HeunenyBaiy B EC, u o1ie 8 cTpanu u3BbH
EBpoma. [IpoyuBanusita Ha Kpanet BuHaru ocurypsiBat 6orara uHGopmamus 3a rbBKa-
BUTE pa0OTHU JOTOBOPEHOCTH, KOSITO OKa3Ba BIMSHUE KAKTO BBPXY M3CIIEBAHUATA,
Taka U BbpXYy AbprKaBHATa MOJIUTHKA. JlaHHUTE OKA3BaT CIEAHUTE, OIMCAHU M0-A0MTY,

IIPOMEHHU B I'bBKAaBUTE YCIIOBUS HA TPYJ Mpe3 nocieaHuTe 15 roguHu.
I'bBKaBHU paGOTHH JOTOBOPEHOCTH — BbPXY KaKBoO ce (poxkycupame?

HNudopmanusita ce ocHOBaBa Ha OTTOBOPUTE HA CIEAHUS BHIPOC:

“Modsi, mocouere NPUOIU3UTENHUS AT Ha CIIYKUTEJIUTE BbB BalllaTa OpraHu3a-
1[1s, KOUTO PabOTAT MO cieaHaTa ¢popMa Ha r'bBKaBa 3a€TOCT.”

Tabnuma 2.1. moka3Ba BapuaHTUTE HA I'bBKaBa 3a€TOCT, BKJIIOYEHU B TO3HM BBII-
poc. Crnen o0oOimiaBaHe Ha OCHOBHUTE pE3YyJITaTH, 1€ H3CIEIBaME IMO-ChbBPEMEHHA
Kiacu(uKanys Ha T'bBKaBaTa 3a€TOCT, KOATO CE€ KOHIEHTPHpA BBPXY UYETHUPH TPYIH

! Atkinson, J. (1984), Manpower strategies for flexible organizations. Personnel Management (8): 28-31.
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['PJl — cnopen HaunHa Ha paboTa, YacoBeTe 3a paboTa, U3MBIHUTEINTE HA paboTara U

MSCTOTO Ha paboTa.

Taonuya 2.1. Tunoge 2véKkasu padomuu 002060peHocmu

Crnopen paGoTHOTO Bpeme

Crnopen 1oropopa

Crnopea MsICTOTO

Pabora Ha HembiieH paboOTeH JIcH
PaboTa npe3 nounBHUTE THU
N3BBHpENEH TPy

Cwmenna pabota

Pabora c HamaneHo paGOTHO Bpeme
[IpomennuBo pabOTHO Bpeme Ipe3
roJMHaTa

I'eBkaBO pabOTHO BpeMe

CriofiensiHe Ha JUTHKHOCTTa/paboTaTta
PaznensiHe Ha TBkHOCTTa/paboTaTta

Ce3onna/BpeMeHHa padoTa

PaboTa Ha moroBop ¢ GUKCUpaH CPoK

Hamomna pabota
Pabora upe3 Ttene-
BU3HMOHHA BPB3Ka

Taonuua 2.2. /[an na opzanuzayuume, uznonzeawu I'P/ ¢ paznuunume

pecuonu na ceema

JsJ1 Ha opraHu3anuuTe Mo pernoHu ot ceera (%)
Ana H;g;(;)?[)eﬁam AHTJI0- Cesepna | llenTpanna | CpennzemMHO- I/IE:I:'?;H Asust
ropopsaumu | EBpona EBpona MOPCKH
0J10K
PabGora Ha cMeHn
He ce nznonssa 30 37 32 24 25 47
0-5% 18 14 15 14 13 8
6-10% 10 9 10 10 9 6
11-20% 9 9 8 9 9 8
21 -50% 14 16 15 13 20 10
> 50 % 19 15 20 30 24 21
IIpoMeHMBO paboTHO BpeMe npe3 roAuHaTa
He ce uznonssa 72 63 66 77 60 92
0-5% 12 12 8 6 24 4
6-10% 3 4 3 3 6 2
11-20% 3 3 2 1 4 0
21-50% 3 3 5 3 2 2
> 50 % 7 15 16 10 4 0
I'bBKaBO paboTHO Bpeme
He ce nznonssa 46 22 27 67 45 82
0-5% 21 16 9 13 23 10
6-10% 9 11 7 4 11 2
11-20% 6 11 8 4 8 2
21 -50% 7 12 12 4 7 1
> 50 % 11 28 37 8 6 3
TeeBU3HOHHA BPb3Ka
He ce uznonssa 73 58 69 90 76 92
0-5% 20 32 24 7 18 5
6-10% 4 5 3 1 3 1
11-20% 2 2 2 1 1 0
21-50% 1 2 1 0 1 1
> 50 % 0 1 1 1 1 1
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HauuoHa/iHUTE pa3iuyus 4eCTO €A B pa3pe3 ¢ 00IIONPUETOTO pa3dupane 3a
I'bBKAaB Na3ap Ha Tpyaa

[Ipu 06CHK1aHETO Ha I'FBKABOCTTA HA Ma3apa Ha TPY/a YeCTo ce O0TOesI3Ba, ue B
JBP’KaBU C OTPAHUUYCHO 3aKOHOAATENHO perynaupane - karo CAlll u BeaukoOGpuranusi,
noBe4eTo (OpMU Ha I'bBKABOCTTA TPsiOBa Ja ObAAT MHUPOKO NMpuiiokumu. Ha npaktu-
Ka TOBa HE € Taka, Thi KaTo mpeobianaBaHeTo Ha onpeaeneHu Buaose [P/l Bapupa B
paznmuunute crpanu. Kakro mocousa PobuncwH (1999, 96) BBB Bph3ka C BpeMeHHATa
TPYJOBa 3a€TOCT: CTPAHU C BUCOKA CTENEH Ha PEeryJupaHe Ha CTaHAAPTHUTE TPYIOBU
JIOTOBOPU 4YECTO MMAT BHUCOKM HUBA HA MPWIATaHE HA PA3IUYHU BUIOBE I'P/I>. Ako
(GbupmMHUTE OYYBCTBAT, Y€ HAKOM THUIIOBE I'bBKaBa 3a€TOCT CE€ OrpaHMYaBaT OT 3aKOHa,
T€ 1€ U3MO0J3BAT APYTH, MO-JIECHO JOCTHIIHU (popmH Ha rbBKaBOCT. [1o Ta3u npuunHa
BbB DpaHlus ca NIMPOKO Pa3NpOCTPAHEHU JTOTOBOPUTE 32 MPOMEHIUBO pabOTHO Bpe-
M€ B T€UEHUE HA TOAMHATa, B XOJaHus - paboTara Ha HeMbJieH pabOTEeH JIeH U CpoU-
HUTE TPYAOBU J0roBopH, a Mcnanus u Typuus ca nuiepu B U3M0JI3BAHETO HA CMEHHA-
Ta padoTara.

TpaauunoHHNTE MOJEJIM HA TBBKABH PA00OTHU JOTOBOPEHOCTH Bee ollle Tpe-
o0saxaBaT HajJ “HoBHUTE” (POPMH HA 'bBKABOCT

B cBernmuHaTta Ha QyTypHcTHYHATa JUCKycHUs 3a “Kpas Ha paboTara’ 4ecTo ce
OYakBalle, y¢ MPOMEHIMBOTO PabOTHO BpeMe B TEUYEHHWE HAa TOAMHATA, CIIOJACIISHE-
TO/pa3fessHETO Ha JTBKHOCTTA, HaJloMHaTa paboTa u paboTara upe3 TeICBU3MOHHA
BpB3Ka I C€ MPEeBbPHAT B OCHOBHH €JIEMEHTH HA TPYAOBHUS >KHBOT. Ho ToBa ome
NPEICTON Ja ce Ciay4d. Hampumep mMpOKOTO M3MOJI3BaHE HA TEICBHU3MOHHA BPH3Ka
(t.e. 3a moBeue oT 10 % oT mepcoHana Ha OpraHu3anusITa) NOKpUBa Mo-Majiko oT 10 %
OT M3CJIEIBAaHUTE Opranm3anuu. [lopu B CTpaHu, KOUTO ca BOJACUIN B IpUJIaraHeTo Ha
Taszu ¢opma, TpaOBa 1a ce U3BHPBU MHOTO BT, TIPS TEICBU3MOHHATA BPH3Ka J1a Ce
NPEBbPHE B €JHA OT OCHOBHUTE I'bBKABU PAOOTHU J0TOBOPEHOCTH (BXK. Tabnuua 2.3.).

Taonuya 2.3. /[an na nepconana, Haem Ha padoma ype3 menesu3uOHHA 8Pb3KA
(% om opzanuzayuume)

JAbpxaBu He cemsmomsBa | 0-5% [ 6-10% | 11-20% | 21-50% | >S50 %

1 2 3 4 5 6 7
BenuxobOpuranms 80 16 3 1 0 0
T'epmanusg 56 38 2 1 2 1
IBenus 55 35 5 2 1 1
Hanus 61 31 4 1 2 1
Xona"uaus 59 29 7 2 2 1
CroBakus 55 30 9 2 2 2

? “Taka Bpb3KaTa MEXK/Iy 3aKOHOBHTE MEPKH M YeCTOTATA HA M3MON3BAHE HA BPEMEHHA 33€TOCT € TOYHO 0OpaT-
HaTa Ha o4akBaHOTO. HaucTuna, BHCOKATa M pacTsIiia BPEMEHHA 3a€TOCT MOXKE J1a Ce IpHeMe 3a 00e3MOKOHTe-
JIeH 3HAK, Y€ PEryJIUPaHeTO Ha CTAHAAPTHUTE TPYIOBH JOTOBOPH CE MPHEMa KaTo 3aTPyAHECHHE H MOXKE [1a U3-
KpHBH Na3zapa Ha Tpyaa.”(PoouncsH, 1999,96)
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IIponbmxenne
1 2 3 4 5 6 7
Hopserus 40 48 5 4 3 0
Ucnannous 52 31 13 2 1 1
CAILL 45 37 10 3 2 3

I'pynupane Ha rbBKaBuTE pa0OTHH J0rOBOPEHOCTH

Hapen ¢ Bp3moxknocTTa ['P/] na ce pasriexaar kato MHAMBUYAJIHUA JIOrOBOpPE-
HOCTH, MOTAT CHIO TaKa Ja Ce MU3CJIEABAT KAaTO TPYIH WM HA0OpH OT JOTOBOPEHOCTH.
AHanu3bsT 00pbIlla BHUMAHKE, Y€ KOTAaTO € KOMOMHUPAT, T JAaBaT MO-A00pu pe3yra-
TH 3a e()EKTUBHOCTTA HA OpraHW3alusATa U HeWHara neiHoct. Tabmuna 2.4. mo-moiy
noka3Ba kak ['P/l, BkiiroueHu B u3cienBanusTa Ha KpaHer, morar na ce Kareropusu-

paT B YETUPU PA3JIMYHU IPYIIN:

Taonuua 2.4. I'pynupane na 2vexkasume padomuu 002060peHocmu

Cnopen
Cnopen HauHHA Cnopen Cnopen
Hla) pa6orta uacopere H3H’bJ1H]([I”)[eJ'lI/ITe MﬂCTI())TO
Ha paboTa
Ha menbiien paboten aeH PaboTa mpe3 Cesonna/ Bpe- Hamomna pa-
[IpomMennuBoO pabOTHO BpeMe Mpe3 TOAUHATA | TOYMBHUTE MeHHa paboTa Oota
C namaiieHo paboOTHO BpeMe TTHH Haemane Ha BBH- | PaboTa upe3
I'eBKaBO paboTHO Bpeme WzBbHpenen [THY TTOAM3MBI- | TEIEeBU3NOH-
CrionensHe/ pa3zensHe Ha paboraTa TPy HUTEIU Ha Bpb3Ka
Ha morosop ¢ puxcupan cpox Pabora Ha
CMEHH

['pynute ['PJl Morar ma ce u3noia3BaT KaTo OTIpaBHA TOYKA 3a aHAJIU3 HA BapH-
paHeTo Ha I'bBKaBaTa 3a€TOCT B pa3jMYHUTE CTpaHu. ToBa e oTpaseHo B Tabnuia 2.5.
Ako pasriename uyetupute rpynu ['PJl, moxewm na 3abenexum, de: (a) HeCTaHIAPTHU-
T€ HaYWHU Ha paboTa ca ce YCTAaHOBWJIM B MOBEYETO PErMOHHU, MaKap M B MO-MajkKa
CTENEH B a3MaTCKUTE CTpaHu; (0) ABETEe Ipynu Ha T'bBKABOCT CIIOPE] YACOBETE U CIIO-
pea MSACTOTO Ha paboTa ca Mo-uecTd B aHrioropopsimmre crpanu, CeBepHa u LleH-
TpasniHa EBporma; (B) paboTara ¢ BbHIIHU M3II'BIHUTENN € Ha-pa3pocTpaHeHa B Cpe-
JTU3EMHOMOPCKHTE U a3MaTCKUTE CTpaHu; U (r) paboTaTta u3BbH odrica Bce OlIe Mpe-
CTOM /1a C€ YCTAaHOBU B CPEIM3EMHOMOPCKUTE U a3UATCKUTE CTPAHHU.

Taoénuya 2.5. /[an na opzanuzayuume, usnonzeauiu kamezopuu/ecpynu I'P/] ¢ paznuunume
Ppecuonu na ceema

Karteropuu/rpynu a1 Ha opraHu3anuuTe Mo pernoHu ot ceera (%)

HA I'bBKABHUTE buBm

padoTHu Anrio- |Ceepna | LenTpanna | Cpenuzem- Wstouen | Asmarexn
HOroBopeRoeTH ropopsiiu | EBpona EBpona HOMOPCKH BI10K
1 2 3 4 5 6 7
Cnopen HaunMHA HA padoTa

He ce usnonzear
Pl 2 0 1 11 5 17
1TPJ 9 5 4 28 18 39
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IIponbmxenne
1 2 3 4 5 6 7
21PN 20 14 18 29 30 25
3TP] 26 32 32 19 28 11
4TP]] 22 28 25 9 13 5
S5TPN 15 16 15 3 4 2
6 I'P]1 6 5 5 1 2 1
Cnopen yacoBeTe Ha padoTa

He ce uzmonssar

TP 5 6 8 6 7 20
1 TP/ 14 21 19 14 16 35
2TP]] 27 28 31 32 29 27
3TP] 27 45 42 48 48 18

Cnopen u3nbJIHUTEIUTE

He ce uzmonssar

TP 8 7 31 24 17 25
1 TP/ 55 56 39 35 51 31
2TP] 37 37 30 41 32 44

Cnopea MSICTOTO

He ce uzmonssar

TP 60 51 64 88 71 92
1 TP]T 28 32 28 9 23

21PN 12 17 8 3 6 1

Taobnuya 2.6. /[an na opzanuzayuume, uz3noa3eauiu 002060pu ¢ NPOMEHIAUBO PADOMHO

eépeme npe3 2o0unama (6CUYKU CMPAHU)

1995 (%) | 1999 (%) | 2003 - 05 (%)
He ce uzmonssar 71,2 72,8 68,9
0-5% 19,7 7,5 11,5
6—-10% 2,1 5,5 3,5
11 -20% 1,2 2,1 2,7
>20 % 5,8 12,1 13,4

ITpe3 2003 - 2005 r. B cpaBHenue ¢ 1995 r. ce 3a0ens3Ba MajaKoO MO-BHUCOK IPO-
LEHT CIYXXUTEJIU Ha JOrOBOp C MPOMEHJIMBO pabOTHO BpeMe Mpe3 roJuHaTa, KaTto
13,4 % ot opranuzauuute 3asBsBaT, 4e noseye oT 20 % OT TEXHUTE CIIyKUTEIU ca Ha
TaKbB JJOTOBOP, 32 pa3iuka ot easa 5,8 % npe3 1995 r. To3u Tvn AOroBOpH ca U3MoJI-
3BaHU U OT MO-TOJISIM MpoleHT opranu3auuu npe3 2003 - 2005 r. (31,1 %) B cpaBHe-
Hue ¢ 1995 r. (28,8 %).

Tabnuya 2.7. /Tan na opzanuzayuume, u3noi36auiu 6pemMeHHU/ce30HHU PAOOMHUYU
(6cuuxku cmpanu)

1995 (%) | 1999 (%) | 2003 - 05 (%)
He ce uznomnssar 16,9 24,5 26,7
0-5% 60,2 23,8 43,7
6-10% 13,3 29,6 16,8
11-20% 6,3 11,6 8
>20 % 3,2 10,2 4.8




KPAHET u3scnensane - Mexnaynaponen noknan, 2005 111

N3non3BaHeTo Ha BPEMEHHH/CE30HHM PAOOTHHIIM HaMallsiBa MPe3 MOCIETHUTE
JieceT ToiuHu. ToBa MOXe J]a C€ ABJDKM OTYACTH Ha 3aKOHOJIATEJICTBOTO B HAKOM CTpa-
HU, KOETO JlaBa Ha BPEMEHHUTE PaOOTHHIM TOBeue mpaBa. KaTo 15510 BpeMeHHaTa U
ce30HHaTa paboTa ce M3IOI3BAT OT CPABHUTEIHO HUCHK MPOLEHT PaOOTHUIIU U CIIy-
KUTEITH.

Taonuya 2.8. /[an na opzanuzayuume, uz3non3eauiu CPOUHU mpyoosu 002080pu
(6cuuxku cmpanu)

1995 (%) 1999 (%) 2003 - 05 (%)
He ce uzmnonssar 19.4 20,6 26,3
0-5% 57,6 23,5 46,1
6—-10% 11,9 29,1 13,1
11 -20 % 4.6 11,7 6,1
>20 % 6,4 15,1 8,4

W3non3BaHeTo Ha CPOYHHM TPYIOBH JOTOBOPHU CHIIO CHaJa HE3HAYUTEIHO Mpe3
U3MHUHANUA JleceTrouiineH nepuoa. OCBEeH TOBa CPOUYHUTE JOTOBOPU Ca THUIMHYHHU 32
MaJTbK IMPOLEHT OT paboTHAaTa cuja. ToBa MOXkKe Jja ce AbJIKM Ha 3aKOHOBU IPOMEHH B
Hsikou cTpanu oT EC, KOUTO mpaBsT MOAHOBSIBAHETO HA CPOUYHUTE JOTOBOPH 3a CPOK,
MO-TOJISIM OT JIBE€ TOJIMHU, TIO-MaJIKO MPUBIEKATEIHO.

HN3Boau

Bobnpexku obmoro HapactBane Ha ['PJ] mpe3 mocimemnuTe neceT TOAMHH HE Ce
JIOCTUTa OYaKBAHOTO yBEJIMYaBaHE Ha HAKOM J0Ope yCTaHOBEHHM (hOpMH Ha I'bBKaBa
3aetocT. PaboTaTa Ha CMEHU U Ha HEMbJIeH pabOTeH JIeH OCTaBaT OTHOCUTEIHO MOCTO-
SIHHHU, JIOKAaTO JIOTOBOPUTE 332 IPOMEHJINBO pabOTHO BpeMe B TEUEHUE Ha TOJUHaTa ce
npuiarat B Mo-Maiabk Opoi opranuzanuu. Bee mak chuiecTByBaT HAKOU (yHIaMEH-
TaJIHU pa3jinyusl, KOraTo CTaBa BBIPOC 3a IPWIATaHETO Ha NMPAKTHKA HA I'bBKABUTE pa-
00THU JA0rOoBOpeHOCTU. ToBa MOXkKe Ja HE MPOJIMYH SICHO MOPAJIU CPEIHUTE CTOMHOCTH,
MOCOYEHH B JOKIIaja. 3abemnsi3BaT ce 3HAUUTENHU BapUallui 1O PETUOHH U MEXKIY OT-
JICTTHUTE CTPaHH, KaTo B HSIKOW MMa CTArHallMs WIM JOPU HaMaJlsiBaHE HA CTOMHOCTUTE
npu onpeaenenu ['PJI. Umaiiku npeaBua pactexa B 00J1acTTa Ha YCIYTUTE U BUCOKO-
TO ThpCEHE Ha KBaTUUIMpaHu NpodEeCUOHATUCTH, € YUY IBaIl0, Y€ PbCTHT HA HOBUTE
dbopmu Ha ['P/] (Hanpumep paboTarta upe3 TeIeBU3MOHHA BPBH3Ka, TOTOBOPUTE 3a MPO-
MEHJIMBO pabOTHO BpeMe Mpe3 ToJuHaTa) UMaT MO-HUCKH CTOMHOCTH OT OYaKBaHUTE.
B u3cnensaneTo ca ycTaHOBEHHM U 00CHIEHU HIKOJIKO OCHOBHM (pakTa:

e PncT u ctabunHocT npu Hskou oT ['P/I, kakTo M HamassiBaHe Ha MPUIIOKHU-
MOCTTa Ha APYTH.

e HanuoHanHUTE U PETMOHAIIHUTE PA3JIM4Ms MPU I'bBKAaBaTa 3a€TOCT BCE OLIE
ca 100pe ouepTaHHu.

e Hanuonanuure pa3nuuus 4ecTo ca B pa3pe3 C pa3NpoCTPaHEHOTO pa3dupa-
HE 3a I'bBKAaBHU I1a3apH Ha TPyJa.
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e Tpamuunonnute monenu Ha I'PJ] Bce ome nmpeobnanasar Haja “HOoBUTE” Pop-

MH Ha I'bBKaBOCT.
HNma jim mocTosiHeH PBCT HA 'bBKABHUTE pa60THu ZlOFOBOpeHOCTI/l?

PabGoTaTa Ha HembJieH paOOTEH JIeH, I'PBKABOTO pabOTHO BpeMe, IOrOBOPHUTE 3a
IPOMEHJIMBO PabOTHO BpeMe Mpe3 roJuHaTa u paboTraTa npe3 MOYMBHUTE JHU ca BeUye
CTaHJAPTHU 33 OPraHU3allMUTEe B MHOTO OT CTPAHUTE - YYACTHUYKU B M3CJIEABAHETO.
ToBa eaBa 1M € U3HEHaAa TaM, KbAETO CE€ BKIIOYBAT IIOBEYE KEHU B Ma3zapa Ha Tpy/Ja,
JOMHMHHMPAH OT OpraHU3alliy OT CEKTOpa Ha yCIyTUTE U KBAETO MpeoliaaaBaT YHHOB-
HUYECKH, TEXHUYECKH WIIH YIPABICHCKH ITOCTOBE.

Bbrpeku ue rocrnojcTBamiara TEHIECHUIUS € KbM HapacTBaHE Ha ynorpedara Ha
I'bBKaBUTE paOOTHU JOTOBOPEHOCTH, TPAOBA Ja CE€ HAMIPABST HIKOW MPEXyIPEAUTCITHH
3a0enexku. IIbpBO, BCe OIIe CHIIECTBYBAT rOJEMU Bb3MOKHOCTU 32 yBEJIMYaBaHE Ha
['P/I. HezaBucumo OoT pbhcTa Ha paOOTHUTE MECTa B CEKTOpa Ha YCIYyTHTE B rojiiMa
gacT oT ctpanute Haja 60 % OT OTTOBOPHINTE OpPTaHU3ALMHU JCKIApUPAT, Y€ €/IBa IO/
5 % ot TAxHaTa pabOTHA cuJjia € HaeTa 3a paboTa npe3 NOYMBHUTE JHU. BTOPO, pbCTHT
Ha ['P]] e mo-cnab ot ouakBanus (BX. mo-rope). Tpero, 3a0ensizBa ce cTarHaius uin
JIOpY BpbBILIAaHE Ha3aj] B pa3BUTHETO Ha Hskou ¢opmu Ha ['PJI. Hanmpumep npe3 moc-
JIEIHUTE JIBE JECETHIIETUS c€ HaOII01aBa HEOYaKBaH Crajl pu padoTa HAa HEMbJIEH pa-
0oteH neH cpep xxenute B lanus (Pacmycen u p., 2004)°.

Hauuona.mmTe H PErHOHAJTHUTE pPa3/invusi Ipu 'bBKaBUTE (l)Ole/I Ha 3ae-
TOCT €a BCC o1IC )106pe H3pa3cHu

Jlokato mpoabiKaBar a ce BOIAT CIOPOBE 32 KOHBEPIEHTHUTE U JUBEPIEHTHHU-
T€ (aKTOpHU W 3a BBH3JEHCTBUETO HA MA3apHUTE WJIM MHCTUTYLHMOHAIHUTE CUIIH, U3-
CJIEABAHUATA B OTJCIHUTE CTPAHM ITOKA3BAT 3HAYMTEIHU PA3JIMKUA IPU KOHKPETHUTE
n3mepenus Ha [P/, KakTo ¥ Ipu HAKOU PErMOHAIHY PAKTUKH.

Hsma cbMHeHue, ye ChUIeCTBYBAaT MHTEPECHH O0JIACTH 3a M3CIEIBAHE IIPU aHa-
JY3a Ha IPUYMHUTE 34 PETMOHAIHUTE W HALMOHAJIIHUTE pa3nuuus. Te ca CBbp3aHu C
HATHCKa Ha Ia3apa Ha TPyJAa, ONMCAHWUTE B JOKJIANA PA3JINYHU 3aKOHU U MPAKTUKH B
MHOT'O OT CTPAHUTE, KAKTO U C €KCIAH3UATA WM CBUBAHETO HA OINPEICIICHU CEKTOPH

Ha MTPOU3BOJICTBOTO U BIUSHHETO HA HOBUTE TEXHOJIOTHH.
3. TpynoBHu OTHOIIEHHSI 1 KOMYHUKAIIUU

B Ta3u yact, nocBeTeHa Ha TPyJOBUTE OTHOLIEHHUS, OUEpPTaABAME PbCTA B yIIOTpE-
O0aTa Ha UHTEPHET U MHTEPHET 3a KOMYHHKAIIUS MEXIy Ciayxkutenure. JlokaTo usmos-
3BAHETO HA €-MEWIM MPOABJKaBa Ja HApPACTBA IO LEIUS CBAT, BIXKAAMe, Y€ Mpujiara-

3 Rasmussen, E., Lind, J. & Visser, J. (2004). “Flexibility meets national normd and regulations: part-time work
in Nre Zealand, Denmark and the Netherlands.”, British Journal of Industrial Relations 2004, 42 (4):637-658.
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HETO Ha CJICKTPOHHUTE METOJAU 3a KOMYHHUKAIUS MEXIY CIYKUTEIUTE € Pa3IMuHO.
TpsOBa na 0TOENEKUM, Y€ MOTYUYCHUTE TaHHU HE Pa3KpUBAT HACTOSIIOTO PABHUINE HA
TO3U BUJI KOMYHHUKAIIMHM, HO BMECTO TOBa MOKa3BaT HApPACTBAHETO WJIM CMaja B TSIXHO-
TO M3IOJI3BaHE.

Kato 1550 U3mosi3BaHeTo Ha €IEKTPOHHH METOJU 3a ChOOIaBaHE HA Ba)KHA WH-
dbopmarusi Ha CIyKUTEJIUTE HapacTBa 3HAYUTEIIHO Mpe3 MOCIEIHUTE TPU TOJWHU B
MOYTH BCUYKH U3cieaBaHu cTpaHu. [lo oTHomeHnue Ha crpanute oT EC HaOnrogaBame
3HAYMMO HApacTBaHE B €JEKTPOHHATAa KOMYHHUKAIIMS IO CBHIIECTBEHH BBIIPOCH B Ye-
xusi, Ecronus, ABctpusi, ®unnangus, Utanus, Xonannus, Janus u [Benus (Bx. dpu-
rypa 3.1.). Hail-npacTHuyHOTO M3KJIIOUEHHUE OT Ta3u TeHACHIMS € CloBakus, KbIETO
okosio 40 % OT opraHM3alMUTe HE M3MOJI3BAT HUKAKBA €JICKTPOHHA KOMYHHUKAIUA U
ensa moa 20 % ot opraHuzanuuTe oTOENA3BAT HAKAKBB PBHCT B ynorpedata um. ToBa
MOKa3Ba ChbBCEM pa3linyHa CKOPOCT Ha pa3BUTHE B CPAaBHEHUE ChC ChceaHa Yexus, Kb-
JIETO BCUYKM OpraHU3allMi H3MO0JI3BAT E€JICKTPOHHA KOMYHHKanus. Kumbp chIno ce
paznuuaBa OT 0OIllaTa TEHJEHIUS MO TOBA, Y€ JIOKATO MOBEYETO OT OpPraHU3aI[MUTE
TaM yBeJIMYaBaT yrnoTpedaTa Ha eJIEKTPOHHHU CPEJCTBA 32 KOMYHUKHUPAHE MO0 OCHOBHU
BBIIPOCH, UMA U 3HAYUTEJICH 5171, KOUTO M3001110 HE M3MOJ3Ba €IEKTPOHHU METOAM 3a

KOMYHUWKaNWs.
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OCHOBHU 6BNPOCU CHC CaAYHCUmeaume npe3 nocieonume 3 2o0unu (cmpanu om EC)
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Cpennust Opoit Ha opranuzauuute B crpanute oT EC, KouTo yBennyaBaT ynoT-
pebara Ha eJICKTPOHHUTE METOIN 32 KOMyHUKanus, ¢ 72 %, nokato 16 % ot opranuza-
LMUTE 3aMa3BaT PaBHUIIETO, a 8§ % HE U3MO0JI3BAT EJIEKTPOHHU CPEICTBA 32 KOMyHUKa-
1usi cbe cBoute ciayxurtenu. CpeaHo 1% ot opranuzanuuTe ca HaMalWId U3M0I3BaHe-
TO Ha To3u MeroA. KakTo craBa BuAHO oT Qurypa 3.2., eBpONeHCKUTE CTpaHU U3BbH
EC mpencraBar mo-pasnooOpa3zna kaptuHa. CrnenuanHo B Typckara KUmbpcka 00-
IIHOCT UMa 3HAYUTEIHA TPYIa OT OPraHMU3alii, KOUTO HE M3MOI3BAT EICKTPOHHH KO-
MYHUKAIlUW, KOETO He € TUnmu4YHO 3a EBpomna. HopBerus cpio ce paznnydaBa B M3BEC-
TEH CMHCBHJI OT o0IiaTa eBpornencka TeHASHIUS 110 TOBa, 4e camo okoJio 10 % ot opra-
HU3AIMUTE Ca YBEIMYWIA M3MOJI3BAHETO HA €IEKTPOHHH CPEACTBA 32 KOMYHHKAIIHS.
Bce mak Tps6Ba nma ce oTOenexu, 4e BCHUKA HOPBEKKH OPTaHU3AINN U3IIOJI3BAT HSIKA-

KbB BU]] CIICKTPOHHA KOMYHHKAIHA.
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QDuzypa 3.2. Ilpomana ¢ ynompebama na e1ieKmpoOHHU MEMOOU 3a KOMYHUKUPAHE
N0 OCHOGHU 6BNPOCU HA CTYHcumenume npes3 nocieonume 3 200uHuU
(Espona — cmpanu uzévn EC)

Ot uscneaBanute crpanu U3BbH EBpona TyHuc mma mpoduii, MHOTO CXOJIEH C
T03u Ha Typckara KMUITbpCKa OOIIIHOCT 1O OTHOIIEHHE HAa TOBA, Y€ MOBEYETO OpraHu3a-
I[UU HE M3MOJ3BAT €IEKTPOHHU METOJIM 3a KoMyHHKanus (Bx. purypa 3.3.). C uskito-
yeHre Ha Hemnai, BcUUKM Ipyru cTpaHu U3BbH EBpoma rokasBar sIBEH PbCT B YIIOTpE-
0ara Ha €JIEKTPOHHU CPE/ICTRA.
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QDuzypa 3.3. [Ipomana ¢ ynompedbama na e1eKmpoHHU MEmMoOU 34 KOMYHUKUpaune
N0 OCHOBHU 6BNPOCU CHC CIYHCUmMeEUme npe3 nocieonume 3 200UHuU
(ocmananama yacm om ceema)

YjieHCTBO B NIPOPCHIO3U

[Ipodecronanuute chi03U TPATUIMOHHO MPEJICTABISBAT Ba)KEH KaHaJ 3a KOMY-
HUKalKg Ha padoTojaTelss ChC CIy>KUTenuTe. B ciydanTte, Korato B OpraHu3aluuTe
HSIMA Ch3JaJCHU CUHANKAJIHU OPTaHU3alllK, € HOPMAJIHO J1a C€ IIPUEME, Ye T€ HE JeH-
CTBaT KaTo KOMYHHUKAllMOHEH KaHail. B ToBa oTHomenue ¢urypa 3.4. mokassa, ye
ctpanute oT EC B 3HaunTENHA CTENEH C€ pa3leiAT Ha JBE IPyNH Bb3 OCHOBA HA TOBA,
JTaJId UMaT KOMYHHUCTUYECKO MUHAJIO, WK He. ToBa 03HayaBa, 4e BbB BCUUKU OUBIIU
KOMYHHUCTHUYECKH CTpaHu, ocBeH CJIOBEHUs], paBHUILIETO Ha OpraHU3aluuTe 0€3 u3rpa-
JIEH CUHJIWKAJIIHU OpraHu3aluuy € Haj cpeaHoTo. B Ecronusa toa ca mouru 70 % ot
opranuzaiuure. B ocrananara yact Ha EC, T.e. moBeueto crpanu ot EC, ¢ u3kioue-
Hue Ha ['epriusa u BenukoOputanus, opraHusanuuTe 6e3 npodchio3u HE ca Taka TH-
nuunu. CkanauHaBckute crpanu [Berus, lanus n Ounnmanaus (v Mcmanaus cpen
ctpanute u3BbH EC) ca 00xBaHATH B MHOTO BHUCOKA CTEIMEH OT CHUHAMKAJIHA ACHHOCT.
Kunbp cbiio uMa roisiMo nNpuchcTBUe Ha MPo(Chio3UTE, KOETO WItOCTpUpa dakrta, ye
TaM C€ M3II0JI3BA CHIIUAT TPUCTPAHEH MOJEN KaTO B CKaHAWHABCKUTE CTpPaHU, IIPHU
KOMTO MOBEUYETO PEHICHHs Ce MOCTUTaT MKy acolUalMuTe Ha paboToaaTeIuTe, Mpo-
(dbecuoHaTHUTE CHhIO3U U TPABUTENICTBOTO.
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QDuzypa 3.4. /[an om odwgusa opou ciayrcumenu 8 Op2aHu3ayuama, 4ieHysauju
6 npogcvroz (cmpanu om EC)
EBponeiickute ctpanu u3BbH EC cblo Morar fa ce paszaenst Ha ABe yacTu. Jo-
karo Hopeerust u Ucnannus npunuyat MHOTO Ha cTpanute oT EC, octaHanute crpaHu
or EBpona u3sbH EC mMmar 3HauuTeNneH Asyl OpraHu3alMd, KOMTO HE WIEHYBaT B

npodcnios (Bxk. ¢purypa 3.5.).
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Quzypa 3.5. /[an om odwua 6poil cayyncumenu 6 OP2AHUZAUUAMA, YIEHYEAWU 6 NPOPCDIO3
(Eepona — cmpanu uzewvn EC)
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@urypa 3.6. moka3Ba, 4e HEEBPONEHCKUTE CTPAHU, KOUTO Ca U3CJICIBAHU, SIBHO
ce pasznuuaBat OoT moBeueTo crpanu oT EC mo ToBa, e uMat OrpoMHH I'PYIH OT Opra-
HU3aIUH, KBAETO HsIMa YJIEHCTBO B npodchio3u. Hampumep TakbB € ciiydyait BB DOu-
munuaute u CAIL. [To-3axp100ueHUAT aHATU3 HA JAaHHUTE MTOKa3Ba, Y€ B PA3TUYHUTE
CTpaHU JCTbT HAa WICHYBAIIUTE B CHHIUKAT CIIYXKUTEJHU € MO-BUCOK B JbP>KaBHUS CEK-
TOp, OTKOJIKOTO B YaCTHHUA. B yacTHUS cekTop okoJio efaHa 4eTBbPT (26 %) OT ciyKu-
TEJUTE HE YJIEHYBaT B POQCHIO3H, a B IbPKABHUS CEKTOP caMO 7 % OT CIIyKUTEIUTE
HE ca MPOQPCHIO3HU YJICHOBE.
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QDuzypa 3.6. /[an om oduwgusa opou cayrcumenu 8 Op2aHu3auyuAma, 4ieHysauju
6 npoghcvios (ocmananama wacm om céema)

Aconmpanum Ha paﬁOTOHaTeﬂHTe

B u3cnenBanero e 3aajieH HOB BBIIPOC, CBBP3aH C WIEHCTBOTO HA OpraHU3allu-
T€ B acolMallK Ha padoroaarenuTe. Tyk HE ce IpaBH pa3ivKa MEXIy acolMallK Ha
pabotoaarenute u ThbproBcku acornuanuu. [lo otHomenune Ha EC B 12 ot Bcuuko 17 -
CTpaHHU, 32 KOUTO Ca MOJYYEHHU JIaHHHU, OKoJIo U Haja 60 % oT opraHu3anuuTe ca 4iie-
HOBE Ha acolmanuu Ha pabdoromarenute (BxK. gurypa 3.7.). OT nerre cTpaHu, Npu Ko-
UTO 4JIeHCTBOTO € 1oj 60 %, yeTupu ca OUBIIM KOMYHHCTHUYECKH CTPAaHH, a TeTaTa €
BenukoOpuranus. ToBa mmokassa, ye OTKpUBAME MHOI'O CXOJEH MOJEIN Ha TO3M, yCTa-
HOBEH MPU YUCIIEHOCTTA Ha WICHYBAUIUTE B IPOPCHIO3H.
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QDuzypa 3.7. /Ian na opeanuzayuume, 4ieHysauju ¢ Acoyuayuu Ha padbomooamenume
(cmpanu om EC)

Ilo ce otHacs mo eBponeickuTe cTpanu u3BbH EC, ce 3a0ensa3Ba ChUUAT MOJIET
Ha WICHCTBO B acollMallMM Ha paboTOJATENMTE, CXOJAEH C TO3U IpPH WIEHCTBOTO B
npodcpiozn. Camo opranmszanunte B HopBerust n Mcnanaus umaT AT HA YICHCTBO
Haz 60 %, nmo koero npuinyat Ha moBeuyeTo crpanu oT EC (durypa 3.8.).

