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OBLIIECTBEHH KOMYHUKALIUHU U HHD®OPMAIITUOHHHU HAYKH
PUBLIC COMMUNICATIONS AND INFORMATION SCIENCES

ITPOEKT TLIT4U - U3CJIEABAHE HA HAI'VTACUTE KbM OBYYEHUETO
IO TPAHCTPAMOTHOCT HA CTYAEHTHU U IPEITIOJABATEJIN
OT BBJIT'APUSA, UTAJIUA U PUHITAHAUSA

Mapuna Enuesa, [lnamena 3snarkoBa, Mapuena bopucosa
YHM6€pCle€m no bubauomexosHanue u uH@OpMGb]uOHHM mexHoJjiocuu

Pe3ztome: [Ipoexmvm no npoepama ,, Epazvm+*“ na Esponetickama komucus TLIT4U — Improving
Transliteracy Skills through Serious Games, ce usnwvansea om YnubHUT ¢ napmubopcmeo c
Yuueepcumema 6 Ilapma (Mmanus), Ynusepcumema na Jlannanous (Quunanous) u @ondayusma
kom [lonumexnuueckus yuueepcumem 6 Munano (Mmanus). Toi ce ¢hoxycupa 6vpxy
KYIMUSUPAHemo U Ha02pa@#cOaHemo Ha WupoK Habop om epamomHocmu (MpancepamomHocm,) u
uoenmugpuyupa STE(A)M obpazosanuemo u cepuosnume uepu Kamo noOXoou 3a aAH2aXCUpaHe Ha
cmyoeHmume upe3 aKMUBHO yuacmue, Kakmo U 3a pasuupasane Ha CompyoHUiecmaomo mexcoy
npenooasamenu u 6ubauomexapu. TpancepamomHocmma 6K046a YMeHUsl, MUCIEHe U OeliCBUsl,
OCHOBAHU HA OUSUMATHAMA Y8EPEHOCM 6 meXHoNo2udeH Koumekem. Tasu Konyenyus ce bazupa
HA 3HAHUAMA U yMeHUama, Koumo mpsaoea oa 6v0am nocmucHamu 3a 3a0blO0YeHo 0byueHue upes
OMNpaesHe HA 3aNUMEAHUs. U PA36UBAHE HA KPeamusHOCM, KAKmo U 3a u3bseéane Ha
HedocmogepHo cvowvpicanue. Llenma na nvpeama ¢gasa na npoexm TLIT4U e oa ce usachu
pamkama na STE(A)M 3a npenodasane na mpancepamomuocm 8 OUCYURIUHU OM XYMAHUMAPHUME
U MoyHume HAyKu u 0a ce paspabomu mooen 3a ooyuenue, bazupano na uepu. Ilapmuvopume
Op2aHU3UPaxa ceMuHapu 3a 6v12apCKi, UMATUAHCKU U YUHIAHOCKU CIYOeHmU OMXYMAHUMAPHU U
mexHuyecku cneyuannocmu. Cemunapume ce 0CH08a8AXa HA NOOX00 34 AKMUBHO yuacmue U
cvopaxa Gwv3NPUAMUAMA U NPEONONHCEHUAMA HA CMYOeHmume OMHOCHO O0OyYeHUemo no
MPAHCSPAMOMHOCH NO Mpu 0CHosHU mouku. ymenus Ha XXI| 6., oueumanna niasnocm, yughposa
epamomuocm. Cvwo maxa 6sxa npogedeHu unmepgoma u Qokyc spynu ¢ npenooagament om
mpume Ovporcasu. ITvpeuynuam ananus na pezyimamume Om HA4aIHama asa Ha npoekma uje
OvOe U3NoN36aH 3a NpulazaHe HA WUPOKOMAWAOHU Nedazocuyecku Mooenu U pamKu 3a
npenooasare HA MpaHCCPAMOMHOCH (MeOUUHA, UHGOPMAYUOHHA, 8U3YATHA, UHGOPMAYUOHHA
epamomuocm u m.H.) cvc STE(A)M nooxooa xvm obyuenuemo. B nHacmoswama cmamusi ca
npeocmageHy OCHOBHU KOHCMAmayuu U OmMEOPeHU 6bNpOCU, U3BCOeHU OM CPAGHUMETHOMO
uscneosaune no npoekm TLITAU.




Ipoexm TLITAU — uscredsane na naznacume xom obyuenuemo no mpanczpamomuocm na ...

Kntwouosu oymu: npoexm TLITAU, mpancepamomnocm, coyuonocuuecko uzcieosame, nooxoo
STE(A)M, cepuosnu uepu

BBBEJEHUE

[Mpoekr “TLIT4U — Improving Transliteracy Skills through Serious Games” (,,[lono0psiBane
HAa yMEHHUATA 3a TPAHCIPAMOTHOCT upe3 cepuo3Hu wurpu™): https://translit-eu.unibit.bg, e
¢uHaHCcHpaH mo mporpama ,,Epazem+* Ha EBpomelickata KOMHCHS M CTapTHpa Ipe3 Mecell
HoemBpu 2021 r. IlapTHROPCKHUAT KOHCOPLUUYM, KOOPAMHHMpPAH OT YHHUBEpPCUTETa IO
OoubnroTexko3Hanue U nHpopmarmoHHu Texrojoruu (YHubUT), BKkiTtouBa oiie Tpu MapTHLOPCKH
opranuszanuu: YHuepcurera B [lapma (Mrtanus), YHusepcurera Ha Jlatanaus (Ounianaus) u
®onpanuaTa kbM [Honmurexunueckus ynusepcuteT B Munano (Mranus). TLIT4U e HacodeH KbM
HE00X0AMMOCTTA OT MOA0OPsIBaHE HA YMEHHATA HA CTYACHTUTE, CBbP3aHH C PA3TUYHUTE BUIOBE
IPaMOTHOCT, U OOY4YEHMETO Ha IpernojaBaTesid M OMOIMOTEKapu 3a IpUJIaraHeTo Ha Mojeia
STE(A)M (Science, Technology, Engineering, Arts and Math — Hayka, TexHosoruu,
WNunxenepunr, U3kycTBo 1 MaremaTika) ¢ MOMOIITa HA JUTUTATHA 00pa30BaTeIHU UTPH.

TLIT4U nenu nocTuraHeTo Ha YETHPU OCHOBHHU Pe3yiTara upe3 pa3paboTBaHETO HA PA3IUYHU
MHTEJEKTYAIHU MPOIYKTH. [IbPBUAT OT TAX € CBBbP3aH ChC CHh3AABAHETO HA KOHIENTYAICH MOACI
3a MpernojiaBaHe BbB BUCIIETO 00pa3oBaHHUE, YJOBJIETBOpSBAIL HEOOXOAMMOCTTA OT IMPOMSIHA,
3asiBEHa OT CTYACHTUTE, KOUTO THPCAT AUHAMHKA U €(PEKTUBHOCT B 00yueHuero cu. bsxa
MPOYYCHH PA3IMYHU [EarOTMUYECKH MOJICTH 1 00pa30BaTeIHUA paMKH, U ro-creruanio STE(A)M
MOJIEBT, KOWTO O€lle ajanTupaH, 3a Ja chUeTae MHOBAaTMBHATA CTpaTerus 3a IpernojaBaHe Ha
TPAHCTPAMOTHOCT C NPAaKTHMUECKUTE 3HAHMSI M YMEHMs, TPAAUIIMOHHO W3IOJ3BaHU B TOUYHUTE
Haykd. Pa3zpa®oTeHusAT Mojen € HPUIOKHM M B HepOpMaaHM 00pa3oBaTE€IHM HHCTUTYLHH,
KaKBUTO ca OubinmorekuTe. BTopusT eram oT MpoekTa 3aBbpUIM C IMPEAOCTaBIHETO Ha
MpernoiaBaTeNIuTe U O0YUUTENUTE HAa AUJAKTUUYECKO PHKOBOJCTBO C MHTEPAKTUBHU HACOKHU 3a
MpernojjaBaHe Ha TPAHCTPaMOTHOCT B aJanTHUpaHa ydyeOHa mporpama ¢ enemeHTH Ha STE(A)M.
Hacokute mie ynecHSAT 3HAYMTENHO CIELUAIMCTUTE IO OTHOLIEHHWE Ha IPEernoJaBaHETO Ha
TPaHCTPaMOTHOCT B pa3jMYHU TE€XHU KypcoBe. B pamkute Ha Tpetus eran Ha TLIT4U exunsr e
HAaco4Yu yCWIHs KbM JIM3aliHa Ha UTPHU M0 TPAHCTPAMOTHOCT, a TMOCJEIHUAT YETBHPTHU €Tal Ha
MPOEKTa MpEeIBUXKAAa pa3pabOTBaHETO Ha OOpa3oBaTeiaHa WUrpa ¢ UHTEpPeic U ChAbpKAHHE Ha
AHTTUICKHU, OBITAPCKU, UTATTHAHCKU U (PUHCKHU €3WK, HacoueHa KbM (OpMHUpaHe U HaATpakIaHe
Ha INUPOK CIEKThP OT YMEHHUS 3a TPaMOTHOCT — JUTHTAIHH, WHGOPMAIMOHHH, MEIHMIHH,
BU3YyallHU, paboTa ¢ gaHHu u 1p. Urpata me Obae o0opy/BaHa ¢ HEOOXOAUMHUTE UHCTPYMEHTH 3a
Ha/IeXK/IHA OIICHKA Ha pe3yJNTaTuTe OT 00y4eHHETO U IIe Ce M3MO0JI3Ba OT YHUBEPCUTETH, KAKTO U
OT aKaJeMUYHHU U OOIIECTBEHN OMOIMOTEKH.

CratusTa ce (oKycupa BbpXY pe3yJATaTUTE OT U3CIIEABAHETO HA BH3MPUIATHATA U OYaKBAHUATA
Ha CTYJIEHTUTE MO OTHOILIEHHE HAa 00YYEHHETO MO TPAHCIPAaMOTHOCT, MPOBEACHO B MbpBaTa (asza
Ha npoekT TLIT4U. [IpoekTsT € KIItouoBa MHUIIMATHBA, Thil KaTo 00eIMHsIBA O(UIIMAIIHO JIBE
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Mapuna Enuesa, Ilnamena 3namxoea, Mapuena bopucosa

00J1acT! Ha KOMIIETEHTHOCT — MeIUitHa U nHpopMarmonHa rpamotHoct u STE(A)M oOpazoBanue,
KOMTO JIOCETa C€ CUUTaXa 3a HECBbP3aHU.

JIMTEPATYPEH OB30P U TEOPETUYHA PAMKA HA U3CJIEABAHETO

OT riegHa TOYKAa HAa HalaraHeTo Ha NOJMTUKM KHUrara ,,MenuiiHa u uH(OpManuoHHA
IPaMOTHOCT: HAacOKM 3a MOJUTHKAa M cTparterus’, myonukyBana ot KOHECKO mnpes 2013 r.,
npeacrasisiBa cBoeoOpazen Manudect Ha BususaTa Ha KOHECKO 3a meauiina u napopmanroHna
rpamotHocT — MUIT (UNESCO, 2013). TekcThT 3amouyBa ¢ OOSCHCHHE HA YMECTHOCTTa Ha
nojuTHKaTa u crpareruira 3a MUI' B mudpoara epa u npoapinkasa, KaTo wiroctpupa kak MU
e cbctaBHa koHuenuusa. [lnmanupanu npe3 2019 r. u craprupanu npe3 2021 r., Hacokure 3a
I'moGannu cranpapTu 3a pazpaborBaHe Ha ydyeOHM nporpamu no MUIT ¢popmupar nmoxxozsia
OCHOBA 32 MOJIIIOMaraHe Ch3JaBaHeTo U NMpujaraHeTo Ha yuyeOHu nporpamu no MUI™ ot paznuunu
3aWHTEPECOBAaHU CTPAHU.

TepMHUHBT ,,TpaHCIPaMOTHOCT® MbPBOHAYAIHO € JeguHupan oT Tomac, J[xoy3ed, Jlauerw,
MeiicbH, Muic, Ilepun u Ilynunrep npes 2007 r. xaTo: ,,cIOCOOHOCT 3a uY€TEHE, NUCAHE U
B3aUMOJIeHiCTBHE B HA0Op OT MIATPOPMH, WHCTPYMEHTH M MEIWH, OT MOJIMUCBAHE 0 YCTHO
n3pas3siBaHe MOCPEACTBOM PBHKOIMCH, TIEYaTHU MEIWU, TEICBU3US, paAu0 U (PUIMH, KaKTO U JI0
murutanH - conuanan mpexu  (Thomas et al., 2007). Ilo-kbcHo CyKOBHY OIpeaess
TPAHCIPAaMOTHOCTTA KaTo ,,INIABHOCT* HA IBM)KEHUE B HAOOP OT TEXHOJIOTMH, MEJUH U KOHTEKCTH:
,, TPAHCTPAMOTHOCTTa € CIHOCOOHOCT 3a H3MOJI3BaHE Ha PA3JIMYHU aHAJOrOBU M LU(PPOBU
TEXHOJIOTUHU, TeXHUKH, PEKUMU U MPOTOKOJIM: 3a ThpceHE M padoTa ¢ pas3iIMuHU pecypcH, 3a
ChTPYAHUYECTBO U y4acTHE B COLMATHUTE MPEXHU, 32 KOMyHUKHpaHE HA 3HAYSHUs U HOBU 3HAHUS
ype3 M3MOJI3BAHE HA Pa3IMYHA TOHOBE, JKaHPOBE, MoaamHocTH u Mmemuu (Sukovic, 2017).
TpancrpaMoTHOCTTA C€ CHCTOM OT YMEHHS, 3HAHUS, MUCIIEHE W JICHCTBHE, KOUTO IO3BOJSBAT
IJIABHO ,,JIBMKEHUE™ 10 HA4YMH, KOMTO C€ Ompeness OT CUTYAallMOHEH, COLMAJEH, KYJITYpeH U
TEXHOJIOTUYEH KOHTEKCT, BKIIIOUMTENTHO: Ja HaMeps; Ja OleHs/m30epa; Ja ymnpasisBam; aa
Cbh3/1aBaM M OTpa3siBaM.

Bpyc u gp. (Bruce etal., 2012) cbuo pa3paboTBaT MoJ0OHHM KOHUEIIMUA M TBBPAAT, Y€
(GOKYyCHhT Ha MYATHUIPAMOTHOCTTA € BbPXY KOHLEMIUATA 32 OTHpPaBSHE Ha 3alUTBAHE M BBHPXY
€JIEMEHTUTE, KOUTO s ChCTaBAT. J[BeTe Hall-BaKHM paMKU Ha MOJEIHMTE 3a O0ydeHue upe3
3anuTBaHe BKkmouyBaT: FOSIL unu Pamka Ha ymenusara 3a oOyueHue upe3 3anutBane, u GID —
Pawmka 3a nmpoektupane Ha HacoueHOTO 3anuTBaHe Ha Kapon Kynray.