Cpennusar 6poit opranuzanuu oT EC, KOUTO ujieHyBaT B acolMalud Ha paboTo-
Jarenute, € 67 %, kaTo OT TIX 0K0JI0 58 % ca HAITBJIHO MJIH 0 TOJISIMAa CTEIICH JTIOBOJI-
HU OT TPEAOCTaBEHUTE UM yCIayru. ToBa mokasBa, ue 3HaAUYMTENIHA YacT OT HHTEPBIOU-
paHuUTE HE ca HAIbJIHO AOBOIHM: 3 % Hn300110 HE ca JOoBOJHU, 39 % ca 1OBOJIHU €]Ba
B MajIka CTEIEeH OT YCIYTUTE Ha acoUMaIMuTe. BEeposSTHO Te3u AaHHU OTpassBaT Mpo-
MEHHUTE B ChUIHOCTTA HAa acoOLMAalMUTEe Ha padoTogaTeNnnuTe, KOUTO cnopen MexayHa-
poIHAaTa OpraHM3alys Ha TPyJa TPsAOBa /1a MPOMEHAT ACUCTBUATA CH OT (OKycHpaHe
BHPXY OTHOIIEHUSATA MEKIY pabOTONATEIIUTE KBM MO-TOJIIMO BHUMAHUE KBbM YCITyTH-
Te B obnactTa Ha YP, 3a 1a Morar na oTroBopsT Ha Hy»auTe Ha wieHoBere cu (ILO
2003)".

UneHcTBOTO B acoluanuy Ha padoroparenute B crpanute ot EC e cBbp3aHo C
pa3MepuTe W — KOJKOTO IMO-ToJisiMa € OpraHu3alusATa, TOJKOBA MO-TojsiMa € BEpOsT-
HOCTTa J1a ObJie WwieH. YIIeHCTBOTO € pa3npoCTPaHEHO B XUMHUYECKATa MPOMUIIIIEHOCT,

*ILO (2003) Employers’ organizations and the challenges facing business today. Report for the International
Symposium of Employers’ Organizations. 1LO.
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noOuBHATa U npepadoTBaTENHATa MPOMMILIIEHOCT, MTPOU3BOICTBOTO, CTPOUTEIICTBOTO
u Apyru. OOumsAT 00XBaT HA WIEHCTBO OCTaBa HEMpPOMEHeH 3a nepuoaa 1999 — 2003 -
2005 r. — okoiio 70 % oT opraHuzanuuTe.
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@Duzypa 3.8. /[an na opeanuzayuume, 4ieHyeauju 6 AcOyUAyUU Ha padomooamenume
(Eepona — cmpanu uzewvn EC)

B ocrananuTe cTpaHu, y9acTBaIM B M3CIEABAHETO, WICHCTBOTO B aCOIMAIINN HA
paboTtoaarenute €, o010 B3eTo, pasnpocTpaneHo, karo CAlLl, Kanama, U3paen u He-
naj ocTaBaT noJl IMHUsTA Ha 60 % wieHcTBo (BXk. purypa 3.9.).
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@Duzypa 3.9. /[an na opeanuzayuume, 4ieHyeauju 6 AcOyUaAyUU Ha pabomooamenume
(ocmananama uacm om ceema)

B nmocneaHoTo m3cienBaHe ChIIO TAKa € 3aJaJ€H BBIPOCHT, JOKOJIKO OPraHU3a-
LUUTE Ca JIOBOJHU OT yCIyTUTE, IPEAOCTABIHU OT acouanuuTe. AKO rnoriaeaHeM (u-
rypu 3.10. u 3.11., me 3abenexxum OTKPOsIBAaHETO Ha “‘ceBepHara rpymna’ — IlIBerusi,
Hanus, ©unnanausa, Hopeerus u Mcnmannus, npu KOUTO PAaBHUIIETO HA yAOBJIETBOPE-
HOCT € MHOro BUCOKO. [lo1o0Ha e cuTyauusara, Makap ¥ B JOCTa MO-MaJIka CTEIEH, B
Xonanaus, benrusa, Kunep, Ectonus n @panuus. B apyrure ctpanu, BKIOYUTEIHO U
ctpanute u3BbH EC, ¢ m3kimoueHne Ha ABcTpanus (Bk. gurypa 3.12.), Hall-ronsm
MPOLIEHT OPraHU3alMU OTrOBAPSAT, Y€ WICHYBAHETO OTrOBaps Ha TEXHHUTE MOTPEOHOC-

TH CaMO B MaJIKa CTCIICH.
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Quzypa 3.10. Cmenen, 6 Koamo yciayzume, npeoiazanu om acoyuayuume Ha
84 84
paﬁomodameﬂume, omeoeapam HaA nompeﬁuocmume Ha opzanuzayuama
(cmpanu om EC)
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QDuzypa 3.11. Cmenen, 6 Koamo yciyzume, npeoiazanu om acoyuayuume Ha
padomooamenume, 0mzo8apAm Ha NOMPEOHOCHUNE HA OP2AHUAYUAMA
(Eepona — cmpanu uzewvn EC)
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Quzypa 3.12. Cmenen, ¢ Koamo yciyzume, npeoiazanu om acoyuayuume Ha
pabomooamenume, 0omz08apam Ha NOMPEOHOCMUME HA OP2AHUAUUAMA
(ocmananama yacm om ceema)

Taobnuya 3.1. Hugpopmupane na caysncumenume omHoCHO dOU3Hec cmpamezuama

1995 (%) | 1999 (%) | 2003 — 05 (%)
PvxoBoauTenn 94,2 92,4 98,9
CrenuanicTH/TEXHIYIEeCKH ITepCOHA 64 55,2 95,5
AnMuHUCTpanus 44,1 37,9 91
PaGoTHunm 35 27,6 86,5

Pesynrarure 3a 2003 - 2005 r. moka3BaT psi3K0 IOKayBaHE Ha Jieja HAa OpraHu3a-

OUHUTC, KOUTO I/IH(l)OpMI/IpaT PBKOBOJUTCIINTC U OCTAHAJIMTC HUBA HA CIIYKUTCIIUTC OT-

HOCHO OH3HEC CTparcrusiara.

N3Boan

I[OKaTO H3II0JI3BAHCTO HA Bep6anHa " IMACMCHA KOMYHUKAIIUA ITPSAKO CbC CIIYKU-

TCIIUTC € 06moaneTa IIpaKTUKa B OPraHu3aluuTC, TOBA HU3CJICABAHC pAa3KpHUBa HOBO,

BA’KHO HAIIPABJICHUC B PA3BHUTHCTO — HApACTBAlllaTa IMOIIYJIAPHOCT Ha CICKTPOHHUTC

MCTOON 3a KOMYHUKAIIUA. HCIJ_IO IMOBCYC, OPraHu3allMUTC IIOTBBPIKIAABAT HU3II0JI3BAHC-

TO Ha CJICKTPOHHU MCTOJU 3a KOMYHHUKHPAHC IIO CvlyecmeeH BbIIPOCH. OcBeH TOBa

JaHHHUTC IIOKa3BaT O6H_IO HapaCTBaHC Ha I/IH(l)OpMI/IpaHOCTTa Ha CIYXHUTCIUTC OTHOCHO

Ou3HEeC CTpaTerusTa.
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[Tonyuenute pe3ynratd OT M3CIEABAHETO 0Oaue HE O3HAYaBAT HEMPEMEHHO, Ye
mpoCHIO3UTE ca 3aryOniIn CBOsSITA POJIsl KATO peajeH WM MOTEHI[MAJIeH KaHal 3a KO-
MyHUKAIUsl MEXy paboTojaTen U CIyXuTeld. Bernpeku ue nurcara Ha CUHIUKATHU
opraHuzaiuu e mupoko pazmnpoctpanena B CAlLl, B EBpona, o010 B3eTo, npodcbio-
3UTE MPOABIKABAT J1a UMAT WICHCKA Maca B TOBEYETO opraHu3aiuu. Bee mak uma us-
KJIFOUEHHS OT TO3M ‘“‘€BPOIEUCKN MOJEI, BKIIOYBAIINA HAKOM OMBIIM KOMYHUCTHYEC-
KU cTpanu u BenukoOputaHusi.

3a mbpBU IIBT B TOBA M3CJICIBAHE OPraHU3ALMHUTE Ca 3alUTaHU Al ca YJICHOBE
Ha acolMaly Ha pabOTOAATENIUTE U JIaju ca JOBOJHU OT MpeAjiaraHuTe OT TIX yCIIy-
ru. OpraHuzaiuure oT ‘“‘ceBepHaTa rpymna’ TPaaUuIMOHHO WICHYBAT B acoIlMallid Ha
paboTojaTenuTe U ca JOBOJIHH JI0 TOjisiMa CTeneH oT yciayrute uM. Cpes ocTaHanuTe
U3CJIe/IBAaHU CTPaHU OpOST Ha WICHYBAIIUTE € OO0 BUCOK, HO OTHOCUTEIHO HUCKHUTE
paBHHUIIA HA 33JJ0BOJICHOCT OT YCIYTUTE HAa ACOLMAIIMUTE Ca M0-YECTO CPEIaHH.

4. 3anuialmade U Bb3HArpaxaeHUs

B pa3znena “3amnamane u Bb3HArpakKaeHUs  ca BKIOYEHU TpU Temu. [IbpBaTa
TE€Ma Cce OTHACs JI0 3HAUEHUETO Ha MPOMEHJIMBOTO 3aruiamiane. HapacTtBanero Ha mpo-
MEHJIMBATa 4acT OT Bb3HArPAKIECHUETO B 3aBUCUMOCT OT MHAMBHUAYATHOTO WM €KHUII-
HOTO MpEACTaBSHE, KAKTO U OT MPEACTABSIHETO Ha OPraHU3alUsATa KaTo LU0 Ce MPEB-
phlIa B OCHOBHA TeHACHUHUS B CbBpeMeHHOTO YUP. BropaTta Tema, cBbp3aHa ¢ OpUEH-
TUPAHOTO KbM TPYJIOBOTO MpeactassHe YUP, e HOB (peHOMEH 3a HAKOU OT CTpaHUTE U
OpraHu3alMuTe — TYK ca BKJIIOYEHH (PMHAHCOBOTO y4acTHE, MPEXBBPJSHETO Ha COO-
CTBEHOCTTA BBPXY YaCT OT aKLMUTE Ha CIYKUTEIUTE, Bb3MOKHOCTTA 3a 3aKyIlyBaHE
Ha OILMHU U pa3npenensHe Ha nevyanbaTta. TpeTara TeMa € CBbp3aHa C PaBHUIIETO Ha
JIOTOBapsiHE, KbAETO OCHOBHATA TEHACHILIMS € JEUEHTPATU3ALUATA KbM M10-HUCKU PaB-
HUIIA, OT HALlMOHAIIHO HUBO U HUBO CEKTOP OT MPOMHUIIIEHOCTTA O PABHUILE KOMIIa-
HUS ¥ UTHAMBUIYaJIHO JOTOBapsHE.

Tabnuma 4.1. mpeacTasisiBa nperjiea Ha IPUIaraHeTo Ha 3aIuialllaHe, CBbP3aHo C
TPYJAOBOTO NPEJCTaBsAHE, IO OpraHU3aluy U Mo cTpaHu. Karo 15510 mpoMeHIMBOTO
3amianiaHe, CBbP3aHO C €KUITHOTO WJIM IPYIOBOTO MPEACTaBSHE, € MO-HENOMyIsIPHO
OT BB3HArpaXkJICHUETO CIOPE] MHAMBUAYATHOTO MPEACTABSHE U HA HUBO OpraHU3a-
uusi. SIcHO e, ue ChIleCTBYBAT rOJIEMU PA3IUYUs MEXKIY OTAETHUTE CTpaHHU. Pa3HO00-
pa3ueTo ce OCHOBAaBAa Ha MEXIYKYJTYpPHUTE pa3jIinyusl MpU BB3IPUEMAHETO HAa TO3U
HAYMH Ha 3aIUlalllaHe, KaKToO U Ha pa3JIMKU B MKOHOMHUYECKUTE pexkuMH. OuyakBa ce Te-
31 (OpMH Ha 3aIialiaHe Ja Cce MOSIBAT MPH MO-JIUOepaTHU PEKUMH, KBIETO CBOOOaTA
Ha PHKOBOJUTENINTE J]a ONPEIENIAT OTHOLIEHUATA ChC CIYKHUTENINUTE € Hal-rosima. B
TO3U CMHCBHJI € MHTEPECHO Jla ce OTOeNeXH, ye cTpaHu KaTto YHrapus, CiaoBeHHs U

CrnoBakus UMaT IO-BHCOKHM CTOMHOCTH Ha ITOKa3aTelIs IMPOMCHJIMBO 3aruianfaHe oOT
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CAIIl. OueBHIHO T€3U MOCTKOMYHUCTUYECKH CTPAHU MpeJjiaraT MMUpPOKU BH3MOXKHOC-
TH 32 MOJICJIUPAHE HA OTHOIICHUATA NPU HaeMaHe Ha paboTa cropes HHIANBUTYATHOTO
npeactaBsne. Knacamusirta e BojgeHa ot Mcnanusi, KbASTO YE€CTO CE U3MOJ3Ba 3ariamia-
HE CIIOpe1 TPYAOBOTO MPEACTABSIHE Ha BCUUYKH PaBHUIIIA.

Tabnuma 4.1. mpexacraBst cwlo o0 TOriea BbpXY (popMutre Ha (PUHAHCOBO
ydacTue. M3mon3BaHeTo Ha TaKMBa CXEMU € MO-YECTO CPEUIaHO MPU PHKOBOIUTEIUTE
U CHEIUATUCTUTE U MO-MaJKO PAa3MpPOCTPAHECHO MPHU aJIMUHUCTPALUATA U PAOOTHUIIH-
Te. Pasnpenenenuero Ha nedanbaTta € JOPU MO-AETAMIHO, OTKOJKOTO MO KaTerOpHu
nepcoHasn. HaBcsikbie ce 3a0ensi3BaT MO-HUCKU PaBHUINA HA MPEAOCTaBSHE Ha Bb3-
MOXHOCTH 32 3aKyIyBaHE Ha akIuu. BeposiTHO TOBa ce ABJKK HA HOBUTE MEXIyHa-
POAHU CYETOBOJHU CTAHJIAPTH, KOUTO M3MCKBAT OCUETOBOISIBAHETO HA LICHHUTE KHU-
’Ka KaTo pa3xo/ B OalaHca Ha MPUXOJUTE U PA3XOIUTE.

CrhlecTByBaT 3HAUUTEITHU PA3JIMUKS B MIPUJIATaHETO HA TE€3U CXEMH B OTICITHUTE
ctpanu. [lnaHoBere 3a 3akymyBaHe Ha JSUIOBH Y4acTHs Ca MO-pa3NpOCTPAaHEHU BHB
Benukobpurtanust u ®panius (ChI'’BTCTBAHM OT TMOJUTHUKA HA KAPUEPHO Pa3BUTHE U
nanbuHu obnexyenus), Hopeerus u CAILl. OTHOBO OMBIINTE KOMYHUCTUYECKU CTpa-
HU KaTo YHrapus u CioBakus MoKa3BaT OTHOCUTEIHO BUCOKA CTEIEH HA MPUJIaraHeTo
uM. Te3u cTpaHu M3MOJI3BAT YeCTO U Apyrute popmu Ha puHAHCOBO yuyacTue. Pasmpe-
JIeJICHUETO Ha TeyandaTa € MHOTO pa3npocTpaneHo BbB Opaniusa u Gunnanaus nopa-
JU crielinUYHUTE YCIOBUS U JaHBUYHHUTE TIpedepeHIInd B T€3U cTpaHu. Bucoku ctoii-
HocTH To3u nokaszaten uma u B CAILl, Xonanaus, Mcnanust u Hopeerus. Kakro moxe-
e Jla c€ 04aKkBa, BUCOKO PaBHUILE Ha MpeJjlaraHe Ha Bh3MOXKHOCT 3a 3aKyMyBaHE Ha
akiuu uma B CAILl, cnenBanu ot Mcmanus u Mcnanaus.

Taonuuya 4.1. /[an na opzanuzayuume no mun Ha PUHAHCOB0 yyacmue u 3aniaujane
cnopeo pesyaimamume no ovpicasu (%)

DUHAHCOBO y4yacTHe 3annamane crnopesn
(camM0 4acTeH CeKTOP) TPeJCTABAHETO
pasmpeje- | OINIMH 32
aKIHOHep- HHIUBHU- Ha HUBO
HO yuacTHe JIeHHe Ha | 3aKynyBaHe | eKHITHO JAyaaHo | opramusamus
neyauadara | Ha aKIUHU
1 2 3 4 5 6 7
BenukoOpuranus 18 12 2 4 9 13
Dpanims 19 73 3 11 18 16
['epmanus 8 24 1 4 16 15
Isenus 7 16 3 5 3 11
Hcnanus 12 35 19 61 72 79
Janus 7 4 2 4 15 5
Xoma"Haus 12 36 4 6 20 15
Urtanus 5 2 1 10 21 33
Hopserus 50 30 11 21 34 18
[IBetinapus 5 23 3 8 29 20
Typrust 2 7 1 2 5 6
QOunnanaus 4 48 5 6 11 15
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IIponbmxenne

1 2 3 4 5 6 7
[Mpprus 8 5 11 8 16 15
Yexus 7 14 3 15 28 38
ABcTpus 5 18 2 3 15 14
benrus 11 8 2 13 7
Bboarapus 9 14 14 28 20
YHrapus 20 22 27 59 56
ABcTpanus 12 7 1 8 10
Hoga 3enangus 7 12 1 4 10 12
Kunsp 4 4 4 11 5
W3paen 3 18 4 3 5 6
CAIIL 16 37 30 26 43 40
Kanana 11 13 3 4 7 9
Tynuc 4 3 1 9 39 21
WUcnanous 1 9 18 3 5 5
Typcka kumbpcka 3 12 1 ) g 6
OOII[HOCT
Ecronns 2 3 2 8 11 10
Cnosenus 11 18 4 23 52 42
OununuHuTe 8 6 2 11 18 25
CnoBakus 19 49 10 58 72 69
Hemnan 1 26 0 5 10 3

Tabnuma 4.2. mpeacTaBs TaHHUTE 32 HUBATa HA ONpEeIsHE Ha 3allialllaHeTo Ha
paGoTHHLIUTE. 3acioy’kKaBa BHUMAHHUE OOCTOSTEIICTBOTO, Y€ PECIIOHACHTUTE O4YepTaBatT
HSIKOJIKO PaBHUILIA HA JA0roBapsiHe. B HAKOUM ciaydau TO ce M3BbpLIBA HA HUBO OPTraHU-
3alMs, a B JPYI'M - Ha HAIlMOHAJHO, HA HUBO MPOMMUIIJIEH CEKTOP WJIM PErMOHAIHO.
Oka3sBa ce, ue, 00110 B3€TO, IOTOBAPSHETO HA Bh3HATPAKICHUETO HA PAaOOTHUIIUTE HA
HAIIMOHAIHO PaBHUIIE WJIM B PaMKHUTE Ha OpaHIla Bce OIle MpeobiasaBa B MOBEYETO
CTpaHU B CpaBHEHHUE C OCTaHAJIUTE HUBA. Makap U Ja He € IPEeJCTaBeHO TYK, mpeoba-
JIaBAIlOTO PABHMILE HA JOTOBAPSHE HA 3aAIUIAILAHETO NPU aJMUHUCTPATUBHUS IIEPCO-
Haj ciensa cplud Mozaen. [lo-romsamara 4yact OT OpraHu3anMuTe OCOYBAT, Y€ OIpe-
JEJAT 3aIUIAIAHETO HA CIELMATMCTUTE HA HUBO KOMIAHMUS WIM HA WHAWBHIYaTHO
paBHuuie. OnpeesnsiHETO Ha 3alIalllaHETO Ha PbKOBOAUTEIUTE CE U3BBPIIBA IIPEIUM-
HO Ha MHAMBUAYAJIHO WJIM Ha PaBHULIE OpraHU3alus — B MIOBEYETO CTPAHU NPU HaJ
70 % oT opraHu3aIuuTe.

LlenTpanu3upaHoTo AOrOBapsiHE Ha 3aruiaTaTa Ha paOOTHUIIMTE U aIMUHHUCTpa-
nuATa € Hau-pasnpoctpaHeHo B I'epmanms, Xosannus, Wramus, ckaHauHaBCKUTE
ctpanu, Tynuc u CnoBeHus, JOKaTO AOrOBAapsHE HAa MO-HUCKO PABHMILE CE M3BBPIIBA
B CAI, BenukoOpuranuss u ®pannus. B mocTkoMyHHCTUYECKUTE CTpaHu Yexws,
boearapus, Ectonuss u YHrapus € no-o0M4aiiHO JOroBapsIHETO HA HHWBO KOMIIAHHS.
WNuauBrayanHo noroBapsiHe ce M3BBpIIBA Hali-Bede B llIBelinapus, M3spaen, Hosa 3e-
nanaus, IBennsa u laHus, Kato B NOCIEAHUTE ABE CTPAHU CE€ ChUYETABAT PA3IMYHU
PaBHMILA HA JOTOBAPSHE HA 3aIlJIALaHETO.
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Taobnuuya 4.2. /[an na opzanuzayuume u HUGA HA OnpedenaHe Ha 3an1auaHemo Ha
padomuuyume no 0OvpHHCasu

Perunonano/
Apyrn | MuauBuayaaHo Ha auBo opranusauus/ HAIlMOHAJIHO/
npeanpusTHe
OpaHIIOBO
BenukoOpuranus 9 11 52 31
DpaHuus 0 24 64 28
I'epmanus 0 4 45 67
IBenus 3 32 35 61
Hcnanns 0 10 26 68
Janus 6 32 30 69
Xonauaus 4 12 30 73
Uranus 1 10 44 74
Hopserus 0 19 47 70
[IBeiapus 7 40 25 26
Typuus 3 8 39 39
dunnagausg 2 12 32 75
I'epuus 0 8 30 60
Yexus 1 14 65 15
ABcTpus 9 19 35 59
benrns 3 16 45 65
bparapus 0 26 60 23
YHrapus 0 22 59 10
ABcTpanus 3 14 22 58
Hoga 3enanaus 5 33 41 32
Kunsp 1 9 15 67
W3zpaen 1 23 28 37
CAIIL 10 13 37 29
Kanana 8 9 39 47
Tynuc 0 2 10 75
Ucnannus 1 25 29 66
Typcka Kumbpcka oOIIHOCT 0 16 41 18
EcTonus 4 25 48 8
CroBeHUA 0 5 45 73
DununuaNTE 1 20 29 29
CrnoBakus 6 26 38 32
Henan 17 7 31 21

Tabnuya 4.3. H3nonzeane na punancosu cmumynu (6cuuKu cmpanu)

1995 (%) | 1999 (%) | 2003 — 05 (%)
AKIMOHEPHO YYacTHE 32 PbKOBOAUTENU 15 23,9 61,7
AKIMOHEPHO YYacTHE 3a CIEIUAINCTU 9,7 16,5 52,3
AKIIMOHEPHO yJacTHe 3a aIMUHICTPAIHS 8.8 14,7 48,3
AKIIMOHEpHO y4acTHe 3a paboTHULIN 7,4 12,1 43,3
Jlsun ot mevanbara 3a phKOBOIUTENN 24,8 28,9 76,1
Jlam oT neyanbara 3a CneHUaIuCTh 18,7 21,3 67,3
Jsim ot mevanbara 3a aIMUHUCTpAIHSITA 17,1 18,5 63,8
Jlst1 ot mevanbaTa 3a paOOTHHUIHTE 14,2 15,8 56,7

Tabnuma 4.3. moka3Ba, ye U3MOA3BaHETO HA (UHAHCOBU CTUMYJIU CE€ € TIOBUIINIIO
3a BCUYKHM PaBHHUIIA HA MIEPCOHAJIA TI0 OTHOIIEHUE Ha MPUI00MBAHETO HA aKIIUHU U CXe-
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MU 3a pasmnpeerneHre Ha nevandarta. ToBa witocTpupa o01ia TEHACHLMS B OpraHu3a-
[MUTE J1a HAChpUyaBaT aHTAKHUPAHETO U MOTHBALIUSITA HA CIY>KUTEJIUTE, KATO UM J1aBaT

BB3MOXKHOCT JIa TIOJIy4aT 4acT OT ((MHAHCOBUTE MPUXOU HA OpraHU3aIusITA.
H3Boau

Bce omie cpmiecTByBa rosiMo pasHooOpasue B MPUIIAraHETO HA 3aIlIAllaHe CIIO-
pen mpeacTaBsHETO, KaKTO M Ha (PMHAHCOBOTO y4acThe Ha nepcoHana. Hapen c toa
pa3NpoCTpaHEHUETO HA TE€3HM CXEMHM 3acera € orpaHuueHo. MHTepecHa e cutyanusTa B
OMBIINTE KOMYHHUCTUYECKH M3TOYHOEBPONEIHCKU cTpaHu Kato YHrapus, CIOBEeHUS U
CrnoBakus, KbJIETO IPOMEHJIMBOTO 3arllaljaHe npuaoOuBa MO-rojasiMO pa3NpoCTpaHe-
Hue, oTkokoTo B CAILI.

JloroBapstHETO Ha HalMOHAJIHO, PETMOHATHO U OpaHILOBO PaBHULIE € BCE OLIE
OCHOBHAaTa (popMma Ha OomnpeJesiHE Ha Bb3HATPaXKIEHUETO B MHOT'O CTPaHH, MaKap 4e B
Ipyru (0COOEHO B TOCTKOMYHUCTUYECKUTE CTPAHM) IOTOBAPSHETO HA HUBO OpraHU3a-
1ysl € MO-pa3npoCTPaHeHo.

5. O0y4eHnue u pa3zBuTHe

OOyuenue u pa3BuTHe

Pasmep na unsecmuyuume 6 xopa
Paszxomute Ha opranm3anmuTe 3a 00yYeHHE W Pa3BUTHE Ca B JHMANa30HA MEKIY
2 % u 4 % OT rOAMIIIHUTE Pa3XOJIH 3a 3aIUlaTH B TOBEYETO cTpanu (Bxk. purypa 5.1.).
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QDuczypa 5.1. Pazxoou 3a odyuenue u pazeumue Kamo 0571 On 200UUWLHUmMeE pa3xoou
3a mpyo (cmpanu om EC)
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QDuzypa 5.2. Pazxoou 3a odyuenue u pazgumue Kamo 0571 Om 200UiHUme pa3xoou
3a mpyo (ocmananume cmpanu)

[To oTHOLIEHNE HA THUTE, U3MOJA3BAHU TOAUIIHO 32 00y4YEHHE, IOBEUYETO CTPAHU
O0COYBAT 6 THU 332 PHKOBOJUTEIUTE U CIIELUATUCTUTE U 4 JHU 32 aIMUHUCTpALUATA U
paboTHULIUTE. AKO MOTJIEJHEM LsjiaTa KapTHHA, MMa 3HAYUTENIHA KOpealus Mexay
U3pa3XO0/IBAHUTE CyMH M JTHUTE, OTAeNieHHn 3a oOyueHue. Ho ToBa He e BaiuaHO 3a
Bcuuku crpanu. Hanpumep opranuzanuute B Jlanus u Utanus uzpaszxonsar 3a o0yue-
HUE MO-MaJIKO B CPaBHEHHE C OpraHu3auuuTe BbB PpaHLMs, HO MOCOYBAT CPEIECH
Opoil mHU, ompeielieHH 3a OOy4YeHHE 3a BCUYKH Karteropuu mnepcoHan. OCBEH ToBa
BpPb3KATa MEXKAY JHUTE 3a 0O0yUYEeHHE U U3Pa3X0JIBAHUTE CyMH CE€ IMPOMEHS B 3aBUCHU-
MOCT OT KaTeropusita ciaykutenu. Jlokato Bpb3KaTa € Hall-CUJIHA IPU PAOOTHUIIUTE U
aJMUHHUCTPATUBHHUS MIEPCOHAI, T4 € M0-ciada Mpu PbKOBOJAUTEIUTE U CHEUATUCTUTE.
[Ipomenute B cpaBHeHue ¢ Kpaner mn3cnenBanero ot 1999 r. ca OTHOCUTENHO MaJIKU
KaKTO IO OTHOIIEHHE pa3Mepa Ha MHBECTULIMUTE, TaKa U BbB B3aMMOBPbH3KATA MEXKY

pa3IMYHUTE BUAOBE OOy4eHHE U pa3Butue. Tabnuna 5.1. mpeacrass od1ara kapTuHa.
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Taonuya 5.1. Hueecmuyuu ¢ xopa

CpencrtBa, u3- CpeHO Y0BEKOIHM, PeKapaHu B 00y4yeHue,
pa3xojBaHH 3a TOXUIITHO
Ctpanu ot EC odyuenue (%
0T roj. pasxo- | PPIOBO™ | Clemas | IMHHNC | o 5 v i
JUTETH JIHCTH Tpamus
14 3a TPya)

Ecronus 3,55 8,11 7,65 5,88 4,39
Yexus 2,58 7,98 8,00 3,67 3,21
['eprus 4,02 7,74 9,47 6,10 6,46
Kunsp 1,46 7,29 7,04 4,29 3,12
Ounmagus 2,96 6,93 6,37 4,55 3,23
CnoBenuns 2,82 6,72 6,50 2,71 2,75
[IBenms 4,04 6,62 6,84 4,86 3,91
Hcnanus 2,39 6,55 7,20 5,19 5,76
Janus 3,13 6,47 6,11 4,04 4,06
CnoBakus 2,19 6,10 4,94 421 1,75
benrus 2,85 5,90 5,17 3,07 2,96
ABcTpust 2,60 5,88 5,05 3,70 2,91
YHrapus 3,65 5,75 5,86 3,80 3,62
Hramus 3,48 5,23 6,39 4,86 3,42
BenukoOpuranus 3,45 5,13 5,54 3,68 4,05
XoaaHaus 3,09 5,02 5,75 3,48 4,58
Opannms 3,32 4,44 4,17 3,45 3,54
['epmanus 2,20 4,39 3,87 2,86 2,40
Cpeono 3a EC 2,99 6,24 6,22 4,13 3,67

CpeacrtBa, us-

EBpona - crpann PnkoBo- | Cnenua- | AAMHHHC-

m3BbH EC p afg;ilz?;:z 3a UTEIH JIUCTH Tpauus Padornnun
Hopgerus 3,26 6,22 6,78 3,40 3,77
IBetinapus 3,38 6,18 4,72 4,19 3,47
Typrust 3,66 5,64 7,12 4,86 6,34
Bearapust 6,32 10,65 9,93 6,39 9,66
Wcnanaus 2,07 5,10 4,89 3,11 2,94
zgglfjc‘;“m’pm 4,68 6,00 5,13 7,87 8,21
Cpeono sa Eepona 3,89 6,63 6,43 4,97 5,82

cmpanu uzevn EC

CpeacrBa, u3-
pen i PnkoBo- | Cnenua- | AgMHUHHUC-

CeBepHa AMepHKa | pa3XxoJABaHU 3a PaGoTHunu
AUTeTN JINCTH Tpaums
o0yueHue
CAIILL 4,32 6,17 6,18 3,82 4,66
Kanana 3,70 5,78 5,55 3,48 4,23
Cpeono 3a CA 4,01 3,98 5,87 3,65 4,45

Paznuuusita B CTOWHOCTUTE 32 OTACIHUTE CTPAHU OYepPTaBaT HIKOU CIICUPUIHU
pe3yiTaTtu. 3aKOHOBUTE TMOJOXKEHUSI, KOUTO 3abJKABaT OPraHU3alMUTE 1a UHBECTHU-
pat B o0yueHue, U3IJexaa umaT camo orpanudeH edekxt. Hanpumep BB @panius ot
opraHuzauuute ¢ nosede oT 10 ciyKuTenu Mo 3aKOH ce M3MCKBA Jla M3pa3Xo/Bar 3a
obOyuenue noue 1,6 % ot pazxoaute 3a TpyA. Ho ToBa HE BOU 10 TO-BUCOKHU Pa3XOau
3a 00y4eHHE B MEXKIyHapOJHOTO cpaBHeHHE. Dpanius gopu uzocrasa ot CAILLL.
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[To oTHOmIeHHE Ha MHBecTULMUTE B X0opa CrnoBakusi, ABctpus u ['epmanus ca Ha
MOCJIEIHUTE MECTa B Tpynara KakTo MO0 CyMH, U3pa3X0JBaHU 3a OOy4eHHUeE, TaKa U 10
Opoit Ha THUTE 32 OOy4YEHHUE 3a BCUUKHU CIYKHUTeNu, nokato ['sprus, LlBenus u Ecro-
HUS ca cpel] IbPBUTE WICHOBE U I10 JBaTa Iokasarens B EBpona.

[Tpn nudepeHunanusaTa Mexay rpynure CIy>KUTEIU B IOBEUYETO CTPAHU PBKOBO-
JUTENINTE U CIELMATIMCTUTE/TEXHUUECKUST NIEPCOHAN MpeKapBaT MoBeue JHU B o0yue-
HUE, OTKOJKOTO PaOOTHUIIMUTE M YMHOBHUILIUTE/aIMUHUCTPATUBHUTE CiyxuTenn. Oc-
BEH TOBA HAKOM CTpaHH, kato Opannus, I'epmanus, lanusa u @unnanaus, ce KOHICH-
TpUpaT OTHOCHUTEIIHO IIOBEYE BBPXY YIPABICHCKHS IepcoHal. Jpyru cTpaHu, Kato
['vpuust, BenukoOopuranusi, Ucnanust u [IBerusi, mocTaBAT akieHTa BbPXY CHelua-
JUCTUTE/TeXHUYECKUs nepcoHan. TpsoOBa aa ce otoenexu omre, ye B CALLl uma noutu
paBeH Opoil AHM 3a OoOydeHHE Ha PHKOBOJIUTEIMTE U CIELUATUCTUTE/TEXHUYECKUS
nepcoHasn. HaBcsikb/ie B M3CIEABAHUTE CTPAHU OOYUYECHHMETO HAa YMHOBHUIIMTE/aIMU-
HUCTPATHUBHMSI IEPCOHAI HE € IPUOpUTET, HO pupmute B ['bpuus, Ucnanus, bearapus

u TyHuc oTensT nopeue BHUMaHue Ha 00y4YE€HUETO Ha paOOTHULIUTE.
B3emane Ha pemieHus

[Io oTHOILIEHME HAa OMPENENISIHETO HA HYXKIAUTE OT OOy4YEeHHE Hal-4ecTO OTIeN
“YoBenku pecypcu’” M NPEKUTE PbKOBOAUTENN B3UMAT PELIEHUs, JOKATO OTAETHUST
UHAUBUJ U MPOPCHIO3UTE HE ca TaKa aKTUBHU. B moBeueTo cTpaHu OposiT Ha OPraHu-
3aI[MUTe, B KOUTO OTAEIBT Urpae riaBHara poiis, € B pamkute Ha 40 - 60 %; a Ha nu-
HelHuTe MEHUKBPU - B 30 — 50 % oT opranuzamuute. OdyepraBar ce B KOHPUTypa-
uuu. B ctpanu xato ['epmanus, ['spuus u @pannus otaen “Yosemrku pecypen’ 3ae-
HO C MPEKUTE PHKOBOAMTENM Ca Jajied MO-BIUATEIHHU MIPU ONPEIEISTHETO Ha HYKJIUTE
ot oOyuenue. B npyru crpanu kato BenumkoOpurtanus, “ceBepHara rpymna’, B KOSTO
Biu3at IlBeuwus, Jlanus n OuHIaHAUA, KAKTO U B XOJaHAUS WHAUBUABT CHIO MUMa
3HAUUTEIHO y4acTue, AONbJIBaKU (YHKIUUATE HA OTJENA U IPEKUTE PhKOBOJUTEIH.

B noBeuero crpanu u3BbH CKaHIWHABCKHUS MOJYOCTPOB MHIUBUIABT U JTUHEHHU-
T€ MEHUKbPU HAMAT TOJIIMO BIIMSHUE MPU MOATOTOBKAaTa U OPraHU3UPaHETO Ha 00Yy-
YEHUETO B CpaBHEHME C oTaen “HoBemku pecypcu. TakbB € Hail-Bede Ciry4yasT BB Be-
nukoOputanus, Mcnanusa u Uranus. B oOuiy TuHUM CHIIOTO € BaJUIHO U 32 MPOBEK-
JTAHETO Ha ACHMHOCTUTE MO 00YYEHHUETO.

Metoau oTBBA (GOPMATHOTO 00yYeHHE

BBB BCHYKHM CTpaHM TEXHUKHTE 3a Pa3BUTHE HA YIIPABJICHCKHUS CHhCTaB, OCBCH
dbopmanHOTO 00yUYeHHe, YeCTO BKJIIOYBAT padoTa B €KUM M Bb3JaraHe Ha CICIHAIHU
3amaun. OCBEH TOBa CE M3MOJI3Ba YYACTUETO B CKUITHH MPOCKTH M B MEXTyOpraHu3a-
[MUOHHH (IUCUUIUIMHAPHN) (DYHKIIMOHATHHU 3a/ladd W B 3aJa4M, KOUTO CTUMYJIHPAT
ydyeHeTo. Paborara B Mpexka € ocobeHo xapakrepHa 3a Hopserusi, Ectonus u llBerusi.
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HHuTepecHo e, ue HEeHTPOBETE 3a OLEHSBAHE, IPOrPAMUTE 32 PAa3BUTHE HA TAJIAHTIMBU
CIIy>KMTEJH U IUIAHUPAHETO HA IIPUEMCTBEHOCTTA HE Ca TOJIKOBA YECTO M3MOI3BAaHU Ka-
TO METOJIM 3a pa3BUTHE BbB BCUUKU CTpaHu. [Ipy HeynpaBieHCKHs IEpCOHAN €KUITHA-
Ta paboTa MO MPOEKT, YYACTHETO B MEKIyOpPraHU3allMOHHU (IMCUMIUIMHAPHU) (QYH-
KIMOHAIHM 3a/ladydl U CHELUAIHUTE 33Ja4d U MPOEKTU 32 CTUMYJIMpPAaHE Ha YUYEHETO
CBILIO UTPASIT BaXKHA POJISL.

OuengBane

Hsnonszeane na cucmemu 3a oyensasaue

B MexayHaponieH miaH ChUIECTBYBAT SICHO pa3rpaHWYeH MOAXOU MPU U3MOJ-
3BaHETO Ha CUCTEMH 3a oleHsiBaHe. OT e/lHa CTpaHa, B 3HAUUTEJEH OpOil CTpaHU MHO-
3UHCTBOTO OT OpPraHM3ALMUTE U3IO0J3BAT CUCTEMU 3a OLICHSBAHE MPU BCUUYKU KaTEro-
puu ciyxurenu. B neser crpanu: Jlanus, Cnoenus, IlIseiinapus, BenukoOpuranus,
Wranus, Hosa 3enanaus (92 %), @unununute (92 %), ['spums u CAILLl, noBeye ot
85 % oT opraHuzalMUTe M3MOJI3BAT CUCTEMHU 3a OLICHSBaHE (CPEIHU CTOMHOCTU 3a
BCUYKHU KaTeropuu ciyxurenu). Ot apyra crpana, B mect crpanu: Mcnanaus, Mcena-
nus, Gunnannus, Asctpus, Hopeerus u llIBenus, mo-manko ot 55 % ot opranuzaiu-
UTE U3MOJ3BAT CUCTEMH 3a OlleHsIBaHe (BxkK. Tabnuna 5.2. u ¢purypu 5.3. u 5.4.).
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QDuzypa 5.3. Cpeono uznonzeane Ha cucmemu 3a OUEHABAHE 3a 6CUUKU Kame2opuu
cayncumenu (cmpanu om EC)
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@uzypa 5.4. Cpeono uznonzeane Ha cucmemu 3a OyeHABAHeE 3a 6CUYKU Kamezopuu
cayncumenu (Eepona — cmpanu uzewvn EC, u Cegepna Amepuxa)

Lenu na cucmemume 3a oyensagane

B noBeueTo cTpaHH OCHOBHUTE LIEJIA HA CUCTEMHTE 3a OLICHSIBAHE Ca OMpPEaCIIs-
HETO Ha HEOOXOAUMOCTTA OT O0yUEHHE, MOAMOMAaraHeTo Ha PEIICHUS, CBbP3aHH C pa3-
BUTHETO Ha Kapuepara, U OMNPENEeIsSHETO Ha Bb3HarpaxaeHueTo. OmpenensHeTo Ha
BB3HATPAXKJICHUETO € OCHOBHOTO CJIEJCTBHE OT CHCTEMHUTE 3a OLICHSIBAHE €AUHCTBEHO
B Utanus, llIsenus, Hopserus, TypckaTta kunbpcka obmnoct, bearapus u CALL.

H3mounuyu na cucmemume 3a oyenAasane

IIpeknuTe PHKOBOIUTENN U CAMHUTE CIYKWUTEJIM MMAT OCHOBHUSA TJIAC B MpoOLECA
Ha OIICHSABAaHE B MOYTH BCUYKHU CTpaHW. BbIpeku ToBa opranmzauuute B ['epmanus,
Ncnanus n Utanust U3Mmoa3BaT No-4€CTO MOJAJCHUTE TAHHU OT BHCIIECTOSII PhKOBO-
JIATEJI, OTKOJIKOTO OT CaMHsl CIIykuTesn. HaBcAKbe € 4ecTo CpeniaHo 1a He C€ U3MOJI-
3BaT BCUYKHU BB3MOKHU M3TOYHUIM B mpolieca Ha oneHsaBane. Hanpumep camo B Hc-
nanus, CAILl u Kanana noseue ot 20 % OT opraHu3anuuTe U3MoJ3BaT OIEHKa OT MOJI-

YUHCHUTC, KOJICTUTC U KIIMCHTHUTC.

Taobnuuya 5.2. H3nonzeane na cucmemu 3a oyenagane (cmpanu om EC)

1995 (%) | 1999 (%) [ 2003 — 05 (%)

PrxoBoguTenu 66 71,6 77,1
CrenmanucTa 66,7 72,1 94,6
A JIMUHUCTpaIus 60,5 67,2 74,5

PaGoTHuIm 46,8 56,4 73,6
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Tabnuia 5.2. moka3Ba SICHO M3pa3eHa TEHCHIIUS KbM HapacTBaHE Ha ymoTpeOa-

Ta Ha CUCTEMHU 3a oneHsBaHe B cTpanuTe oT EC. ToBa Baxu 3a BCUUKHM PaBHUILA B Op-

raHu3alMoHHaTa Hepapxus OT PbKOBOAUTEIHUTE 10 PAOOTHHUIIUTE.

H3Boau

Hﬁeecmuuuu 6 xopa

Mexnay 2 u 4 % OT TOIUIIHUTE PA3X0JU 3a TPYJl C€ M3Pa3X0JIBaT 3a 00yuUe-
Hue u paszsutue (3 % cpenno 3a EC).

PBproBomUTEIMTE W CHEIUAIMCTUTE/TEXHUUECKUAT TIEPCOHAN TpeKapBaT
cpenHo 6 AHM B OOy4YeHHE W Pa3BUTHE TOAWIIHO, a aJIMUHUCTPATUBHUST
MepCcoHaNl U PaOOTHUIIUTE - 4 THHU.

PaGoraTa B ekwr, crienuarHUTe 3aJaHNs, CKUIUTE MO MPOSKTH U yIACTHETO
B MEXKAYOpPraHM3allMOHHU (IUCUMIUIMHApHU) (GYHKIMOHAHUA 3aJa4yu ca
[JIaBHUTE MEPKHU 3a Pa3BUTHE OTBBJ POPMATHOTO OOyUYEHHE.

Ouyenssane

CpliecTBYyBaT OFPOMHU PA3JIUKU MEXIY OTACIHUTE CTPAHU B MPUIIATaHETO
Ha CUCTEMH 3a OLICHSBAHE.

Cucremure 3a OLIEHSIBAaHE Hal-4ECTO CE U3IO0JI3BAT 3a ONpPEACIIIHE HYKAUTE
oT 00ydeHHe, MJIaHUPAHE HAa PA3BUTUETO Ha Kapuepara U ONpeJeNsiHE Ha
BB3HAIPAKICHUETO.

OnpenensiHeTo Ha Bb3HArPAKJIECHUETO € OCHOBHA LI HA OIICHSIBAHETO CamMo
B HSKOJIKO CTPaHH.

[Ipexnute ppKOBOINUTEIN U CAMUTE CITY KUTENIH Y4acTBAT HA-4eCTO B IIPOLIe-
Ca Ha OILICHABAHE, I0KATO APYTUTE U3TOYHUIIM CE U3IOJI3BAT MO-PSAKO.
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IIpuioxenue 1: BbnpocHuk

KAK CE IIOITBJIBA TO3U BBIIPOCHHK

BBIpPOCHUKBT € ChCTaBeH IO HAYWH, OCUTYpSBaIl BH3MOXKHO HAW-OBP30TO H
JecHO mombiBaHe. Ha moBedeTo BBIPOCH MOXKE J1a €€ OTTOBOPH CaMoO dpes
orOens3BaHe B KyTudkure. Manka bacT OT HWHGpOpManuaTa HW3UCKBA CIPABKU
(IOIIBIHUTENHO THPCEHE).

Hscnedsanemo coabpika 6bnpocu 3a NOAUMUKUME U NPAKMUKUMeE NO Ynpaeie-
HUe HA YOoBeuwKUume pecypcu 6 OpeaHu3ayusma uiy 6 4acm om Hesi (nooeieHue, om-

dejl, 36eH0), 8 Koemo omeosapsame 3a 4o8euwKume pecypcu.

Mours, mocoyeTe OpraHu3alMOHHATa €AMHULA, 32 KOATO CE OTHACAT OTTOBOPUTE.
a. Opranuzanusara BU € 4acT OT MO-TOJisIMa Tpymna OpraHU3alluy/HHCTUTYLHSA?

1[ ] da 0[ ]He
0. AKo 1a, U3passBaTe JIM MO3UIUATA Ha Is1aTa rpyIia OpraHu3aIuu’?

1[]/Ja 0[ ]He

To3u eévnpocHux e aoanmupau 3a eOHOBPEMEHHO U3NOA36aHe Om YACMHUSL U
obwecmeaenusi cekmop 8 34 esponelicku cmpaHu, no ma3u NPUYUHAa opmyIuposKume

HA HAKOU 8bAPOCU MO2AM 0d 8U ce CIMOPSIM HeNnpusUyHU.

BJIATOJIAPUM BU 3A CHJEVCTBUETO!
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PA3JIEJI I: JEMHOCT IO YIIPABJEHUE HA YOBEIIKUTE
PECYPCHU B OPTAHU3ALIUATA

1. KakbB e npudau3uTe THUAT 0poii Ha cay:kuteaute B otaea “Ilepconan/ Uosemku pecypcu”
(YP) BBB BamaTa opranuzanus?

Mpbxe Kenn
[] Hama ornen “Tlepconan”/UP (ako HAMATe TaKbB, IPEMHUHETE KbM BBIIPOC 3)

2. AKko0 B opranusanusaTa Bu uMa otaeJ “Ilepconan”/”Yopemiku pecypcu” y4acTsa JJU HETOBUST
rJ1aBeH MEHHIKbP B 00pa Ha IMPEKTOPUTE WM B eKBHBAJEHTEH PbKOBO/IEH Opran?

1] da 0[] He

3. OTkbae e NpUBJIeYeH INIABHUSIT MEHUIKBP HaA otaes “Ilepconan”/”Yosemku pecypeu”?
(Mous, mocouyere eJUH OT BAPUAHTHTE.)

A. Ot otaen “Tlepconan”/“Yosewmku pecypcu” []1

b. Ot Hecnermmanmuctu mo nepconana/YP B oprannzanusra |:| 2
B. Ot criermanucty o nepconana/YP u3BbH opraHuzanusra []3
I'. Ot Hecniermanuctu o nepconania/YP u3pbH opranuzanusra []4

M. OT npyru, Mosst moco4eTe

4. Kak ce e IpOMEHWIO U3I0JI3BAHETO HA BLHIIHU areHluM B u30poenuTe 00J1acTH npe3
NOCJICAHUTE TPU FOAUHU?

Veemmumiio Hamamsano ¢ Hecee He ce
cee MIPOMEHHMIIO H3I0J13Ba

A. 3amammane []1 []2 []3 [ 14
b. ITlencun |:| 1 |:| 2 |:| 3 |:| 4
B. JlomrbTHUTETHN IPUAOOUBKHU []1 []2 []3 []4
I'. OGy4deHune u pa3BuTHE []1 []2 []3 []4
. HamansBane Ha paboTHaTa cuiia

Y IPEMECTBaHUS []1 []2 []3 []4
E. Uadopmanmonau cucremu 3a YUP (]1 [2 []3 []4

K. dApyru, Moust mocoyere:
11 2 [13 14

5. Bamara opranu3auus uMa Jiu:

JA JA HE He 3Has
nucaHa HemMcaHa
A. Mucus []1 []2 []3 []4
b. busnec cTparerus []1 []2 []3 []4
B. Crparerus 3a ynpasnenue Ha YP []1 []2 []3 []4
I'. ledyHApaHn KOPIIOPATHBHH LeHHOCTH || 1 (12 13 (14

6. AKo MMaTe KOPIOPATHBHA CTPATerusi, Ha KAKbB €Tall JULETO, 0TTOBOPHO 32
MepCcoHAIa/Y0BeIKHTE PecypcH, ce BKIYBA B Hei{HOTO pa3BuTHe?

A. OT camoTO Hayajo []1
b. Upes koHCYyATAIMM BOOCIEACTBUE |:| 2
B. B xona Ha npuiaranero i []3

I'. He ce BkitouBa (14
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7. Koii HocH rJ1aBHATA OTTOBOPHOCT 32 OCHOBHUTE MOJUTUYECKH PelIeHHs [0 CIeHUTE
BBIpoOcHu?

IIpexuar  Ilpekusr p-x, Otnen Otnen
p-n ceBM. c otaen  “Kanpu”/YP, “Kampu’/UP
“Kampu”/YP CBBM. C

MPEKUs P-I1

A. 3annamase ¥ Bb3HArpaXkKIeHUs []1 []2 []3 []4
b. Habupane u mogbop []1 []2 []3 []4
B. OGyueHue u pa3BuTHe []1 [12 []3 (14
I'. UupycTpraiHi OTHOILIECHHUS []1 []2 []3 []4
J1. YBennuaBaHe/HaMalIsIBaHE HA []1 []2 []3 []4

paboTHaTa cuia

8. Kou cnopen Bac e 0b1aT OCHOBHUTE NMPeIU3BUKATEICTBA NPl MEHUKMbHTA HA
NMEePCOHAJIA/Y0BENIKUTE PeCyPpCH BbB BalllaTa OPraHu3anus npe3 cjaeaBanure TP roAuHH?
(Mousi, usdpoiite ru.)

9. KakbB TN HHpopManuoHHa cucTeMa 3a UP (koMIIOTPU3MPAH MHCTPYMEHT) uMarte?

A. Hamame KOMITIOTpHU3UpaHa CUCTEMA C1+*
(*Moust, mpemuHETE KBM pazaen 1)
b. Camocrositenna nuadopmalmonna cucrema 3a UP (12
B. [TppBuYeH nnTepdelic/uHTerpupana B ynpaBicHCKaTa
rH(pOpMAIMOHHA CHCTEMA 13

10. Ako u3moJI3BaTe KOMIIOTPU3HMPAHA HH(OPMALHMOHHA cucTeMa B orAeaa nmo YP, kak ce
OCBhIIECTBABA JOCTHIBT A0 HesA?

JA HE
A. CBEeTOBHOTO ye0 MpOCTPaHCTBO/MHTEPHET-0a3upana 11 1o
B. KoMmioTbpHa Mpeka KIHEHT - ChPBBP/IOKaIeH ChPBHP
3a BBTPEIICH TOCTHII []1 []o

11. Axo mnpuTekaBaTe eJIeKTPOHHA cucTemMa 3a YUP, mousi mocoyere Koe OT HHMBaTa
cMATAaTE, Ye € J0CTUrHajja?

A. Ennoctpanna komyHuKanus (IryOauKyBaHe Ha HH(GopManus 3a o011 JOCTHII) []1

b. ExnocTpanHa KOMyHUKaNus, KOSITO OCUTYPsIBa Ha CIY )KUTEIIUTE (12
JIOCTBIT JI0 4acT OT HH(OpMaNHsITa 3a TIepcoHaa (Harpumep -
paboTHU rpadUIM, TEKYIO OCUTYPEHH MPUI0OUBKH)

B. JIBycTpaHHa KOMYHUKAIIHS: CITYKUTEIAT MOXe Ja 0OHOBsIBa 13
eJIeMeHTapHa CiIyKeOHa HHpOpMAaITisI — HampuMep OaHKOBY TaHHU

I'. IByCcTpaHHa KOMyHUKALIHS: CIIy>KUTEIAT MOXKE Aa [ 14
M3BBPIIBA KOMILIEKC OT TPaH3aKIMH B CHCTEMaTa, Ja n3oupa

€JIEMEHTH (TaKMBa KaTo ChCTaB HA MPUIOOUBKHUTE) , KOUTO

Ja ObJaT U3YKUCIIEHH Ype3 CUCcTeMara, IPUETH/OTXBBPICHU U

0II0OPEHH OT CITY>KUTEIS

H. AKxo cucreMaTa BH IIO3BOJISIBA I1O-CI0KHU TPAaH3aKIUH, MOJISI YTOUHCTC: I:' 5

E. He 3nas []e6
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12. B xou oT cjiegnuTe 00J1aCTH HAMUPA NPUJIOKEHHe HH(POPMALITUOHHATA cucTeMa 3a YUP?

A. baza nannu 3a nepconana

b. 3amnamane

B. JlombIHUTETHN TPUAOOUBKU

I'. OTuanTane Ha 0OTPabOTEHUTE YACOBE U MPUCHCTBUETO
J1. Habupane u moadop Ha mepcoHaa

E. O6yuenue u pazButue

K. YnpaBnenue Ha U3NTBIHEHNUETO

3. [Inanupane Ha Kaprepara/IIaHOBe 33 IPUEMCTBEHOCT
W. PabGoten rpaduk

1. Be3onacHy u 31paBOCIOBHH yCIOBHS HA TPY/I

K. Opyru, mos, yrounere

JA

L1
C11
11
L1
C11
11
L1
L1
11
L1

HE

1o
1o
1o
1o
1o
1o
1o
1o
1o
1o

He 3nas

19
19
19
19
19
19
(19
19
19
(19

13. B kakBa cTeneH cucTeMAaTa 0TrOBaPsl HA HACTOSIIIMTE MOTPEeOHOCTH HA OpraHu3auuaTa’?

HE otrosaps B manka crenex

(11 [12 [13

PA3JIEJI II: ®OPMUPAHE HA LIIATA

B romsima crenen

M3usno otroBaps

[ 14

1. Kak ce e npoMeHus o0uAT Opoii Ha HaeTuTe (HA IbJeH Pa0dOTeH JieH) CIYKUTeJIu BbB Ba-

IATa OPraHu3aIus Mpe3 NoCjaeTHUTE TPH TOTUHU?

1 [] YBenmuunn ce e c % (Axo mocouute oTr. 1 unu 2, npemuHeTe KbM BBIpoc Ne 3)

2 [] He ce e npomennn
3 []Hamamsn e ¢ %
4 [ ] He 3Has

2. AKO OpoSIT Ha CJIy:KUTeJIUTe BU € HaMaJleH, W3MOJ3BAJM JIM CTe HIAKOM OT cJegHuTe?

(ITocouyeTe BCMUKM U3MOJI3BAHU METO/IH.)

A. 3ampa3sBaHe Ha Ha3HAYCHUATA

b. PanHo neHcuoHupane

B. o6poBonHO HanmyckaHe/

(hMHAHCOBO CTUMYIIMPAHE 32 HAITyCKaHe

T". IIpunyANTENHO HAITyCKaHe

. BerpemHohupMeHn nmpeMecTBaHus

E. HempogbmkeHu cpouHU/BpEeMEHHH JIOTOBOPH
7K. HaemaHe Ha BBHIIHU U3IBIHUTENN

3. ApyrH, MOJst yTOYHETe

—

1~

I >

=]

«

O \© =
)
R

1 >

2a. AKo BamarTa opranm3anus H3I10J13Ba BBHINHH H3IIBJIHHUTEIN C IeJI HaMajJIsABaHe Ha

NepcoHaJa npe3 NocJeAHNTe TPHU IOJIMHU, ¢ KOJKO NMPOIEHTa € HaMaJIsia padoTHATa cuja?

0-5% 6-10% 11-20% 21-50%
11 12 13 14

>50 %
[]5

He mora Ja Ipe1CHA

[]e6
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3. Ilocoyere Kak Hali-4yecTo ce MONBJIBAT NMO3MLIMUTE BbB BCSIKAa Kareropusi nepcoran. (Mous,
oTOes1e:KeTe N0 eAMH BAPUAHT 32 BCAKA KaTeropusi NepcoHaJl.)
Menu- Cneuma- AgMuun- Pabot-
JOKbpPU  JIUCTH  CTpausl  HULH

A. BbTpenino Habupane []1 []1 []1 []1
B. AreHnuu 3a 1o00p Ha EPCOHAN []2 [12 []2 []2
B. O0sBa B MmenuuTe []3 []3 []3 []3
I'. YcTHO omoBecTsIBaHE Ha MMO3HUITAATA []4 []4 []4 []4
. Ily6nukyBaHe Ha CBOOOHATA MTO3UIIHS []5 []5 []5 []5

Ha ye0 caliTa Ha OpraHH3aIusiTa

E. Ily6nukyBane Ha cBOOOHATA TTO3UIIHAS

Ha CHeIHaIn3upaH yeb cailT 3a Habop

Ha MepcoHal []e6 []6 []e6 []e6
K. lupextHo oT yueOHU 3aBeJIeHUS []7 []7 []7 []7
3. JIpyru, Moms mocodere []8 []8 []8 []8

4. IlocoyeTe MeTOAUTE, KOUTO C€ M3MOJI3BAT 32 MOAOOP HA CIY:KHTEJH NMPH OTHAEJHHTE KATero-
PHH NepCcoHA.

Menu- Croemma-  AIMuHH- Pabor-

JUKBPU JINCTH CTpalus HHIU
A. ITaHenHO UHTEPBIO []1 []1 []1 []1
b. UnauBuiyanHO UHTEPBIO []1 []1 []1 []1
B. Ilo noxymentu (hopmysipu) []1 (11 C11 C11
I'. IlcuxomeTpuueH Tect []1 []1 []1 []1
. LenTpoBe 3a OlieHsIBaHE []1 []1 []1 []1
E. I'pacdonorus []1 []1 []1 []1
K. Ilpenopsku []1 []1 []1 []1

3. Jlpyru, Mo u30pouTe :

[]1 []1

5. Bamara opraHu3amnusi W3padoTujia Jin € CeNuaJHi MPorpaMu 3a padoTa ¢hC CJIETHUTE TPY-
nu?

[]
[]

JA HE
A. ETHUYeckn MaIInHCTBA []1 []o
b. Be3pactan padotHunin(aan 50) []1 [lo
B. Cnyxutenu ¢ yBpeKaaHus 1 []o
I. Kenu []1 []o

. lpyru, Mot mocovere:
6. IlocoyeTe MpUOJIU3UTETHUS NMPOLEHT HA CIY:KMTeJIUTE, HACTH HA CJIeAHUTE TUIOBE J0Tr0BO-

pu.

Hava 0-5% 6-10% 11-20% 21-50% >50%

A. Pabota nipe3 mounBHH JHU (CHOOTA W/WITH HEIETs)

1t 2 [3 [ 14 [15 []6
b. PaboTa Ha cMeHU (eIMH WITM KOMOWHAIHSI OT TIEPHOIH, Ha KOUTO € pa3JieiicH
24 gacoBus pabOTEH JICH) (11 []2 []3 []4 []5 []6
B. U3pbHpenHa paboTta (AOMBJIHUTEIHO BpEME H3BbH O0OWYaWHOTO, T00ABEHO KbM JCHS
WJIM CMSTHATA) (11 []2 []3 []4 []5 []e6
I'. T'oauiHO JOrOBOPEHHU YacoBe (Chriiacue 3a oTpadOTBaHe HA  ONpeeiicH
Opoit yacoBe mpe3 roMHaTa, BKIYUTEITHO Pa3IUdyHa MPOIBIDKUTEITHOCT Ha paOOTHHS
JIeH, B 3aBHCUMOCT OT ITOPBYKHUTE) []1 []2 []3 []4 []5 []e6
1. Herbnien paboten nmeH (6poit pabOTHH YacoBe HA JICH, OINpPEIeeHH OT paboTomaTes Wi
3aKOHOJIATEJICTBOTO, PA3JIHMYHU OT CTAHJAPTHHUS OCEMYACOB pabOTEH JICH)

1t 2 [3 [ 14 [15 []6

E. Paznensne Ha paborara (paszensHe Ha 33JbJDKCHUSTA 32 OTPE/ICIeHa MO3HUIINS
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MEX]Ty IBaMa FUTH TI0BEYE CITYKUTEIH )

11 D2 O3 4 s (6
XK. I'eBkaBO paboTHO BpeMe (4acT OT pabOTHHUTE YacOBE MOTaT J1a ObIAT OMpeNeIeHH OT
paboTemuTe, a APyTH “OCHOBHU ca (puKcHpaHU OT paboToaaTens)

v 2 3 [14 [1s (6

3. BpeMeHHO/MHIIMICHTHO HaeTH (HaeMaHe Ha paboTa 3a ONpe/ie]ICHH YacOBE, CSAMUIIH

HJTH MECEIIH) [(]1 []2 []3 []4 []5 []e6

. Bpemenen goroBop ( HaeMaHe 3a (PUKCHUPAHW MECEIH WJIH TOIHHH )

I o2 03 [ 14 [15 L6
W. Hagomua pabota (HaemaHe Ha paboTeIy, Y1eTo padOTHO MSICTO € BKBIIH, 0e3
HIOCTOSIHHA €JICKTPOHHA BPB3Ka C ONPEETICHO PAOOTHO MSCTO

(11 [d2 3 [4 s 6

K. TeneBuzunonHa BpB3Ka (pa6OTCH.[I/I, KOHMTO UMAT MMOCTOAHHA CJICKTPOHHA BPpB3Ka C

OTIpe/ie]IeHO pabOTHO MSICTO)

11 2 O3 [4 [15 []6
JI. Komnpecupana pabotHa cenmuiia (paboTemiy, YusTo padoTHA CEIMHUIIA CE ChbCTOU OT
CTaH7apTeH Opoit yacoBe, KOMIPECUPAHU B HAMAJICH OpOW CMEHH)

LI O2 O3 [4 s (16
PA3JIEJI I1I: PASBUTHUE HA IIEPCOHAJIA

1. KakbB mpoOLEeHT 0T NMePCoHAaJia ce OlleHsIBA PeryJsipHo oT ¢opMaJiHA CHCTEeMA 3a olleHsiBaHe?

IIpouentn He cpmiectByBa
CHCTEMa 3a aTeCTaIusl
A. MeHnmxbBpH okoito % []o
b. Cnemmanucrtu okono % [lo
B. AnMuHucTpanus okono % |:| 0
I'. PaGoTHUIM (M3BHPIIBANITH
(hU3UYECKU/PBUCH TPYH) okomo % (1o

2. AKo chlIeCTBYBa CHCTeMa 32 OLIEHKa, Kol (hpopMaHO ch0upa HeoOXoAMMAaTa HHpOPMALHS 32
npoueca Ha ouensaBaHeTo? (OrlesieskeTe BCHUKHU, KOMTO Ce U3M10JI3BAT.)
JA

A. Ilpexust pbKOBOIUTEN

b. llledypT HA IpEKHsI PHKOBOAUTEN

B. CamusT ciyxuTen

I'. Iloguunenure

J. Konerure

E. Knuenrture

K. Apyru, MoJist yTO4HETe:

/[ [
O ==

3. Cucremara 3a olleHKA NMPeJIHA3HAYEHA JIU e 1a moanoMara: (oToesexere TOJIKOBA, KOJKOTO ce
M3M0J13BaT):

JA HE
A. IInanupanero Ha YP []1 []o
b. Aranm3a Ha TOTPEOHOCTHUTE OT OOYUCHIHE []1 []o
B. [Inanupanero Ha KapuepaTa (11 (1o
I'. OnpenensiHeTo Ha 3aIIallaHETO |:| 1 |:| 0
J. Opranmzanusara Ha paboTaTa []1 []o

4. Koii Biiusie B Hali-roJiaMa creneH BbpXy: (OT0ese:kere caMo elHA Bb3MOKHOCT 32 BCEKHU pe/l.)
[ledorere OtnensbT

Cryxutensar Ha otienn 1o UP [Ipoderrozure
A. OmpenensiHe Ha HYKIUTE OT 00ydIcHHE []1 []2 []3 [] 4
B. IIpoexTupane Ha 0Oy4EHUETO |:| 1 |:| 2 |:| 3 |:| 4
B. OcsbmiectBsiBane Ha JEHHOCTHTE 1O 00Y- |:| 1 |:| 2 |:| 3 |:| 4

YCHUCTO
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5. IIpubdau3uTeHO KaKbB NPOUEHT OT Ppa3XxoAuTe 3a TOAUINHA 3aMJaTa Ha INepPCcoHaJa ce
H3pa3xoaBa 3a o0yyeHue?

% 1[] e 3nas
6. IIpuOIM3NTETHO KAKBB MPOLEHT OT CJIY’KUTeIuTe ca OuiIn 00y4aBaHu (Ha padOTHOTO MSACTO,
HU3BBH OPTraHU3ALMATA I U IBeTe) 32 MocJeHATa roanHa?

A. B opranuzanusita % 1L ] He 3Has
b. 13BBH opranuzanusita % 1[] He 3Has
B. BB 1 u3BBH KOMIIaHuATa % 1[ ] He 3Has

7. KoJko AHM B ToAMHATA cpPeIHO € 00y4aBaH eAMH CJIY’KUTe1 BBB BCAKA OT CJeIHUTE
KATEeropuu nepconan?

He 3nas
A. MeHumKbpU ____ THU B TOAMHATA HA 3a€T (] 1
b. Cnenmanuctu ____ THU B TOAMHATAa Ha 3a€T []1
B. AnMuHnucTpanus ____THU B TOAMHATAa Ha 3a€T |:| 1
T'. PabotHNIM ____JIHY B TOAMHATA Ha 3a€T []1

8a. B xakBa cTeneH ce U3MOJI3BAT CJIEHUTE METOIM 32 Pa3BUTHE HA KapuepaTa HA MEeHUKbPH-
Te?
He ce B manka B romsama J%E308:8) (6)
M3I0J3BAaT  CTEICH CTeneH
A. CeumanHu 3aJ1a4 U MPOEKTH 32
CTUMYJIIpaHE Ha YICHETO
b. YyacTtue B MexX1yOpraHM3al{MOHHH
(mucruruivHApHY) QYHKIIMOHATHY 331241
B. YuacTue B eKkunHu npoekTu
I'. PaboTta B Mpexa
. ®opmanHo TuIaHupaHe Ha KapuepaTa
E. llenTpoBe 3a orieHsiBaHE
K. Ilnanupane Ha NPUEMCTBEHOCTTA
3. [Inanupane Ha poTanusTa
. IIporpamu 3a uaepu
. [Iporpamu 3a npuaoOHBaHe HA OMTUT
K. O6yuenue B Apyry OpraHu3aiuu

[]
[]
[]

e
ICoooo
O-CooCOnCE
JooConD o

80. B kakBa cTeneH ce M3MOJI3BAT CJEeJHUTE METOAU 32 Pa3BUTHE HA KapueparTa NpHU CJIYyKHUTe-
JuTe (HeynmpaBJIeHCKHU MePCcoHa)?
He ce B manka B romsima zusio
H3M0J3BaT CTENEeH CTENEeH
A. CienmaiiHy 3a/1a4qyl ¥ MPOCKTH 32
CTUMYJIMPAHE Ha YYEHETO []1 (]2 [1]3 []4
b. YuacTtue B Mexxnyopranu3zaliluoOHHU
(mucrmuHApHN) GyHKIMOHATHN 3amaun | | 1
B. YuacTue B €KUITHU IPOEKTH (11
I'. PaGora B Mpexa []1 []2 []3 []4
M. Ilporpamu 3a mpuaoOMBaHe Ha OIUAT []1 []2 []3 [] 4
9. Kou ca TpuTe Haii-Ba)KHU 00,1aCTH, B KOUTO 1€ O0bje Heo0X0aMMo0 oO0ydeHHe Mpe3 cieaBa-
IUTE TPU IOAUHU.
1.
2.
3.
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PA3JEJI IV: 3AIVIAIIAHE U Bb3HATPAKIAEHUSA

1. Ha xakBo(u) paBHMIIe(2) e onpeAe/eHA OCHOBHATA 3amJiaTa?
(MouJist oTOeIesKeTe TOJIKOBA, KOJKOTO ce MPHJIAraT 3a BCAKA KATeropusi mepcoHal.)

MeHnu- Coneuna- Agmuan- Pabort-
TOKBPH JINCTH CTpamusi  HUIH
A. HarimoHatHO/KOJNIEKTUBHO
JIOTOBapsIHE 32 OTPaCchIa []1 []1 []1 []1
b. PernonamHO KOJIGKTUBHO
JIOTOBapsiHE []1 []1 []1 []1
B. Kommanus/moaenenue []1 []1 []1 []1
I'. [Ipennpustre/3BeHO []1 []1 []1 []1
J. UanuBuayanHo []1 []1 []1 []1

E. Jlpyru, Mmosst yTOUHETE
2. OpranmzanuaTa mnpejiara JM HSAKOM OT cJeJHMTe Bb3MO:kHOcTH: (MoJss oT6elexkere
TOJIKOBA, KOJKOTO Cce MpHJarar.)