FOSIL (https://fosil.org.uk/fosil-cycle/) e momen ma mporieca Ha 3amUTBaHe, BKIIIOYBAII]
(asuTe: CBbpP3BAaHE C MPEIUIIHN 3HAHHS, Pa3paOd0TBaHe Ha BBIIPOCH, MPOyYBaHE, KOHCTPYHUpPaHE
Ha HOBOpa3OHpaHe, M3pa3siBAaHE Ha HOBH WJEW, OTpa3siBaHE BBPXY COOCTBEHHS] KOMIUIEKC OT
3HaHU.3aUTBAHETO € MOJX0/ KbM YUEHETO, KOWTO HE Ce OrpaHHUYaBa camo J10 HH(POPMAIMOHHU
YMEHHUSI, @ ChOTBETCTBALIMAT MOjien ¢ pa3paboren ot bapbapa Crpumnuar (ttps://blogs.slj.com/
neverendingsearch/2019/08/10/the-newly-reimagined-empire-state-information-fluency-continum/).
Te3u uHCTpyMEHTH IoMaraT Ha TMpPEenoAaBaTeNIUTe Ja MPOEKTUpPAT M OCUTYPAT e(EeKTUBHU
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3aMUTBAHUS — YECTO KaTO €KUM 3a ChTPYAHHUYECTBO, BKJIIOUBAILl IPETIOAaBaTEeNU U ONOINOTeKapH,
Y Ja MIOJKPEIAT CTYICHTUTE, aHTakupanu ¢ npoyuBane. Guided Inquiry Design (GID) e 6a3upana
Ha M3CJIeJIBaHUS IeJarormuecka pamka, paspadorena ot Kapon Kynray, 3a mpenopaBane Ha
yMeHus 3a uHpopmaimonna rpamotHoct (https:/guidedinquirydesign.com/gid-articles/). Pamkara
3a MPOY4YBaHe, 3a NPOCKTHpaHe WYyJECHSIBaHE Ha O0y4deHue, 0a3upaHo Ha 3alUTBAHMS, BKIIOYBA!
OTBapsiHEe, MOTAIsHE, U3CIIeABaHe, HICHTU(UIIpaHe, chOupane, CroiesiHe, Ch3/laBaHe, OICHKA.
Cera TeXHOJIOTMHTE TO3BOJSIBAT HAaBCEKW IpENojaBarel Ja Ipeljiara Ha CTYIEHTHTE pPaBHU
BB3MOXHOCTH 32 yueHe. Bblpeku ToBa MMa HAKOU, KOUTO BIXKAAT TEXHOJIOTHITAa KATO HOB Habop
OT YMEHHs, KOUTO TPpsIOBa Jla ce pa3BUBAT OTIEIIHO OT ChAbPKAHUETO Ha yueOHaTa mporpama, u
JPYTH, KOUTO sl BUJKJAT KaTO HHTErpHUpaHa BbB Beska kiacHa cras (Livingstone, 2012; King, 2013).
Kpaiibreien kaMmbk B MEXIYHAPOAHUS AUCKYPC 32 MHPOPMAIIMOHHA IPaMOTHOCT € MyOJIMKalHsITa
na FOHECKO (2019), kosTo BkitouBa kauectBeHo STEM obOpazoBanue. ETo 3a11o € BayKHO ChIIIO
U J1a aHaJTM3UpaMe HarJIaCUTE U BB3MPUATHATA Ha MIPEroiaBaTesiuTe, CBbp3anu ¢ moaxoaa STEM.
Hanmumero Ha kadectBeHo STEM oOpa3zoBanue Ou ylIeCHHJIO Pa3BUTHETO Ha TajaHTa Ha
CTyAeHTHTe, o0yJaBamyce B cepara Ha TOYHHTE HAYKH, TEXHOJOTUUTE, MH)KEHEPCTBOTO M
maremarukata (MacFarlane, 2016). Myp u ap. (Moore et al., 2014) npaBst oOmupeH nperien Ha
nyOJauKyBaHaTa JHUTEpaTypa, aHadu3upar JOKYMEHTH 3a MPOBEXKIAHE HA MOIUTHKA U ce
KOHCYATHpAT ¢ ekcrepTd B oOmactute Ha STEM, 3a na onpenensat HayuHUTE, MO KOUTO
npenojaBaTeIuTe Morar aa usnoissar oO0ydenuero no STEM B cBoute kiacHu ctau. Ha 6a3ata
Ha TOBA M3YEPIIATEIIHO M3CIIEABaHE T€ Ne()UHHUPAT PaMKa, KOATO ChIbpIKA IIECT IMPUHIUIA: a)
BKJIIOYBAaHE HA CHIbpKAHWE IO MaTeMaTHKa M TOYHM HayKH, 0) Ienaroruka, HacO4eHa KbM
CTY/ICHTA, B) IPENOjaBaHe Ha yPOLUTE B aHTAXHPAIl ¥ MOTHBHpAI KOHTEKCT, T) BKJIIOYBAaHE Ha
MIPEIN3BUKATEIICTBA 32 CTYACHTUTE IPH MHXKEHEPHUS AU3aiH WIH peIn3aiiH, 1) ydeHe upe3 MeTo1a
Ha npobarta u rpelikara U €) ak[eHTHpaHe BbpXy padoTara B €KHII.

Teopernunata pamka pHKOBOIM H3CIEABAHUATA, KOUTO C€ OCHIIECTBIBAT B PAMKHUTE Ha
npoekT TLIT4U, u onpexnenst kou KOHUENIMU Aa ObJaT 00XBaHATH M Kak Ja ObJaT U3MEPEHH.
[Ipemiara o0mo mpencTaBsHe Ha Bpbh3KaTa MEXAY HEIIaTa M € B MHOTO IMO-TOJSIM Mamniad Ha
pesomorus. Ts ce ¢oKycHpa BBpPXY CHIIECTBYBAIM M HW3IUTAHH BBB BPEMETO TEOPUU H
ne(GUHATIN HA TPAHCTPAMOTHOCTTA M BKITIOYBA TEKYIIOTO CHhCTOSIHUE Ha HEMIATa U Pe3yJITaTUTE
OT pa3iMYHU H3ClieBaHus. B mpoekTa nMame TpH KOHTEKCTa: TEXHOJIOTUYCH, IeJarOrTH4ecKy 1
KOHTEKCT Ha OuOIMOTeuHO-MH()OPMAIIMOHHUTE HAayKd, Taka 4e € HeoOXOAMMO MHEHHsSITa Ha
U3cleioBaTeNnTe Ja ObJaT ChriIacyBaHM OT TJI€HA TOYKAa Ha pa3NuyHU chepu Ha HayKarTa.
OnuTBaiiku ce 1a chOepeM OonpeaeNeHNEeTO 32 TPAHCTPAMOTHOCT U CBBP3aHUTE KOMIIETEHIIUH B
HayyHaTa JUTepaTypa, pa3paboTMXMe MaTpulla, KOATO Ja C€ M3MOoN3Ba 3a AeuHHpaHE Ha
TeopeTnuyHata pamka Ha mnpoektr TLIT4AU (Tabmuma 1. KoHTmHyymM Ha pururtagHaTa
YBEPEHOCT/TPaHCTPaMOTHOCT). TeopeTrHuHaTa paMKa BKIIFOYBA PA3JINYHH €IEMEHTH, KOUTO MOTatT
1a ObJIaT OTKPOCHH OT KOHIICTIIIUUTE 32 MHPOPMAIMOHHA B TU(PPOBA TPAMOTHOCT U 32 TUTHUTAIHA
YBEPEHOCT.
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Tabnuya 1. Konmunyym na oueumaniama y8epenocm/mpancepamomuocm

KOMIIETEHIIUAN Hepunnums

JOCTBII CnocoOHocCT 3a uIeHTUGHIpaHe 1 HAMUpaHe Ha HH(POPMAaIHSL.
(MudopmarmonHa rpaMOTHOCT U
yMeHus 3a paboTa ¢ JTaHHH)

NHOBALIMN CrnocoOHOCT 3a KOMYHUKUpaHE, B3aUMOJICHCTBHE U Ch3/[aBaHE Ha
(Komynukupane, B3anmMoaeicTBHe, CBIBPKaHUE UPE3 U3IIOI3BAHE HA TEXHOJIOTHU.

Ch3JIaBaHE)

TEXHOJIOI' M1 CrnocoOHOCT 3a U3MO0JI3BaHe Ha TEXHOJIOTHUH U OCh3HAaBaHE Ha
(YmpaBneHue Ha TEXHOJIOTUYHATA BBIIPOCUTE HAa KHOEPCUT'YPHOCTTA.

CUTYPHOCT)

KOI'HUTUBEH ACIIEKT YMeHus 3a KpUTUYHO MUCIICHE U KPUTHUYEH aHAJIU3, BKIIFOUUTEIIHO
(PazpemaBane Ha npoOiemu, aKTHBHO TPAXIaHCKO Ch3HAHHE.

KPpUTUYHO MHUCJICHEC, AaKTUBHO
Ipa)kJaHCKO Ch3HaHUE)

OBYYEHUE CrocoOHOCT 3a yUeHE U MPEerojaBaHe Ype3 U3M0JI3BaHe Ha
(OOyuenue, mpenoaBaHe, M3pa3siBaHCHA | TEXHOJIOTHH; MPAKTHKH, CBHP3aHH C M3pa3sBaHE Ha CTAHOBHIIA.
CTaHOBMIIIA)

CBBP3BAHE Cnoco6HocT 3a pa30upaHe B AbI00YMHA Ha WACHTU(DHUIUPAHUTE U

N3MOJI3BaHU PECYPCH.

N3CIAEJOBATEJCKHA METOAN

B pamkure Ha npoexkt TLIT4U e mpoBeaeHOo u3ciieBaHE ChC COHAAKEH XapaKTep cpej
cTyaeHTH oT buarapus, Utanus n @uHian s 1o BpeMe Ha CIeMalHO OPraHu3UpaHu ChbOUTHS B
TPUTE IbpKaBU (CEMMHAPH IO JUTUTATHA YBEPEHOCT), KbJETO Ca AUCKYTUPAHH PEAMIIa BHIIPOCH.
Cpen TsX HaMHUpaT MSCTO U Te€3U, CBbpP3aHU ¢ 0A30BUTE YMEHHS 32 KOMYHHUKalMs U paboTa B
ChTPYJIHUYECTBO, CbH3/1aBaHE€ HA JUTUTAIHO CBhIbpPXKAHUE, CUTYPHOCT Ha HHGMOpManuAra,
pelaBaHe Ha MpoOJIeMH, KOUTO KOPECTIOHAUPAT € Bb3TJIEIUTE 3a TPAHCIPAMOTHOCT.

Ilo Bpeme Ha IbpBUS €Tall Ha IPOEKTA € POBEIECHO U3CIIEBAHE ChC COHIAXKEH XapaKTep Cpes
OBJArapcky, UTATMAHCKU U (UHIAHJICKU €KCIEepPTH (YHMBEPCUTETCKHU IPENoAaBaTelld, YUYUTelu,
6ubnuoreynu cneuuanucty). Coruosnoruyeckara HHGpOpMaIus oT padoraTa C 1iesieBaTa rpymna e
HaOpaHa 4pe3 MeToJla Ha AbIOOYMHHOTO MHTEPBIO, KAaTO IIE]ITa € J1a C€ MPOYy4YH OTHOIIEHUETO U
BB3IPUEMAHETO Ha M3CJe/IBaHaTa rpyna KbM OOYYEHHETO Mpe3 LEIus UBOT U MICTOTO Ha
TEXHOJIOTUUTE OT HOBO IOKOJIEHWE B JKMBOTa W paboraTta Ha oOpa3oBaTeHU M KYITYPHH
UHCTUTYIUU. CTPYKTYpUPAHUIT BBIPOCHUK BKJIHOYBA OJIOKOBE OT BBIPOCH, Ype3 KOUTO Ja Ce
U3BJIeYe MHEHUETO Ha IOKAaHEHUTE EKCIIEPTH 3a PAa3JIMYHU ACTIEKTH OT CbBPEMEHHUS )KUBOT: MACTO
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Ha TEXHOJIOTUUTC, HeO6XO,Z[I/IMI/I YMCHHUA, BSaHMOﬂCﬁCTBHC MCXKAY MHCTUTYLUUUTE U T.H., KOUTO Ca
BA)XXHHU OT I'I€AHA TOYKaA HAa BCC ITO-rojisiMaTa CBbP3aHOCT MEXAY PA3JIMYHUTE cq)epn Ha I[GﬁHOCT.

PE3YJIITATU OT NPOBEIEHOTO WUM3CJIIEABAHE CPEJA CTYJIEHTU

N IMPENNOJABATEJIN

Mepauitnata U uHQOpMallMOHHATa TPAMOTHOCT B CHBPEMEHHUTE YCIOBUS ca KpalHO
HEJOCTaThUHU, 3a Ja ObJEM aJeKBATHU M KOHKYPEHTOCIOCOOHHU. 3a Ja yCTaHOBUM JOKOJIKO
ObJATapcKUTE CTYOEHTH BB3IPHEMAT KOHLENIUATAa 3a HaArpaxkgaHe Ha IOHATHUATA
(nH(pOpPMAIIOHHA TPAMOTHOCT, KOMITFOTHPHA IPAMOTHOCT | T.H.), UM O€ 33J1a/IcH BBIIPOC, CBHP3aH
C OCMHCIISTHE Ha CHABPKAHUETO Ha JAPYr TEPMHH — JUTHTAHA TpaMOTHOCT. [IpeobnamaBamara
9acT OT PECHOHICHTUTE Pa3TJICKIAT BBIIPOCa SAHOCTPAHYUBO U TBBPAC OYKBaITHO U MOPAIH TOBA
HE € U3HEHA/a, Y€ OTTOBOPUTE MM Ca CBBP3aHHU CaMO C MPAKTHYEeCKaTa MOJArOTOBKA U YMEHUS 3a
W3IMOJI3BaHE HA TEXHUUECKUTE CPENICTBA: ,, KOMNIOMbPHA 2PAMOMHOCH ', ,, YMeHUs 0a pabomum ¢
komntomwp “, ,,nosnanus 8 UT*, ,,0a cu nHasvmpe ¢ unmeprnem Hewama ", ,,cnocooHocm oa ce
nonzeam UKT*. JIpyra roiasima 4acT OT MHEHHUSTA Ce OTHACAT 10 MH(POPMAIIMOHHUS XapaKTep Ha
TepMHHA, KOWTO CTYACHTUTE TMPEACTABAT MO CIEIHUS HAUUH: , KPUMUYHA OYEHKA Hda
uzmouHuyume “, ,, yMeHus 3a J0OKAIUUpane u u3noi3eane Ha uHgopmayuama*, , pasiuiaeane Ha
ucmuuckama ungopmayus om ganwueama’, ,, ymenuemo oa cu cayxcuut ¢ e-uzmoynuyu . Ilo-
KOMIUICKCHO pa3OupaHe € JEMOHCTPUPAHO B HIKOJKO MHEHHS, KOMTO ce o0oOImaBaT Taka:
,,NO3HaB8ane u ysepeno bopasene ¢ ungopmayuonnu pecypcu u mexnonozuu ‘. PazOupa ce, He
JUTICBAT U TBBHPJIE KIUIIUPAHU OTTOBOPH: ,, KOMHEMEHYUU 8 OUSUMANHUs cesam *, ,,00cma 8adiceH
acnekm om H#Cusoma Ha OHewHus 4oeex * Wi Hepa3dbupaemMoTo 3a Hac ,,da “.