Menu- Crermma-  Apmuau-  Pabot-
JUKBPHU JTUCTH CTpanust  HUIHU
A. IlpunobuBaHe Ha s
OT KOMIAHHUATA/aKIIHOHEPHO
ydactue (11 []1 []1 []1
b. Yuactue B pasnpenenssero
Ha neyanabara (11 []1 []1 []1
B. IlpaBo Ha 3akynyBaHe Ha aKIUU (11 []1 []1 []1
3. KomnanusaTa npejasiara Jii NpOMEHJIUBO (Bapupailo B UHTEPBAJIM, BKJ. FOAUIIHO, MECEYHO,
CeIMMYHO) 3aIUIalllaHe B 3aBHCUMOCT OT cieaHute: (MoJs oT0esie:keTe TOJKOBA, KOJIKOTO ce
HU3M0J13BaT.)

Menu- Cremma-  AIMuUHH- Pabort-

JUKBPU JINCTH CTpalus HHIU
1. IlpencraBsiHeTO Ha €KuUIIa []1 []1 []1 []1
2. IHIUBUIyaTHOTO MPEACTABSHE []1 []1 []1 []1
3. [IpeacTaBsHETO HA KOMITAHUATA []1 []1 []1 []1

PA3JEJ V: TPYAOBU OTHOIUNEHUA U KOMYHUKAIIUN

1. ITpuOIHU3NTETHO KAKBA YacT OT 00musi Opoii HA CJHYKHUTeJINTe BbB BallaTa OpraHu3anus ca
WwieHOBe Ha NPo(cb1o3?
1] 0% 2] 1-10% 3] 11-25% 4[]26-50%

501 51-75% 6] 76-100%  7[_] He 3nas
2. IIpoMeHwsio JuM ce e BJIUAHMETO HAa NpodchbiO3UTE BHPXY BallaTa OpraHu3auus Impe3
NMocJeJHUTE TPU roaAuHu?
1[]YBemmunnocee 2[ JHecee MIPOMEHUIIO 3 [ ] Hamamnsuio e 4 [ ] Hsma Brusiame

3. Ilpu3HaTta Jiu e posisiTa Ha MPo(chbIo3nuTe B KOJEKTHBHOTO A0roBapsiHe?

1] 1A 0[] HE

4. UmaTe 1M CbBMECTEH KOHCYJITATHBEH KOMUTET HJIU PA0OTHHYECKH CHIO3?

1] 1A 2[]1HE
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5. Ama Jin npoMsiHA B HAYMHA, 10 KOWTO KOMYHUKHPATE CbhC CJIYKUTEJIUTE CH 110 OCHOBHUTE
BBIIPOCH Npe3 MOCJeTHUTE TPU roauumn?
YBenuueHo Henpomeneno Hamaneno He ce uznon3sa
A. Upes npencraBuTeny Ha OTaHU Ha CITYKHUTEIUTE (BKI. TOPCHIO3H)

[11 [12 [13 []4
b. BepbanHo, TupeKTHO

CBC CIIy)KUTEIUTE [] 1 []2 []3 []4
B. ITucMeHo, TupeKkTHO
CBC CITy)KUTEIHTE []1 (]2 []3 []4
I'. KomntoTbpHE cuctemu/
€JIEKTPOHHA MOolIa []1 []2 []3 []4
1. Konexrusun 6pudmarn [ | 1 ]2 (13 L]4
E. Ipyru, Mmosus yTo4HeTe
6. YseHyBa JiM BallaTa OPraHu3anusa B aconManus Ha padoroaareauTe?
1] Ha 2[] He
7. AKoO cTe OTTOBOPWIIH € "/1a" HA MpeIUIIHUA BHIPOC, B KAKBA CTENEeH yCIAyruTe, NpeaocTaBs-
HH OT aCOLMAIUATA HA padoToaaTe/INTE, OTTOBAPSAT HA HY:KIUTE HA KOMIAHUATA?
He otroBapsr B manka crenen B ronsima crenen N3udno orroBapAr
[]1 (]2 []3 []4
8. Kou kateropum nmepconaj ¢popMajiHo ca UH(POPMHUPAHH 32 CTPATErUsiTa U (PMHAHCOBUTE pe-
3yJTaTH Ha Bamarta opranusauus ? (MoJisi, oT0esiesxeTe TOJIKOBA, KOJIKOTO ce IPUJIArar.)

Crparerus OunancoBu pedyntatu  OpraHusanus Ha paborta
A MeHUKMBHT []1 [] 1 []1
b. Cnenmmanuctu [] 1 []1 []1
B. Aamunucrtpanus []1 []1 []1

I'. PaGoTHUIM []1 [] 1 []1
9. Umayio M € NMPOMSIHA B HAYHUHA, MO KOWTO CJIY:KUTEJIUTE CHOAENAT BHKIAHUATA CH 32
YIPaBJIeHCKHSA ChCTAB Mpe3 MOCJIeJHUTE TPH rOTUHA?
VBennueHo Cob11oTo Hamaneno He ce uznomnssa
A. TupeKTHO KbM BUCIIUSA

PBKOBOAUTEN [] 1 []2 []3 []4
b. Upe3s HenocpeacTBeHUs

PBKOBOUTEIN []1 (]2 [13 []4
B.Upe3 npencraButenu Ha

npodchro3nTe []1 []2 []3 []4
I'. Upes paboTHHUECKUTE

CBBETH [] 1 []2 []3 []4
J.Upe3 pemoBHU pabOTHH

chOpaHus [] 1 (]2 []3 []4
E. KonektuBHu Opudunru []1 (]2 [13 []4
K. IlpenioxxeHus: Ha CIY>KUTEIIUTE []1 []2 []3 []4
3. [IpoyuBaHe Ha IOBEICHUETO []1 (]2 (13 [4
. EnekTpoHHa KOMYHHKAIUS []1 []2 []3 []4

PA3JIEJI VI: TAHHU 3A OPTAHU3AIIUATA

la. Bamara opranu3aumus e otT:
1 [] Yactaus cexrop 2 [] My6muunms cekrop 3 [] Cmecen tun
4[] Hpyra, Mons yrounere

10. Axo opraHuzaumsaTa € OT NyOJMYHUSA CEKTOP, TS padboTu:
1 [] na nanmonanno uuso 2 [] na pernonanzo nuBo 3 [] na mectro HUBO
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2. MoJsi, mocoyeTe OCHOBHMSI CEKTOP HAa NMPOU3BOACTBO WM YCJIYIH, B KOWTO padoTH Bamara
KOMIIAHUA?

A. Cencko CTONAHCTBO, JIOBIKUHCTBO, TOPCKO CTOIAHCTBO, pHOOJIOB

b. EHepronpon3BoacTBO, BOJHO CTOIIAHCTBO

B. Xummdecka, moOWBHA MPOMUIIIIICHOCT, TIpepadoTBaHe Ha HECHEPTHMHA

MOJIE3HU MU3KOTaeMHU

I'. Ilpon3BoACTBO Ha METAJIH, MEXaHUYHO, EIEKTPUIECKO U

MHCTPYMEHTAJIHO MAIIMHOCTPOEHE, OPUC TEXHHUKA

. dpyry npou3BOACTBA, (BKJI. XpaHa, HAIIUTKH, TIOTIOH, TEKCTUIL, APEXH,

XapTus, monurpadus, npepaboTka Ha T'yMH U IJIACTMACH U T.H)

E. CtpourencTBo u rpaioycTpoucTBo

XK. Teprosust u gucTpuOyUUs,

XOTEJIHEPCTBO U PECTOPAHTHOPCTBO, PEMOHTH

3. TpaHcmopT 1 KOMyHHUKAIMH (3KEIE30IIbTEH, TOIIEHCKH YCIYTH,

TEJIEKOMYHHKALIUH U Ap.)

U. BankoBo zaeno, pruHaHCH, 3aCTPaXOBATEIHO JENI0, OU3HEC YCIYTH

(BKJI. KOHCYJITAIMH, BPB3KU C OOIIECTBEHOCTTA U PEKIIaMma,

MIpaBHU YCITyTH U Ip.)

1. IepcoHanHy, Bb3CTAHOBUTEIHH YCIIYTH, JOMAIIHO 0OCITyKBaHe

K. 3npaBuu ycimyru

JI. Apyru ycayru (TeneBru3us U paguo, HAyYHOU3CIIEAOBATEICKH,

0JIarOTBOPUTEITHOCT H Jp.)

M. O6pa3zoBanue (BKJI. YHUBEPCUTETH U CIESAIUIIOMHO 00y4eHHE)

H. Counannu yciayru

O. IIyOamaaa amMAHACTPATIHS

I1. Apyru, Mo yTouHeTe
3 . IIpubGau3uTETHO KOJIKO €A X0paTa, padoTelll BbB BalllaTa opranu3amnus?

O

—_

I 0 I I I

—_—
W N

L0

A. OG0 Mpixe Kenn
b. Ha nenrbiien paboteH acH Mnxe Kenu

4. MoJs, onpeneJieTe ieja Ha:
A. PabotHUIIN % ot paboTHaTa cuia 1|:| He 3naga
b. AnMuHucTpauus % ot paboTHaTa cria 1] He 3Has
B. CrenpanucTu % OT paboTHATA CHNA 1] He 3nas
I'. Menumxspu % ot paOoTHara cuia 1[] He 3nas

5. Mouas, naiite ciaeqHara uHgopmaums 3a Bamara padoTHa cuja:

A. Togumen o60poOT Ha TIepcoHama % roaumren obopor  1[_| He 3nas
b. Be3pacroBa cTpykTypa % 3aetu mox 25 romuan  1[] He 3Has

% 3aetu Han 45 roquan  1[_| He 3uast
B. OtcberBus/60mHUYHI mum cpeporomumuo  1[] He 3nas
I'. ObpazoBarenHa CTpyKTypa % BUCIINCTH 1] He 3nas

% 3aBBpIINIH
CIeITUIUIOMHA KBaJM(UKAIUsI 1|:| He 3nasa
6. KakbB NpoOLEHT OT MPOMEHJTUBHUTE Pa3X0Au MPeACTABJSIBAT Pa3XoauTe 3a TPya?
% OT oTIepariOHHUTE Pa3XoAH 1[_] He 3nas

7. Ako BamaTa opraHu3amnusi paéoTy B YACTHHS CEKTOP, MOKeTe JIH 12 MOCOYNTE KAKbB € Ol
OpPYTHHSAT i 10X0/ Npe3 MOCAeHUTE TPU FOJMHH:

A. JTocTta mpeBuIaBaiil pa3xoja 11
b. JocrarpueH, 3a 1a Ma Majka IeJanda []2
B. loctarwuen, 3a 1a ce OanaHcupa ¢ pa3xona |:| 3
I'. HengocrarbueH, 3a 1a MOKpPHUE pa3xOIUTe (14

J. TonkoBa HUCHK, Y€ € MPUIUHWI TOJIEMHU 3aryon []s
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8. B cpaBHeHue ¢ OpraHu3alluMTe BbB BALIHUS OTPACHJ] KaK OMXTe KJIACHPAIH NPeICTABSIHETO
Ha BalllaTa KOMIIAHUS B CPABHEHHeE ChC cleJHUTe?

Haii-nobpure I'opnara HoinHara He ce
10% MOJIOBUHA IIOJIOBMHA  CPaBHsABA

A. KauecTBo Ha yCIyruTe []1 []2 []3 [ 14

b. PaBHuIlle HAa NPOU3BOAUTEIHOCT |:| 1 |:| 2 |:| 3 |:| 4

B. [euan6a []1 []2 []3 []4

I'. Temn Ha 0OHOBSIBSIHE []1 []2 []3 []4

1. TIpencraBeHoct Ha GopcaTa []1 []2 []3 [ 14
9. Kak Ouxrte ommcaiu mnasapa (mazapure) Ha NPOAYKTHTe WJIM YCJIyrMTe HAa BallaTa
opraHusanus?

A. Jlokanen []1

B. Pernonanen []2

B. Hanmonanen |:| 3

I'. EBponeiicku []4

. CeToBeH []5
10. ITa3apbT, HAa KOWTO oNepHpaTe B MOMEHTA:

1 [] Pacre 2 [ ] Hece npoMens 2 [ ] Hamanssa

11. IIpemuHaa Jiu e BalIaTa OPraHU3AIUA NPe3 HAKOS OT cJieJJTHUTE IPOMEHH Mpe3 MocjaeHUuTe
TpHU rogunun?

A. IlpumoOuBaHe OT qpyra OpraHu3aIvs 11
b. Ilorieiiane oT Apyra opraHu3anus (11
B. CnuBane []1
I'. IlpemecTBane L1
. OtmenstHE OT TpyIia OpraHu3aIiuu 11

12. Ako cTe OTTOBOpPHJIM ¢ ''a" HA HAKOW OT MpeIUIIHUTE BLIPOCH, OCOYeTe JOKOJIKO B TO3HU
npouec e 0WJI aHrakUpaH oTaeabT 1no YP.

A. OT cam0oTO HayayIo

b. IIpu nocnenBanuTe KOHCYATAUN

B. IIpu BBBEXKOAHETO

I'. He e 6w anraxupan
13. Kbjae ce HaMupa eHTpaJIaTa Ha BalIaTa OpraHu3amus?

L0

A.EC []1
b. B EBpona, u3ssH EC []2
B. CeBepna Amepuka (13
I'. FOrousrouna A3us [ 14
H. Adpuxa HE

E. Ha npyro msicto, MoJist mocoyere:
14. Ako BamaTa opraHu3aius € 4acT OT MO-roJissMa rpyna KOMIAaHUM (BKJIKYUTEIHO U B IMy0-
JINYHUS CEKTOP), MOCoUYETe Kb/ie ce ONpeaessiT MOJUTUKUTE MO CJIeJHUTE MPodaeMu:

MexnayHapoaHa Ha manumo- Ha vuBo Jlokanen
IIeHTpaJ1a HAJTHO HUBO humman oduc
A. 3amnamase ¥ Bb3HArpaXKIeHUs []1 []2 []3 []4

b. Habupane u moxbop Ha

TIepCoHa []1 []2 []3 []4

B. O0yuenue u pazButue []1 (12 13 (14
I'. UnaycTpuaiHu OTHOIIEHUS []1 []2 []3 []4
J1. YBennuaBaHne/HaMassiBaHe

Ha pa0oTHaTa cuiia []1 []2 []3 [ 14
E. Pa3zButue Ha MEHUIKbPUTE []1 []2 []3 []4

15. Ilpe3 kosi roquHa e ch34aJeHA BallaTa OpraHu3zanus?
1] He 3nas
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JIMYHU TAHHA

16. Bue Jin cTe Hall-BHCOKONOCTABEHUST MEHH/KBP N0 nepcoHasa/JP BbB BalmmaTa opranusa-
uusa?
1 O aa 0[JHE
17. Bue cTe oT: 1 [] Mexxku mon 2 [ ] Kencku mon
18. Ako Bue cTe cnenuaJucT MO MepcoHada/YP B opraHu3anusaTa, KOJIKO ABJIT0 CTe Pa0OTHIH
KaTO cenuaj ucT mo nepconana/dP niam mo odyvennero?
TOIUHU 1 [] He cbm pabOTHIT KaTO TaKbB

19. UmaTe 11 YHMBEPCUTETCKO 00pa3oBaHue?

10]71A 0 [ ]HE

Axko /A, 6 Kosa ob6aacm cme npudoouIu NLpeama Cu yHUGEPCUMEMCKa 00pa3oeamenina cmenex
(ombenesrceme camo eona ocnoena )?

A. busnec |:| 1 M. IIpaBo |:| 5
b. UkoHnomuka E. mxenepcTBo (1] 6
B. Conmamay wim moBeeHISCKN HAYKH XK. EcrectBeny Haykn | | 7
I'. XymanuTapHI/M3KyCTBa/€3ULIN 3. ApyTH, MOt yTOYHETE

\S]

L0

BJIAI'OJJAPUM BU 3A BPEMETO, KOETO OTJAEJIUXTE 3A
IHOII'BJIBAHETO HA TO3U BBIIPOCHHUK

Axo mmare BBIIPOCH 110 IIOBOJ Ha TO3W BBIIPOCHUK HIIU OUXTEe HMCKaH Ja IOJIYYHUTE IMOBCUC
I/IH(I)OpMaLII/IH 3a TOBa U3CJICABAHEC, MOJIA 06’LpHeTC C€ KbM:

Enuzabera Baukosa

JlokTop 1o nkoHomuKa, podecop B UatepaemrsHba OHUBBpCHTH
Codus 1000

VY. “lllectn cerrremBpu” Ne 7

Ten. 9812740

MobGunen Ten. 0888 926836



146

Kpaner n3zcnensane - MexayHnapozaes nokian, 2005

IHpuioxenue 2: CTpaHu Y4aCTHHYKH

Crtpana
ABcTpanus

ABcTpus

benrus

boearapus
I'epmanus

I'bprus

Janus

N3zpaen

*Nunus

*Upnannus

WUcnangus
Ucnanns

Nranus
Kanana

Kunsp

Hemnan
HoBa 3emannus

Hopserus

BenukoOpuranus

*[Tomma
*[Topryranus

CALIL

CrnoBakus

CroBenus

JInne 3a KOHTAKT
npod. Pobun Kpamap

npo¢. n-p Bondranr Meitxodep

npod. a-p Aupk Byenc
Hene Cpoenc
n-p Koen JleBeTnnk

npod. Ennzabera Baukosa

npo¢. Progurep Kaber

npod. n-p Harcu [ananekcanapuc

npod. a-p Xenpuk Xout Jlapcen

Pyt 3naiinep
npod. n1-p AmMuaOH Kacru

npo¢. Benkara Patnam

I-p Maiikbn Mopiu
npo¢. n-p [atpuk ['bHUTBA

n-p Acra buapHanorup
mpod. Cumon [onan

npod. @panuecko [laonern
npod. Jxuaespa ['paBumnu

I-p Muna JlazapoBa

n-p Enenn CraBpy-Koctea
Mapus Mukenunec
Mapuna Iletpuny

npod. [eB Pamk Anxukapu
I-p Epinunr Pacmycen

npod. 1-p Oxg Hopaxayr
npod. [lon I'ynepam

I-p Ema ITapu
npod. [llon TaiiceH

npod. n-p Yecnap LlImung
non. Pura Kammnoc e Kyns

JInza X. Humwm
npog. [larpux Paiit

npod. Ana KauanakoBa

npo¢. Mean Ceetnuk

YHuBepcurer
YHusepcurera Makyepu
VYyunuie 1o MEHUKMBHT

YHHUBepcUTET 0 UKOHOMHKA U OM3HEC
agMUHUCTpalus, Buena

Konex no ynpasnenue,

Brnepuxk, JIboBen ['ent

MesxayHnapoaHa ousnec mkona, Codust
VYuusepcuteta B ['ucen

YHUBEPCUTET 110 HKOHOMHKA H
ouzHec, ATuHa

Komex mo 6usnec, Konenxaren
JlaTcku IIEHTBHp 3a yIpaBlicHHUE

Yuusepcurera bap nan

MexayHapoJeH HHCTUTYT 110
yrpasinenue, Hio [enxu

YuuBepcurera B JINMBbpUK

YHusepcurera B PeiikaBuk
ESADE

YHusepcurer Munano bukoka
YHusepcurera B Jleue

Yuuepcuter CaliMbH

Yuusepcutera Ha Kunsp
Kumbpcku LeHTHp M0 TPOIYKTUBHOCT
Kunspcka aconmanus no YP

YausepcuteT TpnbxyBan
YuusepcuteTa B OKIaHza

HopBexxku Koyexx 1o UKOHOMUKA U
OM3HEC aMUHHICTPAIHS

Konex no ynpasnenue Kpanduitnng

busnec konex ,,JI. KoxxmMuuckn™
HoB nmucaboHCKH yHUBEPCHTET

YHusepcurera Kopaen

YHUBEPCUTET 110 NKOHOMUKA,
Bparucnasa

Yuusepcutet B JIto0nsHa
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Tynuc
Typuus

Typcka Kumbpcka
OOILITHOCT

YHrapus
Ddunnangaus
Opannus

Xomauausa

Yexus

[IBelinapus
Isenus
*IOxna Adprka

*Jmonus

npod. Puanx 3ran
npo¢. n-p Kapune Yitprun

1-p Kem Tanosa

mpod. n-p Uzed Ilop
npo¢. Cunnka Banxana
npo¢. ®pancoas Jlaau

nou. JI-p bapt J{utn
I-p S1x06 XoreHmnopH
I1-p Epux ITyncma

npod. umx. Mozed KyGek

I-p Ypcyna Knop
bo MancwH
npod. [Turep ['pobrep

npod. Tommraka Amanyun

* He ca BKJIIOYeHH B Aokaaaa 2003-05

Yausepcurera B Chakc
Yuusepcureta B ctanOyn

N3zrouen CpenuzeMHOMOpPCKH
YHUBEPCHUTET

Yuusepcurera [leu
Konex mo nukonomuka, Xea3uHKH
EM Jluon

Yuusepcurera B Hulimeren

YHUBEPCUTET 110 UKOHOMUKA,
IIpara

Yuusepcuret ,,CB. ['anen”
Wucrtutyt IPF, Yncana
YaupepcureT Ha FOxHa Adpuka

Yuusepcurera Canrso, Ocaka

JonbanuTtenna nadopmanus 3a NapTHLOPUTE MO:Ke 1a ce HaMepH Ha ye0 caiita Ha Kpaner:

http://www.cranet.org
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Ipuiaoxenue 3: lanHu 3a orroBopuTe
bpoii uzn- bpoii N
bpoit | Usnpare- | IIpoue- | BwpHa-
BLPI?;;}:I:H_ iii};itl % | uHTEp- HHU e- TEHHU €- ne- | %
BIOTa MeHIn Meimn Meimn
g7t HHUIA

ABcTpanus 1284 259 20
ABcTpus 1877 270 14
benrus 1647 230 14
boarapus 200 157 79
Kanaga 2424 465 19
Kunsp 210 85 40
Yexus 2000 100 5
Hanus 2653 515 19
EcTonns 375 118 31
Ddunnagansa 1321 293 22
Ppanus 3000 150 5
I'epmanus 4000 337 8
I'ppuus 500 180 36
YHrapus 450 63 14
Ucnannus 246 114 46
M3paen 550 175 32
Uramusa 200 50 25
Heman 204
Hosa 3enan- 3000 292 10
IIASL
Hopserus 2000 303 15
DOununuHuTe 730 56 8
CrnoBakus 300 259 86
CrnoBeHus 523 161 31
Ucnanns 1042 158 15
IIBenus 1780 383 22
[Beitnapust 1426 309 22
Xonagaus 1052 385 37
TyHnunc 150
Typrus 1002 171 17
Typcka  ku-
mbpcka  oOmI- 120 &7 73
HOCT
Bemkobpu- 8780 1ol | 13
TaHUs
CAIIL 4522 608 257 6
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Dear readers,

The jubilee publication Human Resources Management — the Bulgarian and the
International Experience is dedicated to two major events — Bulgaria’s accession to
the European Union and the 10™ anniversary of the systematic surveys of human re-
source management practices in Bulgarian organisations.

The EU membership provides good opportunities for an in-depth analysis and as-
sessment of the global context of HRM in Bulgaria. The accession implies new re-
quirements and different dynamic patterns of management processes in this sphere of
paramount importance for the competitiveness of the Bulgarian economy. The review
of the current condition and the identification of the topical issues are necessary steps
towards the development of successful corporate strategies and the integration of the
Bulgarian workforce into the European labour market.

This publication includes two research papers — a national report and an interna-
tional report prepared within the framework of Cranet, the world’s biggest and most
prestigious network for the study of the long-term comparative human resource man-
agement. The network was established at the Cranfield University, UK in 1989. Cur-
rently, its membership includes prestigious universities and business schools from 34
countries. Bulgaria joined the network in 1996, when the first survey was conducted
by Transbusiness-E, the Bulgarian representative in Cranet.

The main objectives of the research within the framework of the Cranfield pro-
ject are as follows:

e To develop and maintain a database concerning HRM practices in all sectors
of the economy all over the world,;

e To conduct international comparative analysis of these practices and to
promote the most successful ones;

e To monitor over time the contribution of the increasing “Europeanization”
of business to the specific methods of managing people in modern organisa-
tions;

e To trace out the changes in the management of people at work, leading to
strategic human resource management.

International comparative HRM surveys have a very wide scope and they are
very complex. A special methodology is applied to these surveys and it is continuously
improved. They constitute a new area in the theory and practice of management. Ini-
tially only European, international HRM surveys turn, from year to year, into an in-
creasingly global environment for analysis and forecasting of the most important proc-
esses of managing people in the labour process.
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The findings of these surveys conducted within the network are used when offi-
cial documents of the European Union are drafted. For the time being, they are mainly
of research and academic interest in Bulgaria. Therefore one of the objectives of the
compendium is to promote them in this country and to apply them on a larger scale in
the globalizing Bulgarian management practices.

The National Report for Bulgaria presents the condition and dynamism of human
resource management, resulting from the third national survey conducted in 2003.

The International Report summarizes the findings of similar surveys conducted
in thirty-two countries all over the world, including Bulgaria, over the period from
2003 to 2005. The team of authors includes representatives of nine countries partici-
pating in the network.

It is for the first time that the Bulgarian readers have the opportunity to see such
a rich presentation of information from an empirical survey of human resource man-
agement in terms of both content and scope. We hope that the compendium will meet
the interest in these topical issues, which has been growing over the recent years. It
could be useful to students, researchers and practitioners in the field of management.
Part of the information is unique and published in Bulgaria for the first time. Another
part is familiar to our readers from publications on the previous two surveys in Bul-
garia. In all cases, the tracing out of the dynamic patterns of such important indicators
as the prerequisites for the development of a knowledge-based economy or the struc-
ture of modern motivational packages and instruments is equally useful to both theore-
ticians and practitioners.

The preparation of the compendium was completed in the summer of 2006, al-
though the findings of the Bulgarian survey were ready and partially published as early
as 2004. The submission of the processed data from the surveys in all thirty-two coun-
tries took some time but that was the only way to achieve the effect of global compari-
sons, which is the most valuable one in our opinion.

I would like to express my special gratitude to all who took part in the survey as
interviewers and respondents — students and human resource managers, executives and
entrepreneurs, who dedicated not only time and effort to the filling in of questionnaires
but also participated in the comments on the results subsequently.

I highly appreciate also the cooperation of my colleagues from the network and I
am very grateful for their interest in my country, for the moral support and the meth-
odological guidance they have invariably provided, especially during the first survey.

I would like to acknowledge also the substantial contribution of Denitsa Borisova
who helped with the technical and graphic layout of the text and systematized the data
in tables and diagrams to visualize them better and make them easier to follow.
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To all people interested in this publication I wish to never give up in the efforts
to improve their skills of using research results in their day-to-day work related to the
human resource management and development and thus to contribute to the develop-
ment of the knowledge-based economy.

Elizabeth Vatchkova
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Introduction

Bulgaria’s accession to the EU and the fulfillment of the commitments to en-
hance the workforce mobility strengthen the need for theoretical and applied research
work dedicated to the preparation of the Bulgarian labour market for the integration
process. The regular systematic research into the human resource management in Bul-
garian organisations is a necessary prerequisite for the development of science-based
analysis and proposals for improvement of the approached and methods involved in
the formation, development and maintenance of the workforce in this country.

The methods of managing people at work have undergone substantial changes in
Bulgaria for the last fifteen years. Some of them have been caused by the replacement
of centrally planned management mechanisms by market-based ones. Others are the
result of the opening of the national economy and the reinforcement of globalisation
processes. Important changes have occurred also due to the improved quality of the
sectoral environment, which have been accelerated by:

e the merger of the interests and efforts of the personnel to promote the pro-
fessional standards of the people involved in the human resource manage-
ment and development (HRMD);

e the introduction and publishing of the National Professional Competence
Standards in the HRMD sphere;

e the establishment of the Institute for Certified HRMD Specialists;

e the launch of the certification process;

e the increased supply of training courses of various duration and type in stra-
tegic management, human resource management and development, includ-
ing web-based training of experts.

A specific and very important aspect of the changes in the human resource man-
agement sphere is the development of a relatively homogeneous environment for the
labour process through the introduction of common EU rules and regulations, as well
as through the dissemination of good European HRM practices among Bulgarian busi-
nesses. The thrust, speed and content of these changes are the subject-matter of re-
search, analysis and summary in the regular Cranet reports on the condition and the
convergent and divergent aspects of human resource management in Europe.

The 2006 report for Bulgaria follows the sequence and logic of the international
survey.

The first section General Description of HRM Activities in Organisations makes
an analysis of the changes in the importance of the HRM function and its role in the
management of modern Bulgarian companies, the ways of its implementation, the enti-
ties involved in the management of people and their characteristics. Special attention is
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paid to corporate strategies and the participation of HRM in their development and
implementation.

The second section HRM Information Systems outlines the types of systems and
the dynamic patterns of their use.

The third section Establishment of Staffing Levels traces out the methods of se-
lection and recruitment of personnel, the reduction of staffing levels in organisations,
and the approaches and practices with regard to problem groups.

The fourth section Flexible Working Arrangements is dedicated to the use of
various forms of flexible employment. The dynamic patterns of the common ones are
analyzed: shift work, part-time work, temporary employment and flexi-time. The
trends in the use of a total of thirteen different forms of “non-conventional employ-
ment” are outlined.

The fifth section Appraisal of Employees summarizes the condition and devel-
opment of appraisal systems. Special attention is paid to the appraisal of the various
categories of staff and the use of the appraisal results.

The sixth section Training and Development of the Staff is dedicated to the in-
vestment in human capital. The subject-matter of the survey covers the training needs
analysis, the staff development methods, the expenditures involved, the volume of
training and the work with the various categories of staff. The dynamism of the inter-
est in the various fields of training is traced out and the new challenges are identified
in this sphere.

The seventh section Pay and Benefits tackles the decentralization of the decision-
making process with regard to the remuneration and additional benefits. The analysis
covers the approaches to the establishment of variable pay, the modern incentives for
the employees through participation in the profit and ownership by categories of staff.

The eighth section Labour Relations and Communications deals with the change
in communication methods and models in modern organisations. It studies the role of
trade unions and the representative bodies of the employees in the communication
process.

The analysis and recommendations put forward in the last section Summary are
intended to facilitate the changes needed for the creation of conditions for rapid and
effective integration of Bulgarian companies into the European business environment,
as well as for upgrading the quality of the management process in them.

1. Methodology of the Survey

The survey provides representative and comparative data on the human resource
management policies and practices monitored on a long-term basis in terms of more
than 300 indicators. The Bulgarian survey covers organisations in both the public and
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the private sectors in various spheres of activity with staffing levels above 200 em-
ployees, which is adequate to the actual representation of economic sectors in Bul-
garia. The data has been collected from the most senior HRM managers and experts in
organisations representing all branches and activities of the national economy in the
private and the public sectors.

In most countries the survey is conducted mainly by mail; some use direct inter-
views and recently data has increasingly been collected in an electronic manner. In all
three rounds of the survey in Bulgaria (1996, 1999 and 2003), the data was collected
by filling in questionnaires in the course of direct interviews. This method turned out
to be the most appropriate because in all other forms the percentage of those who reply
is too low. The questionnaires were worked out collectively by representatives of the
universities and business schools participating in the network in the process of iterative
discussions and detailed consultations. The uniform structure of the questionnaire was
preserved but the content of some questions changed in each round of the survey to
reflect the development of new trends and practices in the individual countries. Some
basic questions were retained to trace out trends on a long-term basis and to provide
for the comparative analysis of individual countries, regions and groups of countries.

The survey covers the changes in both the form and the content of the human re-
source management in Bulgaria over the period from 1996 to 2003 mainly from the
following perspectives:

e The need for creation of conditions for rapid and successful integration of
Bulgarian organisations in the European business and social environment
through the identification of the convergence aspects of HRM practices;

e The need for increased contribution of the human resource management to
the development of a knowledge-based economy and the establishment of
learning organisations.

2. Characteristics of the Sample

The survey covers companies with over 200 employees. The sample universe in
Bulgaria consists of approximately 848 companies, which accounted for 0.3 % of the
total number of enterprises in Bulgaria in 2003 (the total number of enterprises in 2003
was 218,136)".

The survey involved interviews with 157 companies. Due to the very small size
of the sample universe (the total number of enterprises with more than 200 employ-
ees), the sample covers 19 % of the sample universe, which is further enhances the re-
liability of the findings. =~ The comparison between the structure of the sample and

I'NSL
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the sample universe in terms of various indicators” can be summarized in terms of the
number of employees, the sphere of activity and economic sector, as follows:

Number of Employees

The comparison of the number of employees in the sample and the NSI data from
the source quoted comes to show that:

e This survey covers companies with a greater number of employees in the
context of its objectives and tasks;

e In the case of big enterprises (over 250 employees) the average number of
employees per enterprise is 560 people, whereas in this survey the average
number of employees per enterprise is 797 people;

e Although the research scope of the survey reaches companies with over 200
employees, it covers a substantial percentage of the largest companies in the
country (measured by the number of employees).

Spheres of Activity

The survey covers big production enterprises and companies operating in con-
struction, the banking and financial sector, and transport. Small sectors of the national
economy, such as agriculture, health and organisations in the public administration, are
also involved (Table 2.1).

Table 2.1. Share of the Organisations Involved in the Survey by Spheres of Activity

Sphere of Activity Share
Manufacturing (including food, beverages, tobacco, textiles, garments, printing indus- 22.29%
tries, processing of rubber and plastics, etc.) ’
Production of metals; mechanical and electric engineering, tools manufacturing; office 13.7%
equipment ’
Energy and water 12,4%
Chemical and mining industries; processing of non-energy minerals 7,8%
Trade and distribution; hotels and restaurants; repair and maintenance works 7,8%
Building and civil engineering 7,2%
Banking, finance, insurance, business services (including consultancy, public relations 6.5%
and advertising, legal services, etc.) ’
Transport and communications (railways, postal services, telecommunications, etc.) 5,9%
Healthcare 2,6%
Agriculture, hunting, forestry, fisheries 2,0%
Services (radio and television, research, charities, etc.) 1,3%
Public administration 1,3%
Others 9,2%

Economic Sectors
The survey gives an approximately accurate structure of companies by form of

ownership (Table 2.2). It includes 66 % private and 23 % state-owned companies. Ac-

% Annual Report on the Condition and Development of Small and Medium-sized Enterprises in Bulgaria, 2004,
Statistical Yearbook, 2004.
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cording to the regular report on small and medium-sized enterprises, the share of pri-
vate companies in the category of big companies (over 250 employees) is 20 percent.
Insofar as there is a slight increase of the share of public enterprises, this is due to the
objective of the survey to involve as many of the biggest companies in terms of the
number of employees as possible.

Table 2.2. Share of the Organisations Involved in the Survey by Economic Sectors

Sector Share
Private 65,6%
Public 23,4%
Mixed 7,1%
Other 3,9%

According to the NSI°, employees in the public sector accounted for 24 % of all
employees in 2003. At the same time, public enterprises accounted for only 0.5 % of
all enterprises. Therefore the orientation of the survey to this group of companies and
even the slight over-emphasis on this group are fully justified from the perspective of
the subject-matter and objectives of the survey.

3. General Description of HRM Activities in Organisations

The price of the labour force is a major indicator whose dynamic pattern deter-
mines both the important changes on the labour market and the costs involved in all
human resource management activities in the organisation. The higher the price, the
greater the investment and hence the level of professionalism needed in the selection
and recruitment, training and development, appraisal and remuneration, retention and
discharge of employees.

The survey reveals that the labour costs of organisations in Bulgaria continued to
be quite low in Bulgaria, accounting for only one-quarter of their operating costs (Fig-
ure 3.1). When compared to the old EU Member States and the developed Western na-
tions, where the share ranges between 40 % and 50 %, the lagging behind in the price
of labour turns out to be quite substantial. However, the levels in Bulgaria are compa-
rable to those in the new EU Member States and they are expected to come ever closer
to them in the years to come as a result of the macro-economic stability, the growing
potential of the Bulgarian economy, and the increased foreign investments.