OUHIAHICKUTE CTYACHTH pa30upaTr JUTUTATHATA TPAMOTHOCT KaTo CIIOCOOHOCT U YMEHHUS 32
ThPCEHE, KPUTUYHA OIIEHKA M aHaIW3 Ha MHGOpMAIs, 3a WU3MOI3BaHE HA PA3IUYHU HUPPOBU
WHCTPYMEHTH M pabota B mudpoBa cpema. Te MOTUBUPAT MHEHHUSATA CH IO CJICIHUS HAYWH:
., YMEHUAmMa 3a yughpoeo uemene ca c8bP3aHU ¢ pazdUpanemo Ha 00CMO8epHa U HeOOCMO8EPHA
ungopmayusi u cnocobnocmma oa ce paziudasam, ,,0a Modxce O0a ce yeme, 6b3npuUeMda U
ananuzupa yugpoe mexcm, uzobpadcenue, 2nac u 36yK“, ,,0a ce U3NON3BAM OUSUMATHU
UHCmMpymMenmu, nAam@opmu u Mamepuany, 3a 0a ce cvb30asam HO8U Hewa ', , Kanayumem 3d
KpUMU4HO UHmepnpemupane Ha mexcmose 8 yugposa cpeoa *“.

Tbii KaTO Pa3BUTHETO U HATPEABKBT CE OMPEIENAT U HAIIPABISABAT OT HayKaTa M YUCHHTE, Ha
CTyIEeHTHTE O€ 3aJa/IeH BBIIPOC C IPOEKTUBEH XapakTep, YUSTO 1ell Oe a ce YCTaHOBU TSIXHaTa
BHU3HS 32 HAYYHOTO M3Clie[iBaHE. B mo-romsiMaTta 4acT OT M3pa3eHUTE OT OBJITApPCKUTE CTYIECHTH
MHEHUS NpoJinyaBa pa30oUpaHETO 3a CIOXKHOCTTA Ha MPOIIeca: ,, CbOUpaHe Ha pasiudHy OaHHU 3a
obekma Ha uscneosaremo“, , haxmu u HO8U 3HAHUS UNU CUCMEMAMUYHOMO UM CbOUpane u
ananuz’, ,,npoyusame, amaiuz u npogepka Ha OaumHu ‘. HAKOM pECTOHAEHTH TPATUIIMOHHO
M3MOJM3BAT 3aydeHHu (pa3su U oOmm (HOPMYIHUPOBKH, C KOUTO Ja HU3PaA3IT MHUCITUTE CH —
,, PUNIA2aHemo Ha HaAy4YHU Memoou 3a uzyiaeane Ha newo ', ,, npoyec “‘ 1 CXOJHU Ha TAX.
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AnketnpanuTe (UHIAHIACKM CTYICGHTH pa3Oupar moOpe mpoleca Ha HU3CIEIBAHE KaTo
JICWHOCT, BKJIIOYBAIla HSIKOJIKO e€Tama, Ccpel KOWUTO: H300p Ha Tema, (opMmyiupaHe Ha
M3CJIeIOBATENICKH BBIIPOCH, ThPCCHE Ha MHPOPMALIUS U HEHHUSI KPUTUYCH aHAIIN3, KOMOUHUPaHE
Ha uHGpOpMAIKs, TPOBSKIAHE HA W3CIEIBAHE C TOMOIITA Ha OMNPEACICHH HW3CIIEeOBATEICKU
MeTonu W (opMylHpaHe Ha W3BOAM W/WIM TPENOPHKH, HACOKHU. MHTEpecHO e, ue HSIKOW OT
PECTIOHJICHTHTE CIIOMEHABAT, Y€ CIIOACISHETO Ha PE3yATaTHTE OT HW3CICABAHMITA W HOBATa
uHpopManKs ca HEM3MEHHA YacT OT M3CIIEA0BATEICKUS MPOLEC: ,, BUNHCOAM Npoyeca no CleoHus
HA4uH: U3GIUYAHEe HA UHGOpMAYU, aHaIu3 Ha uHdopmayus, cvb30asane Ha HO8A UHDOpMAYUs U
cnooenane Ha HO8A UHGopmayus WM ,,3a0a8ame U3C1e008AMeENCKU GbNPOCU, Onpedeisime
Memooume 3a U3BIUYAHE HA UHGOPMAYUs, AHATUZUPAME NOYYEHAMA UHPOpMayus ¢ NOMOuma
Ha onpeodeiien Memoo, hopmyaupame 3aKm0UenHus U oyeHasame npoyeca Ha uzcieosane. Haxpas
nybnukysame pesyimamume . VIHTEpeCHU ca W JIPYrH HM3Ka3aHU OT (DMHJIAHICKHTE CTYICHTH
MHEHHSL: ,, IPOYECbM HA U3CTe08aHe e C8bP3AH C ONpedesiHe Ha Mo8d, KOemo UcCKame 0d 3Haem u
pasbepem, Kak we OoocmucHem 00 Heobxooumama uHpopmayus u KaKeu Memoou ca Hau-
nooxooawu 3a yearma. OceeH mosa 8ajxtceH ACNeKm e U KOJIKO XOpa/uzciedogamenu pabomsm
8bPXY €OUH U Cbl Npobrem, mbvl Kamo me 2eHepupam nogeue uoeu U MHEHUs, U NO360/6d
8bNPOCHLM 0a OBOe paseiedan Om BCUYKU CMPaHu‘’; ,,npoyecvbm HA U3CAe08aHe BKIHEA
U3YHaBAHEmo Ha ONpedeneHo saslleHue, 3a 0a ce Hamepu Ho6a uHpopmayus 3a He2o. H3zciedsanemo
€ MHO2OU3MEPEH Npoyec, upe3 KoUumo ce cb30a6a Ho8a uHgopmayus .

OtroBopute Ha cTyAeHTuTe B MTanus ce 0600111aBat no OTHOIIEHUE HA TUTUTATHA YBEPEHOCT,
CaMOOIICHKA, OCBEIOMCHOCT W MHOBAIMH. 3a J]a pa3depe BB3MPHUATHETO 32 YBEPEHOCT, EKUITBT Ha
MPOeKTa ChOpa JaHHW OT TPH JONBIHUTEIHA BBIIPOCHUKA: yMeHUs, HeoOxoammu 3a XXI B.;
YBEPEHOCT TI0 OTHOIIICHWE Ha MHU(PPOBUTE TEXHOJIOTUU W JUTHTATHA TpaMOTHOCT. [lo-ronsmara
4acT OT CTYACHTUTE CMSTAT, Y€ HEOOXOAMMOCTTa OT yMeHus 3a XXI B. € mpeAruMHO 3a TaKuBa,
CBBp3aHH ¢ TeXHOoJoruuTe. Hsima chrimacue OTHOCHO MEKUTE YMEHUs, HO MHO3HMHA CMSTAT, Y€ TOBa
ca comuanHu ymenus (28). JlururajgHata IpaMOTHOCT € OIlCHEHa OT 27 PECIOHICHTH Karo
CIOCOOHOCT 3a TOBa Kak Jia ce oleHsBa nHpopMmaiusaTa. ChlllecTByBa ChIlackue MO0 OTHOUICHHE Ha
BJIQJICCHETO HA MIU(POBH TEXHOJIOTHH, U3pa3eHo oT 29 pecrioHAeHTH. CTIOPE]T TSIX TEXHOJIOTUIHHUTE
YMEHHS ca OCOOCHO IICHHH, 3aeJHO C YMCHHSATA 3a COIMAJIHA KOMYHUWKanus. JurmramHata
YBEPEHOCT C€ BB3IPHEMa KaTO JIOOOMHUTCTBO, KOMYHUKAIHS, KPEaTUBHOCT, WHOBAIUS, KaTO
BCUYKM AaCIeKTH ca OIICHCHH OT cryaeHTuTe. OONacTuTe C MO-TOJIIMO BB3JCHCTBHE ca:
CIOCOOHOCTTA 32 aHaJTM3UpPaHe Ha JaHHU U 32 e(peKTHBHA KOMYHUKAIIHSL.

WrtanuaHckuTe CTyIeHTH, OTTOBAPSIIH Ha BhIIpocHUKA 3a pamkaTta Ha ACRL (Association of
College and Research Libraries), ca cbriiacHu 3a BaXXHOCTTa Ha MH()OPMAIIMOHHUTE YMEHUS, KaTo
ca Hanwie ABe M3KIroYeHHs. [IbpBOTO € 3a JeMOKpaTHYHHS acnekT Ha MUu(POBHUTE yMEHUs, a
BTOPOTO € CBBP3aHO ChC CIIOCOOHOCTTA 3a MOBTOPHO M3ITONI3BaHe Ha MH(OpMAIHS 3a Ch3[aBaHe Ha
HOBO chabpkanue. Oxono 46% OT PECHOHICHTUTE HE BKIIIOYBAT IMOAXOAA 3a JEMOKPATHYHO
ydacThe B JIMTUTAIIHATA TPAMOTHOCT. He BCHYKHM MOTBBPIKIABAT, Y€ ca CIIOCOOHU J1a M3IOJI3BaT
noBropHo uHpopmarms. [loBeuero ot pecronmenture (93%) ca yBepeHH, 4e 3HAAT Kak Ja
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HAMHpaT M YOpaBisBaT WHGOpMANMA M JAaHHH, KaKTO M Y€ MNPUTEKaBaT CHOCOOHOCTTa Ja
KOMYHUKUpPAT OHJIAlH M Ja Cb3/JaBaT HOBO ChIbpKaHUE. Te3u yMEHHS ca HIMPOKO
pasnpoCTpaHEHHu, 3aeJHO C TEe3M, 3acsAralld CUTYpPHOCTTa, HO KM JIMIICBAT YMEHMs 3a
IIporpamMMpaHe U MpujiaraHe Ha aBTOPCKH IIpaBa.

WuoBanuuTe B chepara Ha XyMaHUTAPHUTE U TOUHUTE HAyKH, TIOBIMSHU OT TEXHOJIOTUUTE, CE
pa3bupar no6pe B Mranus, Ho uudpoBaTa TpaHCPOpMaLUs Ha HayKaTa € Hermo3HaTa. Beuuku ca
CBIJVIACHH C OTIpeNeIeHneTo 3a IudpoBu xymanutapau Hayku (Digital Humanities). MnTepecen
acrekT e, 4ye 96% OT pecrnoHAeHTHTE NPU MHTEPIPETUPAHE HA IU(PPOBUTE XyMaHUTAPHU HAYKH
MMaT MPEABUJ THPCCHETO Ha MH(POPMAIIHS, a HE METOAUTE 3a akageMuuHo uscnensane. Camo 34%
OT cTyaeHTuTe B MTamusi oTroBOpuxa Ha BBIIPOCHTE 32 BH3HUKBAIIUTE TEXHOJIOTUU (M3KYCTBEH
MHTEJIEKT, BUPTyallHa U CMECEHa PEaJTHOCT U JIp.), HO BCUYKHU OTTOBOPH Osixa chabpkaTenHu. [lpu
aHaJIM3a Ha J1aJICHUTE OTTOBOPH Oellle KOHCTAaTUPaHO, Ye CTYJCHTUTE U YUYSCHHUIIUTE IEMOHCTPUPAT
3anbiboueH uHrepec kbM STEM oGpazoBanuero.

[lo oTHolIeHME Ha B3aUMOBpPB3KATa MEXAY MOHATHATA MHPOPMALMOHHA M JUTHUTAJIHA
IpPaMOTHOCT, 00pa30BaHUETO U OMOIMOTEKUTE eKcrepTuTe oT UTtamus croxensr, ye o0ydyaemMuTe
TpsiOBa J1la MMaT yMEHHUs 32 WACHTU(HUIMpAHE, W3MOJI3BAaHE M OICHKA Ha MH(POPMALMOHHUTE
pecypcu, KaTo JOIMbIHEHHE Ha HEOOXOJMMOCTTa J1a KOMYHUKHPAT U Ja Ch3/1aBaT HOBH PECYPCH,
M3IIONI3BAWKHA TOIXOAANIM TexHoJoruu. ChINo Taka Te TpsAOBa J1a MMAaT CH3/1aJCHH HABUIM 32
caMocCTosiITeNTHa padoTa U KPUTHYHO MHCJIECHE. TOoBa MHEHHE € CIOACICHO U OT (PMHIIAHICKHUTE
CIELIUAIUCTH, CHOpE]l KOUTO OT CTYAEHTHTE CE€ OuYakBa Jia Morar Ja TbhpCsT, aHaJIU3UpaT U
UHTEepOpeTHpaT HH(poOpManMs, KaKTO W Ja OOIlyBaT C IOMOINTAa HA pPA3IUYHU IUPPOBU
uHCTpyMeHTH. Te TpssOBa 1a MoraT Jja M3IM0JI3BAT T€3U HHCTPYMEHTH, 32 J1a Ch3/JaBaT HOBU 3HAHMS
B COOCTBEHHTE CH M3clieBaHUs (0aKalaBbpCKU M MAarUCThPCKH TE3H), KaTO MO3HABAT PUHIIUITUTE
Ha eTUYHOTO I0JI3BaHe Ha MHQopMaIyst. MynTHrpaMOTHOCTTA M MEMITHATa TPAMOTHOCT Ca BaXKHH
TEPMHUHH B y4eOHHUTE POrpaMu Ha (PUHIIAH/ICKOTO OCHOBHO 00pa30BaHUE U OT YHUBEPCUTETCKUTE
MperoIaBaTeNld ce OYaKBa Jia TW mo3HaBaT. Kato mpobiem ekcriepTuTe OTKposiBat (hakrta, uye He
BCHYKH OOYYUTETM WMAaT HEOOXOIWMHUTE YMEHHs Ja WHTETPUPAT KOHIENIMUTE 33 MYITH- U
MeuiHA TPaMOTHOCT B MPEMOaBaHETO.