3 Statistical Yearbook, 2004.
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Figure 3.1. Operating costs accounted for by labour costs

The survey over the period 1996 — 2003 reveals that HRM managers strength-
ened their positions and their role in business and importance for the organisation in-
creased. The profession achieved greater importance and recognition in society. Since
the inclusion of HRM positions into the National Classifier of Professions and Posi-
tions in 2001, their list has been continuously expanded. The share of organisations
that have a special personnel/HR unit or position increased from 71 % in 1999 to 82 %
in 2003 (Figure 3.2). In terms of this indicator, Bulgaria lags behind the other EU
Member States, where more than 90 % of the companies have such units or positions.
Although the three surveys point to some delay in the development of HRM structures
in comparison to European practices, the overall trend is positive.
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Figure 3.2. Share of Bulgarian organisations that have personnel / HR department
or position for HR specialist ( %)

From the informal perspective, there is evidence also in support of the strength-
ened position of HRM managers in corporate management affairs. The share of the or-
ganisations where HRM managers have a place on the main boards increased from
22 % in 1999 to 40 % in 2003 (Figure 3.3). Nevertheless, companies where HRM is
not represented in the Board of Directors or an equivalent body still prevail in Bul-
garia. In terms of this indicator, there exists a regional trend in the whole south-Balkan
group of Greece, Turkey, the Turkish Cypriot community, and Cyprus. The typical
phenomenon in Bulgaria continues to be the representation of HRM in the Board of
Directors by managers who perform other key functions. In 1999, those were the ex-
ecutive directors in 65 % of the organisations, the administrative directors in 14 % of
the cases, and the financial directors in 6 % of the organisations”.

* Vatchkova, E. (1999), Price Waterhouse Cranfield project for international strategic human resource man-
agement in Bulgaria.
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Figure 3.3 Share of organisations where the Head of personnel / HR department has a
place on the main Board of Directors or the equivalent ( %)

According to the survey conducted in 2003, HRM directors in Bulgaria are most
often selected from among the staff of the Human Resources department of the com-
pany, which offers them god opportunities for career development. The previous sur-
veys conducted in 1996 and 1999 showed that the position was occupied mainly by
external specialists. The fact should be perceived by training companies and consulting
firms which provide services in the field of managing people and developing the or-
ganisation as an expansion of the training needs in these fields and, above all, as a po-
tential market for the new forms of learning based on modern information technologies
ensuring the process of continuous learning at work.

Since the early 1990’s the literature in the field of management has asserted the
opinion that human resource management is part and parcel of the management strat-
egy and business policy of the company, in which it plays a crucial role and to which it
contributes substantially’. The participation of HRM managers in the development and
implementation of corporate strategies is an essential sign of their role in the manage-
ment of the organisation. The survey seeks the answer to the question whether HRM
actually turns into a strategic partner and whether this function is vital for the organisa-
tion or the administrative aspect prevails. The involvement of HRM managers in the
elaboration of corporate strategies from the outset is a precondition for continuity,
compatibility and coordination between the corporate strategies and the HRM strate-

> Beardwel 1., Holden L. (1994), Human Resource Management, Pitman.



162 Elizabeth Vatchkova

gies. The early involvement of HRM specialists in the development of strategies is a
necessary motivating factor for their consistent, creative and successful implementa-
tion. The use of systematic appraisal of the “threshold”, “key” and “unique” compe-
tences creates prerequisites for the best use of the capacity of all employees and for the
development of new business opportunities based on the strategic competence advan-
tages of companies. Thus the HRM unit receives greater opportunities for the prepara-
tion and ensuring of their participation in and contribution to the implementation proc-
ess’. According to the survey conducted in 2003, HRM specialists in Bulgaria were
involved in the development of business strategies right from the outset in 30 % of the
organisations (Table 3.1).

Table 3.1. Stage at which HR is involved in development of business strategy
(% of organisations)

Through subse- .
Country From the quent consulta- On |mplementa- Not consulted
outset . tion
tion
France 73 13 12 2
Finland 70 15 8 7
Italy 69 26 4 1
Hungary 58 7 13 22
Germany 50 21 10 19
Greece 42 22 27 10
Estonia 39 30 20 11
Slovakia 35 37 15 13
EU Avg. 55 22 14 9
Turkey 46 10 35 10
Bulgaria 30 20 39 12
Turkish Cypriot Community 27 6 30 38
USA 53 27 8 12

Still, the greatest share was that of organisations, where HRM departments took
part primarily in the implementation of corporate strategies (39 %). That fact puts Bul-
garia in the same group with Turkey, the Turkish Cypriot community, Nepal and Tuni-
sia. The comparison shows that in Western and Central Europe 50 to 70 percent of the
organisations have their HRM departments involved in the development of business
strategies right from the outset and, in another 20 to 30 percent they participate in the
process of their development through consultation. Hence the strengthening of the real
strategic position of HRM managers is an important prospect to be enhanced in future.

Over the last four years, Bulgaria has come closer to the dominating world prac-
tices in the development of strategies for the work with people. In 2003, 44 % of the
companies already had a written HRM strategy and another 32 % had an unwritten one
(Figure 3.4).

6 Vatchkova, E. (1998), Human Resource Management, European Comparative Surveys, Stopanstvo, Sofia.
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Figure 3.4. HR Strategy (% of organisations)

The expectation for strategic involvement of HRM in the management of the or-

ganisation is ill-grounded in cases where the important managerial tools, such as vi-

sion, policies and mainly corporate strategies, are not developed and used. In 2003,

Bulgaria displayed a marked positive trend towards increasing the strategic orientation

of companies. Over the period from 1999 to 2003, the number of companies which had

a corporate strategy was doubled to reach 70 %, while the share of the companies with

an unwritten strategy increased from 22 % to 28 % (Table 3.2). That could be ex-

plained with the opening of Bulgarian business to the European and global business

after 1990 and with the aspiration of companies to ensure their long-term survival on

the new global markets. In terms of that indicator, Bulgarian organisations outstripped

even those in countries like Spain, Italy and Cyprus.

Table 3.2. Business strategy (% of organisations)

State Yes, written | Yes, unwritten No
Slovenia 91 6 3
Sweden 91 5 4
Czech Republic 89 10 1
Denmark 84 9 6
Greece 58 35 5
Spain 53 37 7
Italy 42 30 27
Cyprus 37 24 20
EU Avg. 70 19 8
Turkey 62 32 4
Bulgaria 70 26 2
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Unlike that development, Bulgarian companies lagged behind in the development
of missions — only 40 % of the organisations had written missions (ranking Bulgaria
last but one among the countries included in the survey). Only 36 % of the respondents
had corporate values statements (Table 3.3). Those documents were less popular only
in the Turkish Cypriot community, where 16 % of the organisations had corporate val-
ues statements and 28 % had written missions. The comparison shows that over 70 %
of the companies in the EU Member States and the other countries formulated mis-
sions and corporate values. The reasons for that situation could be partially seen in the
fact that the market economy did not have long traditions in Bulgaria and therefore
those corporate instruments and their importance for the competitiveness of the or-
ganisation were still less known and they were even underestimated. Another reason
for the weak popularity of missions and values statements is the fact that the develop-
ment of projects in the field of corporate culture, codes of conduct and corporate social
responsibility programmes has evolved only over the recent years.

Table 3.3 Corporate values statement (% of organisations)

State Yes, written | Yes, unwritten No Don't know
Czech Republic 75,4 13 10,1 1,4
Finland 74 8,3 16,3 1,4
Sweden 67,6 13,4 16,3 2,7
France 52,2 9,7 35,1 3
Netherlands 44,5 13,1 343 8,1
Slovakia 43,9 27,8 14,9 13,3
Austria 31,2 11,1 42,3 15,4
Germany 259 16,9 479 9,3
Cyprus 22,4 23,5 38,8 15,3
Turkey 59,7 22,7 13 4,5
Bulgaria 36,1 33,1 13,5 17,3
Turkish Cypriot Community 15,5 29,6 47,9 7
USA 71,8 8,2 16,9 3,1

The Cranet survey raises one more fundamental question, i.e. who has the major
responsibility for the main decision-making process concerning the policy with regard
to the various HRM functions: line managers or the HRM units/specialists. The an-
swers to these questions reveal the functions and role which HRM specialists and units
actually have in Bulgarian organisations. The data collected in 2003 clearly identified
the spheres of convergence and divergence in Bulgaria in comparison to the EU Mem-
ber States in the pre-accession period and pointed to the guidelines for the further de-
velopment of some major HRM functions in Bulgarian companies with a view to the
application of good international practices and the integration into the European busi-
ness environment.

As far as the recruitment and selection process is concerned, HRM specialists in
Bulgaria and in the other countries involved in the survey shared the responsibility
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mainly with the line management whose role was leading in 40 % of the Bulgarian or-
ganisations (Table 3.4). Notwithstanding the gradual increase of the functions and re-
sponsibilities of HRM units in the recruitment and selection process, it should be noted
that they lag behind most of their European counterparts as a leading partner in this
field.

Table 3.4. Primary responsibility for recruitment and selection (% of organisations)

Line Man HR dept HR

Country Line Mgt with HR with line dept
dept Mgt

France 0,7 35,5 55,8 8,0
Belgium 7.5 35,0 50,0 7,5
Greece 7,1 22,9 48,8 21,2
Italy 3,5 20,0 47,0 29,6
Spain 2,6 26,0 46,8 24,7
Sweden 22,6 54,6 21,0 1,8
Czech Republic 33,8 52,1 14,1 0,0
Finland 34,1 49,3 13,1 3.4
EU Avg. 14,7 38,7 35,6 11,1
Bulgaria 21,1 39,5 27,6 11,8
Turkish Cypriot Community 63,3 29,1 7,6 0
USA 3,5 39,6 43,9 12,9
New Zealand 23,4 41,5 29.4 5,7

The training and development of the staff is also a primary responsibility of the
HRM unit, which makes it possible for a systematic approach to be applied to the
training process and preconditions to be created for the establishment of learning or-
ganisations. This HRM function was most actively supported by external consultants
in more than a half of the respondents. In 2003, the allocation of the responsibility for
training in Bulgaria was in conformity with international practices. However, the lag-
ging behind of the HRM unit as a leading partner of line managers should be noted.
There still prevailed the share of the organisations, where line managers made deci-
sions on their own as to the training and development of the staff — 23.3 % in Bulgaria
compared to 12.7 % for the EU on the average (Table 3.5).

Table 3.5. Primary responsibility for training and development (% of organisations)

. Line Man with | HR dept with
Country Line Mgt HR dept IineFI)\/Igt HR dept
1 2 3 4 5
Italy 3,4 18,1 45,7 32,8
Spain 4.5 18,2 53,9 23,4
Greece 4.6 20,1 59,2 16,1
France 43 32,6 53,6 9.4
Netherlands 11,4 454 36,3 6.9
Denmark 28,9 33,2 29,6 8,3
Finland 25,1 39,9 27,8 7,2
Sweden 22,1 479 25,3 4.8
EU Avg. 12,7 32,7 41,6 13,0
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1 2 3 4 5
Bulgaria 23,3 29,3 30,7 16,7
Turkish Cypriot Community 64 22,7 10,7 2,7
USA 4,3 22,8 524 20,5
Australia 6 29,2 52,8 12

Unlike companies in the EU, Bulgarian organisations still had a weak role of the
HRM unit in pay and benefits. Those issues were resolved only by the line manage-
ment in 48 % of the organisations, while they made those decisions on their own only
in 19 % of the organisations in the EU (Table 3.6).

Table 3.6. Primary responsibility for pay and benefits (% of organisations)

. Line Man with | HR dept with
Country Line Mgt HR dept IineFI)\/Igt HR dept
Slovakia 56 25 15 4
Estonia 41 36 21 2
Slovenia 34 39 24 3
Greece 14 24 43 19
UK 6 25 51 18
France 4 31 52 14
Italy 3 18 43 36
EU Avg. 19 32 34 14
Turkey 42 27 24 8
Bulgaria 48 28 16 9
Turkish Cypriot Community 78 14 8 0
USA 4 20 43 33
Israel 10 13 42 35

Strong divergence can be noted also in the field of industrial relations. The role
of HRM units and specialists is too weak in Bulgaria, as the line management played
the leading role in the development of industrial relations in 60.5 % of the organisa-
tions (Table 3.7). More conservative than the Bulgarian organisations were only those
in the Turkish Cypriot community in terms of that indicator (Table 3.7).

Table 3.7. Primary responsibility for industrial relations (% of organisations)

. Line Man with | HR dept with
Country Line Mgt HR dept line Mgt HR dept
Slovakia 40,9 26,6 24,2 8,3
Slovenia 223 21 31,2 25,5
Cyprus 23,9 10,4 32,8 32,8
Denmark 22.9 26,4 25,6 25
UK 2,7 17,8 50 29,5
Italy 2,8 6,5 18,7 72
Spain 1,9 7,1 39 51,9
France 0,7 8,0 32,4 58,3
EU Avg. 13,4 20,3 32,4 33,8
Bulgaria 60,5 18,5 11,3 9,7
Turkish Cypriot Community 64 22,7 12 1,3
USA 6,1 14 53,9 36
Australia 3,2 14,7 41,7 40,5
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Respondents

sion/reduction in Bulgarian organisations was traditionally an obligation of the line
management. Still, the gradual involvement of HRM specialists in that function could
be noted, as the line management was helped by the HRM departments in the change
of workforce in 38 % of the organisations in 2003 and HRM units already played the
leading role in that process in another one-quarter of the companies involved in the

survey (Table 3.8).

Table 3.8. Primary responsibility for workforce expansion/reduction (% of organisations)

pointed out that the responsibility for workforce expan-

. Line Man with | HR dept with

Country Line Mgt HR dept IineFI)\/Igt HR dept
Slovakia 40 35 21 4
Estonia 36 46 16 2
Denmark 37 45 15 3
Netherlands 17 62 19 2
Germany 12 36 32 20
UK 8 51 34 8
France 4 36 42 18
Italy 4 23 39 34
EU Avg. 20 42 27 11
Bulgaria 38 38 18 6
Turkish Cypriot Community 71 24 4 1
USA 5 53 32 10
Philippines 6 55 33 6

4. HRM Information Systems

Information technologies rapidly enter into the HRM sphere and improve the ef-
ficiency of the management of people. The market for information systems in Bulgaria
is among the most dynamically developing compared to all other countries involved in
the survey and their application for HRM purposes is continuously on the growth. In
2003, 42 % of Bulgarian organisations declared that the use of information systems for

HRM purposes had increased for the last few years (Figure 4.1).
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Figure 4.1. Change in use of external providers of HR Information Systems
(% of organisations)

The use of external providers of information systems for HRM purposes has be-
come an increasingly common practice and the share of the companies which could
not conceive their work without them has substantially grown for the recent years. The
latest Cranet survey indicates that Bulgaria is among the countries, where the introduc-
tion of information systems is growing most rapidly. In 2003, 58 % of Bulgarian com-
panies used independent HRM software and 19 % had an integrated information sys-
tem which included also HRM (Figure 4.2). There was a strong trend of convergence
between Bulgarian organisations and European companies. For instance, independent
HRM software was used by every other organisation on the average in the EU, while
integrated business management systems, including HRM, were applied in 33 % of the
European companies.
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In almost three-quarters of the respondents in Bulgaria and in the other countries

involved in the survey the use of one-way communication systems prevailed (Ta-
ble 4.1). Still, the share of the companies where the HRM information system had

reached higher levels was on the growth and it was comparable to the practices of

European companies.

Table 4.1. Stage of EHRM web deployment (% of organisations)

One-way Two-way Two-way
. 2 One-way - A Other
communication . 7. |communication | communication
Country - communication . (further
(Info. Publish- (simple up- | (more complex
. (some access) . advanced)
ing) date) transactions)
Slovenia 77,9 15 1,4 0,7 0
Greece 77 12,4 5,3 4.4 0
Cyprus 68,6 14,3 2,9 2,9 0
Estonia 66,7 23 4,6 0 3.4
Czech Republic 53,8 29,2 7,7 4,6 3,1
Spain 52,2 18,9 15,6 5,6 3,3
Sweden 41,1 30,9 16 8,6 1,5
France 38.4 37,2 7 14 1,2
Belgium 0,9 54,1 22 18,3 1,8
Bulgaria 35,8 36,8 13,2 8,5 19
Iceland 43,8 21,9 11 5,5 9,6
USA 20,4 22,3 21,8 25,7 2,9
Canada 55,4 18,2 13,4 4,5 3
Tunisia 71,4 14,3 0 0 0
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5. Formation of Staffing Levels

The Bulgarian economy has been in continuous upward developing condition for
the recent years, which determines the growing activity of organisations on the labour
market. Over the period from 1999 to 2003, 41 % of the respondents increased the
number of their employees (Figure 5.1). The intensive migration of skilled staff poses
a number of challenges on HRM units and specialists in connection not only with the
hiring but also with the retention of high-quality employees, the identification of
young talents and their recruitment.

4,5

B increased
Osame

O decresed
B don't know

21

Figure 5.1. Change in total number of employees in the last three years
(% of organisations)

At the same time, companies massively reduced their staffing levels as a result of
the restructuring of the Bulgarian economy. Over the period from 1999 to 2003,
33,1 % of the organisations reduced the number of their employees. The percentage
allocation of the most common methods of staff reduction is shown in Figure 5.2. One
in five companies resorted to the extreme measure of compulsory redundancies and the
same percentage of companies managed to persuade their employees to quit on a vol-
untary basis. Another well known practice in Bulgaria, i.e. the non-renewal of fixed-
term contracts after their expiration, was applied by 20,4 % of the organisations. Softer
measures for reduction of the workforce were used in 22,9 % of the companies
through recruitment freezes. One-quarter of the respondents retained their most impor-
tant human capital by means of internal transfers. Early retirement was practiced by
only 7 % of the companies due to the lack of appropriate legal framework and the
amendments to the Retirement Act which raised the retirement age.
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Figure 5.2. Methods used to reduce the number of employees (% of organisations)
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The survey revealed continuation of the trend of 1999 to recruit managers inter-
nally through the promotion of specialists within the organisation. In 2003, more than
55 % of the Bulgarian companies involved in the survey selected their managers in
that way. At the same time, recruitment agencies turned into more active intermediar-
ies on the labour market for two main reasons: the gradual improvement of the quality
of their service and the quickly growing deficit of manpower in many sectors and ac-
tivities.

Over a half of the vacancies for specialists, 46,5 % for the clerical staff and
45,5 % for the manual workers in the organisations involved in the survey were an-
nounced in the media, while the word of mouth was most common in the recruitment
of workers (Figure 5.3). The share of announcements published on the Internet in-
creased both on the web-sites of the organisations and on the specialised commercial
job web-sites. In 2003, some 20 % of the companies recruited specialists for their va-
cancies directly from the universities.
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Figure 5.3. Most frequently used methods to fill vacant positions (% of organisations)

In 2003, the most widely spread method for selection of employees in Bulgaria
was the one-to-one interview which replaced the selection based on application forms
that was the leading method according to the surveys conducted in 1996 and 1999.
Thus another sphere of convergence with the EU Member States was identified be-
cause of the dominance of the recruitment after personal contact with the applicant
there (Figure 5.4). One in four companies asked for references, and psychometric tests
were held for the selection of 17 % of the managers, 14 % of the professionals, 11,5 %
of the clerical staff and 7 % of the manual workers in the organisations involved in the
survey. Assessment centres and graphology are still used quite rarely in the selection

of staff.
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Figure 5.4. Most frequently used selection methods (% of organisations)

An increasing number of Bulgarian organisations experienced serious difficulties
in the selection of managerial staff, IT specialists and other skilled employees. That
was relevant to 32 % of the respondents. Twice less was the number of companies
which had difficulties in the retention of workers and the selection of clerical staff cre-
ated problems to 7 % of the organisations’.

Problem groups, too, rapidly attract the attention of employers. The survey re-
vealed that, in 2003, 26,1 % of the Bulgarian organisations had special programmes
for employees with disabilities, 23.5 % for the female employees, 15,1 % for aged
workers, and 11.2 % for protection of employees from ethnic minorities (Figure 5.5).
The share of these companies will grow in the years to come under the influence of the
European anti-discrimination rules and practices and the adoption of the Anti-
discrimination Act in Bulgaria.

7 Vatchkova, E. (1999), Price Waterhouse Cranfield Project for International Strategic Human Resource Devel-
opment in Bulgaria. That question was not asked in 2003.
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6. Flexible Working Practices

Since 1990 flexible working arrangements (FWAs) in Bulgaria have been an area
of very active research, discussions and debates at nationwide and organizational level
from the legal, social and managerial perspective. Official statistics indicates® that
97,2% of the people employed in 2002 worked on the basis of full-time contracts. Al-
though the analysis based on the three Cranet surveys shows a stable tendency of in-
crease in flexible working practices, there are various types of difficulties which still
hinder their development. In this section we explore the typology, studying the follow-
ing types of FWAs’:

1. Working time (part-time work, weekend work, overtime, shift work,
compressed working week, annualized hours, flexi-time)

2. Contractual (job sharing, temp/casual work, fixed time employment)

3. Externalised (home-based work, teleworking)

According to the official data of the NSI, 97,2 % of the employees worked full-
time in 2002. This analysis is based on the three Cranet surveys (1996, 1999 and
2003), pointing to a steady trend towards an increase of FWAs (Figure 6.1), in spite of
all institutional and other difficulties accompanying their development. Quite positive
for Bulgarian employees is the fact that the percentage of temporary employment

8 National Statistical Institute, 2002
? Cranet International Executive report, 2006
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dropped drastically to reach 42,7 % in 2003. This reveals the tendency of Bulgarian
organisations to stabilize because the temporary employment form was massively used
with regard to full-time employees to be resorted to, if necessary, when quick reduc-
tion of staffing levels was needed during the transition to a market economy.
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Figure 6.1. Bulgarian organisations using FWAs (% of organisations by types of FWAS)

The flexible working hours prevailed throughout the period covered by the sur-
veys. The most widely spread FWA continued to be the shift work used by close to
70 % of the organisations in 2003. In comparison to the other countries involved in the
survey, Bulgaria applied the average European levels of shift work (Figure 6.2), al-
though it was much more common in many Central and South European countries.
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Figure 6.2. Organisations by country using shift work (% of all organisations)

In 2003, less than 40 % of the Bulgarian organisations declared that they used
work on weekends and public holidays, while in the EU Member States that form of
FWA was used in more than a half of the respondents, except for Italy and the Nether-
lands. Over 60 % of the Bulgarian organisations used overtime work. Nevertheless, the
country ranks last among all the countries in the survey in terms of the use of that form
of FWA, with an average EU percentage of 84 %. The reason probably lies in the fact
that until 2004 the regulation of overtime work was not sufficiently good in the Bul-
garian legislation, while since 2004 the Labour Code (Art. 113) has allowed a working
week of 48 hours without prejudice to the minimum required rest periods.

Nevertheless, few organisations reported overtime work in their records because
it its paid more, and the employees still stay at work after the end of the working hours
without any additional benefits. The public expectations are to enhance the control ex-
ercised by the labour inspection offices with regard to the officially unregulated work-
ing hours, the payment of overtime work, and the observance of the labour legislation.

According to the surveys, part-time work was used in 44,5 % of the Bulgarian
organisations (Figure 6.3) and the increase of the use of that form of flexibility was
only 10 % over the period 1996 — 2003. The international comparison shows that Bul-
garia falls within the same group as the countries in Central and South-Eastern Europe,
where part-time work is less common as a whole. Some 15 % of the Bulgarian organi-
sations declared that some of their staff worked on the basis of reduced working hours.
That form of flexible employment is still relatively unknown and rarely practiced in
Bulgaria, in spite of its advantages, especially for the problem groups of personnel.
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Figure 6.3. Organisations by country using part-time work (% of all organisations)

Bulgaria still lags behind the European practices of using flexible working hours
very widely. For example, annual hours contracts were offered by 39,8 % of the Bul-
garian companies and flexi-time was used in 30,6 % of them (Figure 6.4). The trend of
increasing the use of those two types of flexible employment could be explained with
the rapid growth of services and especially the tourist industry.
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Figure 6.4. Organisations by country using flexi-time (% of all organisations)
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Bulgaria traditionally has very high levels of fixed-term contract employment
(55,5 %) and seasonal/casual work contracts (42,7 %), following the global trends in
their use. It still lags behind in the use of the opportunities offered by the “functional”
flexibility. In more than a half of the companies involved in the survey, no job/position
sharing was used. Home-based work was more widely spread but still on a very lim-
ited scale by a meager 4,8 % of the organisations (Figure 6.5). The potential of these
forms of flexible employment and teleworking will not be exhausted in the near future.
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Figure 6.5. Organisations by country using home-based work (% of all organisations)

In comparison to the EU Member States, flexible employment is slower to pene-
trate into Bulgaria. Very common are flexible arrangements which are socially unat-
tractive and more beneficial to the employers than to the employees, while the other
forms of more efficient use of working time spread more slowly.

7. Appraisal of Employees

Since the beginning of the surveys of the staff appraisal systems in Bulgaria, a
very uncommon phenomenon for Europe and the world has developed in Bulgaria, i.e.
the predominance of formal appraisal systems for workers over those for managers. In
1996, managers were appraised in 40 % of the organisations involved in the survey,
while workers were appraised in 59 % of them'® (Figure 7.1). That discrepancy was

' Vatchkova, E. (1999), Price Waterhouse Cranfield Project for International Strategic Human Resource De-
velopment in Bulgaria.
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gradually leveled out in the following years. In 2003, an average of 60 % of the or-
ganisations applied regular appraisal of the staff, while the respective share in the EU
and North America was over 75 percent. The latest survey revealed that most of the
organisations assessed specialists who were followed by the clerical staff, managers
and manual workers.
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Figure 7.1. Proportion of the workforce in Bulgaria actually assessed via regular formal
appraisal system (% of organisations)

In 2003, Bulgarian organisations introduced all sources of information about the
assessment process in conformity with the best practices in the EU and the world. In
1999, the greatest role in the assessment of the personnel was played by line managers
(in 67,3 % of the companies)'', while higher-standing managers were involved in the
assessment in 47 % of them. In 2003, those indicators reached 96,7 % and 81,2 % re-
spectively. The assessment of customers was used in 44,4 % of the organisations,
which was twice higher than the EU average level. Less frequently, appraisal systems
involved self-assessment, assessment by subordinates and peer assessment. Self-
assessment was applied in 43,5 % of the companies, which was far below the EU av-
erage level of 70 percent. Peers were involved in the assessment in one-third of the
companies, which was above the EU average (18,2 %). In one-fifth of the cases, ap-
praisal systems included as assessment by the subordinates, which was comparable to
the EU average level.

" Vatchkova, E. (1999), Price Waterhouse Cranfield Project for International Strategic Human Resource De-
velopment in Bulgaria.
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The findings of the survey reveal (Figure 7.2) that, in 2003, appraisal systems
were oriented mainly to the pay determination and less frequently to the training needs
analysis or the improvement of the organisation of work in Bulgaria. Still underdevel-
oped were the HR and career planning systems and their dependence on the appraisal
system respectively. One should note also the large percentage of the organisations
which did not answer that question, which leads to the conclusion that HRM special-
ists in those organisations still do not fully appreciate the role and importance of the
formal appraisal of employees. A plausible explanation of this fact is that some of the
organisations involved in the survey do not have a consistent system of interrelated
processes within the framework of the main HRM functions.
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Figure 7. 2. Main use of the formal appraisal system (% of organisations)

The wider use of the results from the staff appraisal for identifying the training
needs is a factor of convergence between Bulgarian organisations and their European
counterparts. Bulgaria even outstrips most of the Central and South-Eastern European
countries in terms of this indicator. On a comparative basis, however, Bulgarian com-
panies still lag behind the international practices of aligning the appraisal system to the
career planning process.

Generally, the assessment process in the Bulgarian organisations follows the
European trend of growing use of the formal appraisal system for all categories of em-
ployees.
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8. Training and Development of the Staff

In the beginning of the 21 century, against the backdrop of the knowledge-based
economy, the increase of the human capital provides an important competitive advan-
tage of organisations. There are increasing efforts to improve the training and devel-
opment of people at work and to establish learning organisations. The findings of the
surveys confirm that HRM departments give an ever greater contribution to the speed-
ing up of this process. Bulgarian organisations make growing efforts to develop the
knowledge, skills and capabilities of their employees. In 2003, HRM departments
played a leading role in the Bulgarian organisations involved in the survey with regard
to the training and development of the staff (51 %) but in 69,4 % of them line manag-
ers still had the decisive say in identifying the training needs (Figure 8.1). However,
the opinion of employees themselves about the training was rarely taken into consid-
eration, while trade unions had almost no influence in the process. In conformity with
European practices, HRM departments in Bulgaria take over an increasing number of
responsibilities for the training and development process from year to year. Over the
period from 1996 to 2003, the decisions made by line managers on their own were re-
duced from 40 % to 22 %, while the decisions of the HRM departments increased from
9 % to 16 %; in almost 60 % of the organisations they worked together (42 % of the
companies in 1996).

80 - W Defining training needs O Designing training activities O Implementing the training activities
69,4
70
60
51 51
50
40
33,1
30
20,4
20
10
4,5 5,1
0 ‘ ‘ ‘
The Individual Line Management HR Dept. Trade Union(s)

Figure 8.1. Influence over training and development activities (% of organisations)

The need for growing efficiency of the training process calls for joint efforts of
the whole management team, HRM departments, line managers and individual em-
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ployees. It is important to identify their specific duties in the design, implementation
and maintenance of training, as well as to fine-tune their contribution to the attainment
of tangible results in upgrading the quality of the workforce.

Over the last ten years, all transition countries have accepted the idea of the staff
training and development as a major competitive advantage. There is a trend of in-
creased investment in the enhancement of the skills and qualifications of the employ-
ees in Bulgaria. Furthermore, the efficiency of training is fostered and an increasing
number of organisations carry out training needs analysis. Over the period from 1996
to 1999, the number of the latter grew from 42 % to 44 % and the impact of training
was measured in 60 % of the companies (compared to 53 % in 1996).

The Cranet survey comes to show that the organisations in the EU Member
States spend some 2 % to 4 % of their annual payroll costs for training of the employ-
ees'”. In terms of this indicator, Bulgaria is ahead of all European and English-
speaking nations. Bulgarian companies spent an average of 6,32 % of their annual pay-
roll costs for training in 2003 (Figure 8.2). It should be noted that those resources were
not so sizeable in absolute terms since the price of labour is low in Bulgarian compa-
nies and the actual spending for training of employees is less than the one in the Euro-
pean companies. The prevalence of the attitudes to invest mainly in equipment and
technologies rapidly gives way to the preparedness to invest in human development.

12,00
10,67

10,00

8,00

6,32 6,21
6,00 -

4,32

% of annual payroll costs

4,04 4,02 3,65
4001 — — 3,55

2,00 + =

0,00

Figure 8.2. Proportion of annual payroll costs spent on training

"2 Survey on Comparative Human Resource Management (2006) International Executive Report 2005,
CRANET: 54.
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A more realistic picture of the volume of the training and development of the
staff in Bulgaria can be derived from the analysis of the days used for training of the
various categories of staff. Bulgarian organisations tend to display direct correlation
between them and training costs and, again, they are higher than those in the European
countries. In the EU Member States, managers and professionals spend an average of
six days a year for training, and the clerical staff and workers spend four days. In
2003, those indicators were as follows in Bulgaria: management — 10.65 days; special-
ists — 9.93 days; administration — 6.39 days; workers — 9.66 days (Table 8.1).

Table 8.1. Days of training per year by staff category

Management| Prof/Tech Clerical Manual
Estonia 8,11 7,65 5,88 4,39
Czech Republic 7,98 8,00 3,67 3,21
Greece 7,74 9,47 6,10 6,46
Spain 6,55 7,20 5,19 5,76
EU Avg. 6,24 6,22 413 3,67
Slovenia 6,72 6,50 2,71 2,75
Slovakia 6,10 4,94 4,21 1,75
France 4,44 4,17 3,45 3,54
Germany 4,39 3,87 2,86 2,40
Bulgaria 10,65 9,93 6,39 9,66
USA 6,17 6,18 3,82 4,66
Philippines 8,16 8,97 4,86 7,33
Nepal 11,35 11,36 10,18 9,72
Tunisia 10,65 13,05 7,06 11,49
01996 01999 2003
Proportion of employees
who received training
17,09
6,31
Proportion of annual payroll
costs spent on training
4,96
0 5 10 15 20 25 30

Figure 8.3. Dynamics of the scope of training and development of employees in Bulgaria
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The findings of the surveys concerning staff training and development processes
in Bulgarian organisations over the whole seven-year-long period point to the tangible
increase of the scope and investments in this important sphere. The proportion of the
employees trained did not change substantially between 1996 and 1999 but it greatly
increased from 17 % to 24 % in 2003. Equally meaningful, although less in absolute
terms, was the growth of the resources spent on training and development.

The ambitions of Bulgarian private businesses for equitable partnership with
European companies necessitate more stringent requirements for the quality of man-
agement. The more detailed analysis of the application of six different forms of train-
ing of managers over that period (formal career planning, assessment centres, continu-
ity planning, rotation planning, leaders programmes and experience gaining pro-
grammes) reveals that there were no essential differences in the levels of the indicators
in the specific years and there was no steady linear trend towards greater spread of
those practices over the years.
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Figure 8.4. Proportion of Bulgarian companies providing internal and external
training by type of ownership
The companies in the private sector rely more on internal training which is three
times more than the external training. The latter is more common in the public sector.
This situation could be explained with the widely spread price leadership strategy in
the private sector, the greater competition and the marked aspiration for continuous
cost cuts. Another relevant fact is the prevalence of micro- and small enterprises in this
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sector, which makes it difficult to find replacement or to share jobs, which is necessary
in the case of external training.
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Figure 8.5. Proportion of training costs in Bulgaria by organisation size

As expected, the biggest Bulgarian companies, those with over 600 employees,
can afford to spend most on the training of their employees — 7,7 % of the annual pay-
roll costs. There is substantial difference as compared to smaller companies but it is
interesting to note that than training costs of companies with 300 to 600 employees
were lower than those in companies with 200 to 300 employees. There was no distinct
linear correlation between the size of the company and training costs. The same con-
clusion is drawn also with regard to most companies in the EU.
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Figure 8.6. Proportion of training techniques for managerial staff by sectors
of economy in Bulgaria
The numbers show that the application of team projects and cross-organisational
projects as methods of professional development of managers is the greatest in the fi-
nance and services sectors. As expected, construction ranks last in terms of these indi-
cators, but the relatively low level of the application of these practices in manufactur-
ing is quite surprising.
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Figure 8.7. Proportion of employees who received training by types of training
and sectors of economy in Bulgaria
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The internal form of training prevails in all sectors, except for transportation,
where the external form dominates. The situation is reversed in trade. Manufacturing is
characterized by a rather low level of application of external training. Both forms are
equally used in services and finance.

B Internal training O External training

50% +

44,0%

40%

32,9%

s000 28,3% 27,5%
-

20% 4

7,5%
10% -

4,5%

0%

Highly profitable With marginal profit Non-profitable

Figure 8.8. Proportion of organisations in Bulgaria providing internal and
external training by profitability

As one can expect, the most profitable companies take the greatest care for the
professional qualifications of their employees. The surveys show that 44 % of their
employees have undergone internal training, and 28 % have attended external training
programmes. The proportion of the employees trained grows smaller with the reduc-
tion of the profit margin, and the difference is more tangible in the external training
than it is in the internal training — only 7,5 % of the companies with average profit
margin and 4,5 % of those with marginal profit or loss-making enterprises can afford
external training of their employees.

Bulgarian organisations spend more days for the training of management and
specialists because they are the key categories of staff. They, in turn, become informal
trainers of their subordinates. The large number of training days can be explained with
the penetration of information technologies and the need for updating and improve-
ment of the capabilities of the staff, as well as with the growing gaps between the sup-
ply and demand of skilled professionals on the labour market.