Cnenuanucrure ot beirapust BuxiaT B3auMOBpb3KaTa MEX/1y HOHATHUATA ,, AHPOPMALIMOHHA*
U ,,JUTUTaJIHA TPaMOTHOCT®, 00pa30BaHUETO M OMOIMOTEKUTE Hal-4ecTo MO CIEAHMS HAuuH: ,, 8
oubruomexama obpazoeanuemo u 0éama 6uoa cpamomuocm cu oasam cpewja . Cropen TIX
WHPOPMAIIMOHHATA TPAMOTHOCT € He00XO0IMMO J1a IPOIBJDKH J1a Ob/Ie 4acT OT YUeOHUTE TPOTpaMu
U MIPOBEXKIAHOTO 00YUYEHHUE, 3aIL0TO ,, M5 € OCHO8AMA HA OULUMATHANA 2PAMOMHOCH — YMEHUEemo
0a ce ognaossam udeu, 0a ce oucKkymupam npoonemu, oa ce meopu ‘. Te momuepraBar CbIIlo, Ue B
y4eOHHTE TPOTpaMH Ha YYHIWIIHO W YHHBEPCHUTETCKO HHBO JOpPH € HeoOXoauMo na Obie
3aJI0)KEHO MHOTO I10-CEPHO3HO M OOCTOWHO OO0y4eHHeTo Mo MHGOpPMAlMOHHA M JUTHTAIHA
I'PaMOTHOCT, KOETO I1I€ TOMOTHE C ,,.IeKOMa U Y8ePeHOCm Xopama 0a Hamupam nbm 3a peaiu3ayus
u ycvevpuiencmeare. Cropel pecrnOHIEHTUTE OUOIMOTEKUTe KbM 00pa3oBaTEHUTE
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WHCTUTYIUU (BHUCIIUTE YYWIHINA, a BCE TMO-YECTO W YYHJIHIIHUTE OMOIMOTEKH) MPOBEXKIAT
[[EJIEHACOYeHN OOYyYeHHUs Ha ydaulute 1mo MH(OpMAIMOHHA W JUTMTAallHA TPAaMOTHOCT, HO 3a
chbXKalleHHe, B bbiarapus Te He ca 0COOCHO MOMYJSIPHU BEPOSTHO MOPAAU HEAOCTATHYHOTO
pa30bupaHe Ha TSIXHOTO 3HAYCHHE.

JNurutanHara yseperoct (Digital fluency) e cpaBHuTenno HOB TepMuH. 3a pasiauka OT
JUTUTATHATA TPAMOTHOCT, KOSITO € pa30upaHe Kak Ja ce U3IOJI3BAT TEXHOJIIOTUUTE U Pa3IHIHUTE
WHCTPYMEHTH, JUTUTAIHATA YBEPEHOCT € CIIOCOOHOCTTA Jia Ce Ch3/IaBa HEIIo HOBO C TsAX (HOBa
nH(opManus, HOB TpoaykT). Ha BbIpoca kak BKaaT posisTa Ha OMOIMOTEKWTE/ydWIvIaTa H
YHHUBEPCHTETUTE 332 (POPMHPAHETO HA JIUTUTAIHA YBEPEHOCT Y MOTPEOUTENNTE, EKCIEPTUTE OT
Wranmust cMsATaT, 4e Ch3/1aBaHETO Ha OPUTMHAIHO ChIbPKAHUE HE € OTPAHHYCHO SITUHCTBEHO 10
MO3HABaHETO Ha TexHosoruute. Crnopes Tax € He0OX0IUMO /13 Ce MOTYEPTAAT IIeNTa U MPEAMETHT
Ha U3CIIEIBAHETO, a HE CaMO J1a Ce BJaJiee MOAXO/IIA TEXHOIOT U 3a Ch3/IaBaHe Ha ChAbP)KaHHE.

BearapckuTe ekcriepTy cMATaT, 4€ 00YYCHHUETO U B YUUJIMILATA, © B YHUBEPCUTETUTE BCE OIIIE
HE HAChbpyaBa M HE € JOCTATHYHO OOMIMPHO IO OTHOLIECHHE HA MPUA0O0MBAHETO HA YBEPEHOCT 3a
W3II0JI3BAHETO HA TEXHOJOTMHTE W PA3JIMYHUTE MHCTPYMECHTH 3a Ch3JaBaHE Ha HOB INPOJYKT.
bubimorekuTe 1 yHUBEPCUTETHTE € HEOOXOAMMO J1a Ch3JIaBaT Cpe/ia 3a Pa3BUTHE Ha JUTUTaTHATA
IPaMOTHOCT M JUTUTAIHATA YBEPEHOCT, KaTO MpeJylaraT TOBa Jia CTaBa 4pe3 OCHINECTBSIBAHE Ha
NpOy4YBaHHUS 332 HEOOXOAMMOCTTAa OT OOy4YeHHE 3a pPa3BUTHE Ha JUTHUTAIHA TPAMOTHOCT U
IUTUTaTHA YBEepeHoCT. ExcnepTuTe mpemnophyBar U Ch3JaBaHETO Ha MEPCOHATM3UPAHU yIeOHU
IUTAHOBE W TMPOrpamMH CIOpEI PaBHUILETO HAa pa3BUTHE HA JUTHTAIHATAa TPAaMOTHOCT Ha
CTY/ICHTHTE.

Konnenmusta 3a qurutaiHa yBepeHOCT He ce Npwiara BbB (DPMHIAHICKaTa 0Opa3oBaTeilHa
cucrema. Kato ocHOBa 3a yueOHUTE IJIAHOBE CE B3eéMa TEPMHHBT MYJITHTPAMOTHOCT.

Excneptute OT TpHUTE ABPIKABH Ca 3alIUTAHU 32 3HAYMMOCTTA Ha TEXHOJIOTUUTE B cepaTta Ha
00pa30BaHUETO M HAYYHUTE U3cieIBaHus. Beuuku ca 00eIMHEHN OKOJI0O MHEHHETO 3a KIIFoUuoBaTa
poJisi Ha TEXHOJOTHUTE HE caMO B OOpa30BaHMETO, HO W BBB BCHYKH OCTaHAIM cdepu Ha
OOIIEeCTBEHHS >KMBOT, KOETO KaTEropuyHo Oe 1oka3aHo mo Bpeme Ha KoBua mnanmemwusrta.
WranuaHcKuTe PEeCHOHICHTH JIOITBJIBAT, Y€ TEXHOJOTHHUTE IPOMEHST HAaYMHA Ha TPETOJaBaHe,
CTHUMYJIUPAT JTIOOONMUTCTBOTO, yYACTHETO M aKTHBHOTO YYEHE, HO € BaXKHO CHIO U OOYUUTEITUTE
(yuutenu, npemnojaBaTesny, OMONMOTEKapd M Jp. CIEUHUAIUCTH) JAa MO3HABaT MOJXOMASIINTE
WHCTPYMECHTH.