The survey conducted in 2003 reviewed also the various career development
methods for managers and the other categories of staff. The results show that the wide
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range of opportunities for career development of both managers (Table 8.2) and non-
managers (Figure 8.9) is used in a quite limited manner in Bulgarian organisations.

Table 8.2. Extent to which the following methods for managerial career development
are used in Bulgarian organisations (in %)

Training methods To asmall extent | To a large extent | Entirely
1. Participation in project team work 31,8 30,6 6,4
2. Experience schemes 28 28 5,7
3. Formal career plans 27,4 5,7 4.5
4. “High flyer” schemes 19,1 8,3 3,8
5. Networking 19,7 22,9 3,8
6. Special projects/tasks to stimulate learning 33,8 17,2 3,2
7. Involvement in cross-organisational (discipli- 23.6 153 2.5
nary) functional tasks
8. Assessment centres 17,2 4,5 1,9
9. Secondments to other organisations 35,7 15,9 0,6
10. Succession plans 22.9 15,9 0,6
11. Planned job rotation 23,6 12,1 0,6
B Special projects/tasks to stimulate learning
OlInvolvement in cross-organisational / disciplinary / functional tasks
O Participation in project team work
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Figure 8.9. Extent to which the following methods for non-managerial career
development are used in Bulgarian organisations (in %)

The most intensively used tool for the career development of both managers and
other employees is the participation in project team work practiced in over 60 % of the
organisations. Experience schemes were most frequently used for the career develop-
ment of employees in the Bulgarian organisations involved in the survey, whereas the
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participation in cross-organisational/disciplinary/functional tasks was used only in
one-third of them. Special projects/tasks to stimulate learning and networking are other
career development methods familiar to and used by some Bulgarian companies.

In comparison to the organisations in the other countries involved in the survey
of 2003, Bulgarian companies still lagged behind their European counterparts in the
use of the above mentioned tools for the career development of employees and manag-
ers in terms of the extent of their application, as w ell as in terms of the scope and di-
versity of the methods used.

Cranet surveys continuously monitor the greatest challenges facing HRM units
and specialists. The answers to the question about these challenges and the prioritiza-
tion of the major HRM issues to be tackled by the professionals in this sphere, bring
valuable information to theoreticians and practitioners, consulting and training compa-
nies.

The available data lead to the conclusion that the greatest challenges facing HRM
managers in Bulgaria would be the motivation, selection, retention and development of
skilled employees over the period 2003 — 2006 (Table 8.3). In comparison to the pre-
vious two surveys, where staff reduction and remuneration were the top two issues on
the agenda, 2003 saw a shift in the priorities towards introduction and development of
the main HRM functions, reiterating the growing role of the human resource manage-
ment for the competitiveness of Bulgarian organisations.

Table 8.3. Major challenges for personnel / HRM in Bulgarian organisations over the next
3 years (% of responded organisations)

Challenges 1999 Challenges 2003
1. ‘S.ta.lff reduction/Mergers and ac- 12.3 | 1. Motivation 1
quisitions
2. Staff remuneration 7 t210 i{ecrultment, selection and reten- 8.6
3. Motivation 5,3 | 3. Competencies development 5,9
4. Training and development 5,3 | 4. Career planning 4,7
5. Restructuring 3.5 5. Organisational culture 43

6. change management

9. Pay and Benefits

Reward, compensation and motivation invariably attract the greatest interest of
both employees and employers. The major changes in this highly sensitive and con-
flicting area of the human resource management are as follows: decentralization of the
decision-making process concerning the pay; growing correlation between pay and
performance; expanding scope of motivation through ownership and profit sharing
schemes. The empirical data reveal a distinct trend of decentralization of the determi-
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nation of the basic pay from the national and regional levels to the level of the individ-
ual enterprise or individual employee (Figure 9.1).
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Figure 9.1. Level of determination of basic pay in Bulgarian organisations ( %)

The percentage of the organisations where managers negotiated their salary on an
individual basis grew from only 16 % in 1996 and 29 % in 1999 to 50,3 % in 2003. At
the same time, the establishment of the pay for managers at the national level de-
creased from 36 % of the organisations involved in the survey in 1996 to 19,7 % in
2003. The salaries of specialists and the clerical staff are typically negotiated at the
company or division level (in 36,3 % of the companies in 1996 and 33,1 % in 2003) or
individually (31,2 % and 28,7 % respectively). The pay is determined at the enterprise
or division level most frequently for workers and most rarely for managers. In com-
parison to the other countries involved in the international survey, Bulgaria is in the
same group together with the countries from the eastern bloc (Slovenia, the Czech re-
public, Hungary and Estonia), where the negotiating of the pay at the com-
pany/enterprise level is more widely spread than the individual arrangements in gen-
eral.

The alignment of pay to performance has become increasingly common in Bul-
garia for the recent years. In 1996, 67 % of the respondents declared that they had in-
creased the variable pay element of the remuneration. The same trend continued in
46 % of the companies in 1999, too. In 2003, the payment of all categories of staff var-
ied typically in accordance with their individual performance (Figure 9.2).
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Figure 9.2. Types of determination of variable pay in Bulgarian organisations
by staff category (in %)

In the case of managers’ salaries, 46,5 % of the organisations took into account
the performance of the company. The team performance of the specialists was used in
30 % of the companies and that of managers was considered in 28,7 % of the busi-
nesses. In state-owned organisations the flexible pay forms were not common, al-
though some of them introduced pilot projects experimenting payment schemes on the
basis of the individual or team performance. The additional benefits and non-financial
incentives gradually lost the popularity they enjoyed under socialism, although some
of them have recently been revived mainly in multi-national companies.

A relatively large portion of Bulgarian organisations have adopted variable pay
schemes. The international survey reveals that, in 2003, the most common form was
the pay according to the individual performance (in over 28 % of the Bulgarian com-
panies) followed by payment according to the company-wide performance (20 %),
while the dependence on the team performance was lower, as was the global trend
(Figure 9.3). Still, the alignment of the pay to performance was less widely spread than
in was in the other Central and Eastern European countries involved in the survey.
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Figure 9.3. Level of determination of variable pay (% of organisations)

The latest surveys reveal that some new incentives related to the financial par-
ticipation of the employees in the company gradually come to Bulgaria (Table 9.1).

Table 9.1. Proportion of Bulgarian organisations using long-term incentive schemes (%)

Employee share Profit sharing Stock options
schemes
1996 | 1999 | 2003 | 1996 | 1999 | 2003 | 1996 | 1999 | 2003
Management 11 19 22,9 11 17,3 28,7 - 19,3 19,7
Prof/Tech 7 12 12,7 8 11,3 16,6 - 12 15,3
Clerical 6 11 10,8 5 6 15,3 - 10,7 | 14,6
Manual 7 10 10,2 3 6 15,9 - 10 13,4

These schemes are more common among managers and specialists and less used
as incentives for the clerical staff and manual workers. In 2003, the application of fi-
nancial incentive schemes increased for all categories of staff — an average of 14 % of
the private organisations in Bulgaria used employee share schemes as additional incen-
tives for the staff, 19 % of them motivated their personnel through profit sharing
schemes, and 15,75 % offered stock options.



National Report for Bulgaria, CRANET, 2006 193

60% W Public OPrivate
-

55,4%

48,5%
50% 4

0 38,9%
0% | 38,9% o

35,6%

30%

20%

13,9%

10% +

0% -

Team performance Individual performance Company performance

Figure 9.4. Proportion of Bulgarian organisations offering variable pay by type
of ownership (in %)

The difference between the private and the public sectors in the extent to which
payment varies in accordance with the types of performance is quite meaningful. It is
most marked with regard to the dependence on collective performance (applicable in
35,6 % in the private businesses and 13,9 % of the state-owned companies) and the
weakest with regard to the dependence on the company-wide performance (applicable
to 48,5 % of the private companies and 38,9 % in the state-owned ones). The private
and the public sectors differ substantially also in terms of the individual contribution
of the employees. Naturally, private business tries to motivate its staff for individual
contribution. Private businesses, as a whole, tend more often to align the pay of man-
agers to the company-wide performance, the collective performance, or the individual
performance of the manager.
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The difference between the public and the private sectors is even greater with re-
gard to the forms of participation in the profit sharing and ownership of the organisa-
tion. All three incentive schemes are much more widely spread in the private sector.
According to the results of the survey conducted in 2003, one in four companies of-
fered stock options to the managers, and one in three companies offered them profit

sharing schemes.
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Figure 9.6. Proportion of Bulgarian organisations by profitability offering variable

pay to the management (in %)
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It is interesting to trace out the behaviour of organisations with different profit-
ability and their tendency to reflect the individual or collective performance in the size
of the pay of their managers. As expected, the difference between profitable and loss-
making companies is obvious. Managers’ salaries vary most strongly in accordance
with the collective performance (45 % of the organisations) and the company-wide
performance (62 % of the organisations) in the case of highly profitable organisations.
Marginally profitable companies exhibit an attitude comparable to that of the rich
companies to motivate the managers depending on individual and collective perform-
ance. Loss-making or non-profitable companies align managers’ salaries to perform-
ance twice less frequently.
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Figure 9.7. Proportion of Bulgarian organisations by economic sectors offering long-term
incentive schemes to the management (in %)

The sectoral practices in motivating the managers through ownership and profit
sharing schemes have also been surveyed. Profit sharing schemes are most common in
trade and manufacturing. Stock options are most popular in construction and transpor-
tation. The right to purchase stock/shares is not used in the sphere of services to moti-
vate managers but it is most common in the practices of building companies.

Generally, trade and construction take the lead in the incentive schemes using
these methods that are new to Bulgaria.

Construction and trade are among the most rapidly growing sectors in Bulgaria
under the conditions of the market economy. Construction suffers from big shortage of
staff, especially skilled managers at all levels. This could partially explain the aspira-
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tion to use modern incentive schemes for more effective recruitment and retention of

managers.
B Team performance O Individual performance O Company-wide performance
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Figure 9.8. Proportion of Bulgarian organisations by economic sectors offering

variable pay (in %)

The extent of dependence of managers’ salaries on the three types of perform-
ance reveals that the financial sector takes the leading position in two out of the three
practices — incentives depending on the collective and individual performance. 60 % of
financial companies pay their managers in accordance with the team performance and
80 % pay according to the individual performance. Trade is the leading sector in terms
of the alignment of the managers’ pay to the company-wide performance. Services
substantially lag behind the others in terms of the dependence of the pay on the collec-
tive and individual performance.

The new forms of motivating the staff are a sign of a general trend in the organi-
sation to motivate the staff through the company and its performance — another area of
convergence with the EU Member States and the best international practices.

10. Labour Relations and Communications

The introduction of modern models and methods of business communications in
the Bulgarian organisations speeds up the modernization of labour relations and cre-
ates preconditions for the development of a single European business communication
environment. The survey of its development trends in Bulgaria and their comparison to
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the dynamic patterns of European communication practices make it possible to assess
the progress of Bulgarian companies in this sphere and the areas of lagging g behind,
which would impede the development of a homogeneous European communication
environment.

The surveys show that there is a growing trend of long-term orientation to the
management of communications in the Bulgarian organisations — unconvincing as it is,
there is a growing share of companies which work out communication strategies and
policies.

It should be immediately clarified that these strategies and policies as elements of
industrial relations have not turned into the subject-matter of management by either the
top management or by HRM departments yet, as the predominant practice is in devel-
oped European countries. In France, Sweden and Spain, for instance, the main respon-
sibility for industrial relations is taken up by the HRM departments in over 50 % of the
companies, while in Italy this is the case in 70 % of the companies.

Unlike the EU Member States, Bulgaria, in 2003, had mainly line managers who
had the major responsibility for industrial relations in 60 % of the companies. That
was the result of the dominant organisational culture in most Bulgarian companies and
also of the fact that in many organisations with international participation industrial
relations policies are established at the level of their international headquarters and
implemented directly under the supervision of the line managers.

The forms of communication used by the Bulgarian companies with more than
200 employees ranked as follows in terms of their spread in 2003 (Table 10.1):

Table 10. 1. Proportion of Bulgarian companies using different forms of communication
with employees in 2003

Types of communication Proportion
Immediate supervisor 74%
Suggestion schemes 61%
Directly by senior managers 61%
Regular workforce meetings 51%
Team briefings 47%
Union representatives and works council 40%
Attitude surveys 35%

The survey reveals that labour relations and communications have undergone a
process of substantial dynamism for the last three years (Figure 10.1).
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Figure 10.1. Proportion of Bulgarian organisations where during the last three years has
been a change in communication of major issues to employees (in %)

In practice, however, the quantitative and qualitative changes in business com-
munications are not adequate to the demands of modern times. In 2003, the world saw
substantial increase of the use of electronic communication means, while 19,7 % of the
Bulgarian organisations did not use them at all (Figure 10.1).

Only one-quarter of the companies increased their communication via the e-mail.
The growth of the use of team briefings involved the same proportion of companies.
Over the period from 1999 to 2003, Bulgarian organisations relied most heavily on
verbal communications. Communications in writing increased much more slowly. The
weakest dynamism was observed in the use of the representative bodies of the em-
ployees as an organisational communication means.

An important prerequisite for the democratization of labour relations and busi-
ness communications is the opportunity for feedback between the employees and the
management. The answers to the question how the ways in which employees commu-
nicated their opinions and views on major issues of the organisational functioning
changed in 2003 are presented in Table 10.2.
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Table 10.2. Change in the way employees communicate their views to the management of
Bulgarian organisations in the last three years (in %)

In- Same De- Not

creased creased | used

1. Direct to senior manager 19,1 33,1 8,9 25,5
2. Through immediate supervisor 25,5 43,9 4.5 13,4
3. Through trade unions and works council 8,3 22,9 8,9 38,9
4. Team briefings 15,3 17,2 6,4 344
5. Trough regular workforce meetings 17,8 22,9 10,2 29,9
6. Suggestion schemes 21,0 31,2 8,9 14,6
7. Attitude surveys 13,4 18,5 3,2 36,3

The dynamic comparison of the answers to this question over the period 1996 —
2003 comes to show that employees communicated their views to their line managers
and the top management more rarely. The communication through trade unions and
workers’ councils was not used intensively — those two communication channels were
never used in 38,9 % of the organisations. Team briefings were generally used in a
greater number of organisations in comparison to 1999. The most active growth over
the period 1999 — 2003 was noted in the encouragement of suggestions given by the
employees and their opinion was polled in two-thirds of the Bulgarian organisations.
The wider spread of modern techniques for polling the opinion of the employees about
the management of the company is the result of the entry of a greater number of multi-
national companies on the Bulgarian market and the aspiration of local organisations
to keep abreast with the modern two-way communication methods.

Trade unions are considered to be a traditional communication channel between
employers and employees in most countries. The survey makes a review of their roe in
the development of a democratic model of organisational communications in Bulgaria.
In 2003, in 73,3 % of the Bulgarian organisations most of the employees declared that
they were trade union members (Table 10.3). Notwithstanding the lack of long trade
union traditions, the employees in the Bulgarian organisations involved in the survey
were trade union members more frequently than their peers in Central and Eastern
Europe.

Table 10. 3. Approximate proportion of total number of employees who are members
of a trade union (in %)

Country 0% 1-10% 11-25% | 26-50% | 51-75% | 76-100%
1 2 3 4 5 6 7
Estonia 65,2 13,9 7,8 4,3 2,6 0,9
Slovakia 41,6 5,5 6,3 14,1 14,1 7.8
Greece 32,4 13,3 8,1 11,6 10,4 21,4
Hungary 32,2 8,5 11,9 18,6 18,6 3,4
Cyprus 13,1 2,4 2,4 4,8 6 70,2
Finland 0,3 0,3 1,4 52 18,3 67,6
Sweden 0 0,8 2,6 6,1 19,5 66,1
Denmark 0 2,5 4,9 10,7 23,3 53,9
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1 2 3 4 5 6 7
EU Avg. 15,5 12,5 10,8 13,4 14,7 20,7
Turkey 494 1,3 3,1 5,6 16,9 20,6
Bulgaria 26,7 6,7 8 10,7 18,7 15,3
USA 57 8,2 11,7 9,4 6,6 5,5
Philippines 71,4 10,2 2 8,2 4,1 4,1

was reduced or not felt at all in work processes for the last three years (Figure 10.2).
Trade unions increased their influence only in 10,2 % of the respondents and kept it
unchanged in another one-third of the companies. Nevertheless, the unionization of
Bulgarian companies compared to the other European countries was relatively high. In
15 % of the companies it ranged from 1 % to 25 %, and in another 15 % it ranged be-
tween 76 % and 100 percent. The most likely reason is that the newly established or-
ganisations in the private sector have not adopted this form of association of the em-
ployees to protect their collective interests yet, while trade union membership is very

Many Bulgarian companies stated that the influence of trade union organisations

common in big companies with long traditions.
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Figure 10.2. Proportion of Bulgarian organisations by change of Trade Union influence
during the last three years

lective bargaining process; their share dropped from 75 % in 1996 to 49,7 % in 2003
(Figure 10.3). One of the reasons is probably the decentralization and the tendency to
apply individual negotiations between employers and employees.
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In comparison to all information exchange forms surveyed, the most substantial
decline was observed in the communication through trade unions, which was largely
due to the weakening of their role and the fact that Bulgarian employees hardly recog-
nized them as a way to protect their interests. Public opinion polls reveal that trade un-
ion organisations do not enjoy great credibility among Bulgarian citizens. This is an-
other reason for the weakened role of trade unions. The reduced influence of trade un-
ions can be explained also with the fact that the share of state-owned companies has
decreased in Bulgaria and it is exactly in the public sector where trade unions hold the
strongest positions.

The share of the organisations having a joint consultative committee or a work-
ers’ council is also much smaller in comparison to most European countries. The share
of the organisations having such a body remained almost unchanged over the years:
42 % in 1996, 40 % in 1999 and 42 % in 2003. There was observed certain resistance
against their introduction on part of both employers and trade unions in Bulgaria.
Some employers are afraid of restriction of their power in the enterprises, while trade
unions are concerned with the threat that such bodies would protect the interests of the
employers or be preferred by the employees as representatives of their interests'”.

The Cranet survey conducted in 2003 included two new questions related to an-
other form of democratization of labour relations and communications — the member-

13 Vatchkova, E. (1998), Human resource Management, European Comparative Surveys: 161.
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ship of organisations in employers’ associations and the extent to which those associa-
tions protected the interests of the companies'®. 51 % of the respondents in Bulgaria
were members of various employers’ associations, which was lower than the EU aver-
age (67 %) (Figure 10.4). Bulgaria came close to the United Kingdom in terms of the
degree of association of employers (48,4 % of the cases) and was ahead of former so-
cialist countries like Estonia (40 %), Slovakia (35 %) and Hungary (27 %). Over 90 %
of the organisations in Bulgaria pointed out that those associations met their needs
fully or to a certain extent, which was probably due to the lower expectations of Bul-

garian employers from their activities in comparison to their European counterparts.
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Figure 10.4. Proportion of organisations members of an employers’ association

The survey covered the level of awareness of the employees about the business
strategy and the financial performance of the organisations. It is encouraging to note
that the awareness of all categories of staff about the business strategy of the organisa-
tions increased in 2003 compared to 1999 (Figure 10.5).

' Vatchkova, E. (2003), Cranfield International Strategic Human Resource Management Survey in Bulgaria.



National Report for Bulgaria, CRANET, 2006 203

W 1996 01999 02003
90 -
84.r 81
79 80,3
80 78 78
67
70 A
59 60
60 -
50,3 48 49,7
50 | o 47,8 47
44 —
40 +
35
30 ] 31
30 A
26 236
2 18,5
20 A :
11

10 A

0 ,

Strategy Financial Strategy Financial Strategy Financial Strategy Financial
results results results results
Management Prof/Tech Clerical Manual

Figure 10.5. Proportion of Bulgarian organisations formally briefing employees about
the business strategy and financial results by employee category (in %)

Still, there is significant lagging behind of the management from European prac-
tices with regard to the level of awareness of key strategic and financial issues. This
fact could be partially explained with the insufficient dissemination of corporate
strategies. The lack of information among managers on the financial results in 20 % of
the companies is a definite sign of weaknesses in their activity. A half of Bulgarian
businesses inform their administration about the financial results of the company and
35 % provide information about the strategy of the organisation.

In closing, we can point out that there is a trend towards greater intensity of com-
munication between the management and its subordinates, and taking into account of
the opinion of the team becomes an increasingly common practice. However, more
efforts are needed on both sides to more effectively use all forms of information ex-
change.

11. Summary

The increased competition among organisations in the context of the human re-
source management and development in Bulgaria generates a wide range of discus-
sions, involving various stakeholders’ groups to an ever greater extent. One of the ma-
jor discussion issues, i.e. the replacement of the administrative function of HRM by
the strategic one, is shifting from the theoretical plane to the field of practical solu-
tions.
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There is growing interest in improving the dialogue between the top management
and the staff of human resource management units. Greater importance is attached to
the HRM functions to add value, to ensure more effective business partnerships, to de-
velop “business-oriented HRM”, to promote internal entrepreneurship, and to foster
the competitive advantages of the organisation through people. The rapid change of
the profile of the HRM specialist and the continuously changing requirements to this
position evoke a new type of conflicts. Problems occur in connection with the under-
standing of the scope and specificities of his or her work. The managers of HRM units
are assigned tasks that are not related to their job or they have to combine activities
which can hardly go together; the expectations from their performance grow unjusti-
fiably high. Many companies, which perceive human resource specialists as strategic
partners in the management, find it difficult to strike a proper balance between their
rights and obligations, as well as between the expected results and the resources allo-
cated for their attainment. In fact, this problem explains the increased turnover of
HRM managers in Bulgaria.

The surveys reveal that an increasing number of HRM activities used in Europe
become day-to-day practices in Bulgaria. Under the influence of the economic changes
in the country and the EU membership, more than three-quarters of the Bulgarian or-
ganisations had a separate HRM unit, while HRM managers in 30 % of them were
members of the Board of Directors or an equivalent management body in 2003.

The strategic orientation of Bulgarian companies is enhanced. More and more
organisations work out corporate strategies, business strategies and HRM strategies.
However, the HRM units are still insufficiently active in the development of strategic
plans.

In 2003, Bulgarian line managers retained their leading positions in determining
HRM policies. There was a tendency to increase the shared responsibility with HRM
specialists in connection with such basic functions as the selection of employees and
the increase or reduction of staffing levels in organisations. Unlike the European and
international practices, the role of the HRM units is still very weak with regard to
payment issues and to the establishment of industrial relations.

Information technologies penetrate into the HRM sphere in Bulgaria at very high
rates; in 2003, over a half of the Bulgarian organisations used independent software for
HRM purposes and another one-fifth of them used an integrated management informa-
tion system, including HRM.

The opportunities for career development of the staff improve. In 2003, more
than a half of the Bulgarian companies recruited their management team internally.
The selection and recruitment of young talents is a common practice in 22 % of the
organisations, which find highly skilled professionals directly at the universities.
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In 2003, Bulgaria came closer to the European practice of using the individual in-
terview as a more common approach than the selection based on documents, which
held the leading position until 1999. An increasing number of organisations require
references to be produced. Psychometric tests are more widely used but the assessment
centres and graphology are not quite familiar yet and they are rarely applied as selec-
tion methods.

The most widely spread form of flexible employment in 2003 continued to be the
shift work, followed by overtime and part-time work. Fixed-term labour contracts
proved to be most popular in Bulgaria among all countries involved in the survey.
Home-based work is hardly used and its potential is not likely to be tapped in the near
future.

The assessment of employees is more widely spread than it was in 1996. 2003
saw a shift in the Bulgarian practice, which was untypical of Europe and the world, to
have workers assessed more frequently than managers. However, the appraisal systems
continue to be used primarily for determination of the pay and they are rarely con-
nected to the planning of human resources or their career.

The substantial increase of investment in the training and development of the
staff is an important proof of the recognition of the human resource significance for
the development of a competitive advantage on the European market. In 2003, the in-
vestment in those activities accounted for the largest portion of the annual payroll
costs, which was two to three times more than the investments in the EU companies
but, at the same time, labour costs remained the lowest in Bulgaria. The discrepancy
between the training and the supply of skilled staff on the Bulgarian labour market
calls for longer training in comparison to the other EU Member States so that to have
managers, specialists and workers spend an average of ten days a year for training, and
the clerical staff — over six days. Notwithstanding the need for better use of the poten-
tial of the available staff, the organisations use the methods of career development to a
very limited and insufficient extent.

As far as the payment of the staff is concerned, there has been observed a steady
trend towards decentralization in the establishment of the basic pay from the national
and regional levels to the company-wide and individual levels for the last few years.
The variable component of the pay is increased in accordance with the individual per-
formance and also the company-wide performance in the case of managers. The forms
of providing incentives through profit sharing and schemes for participation in the
ownership, which are quite well-known in Europe, gradually come to Bulgaria, too.

In 2003, trade unions continued to reduce their participation in the collective bar-
gaining and their influence was weakened in 42 % of the organisations. Communica-
tion methods in Bulgarian companies come closer to the European and international
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practice through the wider use of computer systems, as well as team briefings, encour-

agement of suggestions and consideration of the employees’ opinion for better and

more effective feedback to the management.

References

l.
2.

Beardwel, 1., Holden L. (1994), Human Resource Management, Pitman.
Condition of the Human Resource Management in Bulgaria, Labour Pano-
rama, Nos. 4 - 5, 2006.

Hodgetts, R., Kuratko, D. (1986), Management. HBJ.

Survey on Comparative Human Resource Management (2006) International
Executive Report 2005, CRANET.

Vatchkova, E. (1996), Price Waterhouse Cranfield Project for International
Strategic Human Resource Management in Bulgaria, IBS Transbusiness - E
Vatchkova, E. (1998), Human Resource Management, European Comparative
Surveys, Stopanstvo University Publishing House.

Vatchkova, E. (1999), Price Waterhouse Cranfield Project for International
Strategic Human Resource Management in Bulgaria, IBS Transbusiness - E
Vatchkova, E. (2003), Cranfield Survey of the International Strategic Human
Resource Management in Bulgaria, IBS Transbusiness - E



CRANET SURVEY

ON
COMPARATIVE HUMAN RESOURCE MANAGEMENT

INTERNATIONAL EXECUTIVE
REPORT 2005

Translator: Elizabeth Vatchkova



International Business School

TRANSBUSINESS -E
‘ - - www.ibset.eu

PUBLIC COURSES

AND IN-COMPANY TRAININGS
STANDARD AND CUSTOMIZED
INDIVIDUAL OPTIONS

Human Resource Management and Development
Strategic Human Resource Management

Developing People in Entrepreneurial Companies

Best European and Bulgarian HR Practices

Management of Change

Talent Management. Team Building. Conflict Management
Negotiation Skills. Successful Sales

Stress Management-Physical Exercises, Dance Therapy, Yoga



CRANET Survey - International Executive report, 2005 209

Introduction

‘Cranet’ is an international network of business schools around the world which
conducts a survey of Human Resource Management, enquiring into policies and
practices in people management through a set of common questions. The survey is
undertaken approximately every four years. The purposes of the survey are to provide
high quality data for academics, for public and private sector organisations, as well as
for students of the field, to inform research and to create new knowledge about Human
Resource Management across the world.

This international report is a first of its kind. Whilst Cranet has existed since
1989, and there have been numerous reports and articles on the data gathered, this is
the first report to cover such a wide range of countries, from the UK to the USA, from
Cyprus to Nepal, from Eastern European countries to Western European countries. As
a data set it is therefore unique.

Cranet data is valuable within each country, where it is collected and
disseminated by well-known scholars, who comprise the group which meets regularly
to steer the project. The international comparisons between countries produce data
which are new and interesting, informing debates in many academic fields. Such
comparisons are not without difficulties. Changes to the political and economic
landscape are charted by Cranet, for example the expansion of European Union
membership, but make simple comparisons problematic, for example when examining
changes to EU averages over time.

These data were gathered over an eighteen-month period from late 2003 until
mid 2005. Such a timeframe is inevitable given the needs of different countries and the
varying opportunities for funding and for doing the work, the time taken to conduct the
survey, to follow-up, and to report.

The comparisons themselves can prove challenging, as words have different
meanings in different countries. Our methodology of translating the surveys from
English into each language, and then back into English before the survey, seeks to
overcome some of these problems but meanings are in people and their cultures, so in
spite of our efforts to obtain exactly the same meaning, there will inevitably be some
distortion in some questions. Nevertheless, the longevity of this survey, which has
retained a core of the same questions for most rounds of the survey over the years, has
through the resulting discussions and debates reduced the differences to a minimum.
Readers of this report can therefore be confident that the English language version is
as accurate as we can expect, and that these are common meanings for the topics
discussed.
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Countries Participating

Of the countries which normally took part in the survey in the past, only Japan,
Portugal, South Africa, Poland and Ireland did not conduct the Cranet survey in this
round. New partners have joined us, from Slovakia, Hungary, Iceland, USA, Canada,
New Zealand, Philippines and Nepal. The total list of countries taking part in the
2003/2005 round is 32.

Countries participating in the survey

Australia Greece Sweden

Austria Hungary Switzerland
Belgium Iceland The Netherlands
Bulgaria Israel Tunisia

Canada Italy Turkey

Cyprus Nepal Turkish Cypriot Community
Czech Republic | New Zealand | UK

Denmark Norway USA

Estonia Philippines

Finland Slovakia

France Slovenia

Germany Spain

Content

The data derived from this survey have been collected with a longitudinal
perspective in mind. We have therefore followed the same broad areas with the current
round as in the past; the six sections being:

Section | HRM activity in the organisation

Section I1 Staffing practices

Section 111 Employee development

Section IV Compensation and benefits

Section V Employee relations and communication

Section VI Organisational details

The questions, which are shown in detail in Appendix 1, reveal much data that
can be of value to those examining, inter alia, convergence and divergence in HR
policies and practices, the impact of globalisation and commercial development on the
management of people at work, the changing fortune of the HR occupation itself,
relationships between HR practices and performance, how employers associations are
regarded around the world, what the trends are in payment systems, and in studying a
range of techniques from communications to employee development.

Although a common set of issues have been covered over the different rounds of
the survey, new topics are introduced, sparingly, where the network as a whole believe
there 1is a significant development in HRM. Additions to the 1999 survey round made
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in 2003/2005 were:

Section |

Questions on HR information systems, reflecting the continuing growth in
importance of new technology to the processes carried out by the HR function. These
included questions about the stage of development of the system, how it is used, and
the extent to which it meets the HR function’s needs (Q9, 10, 11, 12 and 13).

Section 11

There were minor changes including questions on commercial job and company
websites; and on flexibility, questions on the compressed working week, were added.

Section 111

Questions about who has the most influence over training needs, design and
implementation of training (Q4, A, B and C). The growth of importance of the training
and development area is shown here, and there were additional items on the questions
about training/learning methods.

Section IV

A question about variable pay was added. Whether team, individual, or company
wide performance was being measured (Q3, A, B and C).

Section V

Question 3, the recognition of Trade Unions was a question included, following
some changes in regulations about recognition in some countries, and the on-going
interest in TU growth/decline.

Question 7, satisfaction with Employers Association’s services was added in
view of the position of EA’s in many countries, where new services and a new role are
being created for Employers’ Associations.

Section VI

A question on the stage at which HR is involved in the process of
mergers/acquisitions was added because of the growth in recent years of mergers and
acquisitions activity.

Methodology

The methodology of the survey has remained predominantly a paper-based
questionnaire, although in some countries (for example the USA) this has now
developed into an on-line survey. Reminders are sent out and attempts made to ensure
that a representative sample is produced. This is especially important since the number
of respondents is not always large, no doubt due to the difficulties inherent in countries
where ‘survey fatigue’ has set in amongst HR Directors or their equivalents to whom
the survey was sent.

The population in each country was public, private, not for profit, and mixed
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sector organisations.

Number of organisations responding

EU countries(18) Number of responses
UK 1101
France 140
Germany 347
Sweden 383
Spain 158
Denmark 516
Netherlands 397
Italy 117
Finland 293
Greece 180
Austria 270
Belgium 230
Cyprus 85
Estonia 118
Slovenia 161
Slovakia 259
Czech Republic 72
Hungary 59
Total EU countries 4886
Europe- non EU countries(6)
Norway 303
Switzerland 311
Turkey 171
Bulgaria 157
Iceland 114
Turkish Cypriot Community 87
Total Europe- non EU countries(6) 1143
Rest of world(8)
USA 260
Canada 456
Australia 259
New Zealand 286
Israel 175
Philippines 56
Nepal 204
Tunisia 189
Total Rest of world 1885

A total of 7,914 organisations from around the world therefore have responded to
our survey.

The results were reported and discussed in the participating countries, through
conferences and seminars, and the analysis of the data was undertaken by the Human
Resource Research Centre of Cranfield University, which coordinates the Network.
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The Structure of the Report

The report follows the sequence of the questionnaire, as shown in the contents
list. The sections of the report discuss the frequencies and describe or point to any
trends, or changes. No detailed analysis is possible in a brief report of this kind, but
some key trends are shown in each section.

The sections of the report have been written by members of the network. This
epitomizes the strength of our network; it is a collaborative adventure in which we are
engaged, our commitment to the academic field crosses national boundaries, and our
common concern with many of the main themes has retained the membership of
organisations over the years.

The authors of the report are:

Section I Nancy Papalexandris

Section II Erling Rasmussen and Eleni Stavrou-Costea

Section III Shaun Tyson and Paul Gooderham

Section IV Erik Poutsma

Section V Wolfgang Mayrhofer, Francoise Dany and Florian Hatt

All members of the network have, of course, in a sense been the originators of
the report because they have produced the data from their surveys. A list of their
names is shown in Appendix 2.

No report of this kind can be introduced without an acknowledgement to
Professor Chris Brewster, the founding genius of Cranet who left Cranfield in 2001.

Whilst we gratefully acknowledge the roles of all those who have helped to write
and produce this report, we would also wish to thank Jayne Ashley who has assisted so
ably with the editing of the report, and who, as usual, has made the final document
possible.

Nevertheless, any errors or omissions remain our own.

Emma Parry, Shaun Tyson, Sue Brough (Eds).

Cranfield University
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1. HR Roles

We begin our description of HR roles with an examination of labour costs in
different countries as reported in the survey. This is because one driver of HR
specialisation is believed to be the significance of labour costs.

Operating Costs accounted for by labour costs

As shown in Figure 1.1., Figure 1.2. and Figure 1.3., in most of the participating
countries labour costs account for 25% to 50% of the total operating costs. This
underlines the magnitude of labour costs in the total operating costs of companies
around the world. Labour costs represent the highest percentage of the total operating
costs in the Netherlands (64%), Canada (59%), Denmark (59%), Norway (56%), the
USA (53%) and Sweden (52%). They have the lowest impact on total operating costs
in Slovakia (19%), Turkey (23%), Bulgaria (25%), Hungary (27%) and Czech
Republic (26%). This is most probably due to the lower labour costs, as well as the
mix of industries in countries where for example there is a large agricultural sector.
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Figure 1.1. Operating costs accounted for by labour costs (EU countries)
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Figure 1.2. Operating costs accounted for by labour costs (Europe, non-EU countries)
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The Head of the personnel/HR department has a place on the main
Board of Directors or the equivalent

In the majority of the world, the head of the personnel/HR department seems to
participate on the main board of directors at a percentage ranging from 40% to 70% of
the companies. The participation of the HR/personnel director on the Board is most
common in France (91%), Tunisia (92%), Belgium (79%), Sweden (88%) and Israel
(85%). Participation is least common in Turkey (25%) and the Turkish Cypriot
Community (32%), Greece (34%), Cyprus (35%) and Bulgaria (40%), all of which
belong to the larger group of southern Balkan countries. Whilst there is some regional
specificity, the reasons for HR to be represented at Board level by an HR specialist
may be because of other factors, such as the extent of development of the function,
board structure and the mix of industry sectors, the presence of multinationals etc. HR
may be represented as part of a general management remit by other Directors, or by
the CEO, for example.
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Figure 1.4. The Head of the personnel/HR department has a place on the main Board of
Directors or the equivalent (EU countries)
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Figure 1.5. The Head of the personnel/HR department has a place on the main Board of
Directors or the equivalent (Europe, non-EU countries)
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Where the senior HR Director was recruited

In most countries, the HR Director usually is an HR specialist coming from
outside the organisation. This is most pronounced in Anglo-Saxon countries like the
USA (52%), the UK (52%), and Australia (55%). Exceptions to this were Denmark,
Finland, Austria and Czech Republic, where the HR Director is more likely to be a
non-specialist from within the organisation, as well as Slovenia and Turkey, where the
HR Director comes more usually from within the HR department. In Cyprus and Nepal
other recruitment sources are very common.
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Figure 1.7. Where the senior HR Director was recruited (EU countries)
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Figure 1.8. Where the senior HR Director was recruited (Europe, non-EU countries)
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Figure 1.9. Where the senior HR Director was recruited (Rest of world)

Stage at which HR is involved in development of business strategy

In most countries, HR is involved from the outset in the development of business
strategy. In most countries 40%-60% of the respondents reported that HR is involved
from the outset in business strategy development. This is most common in France
(73%), Finland (70%), Italy (69%), Spain (57%) and Canada (65%). Only in Bulgaria
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and Nepal is HR most commonly involved on implementation only (at 39% and 43%
of the cases, respectively), while in 38% of companies of the Turkish Cypriot
community, HR is not involved at all.
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Figure 1.10. Stage at which HR is involved in development of business strategy
(EU countries)
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Figure 1.11. Stage at which HR is involved in development of business strategy
(Europe, non-EU countries)
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Figure 1.12. Stage at which HR is involved in development of business strategy
(Rest of world)

Existence of HR Strategy

In most countries the prevailing practice is most commonly a written HRM
strategy. This is especially notable in Sweden, where around 80% of organisations
have a written HR strategy. In some countries, like Germany, Austria, Slovakia and
Israel, however, there is a similar frequency of written and unwritten HR strategy (35-
40%), but there is some HR strategy to dictate HR policies and actions. In Cyprus and
Tunisia the use of an unwritten HR strategy is most common.

There are few cases where countries report a low level of HR strategy
development.
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Figure 1.14. HR strategy (Europe, non-EU countries)
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Figure 1.15. HR strategy (Rest of world)

Mission Statement

In most countries, both in Europe and other continents, the vast majority of
companies (from 55-85%) have a written mission statement. In Finland (93%),
Sweden (89%), Slovenia (87%), Norway (89%), Canada (90%) and Philippines (88%),
the percentage of companies with a written mission statement goes, in general, far
beyond 85%. Sole exceptions are Bulgaria and the Turkish Cypriot Community, where
there is a written mission statement only at the 40% and 28% of the companies
examined, respectively.
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Figure 1.18. Mission statement (Rest of world)

Corporate Values Statement

In most countries, the majority of companies reported that there is a written
values statement. Only in Germany, Austria, Cyprus and the Turkish Cypriot
Community, as well as Iceland, is it more common not to have a Corporate Values
statement. It is interesting to note that in those countries it is also rare to have a written
HR strategy.
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Figure 1.19. Corporate values statement (EU countries)
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Figure 1.20. Corporate values statement (Europe, non- EU countries)
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Figure 1.21. Corporate values statement (Rest of world)

Business Strategy

In most countries the prevailing practice is to have a written Business Strategy
(50%-80% of companies examined). Only in Cyprus (37%), Italy (42%) and Israel
(48%), less than 50% of the companies examined have a written business strategy. The
Turkish Cypriot community is the only case where the practice of unwritten business
strategy i1s more common than the written one, at 59%.
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Figure 1.22. Business Strategy (EU countries)
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Figure 1.23. Business Strategy (Europe, non- EU countries)
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Figure 1.24. Business Strategy (Rest of world)
Primary Responsibility for Recruitment and Selection

All around the world, it seems that it 1s common for HR and the line to share the
responsibility for recruitment and selection. In some countries it is more common for
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HR to have an assisting role to the line, while in others it is the other way round. The
only exceptions are Nepal and the Turkish Cypriot community, where the main
responsibility for recruitment and selection lies more commonly within the hands of
the line only.
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Figure 1.25. Primary responsibility for recruitment and selection (EU countries)
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Figure 1.26. Primary responsibility for recruitment and selection
(Europe, non- EU countries)
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Figure 1.27. Primary responsibility for recruitment and selection (Rest of world)

Primary Responsibility for Pay and Benefits

As in the case of Recruitment and Selection, the primary responsibility for Pay
and Benefits i1s shared by the line and HR, with most common practice of HR doing it
with the assistance of the line. There are some countries, however, where it 1s more
common for the line to have the main responsibility for Pay and Benefits [Slovakia
(56%), Estonia (41%), Turkish Cypriot Community (78%), Bulgaria (48%), Turkey
(42%), Nepal (55%)].
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Figure 1.28. Primary responsibility for pay and benefits (EU countries)
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Figure 1.29. Primary responsibility for pay and benefits (Europe, non- EU countries)
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Figure 1.30. Primary responsibility for pay and benefits (Rest of world)

Primary Responsibility for Training and Development

In training and development, the responsibility is shared by the line and HR, but
it is common for most EU countries for HR to be responsible with the assistance of the
line (except Sweden, Finland, Austria and the Netherlands, where most commonly the
line does the training and development with the assistance of HR). It can be said,
therefore, that training and development is seen as a shared responsibility for
managers.
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Figure 1.32. Primary responsibility for training and development
(Europe, non- EU countries)
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Figure 1.33. Primary responsibility for training and development (Rest of world)

Primary Responsibility for Industrial Relations

Industrial Relations, in contrast with all the other HR functions examined, is
often seen as the primary responsibility of HR alone. Though in many countries (UK,
Sweden, Greece, Belgium, Hungary, Norway, USA, Canada, Philippines), industrial
relations are considered most commonly as a shared responsibility under the guidance
of HR, in all other countries Industrial Relations are most commonly seen as the job of
HR. Sole exceptions were Slovakia, Bulgaria, Nepal, Tunisia and the Turkish Cypriot
community, where it is most common for the line to assume responsibility for
industrial relations, without the support of the HR.
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Figure 1.34. Primary responsibility for Industrial Relations (EU countries)
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Figure 1.35. Primary responsibility for Industrial Relations (Europe, non-EU countries)
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Figure 1.36. Primary responsibility for Industrial Relations (Rest of world)

Primary Responsibility for Workforce expansion reduction

The primary responsibility for workforce expansion/reduction in most countries
resides with the line, with the assistance from the HR department. In some countries,
though, it is the HR department, with the assistance of the line that has the primary
responsibility (Germany, Italy, Greece, Cyprus, Australia, and Israel). Finally, in some
countries it is more common for the line alone to have the responsibility for workforce
expansion/reduction [Slovakia (40%), Turkey (44%), Turkish Cypriot community
(71%) and Nepal 43%)].
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Figure 1.37. Primary responsibility for workforce expansion/reduction (EU countries)
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Figure 1.38. Primary responsibility for workforce expansion/reduction
(Europe, non-EU countries)
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Figure 1.39. Primary responsibility for workforce expansion/reduction (Rest of world)

Change in use of external providers for HR Information Systems (HRIS)

External providers for HRIS are used extensively in most countries. Generally,
over 65% of companies in most countries appear to use such services. Exceptions are
met in Germany where 41% do not use external providers for HRIS, Slovakia (48%),
Turkish Cypriot community (57%), Nepal (64%) and Tunisia (48%).

In most countries the use of external providers of HR Information Systems has
either increased or stayed the same. Only in France (36%), Spain (39%), Finland
(35%) and Israel (46%) more than 10% of the companies reported a decrease in the
use of external providers of HRIS.
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Figure 1.40. Change in use of external providers for HR information systems
(EU countries)
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Figure 1.41. Change in use of external providers for HR information systems

(Europe, non-EU countries)
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Figure 1.42. Change in use of external providers for HR information systems (Rest of
world)

Type of HR Information System

In most of the countries examined the most common practice is for companies to
use a primarily independent HR system. In Slovenia (55%), USA (52%), Denmark
(47%) and Philippines (42%), it is most common, though, to have a HRIS which is
integrated into the wider management information system.

Surprisingly, there are many countries where there was a relatively high report of
no use of any computerized HRIS, such as the Turkish Cypriot community (79%),
Nepal (65%), Hungary (39%), New Zealand (37%), Australia (35%) and Cyprus
(31%).
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242 CRANET Survey - International Executive Report, 2005

O Do not have computerised HR IS B Primarily independent HR system O Primarily integrated into wider manage-ment IS

70 ~

60 -

50 4

40 ~

30 A

% of organisations

10 A - - s

&
&

%
%
S
%
@Q %
)
4

&

Figure 1.45. Type of HR information system (Rest of world)

Stage of EHRM web deployment

In most countries examined, e-HR allows for mostly one-way communication
(mostly publishing of information and in some cases with some access from the user).
As a matter of fact, in some countries, the use of one-way communication with some
access 1s almost as common or more than the publishing of information (Hungary,
France, Austria, Nepal).

Face to face communication may well be a preferred option in a majority of
countries. The use of e-HRM for two-way communication is much more restrained
and as a rule fewer than 20% of the respondents use such systems. The use of such
two-way communication systems is more common in the USA, Australia, New
Zealand, probably because advanced information systems and email are well
established and there may be longer distances to communicate, where the benefits
from using such systems are more evident. The use of two-way communication in
Europe is also very common in Italy and Belgium.
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Figure 1.46. Stage of EHRM web deployment (EU countries)
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Figure 1.47. Stage of EHRM web deployment (Europe, non-EU countries)
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Figure 1.48. Stage of EHRM web deployment (Rest of world)
Table 1.1. Does the Head of HR have a place on the Board?

1995 (%) 1999 (%) 2003-05 (%)
EU countries 57,9 54,4 56,9
Europe (Non-EU)s 60,6 50,7 47,1

Table 1.1 shows the proportion of organisations in which the Head of HR is on
the Board of Directors or equivalent. This proportion has remained relatively constant
within EU organisations, with just over half of organisations stating that their Head of
HR is on the Board. In non-EU European countries however, we can see a steady drop
in the proportion of organisation with the Head of HR on the Board over the time
period between 1995 and 2005.

Conclusions

The wide variation in the roles of HR Directors and HR functions described here
no doubt reveals both a diversity of cultures and national economic systems, different
stages in the development of HR roles, and a variety of models of HR management.

We can see, however, that whether or not HR is represented on the main Board
of a business, HRM continues to have an influence on the creation of strategy and its
implementation. We can also see a trend towards the formalisation of strategy, with
more written business strategies and written HR strategies being frequently in place.
Similarly written mission statements imply that most businesses not only have
strategic objectives, but also have provided a vision of the future for employees. HR’s
role in helping the organisations reported here to achieve that mission is found in



CRANET Survey - International Executive report, 2005 245

HRM’s primary role for industrial relations policy, and in its significant responsibility
in conjunction with line management for recruitment, selection, training, development
and rewards.

There are also signs from these results of the growing significance of HR
information systems, many of which are integrated with the wider business systems
such as SAP. The influence of information technology on HR may well be an area that
future surveys should explore more fully, given the potential implications for the
structures of the function especially in the transactional areas of its work.

2. Flexible Working Arrangements: Divergence and Convergence Across
Countries

The rise in flexible working arrangements

Flexible working arrangements (FWAs) have been a major research focus since
Atkinson’s (1984) “flexible firm’ model'. Atkinson’s model was followed by a wave
of flexibility typologies which attempted to analyse flexible working arrangements
across firms, sectors or countries.

This analysis is based on Cranet data regarding the use of FWAs in 30 countries:
18 European Union members, 6 non-members of the European Union and a further 8
countries outside Europe. The Cranet surveys have always provided a wealth of
information about flexible working arrangements and this information has influenced
both research and public policy agendas. Cranet data has shown changes in flexible
working arrangements over the last 15 years (see below).

Flexible working arrangements — what are we focussing on?
The information is based on answers to the following question:

“Please indicate the approximate proportion of those employed by your
organisation who are on the following working arrangement.”

Table 2.1 below indicates the flexible working arrangements which were covered
by this question. After providing a general overview of key findings, we will explore
one of the more recent flexibility typologies which focuses on four bundles of FWAs,
namely non-standard work patterns, non-standard work hours, work outsourced and
work away from the office.

! Atkinson, J. (1984). Manpower strategies for flexible organizations. Personnel Management (8): 28-31.
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Table 2.1. Types of flexible working arrangements

Working time Contractual Externalised

Part-time work

Week.end work Job sharing

Overtime Temporary/casual

Shift work porary Home-based work

) work .

Compressed working . Tele-working
Fixed-term

week employment

Annualised hours ploy

Flexi-time

Table 2.2. Proportion of companies using FWAs in different regions of the world

Proportions of Companies by Regions of the World (%)
P FWI}S by English Northern Central | Mediter- Former Asian
roportions Used . Eastern
Speaking | European | European | ranean
Block
Shift Work
Not Used 30 37 32 24 25 47
0-5% 18 14 15 14 13 8
6-10% 10 9 10 10 9 6
11-20% 9 9 8 9 9 8
21-50% 14 16 15 13 20 10
> 50 % 19 15 20 30 24 21
Annual Hours Contract
Not Used 72 63 66 77 60 92
0-5% 12 12 8 6 24 4
6-10% 3 4 3 3 6 2
11-20% 3 3 2 1 4 0
21-50% 3 3 5 3 2 2
>50% 7 15 16 10 4 0
Flextime
Not Used 46 22 27 67 45 82
0-5% 21 16 9 13 23 10
6-10% 9 11 7 4 11 2
11-20% 6 11 8 4 8 2
21-50% 7 12 12 4 7 1
> 50 % 11 28 37 8 6 3
Teleworking
Not Used 73 58 69 90 76 92
0-5% 20 32 24 7 18 5
6-10% 4 5 3 1 3 1
11-20% 2 2 2 1 1 0
21-50% 1 2 1 0 1 1
>50 % 0 1 1 1 1 1

National differences often cut across popular understanding of flexible
labour markets

In the debate over labour market flexibility, there has often been a notion that
where state regulation is limited, countries — for example, the USA or the United
Kingdom — should score high across most flexibility measures. However, this is not
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the case since the prevalence of certain types of flexible working arrangements varies
across countries. As Robinson (1999: 96) has pointed out regarding temporary work:
countries with high levels of regulation of standard employment contracts often have
high levels of flexible working arrangements’. If firms find that certain types of
flexible working arrangements are constrained by regulations then they will pursue
other, more easily obtained forms of flexibility. Thus, France scores high in terms of
annual hours contracts, the Netherlands scores high in terms of part -time work and
fixed-term contracts and Spain and Turkey are leaders in shift work.

Traditional patterns of flexible working arrangements are still dominant
over ‘new’ forms of flexibility

In light of the futuristic discussion of the ‘end of the job’, it has often been
expected that annualised hours, job sharing, home-based working and tele-working
would become major features of working life. However, this has yet to happen. For
example, extensive use of tele-working (that is, more than 10% of a organisation’s
workforce) covers less than 10% of the responding organisations. Even in countries
that are the leaders in this area there is a long way to go before tele-working becomes
part of mainstream flexible working arrangements (see Table 2.3).

Table 2.3. Proportion of workforce involved in tele-working (% of organsations)

Countries Not Used 0-5% | 6-10% | 11-20% | 21-50% | >50 %
UK 80 16 3 1 0 0
Germany 56 38 2 1 2 1
Sweden 55 35 5 2 1 1
Denmark 61 31 4 1 2 1
Netherlands 59 29 7 2 2 1
Slovakia 55 30 9 2 2 2
Norway 40 48 5 4 3 0
Iceland 52 31 13 2 1 1
USA 45 37 10 3 2 3

Bundles of flexible working arrangements

In addition to viewing FWAs as individual arrangements, we may also see them
as groups or bundles of arrangements. Research has shown that when combined, these
arrangements have better results on organizational effectiveness and performance.
Table 2.4 below indicates how the FWAs covered by the Cranet surveys can be
categorised into four different ‘bundles’.

2 «So the relationship between regulation and the incidence of temporary employment is exactly the opposite
way round from what might be expected. Indeed, a high and rising incidence of temporary employment could
be taken as a worrying sign that regulation of standard employment contracts is seen as burdensome and may
be distorting the labour market.” (Robinson 1999: 96).
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Table 2.4. Bundles of flexible working arrangements

Non-Standard Non-Standard Work Outsourced Work Away from
Work Patterns Work Hours the Office
Annual Contracts Weekend Work | Temporary Employment | Home-based Work
Part-time Work Shift Work Subcontracting Tele-working
Job Sharing Overtime
Flextime
Fixed-term Contracts
Compressed Workweek

The FWA ‘bundles’ can be used as a starting point for analysing how FWAs vary
across the groups of countries. This is done in Table 2.5. Looking at the four bundles
of FWAs, we can see that: (a) nonstandard work patterns have become embedded in
most regions, though less so amongst Asian countries; (b) the two bundles of non-
standard work hours and work away from the office are more common amongst
countries in the English speaking, Northern and Central European regions; (¢) work
outsourced is most common amongst Mediterranean and Asian countries; and (d)
working away from the office has yet to take hold in Mediterranean and Asian

countries.
Table 2.5. Proportion of companies using FWA categories/bundles in different regions
of the world
Flexible Work Ar- Proportions of Companies by Country Regions (%)
Crangements by English Northern Central Mediter- Former Asian
ategory/Bundle Speaking | European | European ranean Eastern
Used Block
Non-Standard Work Patterns
No FWAs 2 0 1 11 5 17
1 FWA 9 5 4 28 18 39
2 FWAS 20 14 18 29 30 25
3 FWAS 26 32 32 19 28 11
4 FWAS 22 28 25 9 13 5
5 FWAS 15 16 15 3 4 2
6 FWAS 6 5 5 1 2 1
Non-Standard Work Hours
No FWAs 5 6 8 6 7 20
1 FWA 14 21 19 14 16 35
2 FWAS 27 28 31 32 29 27
3 FWAS 27 45 42 48 48 18
Work Outsourced
No FWAs 8 7 31 24 17 25
1 FWA 55 56 39 35 51 31
2 FWAS 37 37 30 41 32 44
Work Away from
the Office
No FWAs 60 51 64 88 71 92
1 FWA 28 32 28 9 23 7
2 FWAS 12 17 8 3 6 1
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Table 2.6. Proportion of organisations using annual hours contracts (all countries)

1995 (%) | 1999 (%) | 2003 - 05 (%)
Not used 71,2 72,8 68,9
0-5% 19,7 7,5 11,5
6—-10% 2,1 5,5 3,5
11-20% 1,2 2,1 2,7
> 20 % 5,8 12,1 13,4

A slightly higher proportion of employees in 2003-05 than in 1995 were on
annual hours contracts with 13,4 per cent of organisations stating that more than 20 per
cent of their workers are on annual hours contracts, compared to only 5,8 per cent in
1995. Annual hours contracts were also used by a slightly higher proportion of
organisations in 2003-05 (31,1%) compared to 1995 (28,8%).

Table 2.7. Proportion of organisations using temporary/casual work (all countries)

1995 (%) | 1999 (%) | 2003 - 05 (%)
Not used 16,9 24,5 26,7
0-5% 60,2 23,8 437
6—-10% 13,3 29,6 16,8
11 -20% 6,3 11,6 8
>20 % 3,2 10,2 4.8

The use of temporary/casual work has dropped over the ten-year period. This
may be due in part to legislation in some countries that has given temporary workers
more rights as employees. Temporary or casual work is generally used by a relatively
low proportion of employees.

Table 2.8. Proportion of organisations using fixed-term contracts (all countries)

1995 (%) 1999 (%) 2003 - 05 (%)
Not used 19,4 20,6 26,3
0-5% 57,6 23,5 46,1
6-—10% 11,9 29,1 13,1
11-20% 4.6 11,7 6,1
> 20 % 6,4 15,1 8,4

The use of fixed-term contracts has also dropped marginally overall over the ten-
year period. Fixed-term contracts are also typically found in a low proportion of the
workforce. This may be due to legal changes which have made the renewal of short
term contracts beyond two years less attractive in some EU countries.

Conclusions

Despite the general rise in FWA’s over the last 10 years, there has not been the
expected rise in some well established forms of FWA’s. Shift work and part time work
have been relatively constant, whilst annual hours arrangements have become
important for a minority of organisations. However, there are still major variations
when it comes to the actual implementation of flexible working arrangements. This



250 CRANET Survey - International Executive Report, 2005

may blur some of the averages reported here. There are significant regional and
country variations and some countries have experienced stagnation or even reversal in
some types of flexible working arrangements. It is also puzzling — in light of the
growth in service sector and professional jobs — that the growth in new forms of
flexible working arrangements (e.g. teleworking, annual hours contracts) has been less
than expected. There are several key findings which have been discussed.
e Growth and stability in some flexible working arrangements, whilst others
have diminished
e National and regional differences in flexibility are still pronounced
e National differences often cut across popular understanding of flexible
labour markets
e Traditional patterns of flexible working arrangements are still dominant
over ‘new’ forms of flexibility

Continuous growth in flexible working arrangements?

Part-time work, flexi-time, annual hours contracts and weekend work have now
become standard across organisations in many of the participating countries. This is
hardly surprising where more women join a labour market dominated by service sector
organisations and white-collar, technical or managerial jobs.

While the dominating trend is towards more flexible working arrangements
several cautionary remarks are required. First, there is ample room for an increase in
flexible working arrangements. Despite the rise in service sector jobs the majority of
countries are reporting that more than 60% of responding organisations have under 5%
of their workforce employed on weekend work. Second, the growth in new forms of
FWAs has been less than expected (see above). Third, there has been stagnation or
reversal in the rise of some types of FWAs. For example, there has been a surprising
drop in part-time work amongst Danish women over the last two decades (Rasmussen
etal., 2004)".

National and regional differences in flexibility are still pronounced

While debates of convergence versus divergence and the impacts of market
forces versus institutional forces rage on, the country surveys show considerable
diversity across the individual measures of flexible working arrangements, and well as
certain regional practices.

Clearly there are interesting research areas to explore by looking at the reasons
for regional and national differences, which are located in labour market pressures, the

3 Rasmussen, E., Lind, J. & Visser, J. (2004). ’Flexibility meets national norms and regulations: part-time work
in New Zealand, Denmark and the Netherlands.” British Journal of Industrial Relations . December 2004,
42(4): 637-658.
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laws and the practices in many countries reported here, as well as in the expansion and
contraction of particular industry sectors and the impact of new technology.

3. Employee Relations and Communication

In this first section on employee relations, we chart the rise of the internet and
intranet in employee communications. Whilst the use of emails continues to grow
around the world, we can see that the patterns of the use of electronic communications
with employees are not all the same. We should note that the figures shown do not
reveal the current level of this kind of communication, but instead show the rise or fall
in its use.

In general the use of electronic methods to communicate major issues to
employees has increased significantly during the last three years across nearly all of
the countries surveyed. In regard to EU countries we can observe particularly marked
increases in the electronic communication of these issues for the Czech Republic,
Estonia, Austria, Finland, Italy, the Netherlands, Denmark and Sweden (see Fig-
ure 3,1). The most obvious exception to this trend is Slovakia where some 40 percent
of organizations make no use whatsoever of electronic communication and where
under 20 percent report any increase in its use. This represents a very different pace of
development in comparison with its neighbour, the Czech Republic, where all
organizations use electronic communication. Cyprus is also somewhat different from
the general trend in that while most of its organizations are increasing their use of
electronic communications it also contains a substantial proportion of organizations
that make no use of electronic communication.
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Figure 3.1. Change in the use of electronic methods to communicate major issues to
employees during the last 3 years (EU countries)

The average number of organisations in EU member countries which were
increasing their use of electronic communications was 72%, whilst 16% of
organisations remained the same and 8% did not use electronic communications to
communicate with their employees, and 1% of organisations on average decreased
their use of this method.

As Figure 3.2. indicates the non-EU European countries present a somewhat
more mixed picture. In particular The Turkish Cypriot Community has a substantial
majority of organizations that make no use of electronic communication. In this
respect The Turkish Cypriot Community is atypical of Europe. Norway is also
somewhat different from the general European trend in that only about 10 percent of
its organizations increased their use of electronic communication. However, it should
be noted that all Norwegian organizations make some use of electronic
communication.
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In regard to the non-European countries, Tunisia has a profile that is very similar

to The Turkish Cypriot Community in that the vast majority of its organizations make

no use of electronic communication (see Figure 3.3.). With the exception of Nepal, all

of the other non-European countries show pronounced increases in the use of

electronic communication.
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Figure 3.3. Change in the use of electronic methods to communicate major issues to
employees during the last 3 years (Rest of world)

Trade Union Membership

Trade unions have traditionally constituted one significant channel for employer
communication with employees. In general in cases of organizations where there is no
trade union presence at all it is reasonable to assume that trade unions are not acting as
a communication channel. In this regard Figure 3.4 indicates that EU-countries are to a
significant extent bifurcated on the basis of whether they have a communist history or
not. That is to say that all of the former communist countries excepting Slovenia have
above average proportions of organization with no trade union membership
whatsoever. In the case of Estonia this is approaching 70 percent of organizations. In
the rest of the EU, i.e. the majority of EU countries, with the exception of Greece and
the UK, organizations with no union membership are much less common. The
Scandinavian countries of Sweden, Denmark and Finland (and Iceland in the non-EU
European countries) showed particularly high unionisation. Cyprus also showed high
unionisation, demonstrating the fact that Cyprus uses the same tri-partite model as
Scandinavia whereby most decisions are reached between employer associations,
unions and the Government.
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Figure 3.4. Proportion of total number of employees who are members of a trade union
(EU countries)

European non-EU countries may also be divided into two. While both Norway
and Iceland are very similar to the majority of EU countries, the other non-EU
European countries all have substantial proportions of organizations with no union
membership (see Figure 3.5.).
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Figure 3.5. Proportion of total number of employees who are members of a trade union
(Europe, non-EU countries)
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As Figure 3.6. indicates, the non-European countries we have surveyed are
clearly different to the majority of EU countries in that they all contain large
proportions of organizations with no union membership. This is particularly the case
for the Philippines and the USA. Further analysis of the data showed that, across
countries, the proportion of employees that are members of a trade union is higher in
the public sector than in the private sector, with about a quarter of private sector
organisations (26%) showing no unionisation compared to only seven per cent of
public sector organisations.
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Figure 3.6. Proportion of total number of employees who are members of a trade union
(Rest of world)

Employers’ associations. A new question was asked in this survey with regard
to whether organizations were members of employers’ association. No distinction was
made here between employers’ associations and trade associations. In regard to the EU
in the case of 12 out of the 17 countries for which we have data 60 percent or more
organizations were members of employers associations (see Figure 3.7.). Of the five
countries which had membership frequencies below 60 percent, four were ex-
communist countries, with the fifth being the UK. That is to say we find a pattern that
is broadly similar to the pattern we observed in regard to union density.
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Figure 3.7. Organisations reporting to be members of an employers’ association
(EU countries)

In regard to the non-EU European countries we can observe a pattern for
membership of employers’ associations that is similar to that of union density in that it
1s only Norwegian and Icelandic organizations that have membership frequencies
above 60 percent and which are therefore similar to the majority of EU countries (see
Figure 3.8.)

The average number of organisations in the EU which were members of an
employers association was 67%, and of those who were members, around 58% were
satisfied entirely or to a large extent with the services they received. This leaves a
substantial number who were not entirely satisfied:- 3% were not satisfied at all, and
39% were only satisfied to a small extent. This may reflect the changing nature of
employers associations which, according to the ILO are having to change their role
from a focus on employee relations to a greater emphasis on human resource advisory
services in order to meet the needs of their members (ILO 2003)".

Membership of employers associations across the EU is related to size, the larger
the organisation the more likely they are to be members, and membership is common
in chemical products, extraction and processing industries, in manufacturing, building
and civil engineering. The overall extent of membership has remained similar,
between 1999 at around 70% of organisations, as it is in the 2003/5 surveys.

*ILO (2003) Employers’ organizations and the challenges facing business today. Report for the International
Symposium of Employers’ Organizations. ILO
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Figure 3.8. Organisations reporting to be members of an employers’ association
(Europe, non-EU countries)

For the remaining countries in our survey, membership of employers’
associations 1s generally high with USA, Canada, Israel and Nepal falling below the 60
percent mark (see Figure 3.9.).

90

80 1

70 -

60 =

50 — =

40 -

% of organisations

30 1

20 1| -

10 4

> o S > % > K
> > S & & & &
>
N\

Figure 3.9. Organisations reporting to be members of an employers’ association
(Rest of world)
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We also asked how satisfied respondents were with the services provided by
associations. Looking at both Figures 3.10. and 3.11. we can observe a pronounced
Nordic cluster, Sweden, Denmark, Finland, Norway and Iceland, where satisfaction
levels are overwhelmingly large. The same is also the case, albeit to a much lesser
extent, for the Netherlands, Belgium, Cyprus, Estonia and France. In the other
countries, including the non-European countries with the exception of Australia (see
Figure 3.12.), the largest group of respondents reported that membership met their
needs only to a small extent.
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Figure 3.10. Extent to which services provided by the employers’ association meet
organisation’s needs



260

CRANET Survey - International Executive Report, 2005

% of organisations

% of organisations

N
o

9 ONot at all B To a small extent OTo a large extent O Entirely

80 - ]

~
o

(o]
o
!

]

w
o

N
o
!

=
o

i u | | ﬁ |

Norway Switzerland Turkey Bulgaria Iceland Turkish Cypriot
Community

Figure 3.11. Extent to which services provided by the employers’ association meet
organisation’s needs (Europe, non-EU countries)
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Figure 3.12. Extent to which services provided by the employer’s association meet
organistion’s needs (Rest of world)
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Table 3.1. Briefing of employees on business strategy

1995 (%) | 1999 (%) | 2003 — 05 (%)
Management 94,2 92,4 98,9
Professional/technical 64 55,2 95,5
Clerical 44,1 37,9 91
Manual 35 27,6 86,5

The 2003-05 results show a sharp upward rise in the proportion of organisations
that brief levels besides management regarding business strategy.

Conclusions

Whereas it is commonplace for organizations to make use of verbal and written
communication direct to employees this current survey reveals a significant new
development in employee communications, i.e. the increasing use of electronic
methods of communication. Moreover, organizations areconfirming that they are using
electronic methods to communicate major issues. There is also evidence of an overall
increase in the briefing of employees about business strategy.

However, this development does not necessarily mean that unions have lost their
role as actual or potential channels of communication between employer and
employee. Although non-unionization is widespread in the USA, in Europe in general
most unions continue to have a membership presence in most organizations. However,
there are exceptions to this “European” model including a number of former
communist countries and the UK.

For the first time in the history of this survey organizations were asked whether
they were members of employers’ association and whether or not they were satisfied
by the services provided. Organizations in Nordic countries generally belong to such
organizations and they are generally satisfied with them. For the other countries
surveyed, while membership levels are also generally high, fairly low levels of
satisfaction are commonplace.

4. Pay

Under the heading of pay in the survey three topics are covered. The first topic
concerned the importance of performance related pay. The increasing use of variable
pay related to the performance of the individual, the team or the organisation as a
whole is a major trend in HRM today. The second topic which is related to
performance oriented HRM is for some countries and companies the new phenomenon
of financial participation, employee share ownership, stock options and profit sharing.
The third topic is the level of bargaining where decentralisation to lower levels, from
nation/industry wide to company and individual level, is seen as a major trend.
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Table 4.1. presents an overview of the use of performance related pay by
organisations by country. In general, variable pay based on the performance of the
group or team is less common than individual performance rating and pay based on
collective organizational level performance. It is clear that there is large diversity
between countries. This diversity is based on cultural differences in the acceptance of
this type of variable pay as well as differences in business regimes. We may expect
these forms of pay to appear in more voluntary regimes where the discretion of
management to model the employment relationship is the largest. In this case it is
interesting to note that countries like Hungary, Slovenia and Slovakia have higher
scores than the USA. Apparently these post-communist States offer ample opportunity
to model the employment relationship to performance oriented arrangements. An
outlier is Spain, which also frequently uses performance related pay on all levels.

Table 4.1. presents also an overview of the use of forms of financial
participation. In general the use of schemes is higher for management and professional
staff and lower for clerical staff and manual work. In the case of profit sharing, there is
even more distribution among categories of personnel. In general there are lower
levels of use in case of stock options. This may also be the result of the new
international bookkeeping standards that require the expensing of stock options in the
profit and loss account.

There is considerable diversity in the use of these schemes between countries.
Higher levels of use of share plans are found in the UK and France (supported by
promotion policies and tax concessions), Norway and the USA. Here again the former
post-communist regimes of Hungary and Slovakia have relatively high levels of use.
These countries frequently show the other forms of financial participation. Profit
sharing is very common in France and Finland due to specific provisions and tax
concessions in those countries. High levels are also found in the USA, the Netherlands,
Spain and Norway. As expected a high level of use of stock options is found in the
USA. Outliers are Spain and Iceland.

Table 4.1. Proportion of companies with types of financial participation and performance
related pay per country

Financial.Participation Performance Related Pay
(only private sector)
Shareplan Pro.ﬁt Options Team |Individual Colle.cti\.'e
sharing organization
1 2 3 4 5 6 7
United Kingdom 18 12 2 4 9 13
France 19 73 3 11 18 16
Germany 8 24 1 16 15
Sweden 7 16 3 5 3 11
Spain 12 35 19 61 72 79
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1 2 3 4 5 6
Denmark 7 4 2 4 15 5
The Netherlands 12 36 4 6 20 15
Italy 5 2 1 10 21 33
Norway 50 30 11 21 34 18
Switzerland 5 23 8 29 20
Turkey 2 7 1 2 5 6
Finland 4 48 5 6 11 15
Greece 8 5 11 8 16 15
Czech Republic 7 14 3 15 28 38
Austria 5 18 2 3 15 14
Belgium 11 8 2 3 13 7
Bulgaria 9 14 14 10 28 20
Hungary 20 22 27 41 59 56
Australia 12 7 1 5 8 10
New Zealand 7 12 1 4 10 12
Cyprus 4 4 4 11 5
Israel 3 18 4 3 5 6
USA 16 37 30 26 43 40
Canada 11 13 3 4 7 9
Tunisia 4 3 9 39 21
Iceland 1 9 18 3 5 5
g‘;rmkﬁnciif;’“‘” 3 12 1 2 8 6
Estonia 2 3 2 8 11 10
Slovenia 11 18 4 23 52 42
Philippines 8 6 2 11 18 25
Slovakia 19 49 10 58 72 69
Nepal 1 26 0 5 10 3

Table 4.2. presents the findings of pay determinacy levels for manual personnel.
Note that respondents indicated a number of different levels of bargaining. That is, in
some cases organizations have company level bargaining as well as national, industry
wide or regional bargaining. It appears that, in general, nation/industry wide
bargaining for manual personnel is still more common in most of the countries than the
other levels. Not presented here, to a great extent the distribution of the level of pay
settlement for clerical staff follows the same patterns as for manual personnel. A
higher proportion of organizations indicate that they settle pay for professionals on
company and individual level. Pay settlement for management is done largely on
individual and company level; in most countries more than 70% of organizations.

Centralised bargaining for manual and clerical staff is found mainly in Germany,
The Netherlands, Italy, the Scandinavian countries, Tunisia and Slovenia while lower
levels of bargaining is found in the USA, UK, and France. Also in post communist
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countries Czech Republic, Bulgaria, Estonia and Hungary company level agreement

appears more common. Individual level bargaining is especially done in Switzerland,

Israel, New Zealand, Sweden and Denmark. In these latter two countries different

levels of pay settlement are combined.

Table 4.2. Proportion (%) of organizations covered by pay determinacy level for manual
personnel per country

- Company/ Regional/
Other | Individual level . national/
establishment level . .
industry wide
United Kingdom 9 11 52 31
France 0 24 64 28
Germany 0 4 45 67
Sweden 3 32 35 61
Spain 0 10 26 68
Denmark 6 32 30 69
The Netherlands 4 12 30 73
Italy 1 10 44 74
Norway 0 19 47 70
Switzerland 7 40 25 26
Turkey 3 8 39 39
Finland 2 12 32 75
Greece 0 8 30 60
Czech Republic 1 14 65 15
Austria 9 19 35 59
Belgium 3 16 45 65
Bulgaria 0 26 60 23
Hungary 0 22 59 10
Australia 3 14 22 58
New Zealand 5 33 41 32
Cyprus 1 9 15 67
Israel 1 23 28 37
USA 10 13 37 29
Canada 8 9 39 47
Tunisia 0 2 10 75
Iceland 1 25 29 66
Turkish Cyprlot 0 16 41 13
Community
Estonia 4 25 48 8
Slovenia 0 5 45 73
Philippines 1 20 29 29
Slovakia 6 26 38 32
Nepal 17 7 31 21

Table 4.3. shows that the use of financial incentives has risen across all employee

levels, in terms of employee share schemes and profit sharing schemes. This is

indicative of a general trend within organisations to encourage employee commitment

and motivation by allowing them a stake in the financial profits of the organisation.
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Table 4.3. Use of financial incentives (All countries)

1995 (%) | 1999 (%) | 2003 — 05 (%)

Employee share schemes for management 15 23,9 61,7
Employee share sqhernes for 9.7 16,5 52.3
professional/technical

Employee share schemes for Clerical 8,8 14,7 483
Employee share schemes for manual 7,4 12,1 43,3
Profit sharing for management 248 28.9 76,1
Profit sharing for professional/technical 18,7 21,3 67,3
Profit sharing for Clerical 17,1 18,5 63,8
Profit sharing for manual 14,2 15,8 56,7

Conclusions

There is still quite some diversity in the use of performance related pay and

financial participation. Also the diffusion of these schemes is still limited; in most

countries only a minority of organisations use these schemes. The situation is

interesting in the former communist East European countries like Hungary, Slovenia

and Slovakia where variable pay became more important than in the USA. National,

regional or industry wide bargaining are still the main forms of pay settlement in many

countries although in some countries (especially in post-communist countries)

company level agreements are important.

5. Training and Development

Training and development

Amount of investment in people

Organisations’ expenditures on training and development are located in a band

between 2% and 4% of annual payroll costs in most countries (see Figure 5.1).
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Figure 5.1. Money spent on training and development (EU countries)
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Figure 5.2. Money spent on training and development (Rest of world)

In terms of yearly days used for training, most countries report six days for
managers and professional/technical employees and four days for clerical and manual
employees. Looking at the overall picture, there is a significant correlation between
money spent and training days used. However, this is not true for all countries. For
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example, organisations in Denmark and Italy spend less than organisations in France
on training but report a higher average number of days devoted to training for all
categories of employees. In addition, the link between training days and money spent
differs according to categories of employees. While the link is strongest for manual
and clerical staff, it is weaker for managers and professional/technical employees.
Little change can be observed since the last Cranet -survey 1999 both for the amount
of investment and for the link between different types of investment. Table 5.1 gives

an overview.

Table 5.1. Investment in people

Money spent Average training days/year
EU countries (% of annual Management Profess1.0nal/ Clerical | Manual
payroll costs) technical
Estonia 3,55 8,11 7,65 5,88 4,39
Czech Republic 2,58 7,98 8,00 3,67 3,21
Greece 4,02 7,74 9,47 6,10 6,46
Cyprus 1,46 7,29 7,04 4,29 3,12
Finland 2,96 6,93 6,37 4,55 3,23
Slovenia 2,82 6,72 6,50 2,71 2,75
Sweden 4,04 6,62 6,84 4,86 3,91
Spain 2,39 6,55 7,20 5,19 5,76
Denmark 3,13 6,47 6,11 4,04 4,06
Slovakia 2,19 6,10 4,94 4,21 1,75
Belgium 2,85 5,90 5,17 3,07 2,96
Austria 2,60 5,88 5,05 3,70 2,91
Hungary 3,65 5,75 5,86 3,80 3,62
Italy 3,48 5,23 6,39 4,86 3,42
UK 3,45 5,13 5,54 3,68 4,05
Netherlands 3,09 5,02 5,75 3,48 4,58
France 3,32 4,44 4,17 3,45 3,54
Germany 2,20 4,39 3,87 2,86 2,40
EU Average 2,99 6,24 6,22 413 3,67
Money spent .
Eurggjh?r?gs_EU (% of annual | Management Prt(;ic‘ehslslli(c):f v Clerical | Manual
payroll costs)
Norway 3,26 6,22 6,78 3,40 3,77
Switzerland 3,38 6,18 4,72 4,19 3,47
Turkey 3,66 5,64 7,12 4,86 6,84
Bulgaria 6,32 10,65 9,93 6,39 9,66
Iceland 2,07 5,10 4,89 3,11 2,94
Turkish Cypriot 4,68 6,00 5,13 7,87 8,21
Community
Non-EU Average 3,89 6,63 6,43 4,97 5,82
Money spent .
North America (% of);nll)lual Management Profess1.onal/ Clerical | Manual
technical
payroll costs)
USA 4,32 6,17 6,18 3,82 4,66
Canada 3,70 5,78 5,55 3,48 4,23
North American 4,01 5,98 5,87 3,65 4,45
Average




268 CRANET Survey - International Executive Report, 2005

Looking at country differences, a few specifics emerge. Legal regulations
enforcing training seem to have only limited effects. For example, in France
organisations with more than 10 employees are required by law to spend at least 1,6%
of their payroll costs on training. However, this does not lead to higher training
expenses in the international comparison. Indeed, France lags behind the U.S.A,
Greece, Sweden or UK in this respect.

With regard to the amount of investment in people, Slovakia, Austria and
Germany are at the bottom of the league for both money spent on training and overall
training days for all employees while Greece, Sweden and Estonia are among the top
members for both indicators within Europe.

In terms of differentiation between employee groups, in most countries managers
and technical/professional employees get more training days than manual or
clerical/administrative staff. Beyond that, some countries such as France, Germany,
Denmark or Finland have a relative focus on managers. Other countries such as
Greece, UK, Spain or Sweden have an emphasis on professional/technical employees.
It is also noteworthy that the U.S. report almost the same number of days for managers
and technical/professional staff. Likewise, while training for clerical and
administrative staff seems quite infrequent all over the world, firms in some countries
such as Greece, Spain, Bulgaria or Tunisia pay more attention to the development of
manual employees.

Decision making

Concerning the definition of training needs, typically the HR department and the
line managers play a crucial role while the individual and the Unions are less
important. In most countries, the number of organisations where the HR department
plays a role is in the 40-60% band; line managers are reported to play the key role in
30-50% of the organisations. Two configurations emerge. In some countries such as
Germany, Greece, France, the HR department, together with the line management, is
by far most influential for defining training needs. In other countries such as the UK,
the Nordic countries of Sweden, Denmark, Finland, and the Netherlands, the
individual plays a significant role in addition to HR department and line management.

In most countries outside Scandinavia, individuals and line managers are not
very influential in the design of training activities compared to the HR department.
This is particularly the case in the UK, Spain and Italy. Roughly, the same is true for
the implementation of training activities.

Methods beyond formal training

In all countries, managers’ development techniques beyond formal training most
often consist of teamwork and task-assignments. In addition, the participation in
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project teams and the involvement in cross-organizational tasks or tasks aiming to
stimulate learning are used. Networking is especially frequent in Norway, Estonia and
Sweden. Interestingly enough, assessment centres, high flyers schemes and succession
plans are less frequently used as development measures in all countries. For non-
managers, project teamwork, cross-organizational tasks and special tasks to stimulate
learning play an important role too.

Appraisal
Use of appraisal systems

Internationally, there are quite distinct approaches towards the use of appraisal
systems. On the one hand, in a considerable number of countries the large majority of
organisations use appraisal systems across all employee categories. In nine countries,
i.e. Denmark, Slovenia, Switzerland, the UK, Italy, New Zealand (92%), the
Philippines (92%), Greece, and the U.S.A, more than 85% of organisations use
appraisal systems (mean values over all employee categories). On the other hand, in
six countries, i.e. Iceland, Spain, Finland, Austria, Norway and Sweden, less than 45%
of organizations use appraisal systems (see Table 5.2. and Figures 5.3. and 5.4.).
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Figure 5.3. Average use of appraisal across employee categories (EU countries)
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Figure 5.4. Average use of appraisal across employee categories
(Non-EU European and North America)

Purpose

In most countries, defining training needs, informing future career decisions and
pay determination are the major purposes of appraisal systems. Pay determination is
the main output of appraisal systems only in Italy, Slovenia, Sweden, Norway, the

Turkish Cypriot community, Bulgaria and the U.S.

Sources used

Supervisors and the employees themselves have the major voice in the appraisal
process in nearly all countries. However, organisations in Germany, Spain and Italy
use the input of supervisor’s superior more than the input of the employee. Generally,
not all possible sources are used for the appraisal process. For example, only in
Sweden, Finland, the U.S. and Canada more than 20% of organisations use inputs

from subordinates, peers and customers.

Table 5.2. Use of appraisal systems (EU countries only)

1995 (%) | 1999 (%) | 2003 — 05 (%)
Management 66 71,6 77,1
Professional/technical 66,7 72,1 94,6
Clerical 60,5 67,2 74,5
Manual 46,8 56,4 73,6
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Table 5.2. shows a clear upward trend in the use of appraisal systems within EU
countries. This is true across all levels in the organisational hierarchy from
management down to manual workers.

Conclusions
Investment in people

e Between 2 and 4 per cent of annual payroll costs are spent on T&D (EU-
average: 3 per cent)

e On average, managers and professional/technical employees receive 6 days
of T&D per year; clerical and manual employees receive 4 days of T&D

e Teamwork, special task-assignments, project teams and involvement in
cross-organisational tasks emerge as the major development measures
beyond formal training

Appraisal

e Large differences are observed between countries in the use of appraisal
systems

e Appraisal systems are most frequently used for defining training needs,
informing future career decisions and pay determination

e Pay determination is a major purpose of appraisal only in few countries

e Supervisors and employees have a major voice in the appraisal process,
while other sources are used less
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APPENDIX 1 — The Questionnaire

HOW TO COMPLETE THIS QUESTIONNAIRE

This questionnaire is designed to make completion as easy and fast as possible. Most
questions can be answered by simply ticking boxes. Very little information will need to be looked
up.

This questionnaire asks you about the Personnel/Human Resource (HR) policies and practices
in the organisation or part of the organisation (Division, Business Unit, Department etc) for which you
have Human Resource Management responsibility.

Please indicate below the organisational unit to which the answers on the questionnaire refer

a. Is your organisation part of a larger Group of companies/institution?

1dYes OUWNo
b. If yes, are you answering for the Group as a whole?
1dYes OUWNo

The questionnaire has been created for simultaneous use by private and public sector
employers in 34 countries; some questions may therefore be phrased in a slightly unfamiliar way.

THANK YOU FOR YOUR CO-OPERATION

© CRANET, 2003

SECTION I: HRM ACTIVITY IN THE ORGANISATION

1.  Approximately how many people are employed in the personnel/ human resources
(HR) department by your organisation?

Male Female UNo personnel/HR dept. (if no, go to question 3)

2. If you do have a personnel/HR department, does the head of the personnel/HR
department have a place on the main Board of Directors or the equivalent?

1 OYes 0 ONo
3.  From where was the most se nior personnel or HR Director recruited? (Please tick
only one).
A. From within the personnel/HR department Ui
B. From non- personnel/HR specialists in your organisation a2
C. From personnel/HR specialists outside of the organisation a3

D. From non- personnel/HR specialists outside of the organisation 14
E. Other, please specify
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How has your use of external providers in the following areas changed over the last
three years?

External
Providers
Increased Decreased Same Not used
A. Payroll ai a2 a3 U4
B. Pensions a1 a2 a3 4
C. Benefits al a2 a3 U4
D. Training and development a1 Q2 Qs Q4
E. Workforce outplacement/reduction ui a2 U3 U4
F. HR Information systems Ui U2 U3 U4
G. Other, please specify ai a2 a3 U4
Does your organisation have a:
Yes, Yes, No Don't know
written unwritten
A. Mission statement ai a2 a3 4
B. Business strategy Ui U2 U3 U4
C. Personnel/HRM Strategy al1 a2 a3 U4
D. Corporate values statement ai a2 a3 U4

If your organisation has a business strategy, at what stage is the person responsible
for personnel/HR involved in its development? (Tick only one)

A. From the outset a1
B. Through subsequent consultation a2
C. On implementation U3
D. Not consulted Q4
Who has primary responsibility for major policy decisions on the following issues?
Line Line HR dept in HR
Mgt. Mgt. in consultation dept
consultation with line mgt
with HR dept
A. Pay and benefits Ui U2 U3 U4
B. Recruitment and selection a1 a2 as3 Q4
C. Training and development al a2 a3 U4
D. Industrial relations a1 a2 a3 4
E. Workforce expansion/reduction 1 a2 a3 U4

What do you consider to be the major challenges for personnel/HRM in your
organisation over the next 3 years? (Please list them)

What type of HR Information System (computer-based tool) do you have?

A. Do not have a computerised HR information system U1 *(Please go to Section
1)

B. Primarily independent HR system Q2

C. Primarily interfaced/integrated into a wider a3

management information system

If you are using a computerised HR information system, how do you access it?

Yes No
A. World Wide Web a1 ao
B. Client Server network (local server for organisation access) Ui uo
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11. If you have E-HRM facilities, please indicate at which of the stages below you

believe your level of HR web deployment is: (tick only one)

A. One-way communication: (e.g. information publishing for general scrutiny) a1

B. One-way communication, but allows employee to access some personal U2
information (e.g. work schedules, current benefit coverage)

C. Two-way communication: employee is able to update simple personal Qs
information such as bank details.

D. Two-way communication: employee is able to perform complex transactions U4
and select items (such as composition of benefits) which can be calculated by
the system, approved/declined and confirmed to the employee.

E. Other: if your system allows for more complex transactions, as
please detail below:

F. Don’t know a6

12. In which of the following areas is the computerised HR Information System used?

Yes No Don’t know
A. Individual personnel records al 4o a9
B. Payroll a1 4o a9
C. Benefits Ui 4o U9
D. Time-registration and attendance al 4o a9
E. Recruitment and selection ai 4o a9
F. Training and development a1 4o a9
G. Performance management al 4o a9
H. Career planning/Succession planning ai 4o a9
1. Work scheduling Ui uo U9
J. Health and safety Ui 4o U9
K. Other, please specify
13. To what extent does this system meet your current needs?
Not at all To a small extent To a large extent Entirely
Ui U2 U3 U4
SECTION II: STAFFING PRACTICES
1. How has the total number of employees (full time equivalents) in your organisation

changed in the last three years?

1 Qlncreased by % (If you tick boxes 1 or 2, please go to question 3 )

2 USame
3 UDecreased by %
4 UDon’t know

H. Other, please specify

No
Q0
ao
4o
Qo
Q0
ao
Qo

Don’t know
9
a9
9
9
9
a9
9

2.  If the number of employees has decreased, have any of the following methods been
used to reduce the number of people employed? (Tick all that apply)
Yes
A. Recruitment freeze Ui
B. Early retirement al
C. Voluntary redundancies al
D. Compulsory redundancies Ui
E. Internal transfer (redeployment) Ui
F. No renewal of fixed term / temporary contracts U1
G. Outsourcing a1
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2a  If you have used outsourcing to reduce the number of employees in the last three
years, by what percentage has outsourcing reduced your workforce?
21-50%

0-5% 6-10%
a1 Q2

11-20%

Qs

Q4

>50% N/A
Qs Qo6

3.  Please indicate how positions under each staff category are most frequently filled

(Please tick only one option per staff category)

A. Internally

B. Recruitment agencies/ consultancies

C. Advertisement
D. Word of Mouth

E. Vacancy page on company website
F. Vacancies on commercial job websites 6
G. Direct from educational institution

H. Other, please specify

Management

a1
Q2
Qs
Q4
as

a7
Y

Professional/ Clerical

Technical
a1
a2
a3
4
as
6
a7
s

a1
a2
as
Q4
as
[
Q7
Qg

Manual

a1
a2
Qs
Q4
Qs
Qo
Q7
Qg

4.  Please indicate which of the following selection methods are used for each staff
category (Please tick all that apply)

A. Interview panel

B. One-to-one interviews
C. Application forms

D. Psychometric test

E. Assessment centre

F. Graphology

G. References

H. Other, please specify :

Manual

a1
Q1
a1
a1
Q1
a1
a1
Q1

5. Does your organisation have action programmes covering any of the following groups:

A. Minority ethnics

B. Older workers (aged 50 plus)

C. People with disabilities
D. Women
E. Others, please specify

Management  Professional/ Clerical
Technical
Ui Ui ai
a1 a1 a1
ui Ui ai
Ui Ui ai
ai a1 a1
ai ai al
ui ui ai
a1 a1 a1
Yes No
Ui 4o
a1 ao
ai 4o
Ui 4o

6.  Please indicate the approximate proportion of those employed by your organisation
who are on the following working arrangements.

A. Weekend Work (working Saturday
and/or Sunday)

B. Shift work (working one of a set of
consecutive periods into which a 24
hour working day is divided)

C. Overtime (extra time beyond
employees’ normal time, added on to a
day or shift)

D. Annual hours contract (Agreement
to work number of hours annually)

E. Part-time work (hours of work
defined as part-time by

employer or legislation)

Not
used
a1

a1

a1

a1

a1

0-5%

Q2

a2

a2

Q2

Q2

6-10%

a3

a3

a3

as

a3

11-20%

Q4

Q4

Q4

Q4

Q4

21-50%

as

Qs

Qs

as

as

>50%

Uo

do

do

[

do
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Not
used

F. Job sharing (dividing up one job a1
between two or more employees)

G. Flexi-time (some working hours may a1
be determined by employees, around a

fixed ‘core’ time)

H. Temporary/casual (workers al1
employed on a temporary basis for a

number of hours, weeks or months).

I. Fixed-term contracts (workers ai
employed for a fixed number of months

or years)

J. Homebased work (workers whose a1
normal workplace is home but who do

not have permanent electronic links to a

fixed workplace)

K. Teleworking (technology-based) al
(workers who can link electronically to

a fixed workplace)

L. Compressed working week al1
(workers whose working week totals a

standard number of hours compressed

into a reduced number of shifts)

0-5%

Q2

Q2

a2

a2

Q2

a2

a2

6-10%

a3

a3

a3

a3

as

a3

a3

SECTION III: EMPLOYEE DEVELOPMENT

1.

11-20%

Q4

Q4

Q4

Q4

Q4

Q4

Q4

21-50%

as

Qs

Qs

Qs

as

Qs

as

>50%

Uo

4o

do

do

4o

do

do

What proportion of the workforce is actually assessed via a regular formal

appraisal system?

Proportion
A. Managementabout %
B. Professional/Technicalabout %
C. Clericalabout %
D. Manualabout %

No Performance Appraisal System

Qo
Qo
Qo
Qo

If you have an appraisal system, who formally is expected to make an input/provide
data for the appraisal process? (Tick all that apply)

A. Immediate supervisor

B. Supervisor’s superior

C. The employee himself/herself
D. Subordinates

E. Peers

F. Customers

G. Other, please specify

Yes
a1
a1
a1
a1
4l
a1

No
ao
4o
Qo0
ao
4o
Qo

Is the appraisal system used to inform any of the following? (Tick all that apply)

A. HR planning

B. Analysis of training and development needs

C. Career
D. Pay determination
H. Organisation of work

Who has most influence over the following: (Tick only one for each option)
Line

The

Yes
a1
a1
a1
a1
a1

No
ao
4o
Qo
ao
4o

HR

Trade
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Individual Managers Department Union(s)

A. Defining training needs a1 Q2 as3 Q4
B. Designing training activities a1 Q2 Qs Q4
C. Implementing the training activities Ui U2 U3 U4
5.  Approximately what proportion of the annual payroll costs is currently spent on
training?
% 1Qdon’t know

K. Approximately what percentage of employees have received training (internal,
external or both) within the last year?

Internal % 10don’t know
External % 10don’t know
Both % 10don’t know

7. How many days training per year does each employee in each staff category below
receive on average?

Don’t know
A. Management __days per year per employee ai
B. Professional/technical ~__ days per year per employee Ui
C. Clerical __days per year per employee al
D. Manual __days per year per employee ai
8a. To what extent do you use the following methods for managerial career
development:
Notatall To asmall To alarge Entirely
extent extent
A. Special tasks/projects to Ui U2 U3 U4
Stimulate learning
B. Involvement in cross-organisational U1 a2 a3 U4
/ disciplinary/functional tasks
C. Participation in project team work al a2 a3 U4
D. Networking a1 Q2 as3 Q4
E. Formal career plans a1 Q2 Qs Q4
F. Assessment centres Ui a2 U3 U4
G. Succession plans al a2 a3 U4
H. Planned job rotation a1 Q2 as3 Q4
I.  “high flier” schemes Ui U2 U3 U4
J.  Experience schemes al1 a2 a3 U4
(internal movement to anotherdepartment,whether in the samecountry or abroad)
K. Secondments to other organisations a1 Q2 Qs U4

(external movement to anotherorganisation for a temporary periodof time)

8b. To what extent do you use the following methods for non-managerial career

development:
Not at all Toasmall Toalarge  Entirely
extent extent
A. Special Tasks/Projects To Stimulate Q1 a2 a3 U4
Learning
B. Involvement In Cross-Organisational / Q1 a2 a3 U4
Disciplinary/Functional Tasks
C. Participation In Project Team Work U1 Q2 Qs Q4
D. Networking Ui U2 U3 U4
E. Experience Schemes al a2 a3 U4

9.  Which are the three most important areas of training need for your organisation
over the next three years?
1.
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2.
3.

SECTION IV: COMPENSATION AND BENEFITS

1.

At what level(s) is basic pay determined? (Please tick as many as are applicable for
each category of staff).

Management Professional/ Clerical/ Manual
Technical ~ Administrative
A. National/industry-wide Ui Ui Ui Ui
collective bargaining

B. Regional collective bargaining 11 ai ai a1
C. Company/division, etc Ui Ui Ui Ui
D. Establishment/site a1 a1 a1 a1
E. Individual al ai ai a1

F. Other, please specify

Do you offer any of the following: (Please tick as many as are applicable for each
category of staff).

Management Professional/ Clerical/ Manual

Technical =~ Administrative
A. Employee share schemes al1 al al al
B. Profit sharing a1 a1 ai ai
C. Stock options Ui Ui a1 a1

Do you offer variable pay (pay that varies at intervals, eg.
annually/monthly/weekly) based on the following (please tick all that apply)

Management Professional/ Clerical/ Manual

Technical ~ Administrative
A. Team/department performance 1 al al al
B. Individual performance ui ui ui a1
C. Company-wide performance Ui Ui Ui Ui

SECTION V: EMPLOYEE RELATIONS AND COMMUNICATION

1.

What proportion of the total number of employees in your organisation are
members of a trade union?

180% 201-10% 3011-25% 4026-50%
5051-75% 676-100% 70Don’t know

Has the influence of trade unions on your organisation changed during the last
three years?
10Increased 2USame 3U0Decreased 4UWNo influence

Do you recognise trade unions for the purpose of collective bargaining?
10Yes 00No

Do you have a joint consultative committee or works council?
10Yes 0UNo

Has there been a change in how you communicate major issues to your employees
during the last 3 years?

Increased Same Decreased Not used

A. Through representative staff bodies al1 a2 a3 U4
(eg. Trade unions)

B. Verbally, direct to employees Ui a2 U3 U4

C. Written, direct to employees al a2 a3 U4

D. Electronic communication ai a2 a3 U4

E. Team briefings a1 Q2 Qs Q4
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F. Other, please specify

6.  Is your organisation a member of an employers’ association?

10Yes 20No

7.  If yes, to what extent do the services provided by the association meet your needs?
Not at all To a small extent To a large extent Entirely
ai a2 a3 U4

8.  Which employee categories are formally briefed about the following issues? (Please
tick as many as applicable).

Business Strategy Financial Performance Organisation of work
A. Management a1 a1 ui
B. Professional/technical U1 a1 a1
C. Clerical ai ai ai
D. Manual a1 a1 a1

9. Has there been a change in the way employees communicate their views to
management in the past three years?
Increased Same Decreased Method not used

A. Direct to senior managers Ui U2 U3 U4
B. Through immediate superior al a2 a3 U4
C. Through trade union representatives ai a2 a3 U4
D. Through works council a1 Q2 Qs Q4
E. Through regular workforce meetings Ui U2 U3 U4
F. Team briefings al1 a2 a3 U4
G. Suggestion schemes ui a2 U3 4
H. Attitude surveys Ui U2 U3 U4
I. Electronic communication a1 a2 as3 Q4

SECTION VI: ORGANISATIONAL DETAILS

1a. Is your organisation
1 QPrivate sector 2 UPublic sector 3 UMixed
4 QOther, please specify

1b. If public sector:
1 UNational 2 UQRegional 3 QLocal

2. Please indicate the main sector of industry or services in which you operate

A. Agriculture, hunting, forestry, fishing al
B. Energy and water a2
C. Chemical products; extraction and processing of non-energy minerals U3
D. Metal manufacturing; mechanical, electrical and instrument engineering; U4
office and data processing machinery
E. Other manufacturing, (eg food, drink and tobacco; textiles; clothing; paper, us
printing & publishing; processing of rubber and plastics, etc)
F. Building and civil engineering a6
G. Retail and distribution; hotels; catering; repairs a7
H. Transport & Communication (eg rail, postal services, telecoms, etc us
I. Banking; finance; insurance; business services (eg consultancies, a9
PR and advertising, Law firms, etc)
J. Personal, domestic, recreational services Q10
K. Health services Qi1
L. Other services (eg television and radio, R&D, charities, etc ai2
M. Education (including universities and further education Q13
N. Social Services ui4

O. Public administration Q15
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4.

10.

11.

P. Other, please specify

. Approximately how many people are employed by your organisation?
A. In total Male Female
B. Part-time Male Female
Please give proportions for the following:

A. Manual employees % of workforce U1 don't know

B. Clerical employees % ofworkforce 1 don't know

C. Professional/technical employees % of workforce {1 don't know

D. Managers % ofworkforce U1 don't know

TOTAL 100%

Please provide the following information about your workforce:

A. Annual staff turnover % turnover per year U1 don't know

B. Age structure % of employees under 25 years U1 don't know
% of employees over 45 years U1 don't know

C. Absentecism/sick leave  average days per employee per year 1 don't know

D. Education structure % of graduates (first degree) U1 don't know

% of post graduates (higher degree) 1 don't know

What percentage of the operating costs is accounted for by labour costs?
% of operating costs 10don't know

If you are a private sector organisation, would you say the gross revenue over the
past 3 years has been:

A. Well in excess of costs al
B. Sufficient to make a small profit a2
C. Enough to break even U3
D. Insufficient to cover costs Q4
E. So low as to produce large losses us

Compared to other organisations in your sector, where would you rate the
performance of your organisation in relation to the following ? (Tick only one for
each area)

Top 10%  Upper half Lower half  Not applicable

A. Service quality Ui o) U3 U4
B. Level of productivity ai a2 a3 04
C. Profitability a1 a2 Qs Q4
D. Rate of innovation Ui o) U3 U4
E. Stock market performance U1 a2 a3 Q4

How would you describe the main market(s) for your organisation's products or
services?

A. Local a1
B. Regional a2
C. National U3
D. European U4

E. World-wide Qs

Is the market you currently serve:
1UGrowing 2USame 3UDeclining

Has your organisation been involved in any of the following changes in the last 3
years? (Tick all that apply)

A. Acquisition of another organisation a1

B. Takeover by another organisation al1

C. Merger a1

D. Relocation a1
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E. Demerger al

12. If your answer was yes to any of the above, when was the personnel/HR
department involved in the process? (Tick only one)

A. From the outset a1
B. Through subsequent consultation a2
C. On implementation a3
D. Not consulted 4

13.  Where are the corporate headquarters of your organisation based? (Please refer to
ultimate parent company if your organisation is part of a larger group).

A. European Union a1
B. Europe (outside of EU U2
C. North America as3
D. South-East Asia U4
E. Africa us

F. Other, please specify

14. If your organisation is part of a larger group of companies/divisions, etc. (including
public sector), please indicate where policies on the following issues are mainly
determined.

International HQ  National HQ / Subsidiary/ Site/establishment Headquarters
Dept./division Local offices

A. Pay and benefits Ui U2 U3 U4
B. Recruitment and selection a1 Q2 as3 Q4
C. Training and development a1 Q2 Qs Q4
D. Industrial relations a1 a2 a3 4
E. Workforce expansion/reduction 1 a2 a3 U4
F. Management development ai a2 a3 U4

15. In what year was your organisation established?
10don’t know

PERSONAL DETAILS
16. Are you the most senior personnel/HR manager in the organisation?
10Yes 0UNo

17. Areyou:
1dMale 2dFemale

18. If you are a personnel/HRM specialist, how long have you been working in a
specialist personnel/HR or training job?

years 10Not applicable
19. Do you have a university degree?
10Yes 0UNo
If Yes, in what academic field did you study for your first degree? (tick main one only).
A. Business studies a1 E. Law as
B. Economics Q2 F. Engineering a6
C. Social or behavioural sciences U3 G. Natural Sciences a7
D. Humanities/Art/Languages U4 H. Other, please specify

THANK YOU FOR TAKING THE TIME TO COMPLETE THIS
QUESTIONNAIRE
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If you have any queries about this questionnaire or would like further

information about this research, please contact:

CRANET Co-ordinator

Human Resource Research Centre

Cranfield School of Management

Cranfield University

Cranfield

BEDFORD MK43 0AL

Website address: www.cranet.org
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APPENDIX 2 — Participating Countries

Country

Australia

Austria

Belgium

Bulgaria
Canada

Cyprus

Czech Republic

Denmark

Estonia
Finland
France
Germany

Greece

Hungary
Iceland

*India

*Ireland

Israel

Italy

*Japan
Nepal
New Zealand

Norway

Philippines
*Poland

Primary contact(s)

Professor Robin Kramar

Professor Dr Wolfgang Mayrhofer

Professor Dr Dirk Buyens
Nele Soens
Dr. Koen Dewettinck

Professor Elizabeth Vatchkova
Dr Mila Lazarova

Dr Eleni Stavrou-Costea
Maria Mikellides
Marina Petridou

Professor Ing. Josef Koubek

Professor Dr Henrik Holt Larsen
Ruth Znaider

Professor Ruth Alas
Professor Sinikka Vanhala
Professor Frangoise Dany
Prof Riidiger Kabst

Professor Dr Nancy Papalexandris

Professor Dr Jozsef Poor
Dr Asta Bjarnadottir

Professor C S Venkata Ratnam

Dr Michael Morley
Professor Dr Patrick Gunnigle

Professor Dr Amnon Caspi

Professor Francesco Paoletti
Professor Ginevra Gravili

ProfessorToshitaka Yamanouchi
Professor Dev Raj Adhikari
Dr Erling Rasmussen

Professor Dr. Odd Nordhaug
Professor Paul Gooderham

Dr Vivien T. Supangco

Professor Dr Czeslaw Szmidt

University
Macquarie University,

Graduate School of Management

Vienna University of Economics and

Business Admininistration

Vlerick Leuven Gent
School

International Business School, Sofia

Simon Fraser University

University of Cyprus
Cyprus Productivity Center
Cyprus HRM Association

The University of Economics, Prague

Copenhagen Business School
Danish Centre for Leadership

Estonian Business School
Helsinki School of Economics
EM Lyon

University of Giessen

Management

Athens University of Economics and

Business
University Pecs
Reykjavik University

International Management Institute,
New Delhi

University of Limerick

Bar Ilan University

Universita di Milano Bicocca
Universita di Lecce

Osaka Sangyo University
Tribhuvan University

University of Auckland

Norwegian School of Economics and

Business Administration
University of the Philippines

Business School im. L.Kozminsci
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*Portugal Associate Professor Rita Campos ¢ Universidade Nova de Lisboa
Cunha

Slovakia Professor Anna Kachanakova University of Economics Bratislava

Slovenia Professor Ivan Svetlik University of Ljubljana

*South Africa Professor Pieter A Grobler University of South Africa

Spain Professor Simon Dolan ESADE

Sweden Bo Manson The IPF Institute, Uppsala

Switzerland Dr Ursula Knorr University of St Gallen

The Netherlands ~ Assistant Professor Drs Bart Dietz ~ RSM Erasmus University
Drs Jacob Hoogendoorn University of Nijmegen
Dr Erik Poutsma

Tunisia Professor Riadh Zghal University of Sfax

Turkey Professor Dr. Cavide Uyargil Istanbul University

Turkish Cypriot Dr Cem Tanova Eastern Mediterranean University

Community

UK Dr Emma Parry Cranfield School of Management
Professor Shaun Tyson

USA Lisa H. Nishii Cornell University

* not included in International Report 2003-5

Professor Patrick Wright

Further information about Partners can be found on the Cranet website:

http://www.cranet.org
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APPENDIX 3 — Response Rates

Number | Number
Of. Of. o No. of | Emails | Emails | Emails o
qllllzsitrleosn— qllllf;Si?:SH- 0 interviews | sent read | returned | 7°
sent out | returned
Australia 1284 259 20%
Austria 1877 270 14%
Belgium 1647 230 14%
Bulgaria 200 157 79%
Canada 2424 465 19%
Cyprus 210 85 40%
Czech Republic 2000 100 5%
Denmark 2653 515 19%
Estonia 375 118 31%
Finland 1321 293 22%
France 3000 150 5%
Germany 4000 337 8%
Greece 500 180 36%
Hungary 450 63 14%
Iceland 246 114 46%
Israel 550 175 32%
Italy 200 50 25% .
Nepal 204
New Zealand 3000 292 10%
Norway 2000 303 15%
Philippines 730 56 8%
Slovakia 300 259 86%
Slovenia 523 161 31%
Spain 1042 158 15%
Sweden 1780 383 22%
Switzerland 1426 309 22%
The Netherlands 1052 385 37%
Tunisia . . 150
Turkey 1002 171 17%
Turkish Cypriot 120 87 73%
UK 8780 1101 13% . . .
USA 4522 608 257 6%




. - - International Business School Transbusiness E — Ltd

Virtual training on Human Resource Management and Development

TRANSBUSINESS — E

International Business School
www.ibset.eu
+359 886 537 223

Transbusiness-E was established in 1990 as a unit within the International Centre for Applied
Management Research Ltd. Its main activity was training for managers. It is one of the first business
schools opened in the country. The School organised and conducted successfully the first courses in
topics such as entrepreneurship, theatre management, starting a business in Bulgaria for foreigners,
etc.

Transbusiness-E has been an independent legal entity since 1993. Between 1993 and 1998 it set
up a nation-wide network for small-business management training for secondary-school students. The
two-year programme was offered by five branches of the School located in Sofia, Rousse, Plovdiv,
Pazardjik and Haskovo. Parallel to this, the School conducted short-term intensive trainings for man-
agement teams and actively provided consultancy services for the establishment of systems for human
resource management and development.

Since 1996 the School has been the representative for Bulgaria in the International Network on
Comparative Human Resource Management Cranet-E (http://www.cranet.org).

In 1997, in cooperation with the Business Week newspaper, Transbusiness-E organized an in-
ternational conference on human resource management. The topic of the conference was “Strategic
human resource management in Bulgaria in the period of transition to market economy".

In 2000 the School hosted the meeting of the International Network on Comparative Human Re-
source Management Cranet-E. During the same year it organised the international HRM conference
"Human resource management — a key factor for European integration". This conference was attended
by more than 150 scholars and practitioners from 25 countries. It was also the event at which the crea-
tion of the Bulgarian Association of Human Resource Development and Management (BAHRDM)
was announced.

Transbusiness-E periodically conducts the largest sociological survey in Bulgaria focusing on
human resource management in Bulgarian organisations employing more than 200 people. The survey
was conducted three times — in 1996, 1999 and 2003.

Since 1996 Transbusiness-E has maintained the database from the comparative surveys of HRM
in Bulgarian and European organisations.

In 2006 the organisation joined the National Network of Virtual Libraries and launched on-line
training in human resources management and development.