Bbe Ounnanaus mudpoBUTE TEXHOJOTHH Ca YacT OT €KEJHEBUETO: paboTa, MpernoaaBaHe,
oOyuenue u uzcneapanus. Cropea MHEHHETO Ha (PUHIIAHACKUTE EKCIIEPTH YUUTENNUTE, CTYICHTUTE
u OnbnroTekapuTe TpsiOBa Ja MO3HABAT | J1a MOTAT Jia M3M0JI3BaT HAIMYHUTE HHCTpyMeHTH. OCcBeH
TOBa TIOJYEpTaBaT, Y€ MU(POBUTE TEXHOJOTMH HAChpPYaBaT JOCTHIIA 32 XOpaTa C yBPEKIAHHUS.
Karo mpenm3BHKaTelncTBO Te BWXKIAT HE CaMO H3Yy4aBaHETO Ha HOBHUTE TEXHOJOTHH, HO H
pa3BHBaHE HA KPUTHYHOCT KBM THX.

ApryMeHTHpaHUTE MHEHUS Ha OBITAPCKUTE EKCHEePTH TMOIKPEMSIT CHOJEICHOTO OT
(UHIAHICKUTE U UTATMAHCKUTE CIEIHAUCTH, HO CBIIO TaKa 3acsAraT U HIKOJIKO JPYTU acleKTa:
B 00pa30BaHHETO TEXHOJOTUUTE JaBaT Bb3MOXKHOCT 3a MPEJCTaBsIHE HA MaTepuasia Ha y4YalluTe
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II0 MHTEPECEH, 3aBJIafsABal] U 3alOMHALL ce HaduuH. CHopen TAX peaau3upaHeTo Ha Uaedra 3a
MKOHOMHKA, 0a3upaHa Ha 3HaHME (M B YAaCTHOCT Ha OOYYEHHUETO, NMPOIbIDKABAIIO Mpe3 LEIus
AKHBOT), € HEMHCIMMO 0€3 TEXHOJOTHUTE B c(hepuTe Ha 00pa30BaHUETO U HAYUYHUTE U3CIIEBAHMUS,
JOM'BJIBAKY, Y€ MHOBAIIMUTE B HAyKaTa HE OMXa MOTJIHU J]a Ce OCBIIECTBAT 0€3 M3MOJI3BAHETO Ha
CBbBPEMEHHUTE UH(OPMAIIMOHHH U KOMYHUKALIMOHHU TEXHOJIOTHH.

HoBure TexHOMOTHM ca ABMKEUIUAT (DaKTOp 3a pa3BUTHE Ha MHOBAIIMU BB BCUUKH cepu Ha
€KEIHEBHUS U MPO(PECHOHATICH )KUBOT. Te N3MCKBAT HEMPEKBCHATOTO YCBOSIBAHE HA HOBU YMEHHS,
KOHUTO Ja ObJaT MpujaraHu Ha TEOPETUYHO U Ha MPAKTHYECKO HUBO. AKTUBHOTO HU y4yacTue B
IIPOLIECUTE HA YYEHE Ipe3 LeJHs KUBOT € €AMHCTBEHAaTa rapaHuus J1a NPOAb/DKUM Ja ObaeM
IPUCIIOCOONMU U KOHKYPEHTOCIIOCOOHM B YCIIOBUATA HA MIOCTOSTHHU IIPOMEHHU.

KOHIEIITYA/IHA PAMKA

Bb3 ocHOBa Ha KOHCTaTallMUTE OT MIPOBEIECHOTO U3CIEABAHE CPEJl MPENOJABATEINTE CKUIIBT
Ha [MPOEKTa Ch3/ajie KoHLenTyanHa pamka (Tabnuia 2), BbpXy KOSTO J1a ¢e ChbCPEIOTOYN aHATHU3BT
U OoyakBaHWTE pe3ynraru oT nbpBus eran Ha TLIT4U. KonuenTyanHusT MO/EN ce OCHOBaBa Ha
amantupad STEM monen 3a 6asupaHo Ha urpu oOydeHHE 1O TPAHCTPAMOTHOCT 32 CTYACHTH U
BB3PACTHU 00y4aeMH, KaKTO U Ha IPOEKT 3a yuyeOHa IIporpama.

Tabnuya 2. Konyenmyanna pamka, 6a3upana Ha 6b3npusimusma Ha npenooasamenume

IPaMOTHOCT 1
ym™meHus 3a pabora

3HAHUATA U YMEHHATA, TTOJTy4eH
OT MPEIUIIHO O0yUYCHHUE U OT

rPaMOTHOCT KaTo
CIIOCOOHOCT ¥ YMEHHUS J1a

KOMIIETEHIIUHA | UTanus dOunaanaus Bbarapus
JOCTBIIT CryneHTuTe uBaT B CryneHrure pa3oupar
(UuadopmarmonHa YHUBEPCUTETA C OITUT B JUTUTATHATA

HEHaJIeKTHA HH(POPMAIIHSL.

CIaHHM) ceMeiHaTa cpeza. TBPCAT, 1a OLCHSABAT
KPUTHYHO, 113
OT cTyneHTHTE ce 04YaKBa Ja HUHTEPIPETHPAT U
MOraT Ja HACHTU(QHIUPAT, aHAITM3HPAT
W3I0N3BAT U OLCHIBAT PECYPCH. uHpopMauus, aa
OcBeHTOBa Te TpsiOBa 1a U3I0JI3BaT Pa3IuIHU
KOMYHHKHUPAT U J1a Ch3/1aBaT HOB | JUIMTAIHK UHCTPYMEHTH
pecypc, U3NONA3BalKK MOAXOSIIN | U a padoTAT B IU(ppoBa
TEXHOJIOTHH. cpena.
MHOBALIMN Crynenture Tpsi6Ba 1a Ob1aT CrynenTure TpsiOBa 1a
(KomyHukupane, ABTOHOMHH U J]a UMAaT MOTar Jia U3I0J3BaT
B3auMo/ieiicTBHE, KPUTUYHO MHUCIIEHE, 33 Jia Ce pa3IuuHU AUTUTAITHHA
Ch3/1aBaHE) NPEA0TBPATH JOCTBIBT JI0 WHCTPYMEHTH U Ja

Cb3/1aBaT HOBH 3HAHUS
B COOCTBEHHUTE CH
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JururanHara rpaMOTHOCT
TpsiOBa 1a ObAe BKIIIOUYEHA B
ydeOHaTa mporpama 1 BbB
BCUYKH y4COHU MPEIMETH.

[Ipenonasarenute n
OoubmmoTekapure,
MIPOBEXKIAITN 00yIeHHE,
TpsiOBa /1a M3y4ar
CBIIECTBYBALIUTE TEXHOJIOTHH
U 11 3HaAT 310
TEXHOJIOTUUTE MOTaTa ce
M3I0JI3BAT B MPEINO/IaBAaHETO U
YYEHETO.

N3CIICIBAaHUS
(bakanmaBbpCKU U
MarucTbpCKH TE3H),
II03HABaUKH
MIPUHIMAIUTEHA
€TUYHOTO U3II0JI3BaHE
Ha HHOpMAIHITA.

TEXHOJIOI' M1
(YmpaBnenue Ha
TEXHOJIOTUYHATa
CUTYPHOCT)

TexHonoruure NPOMEHIT
Ha4YMHA Ha MPENoaBaHe,
CTHMYJIMPAT JIFOOOUTCTBOTO,
Y4acTHETO U aKTHBHOTO
IPENnoJaBaHe.

[IpenonaBarenute TpsOBa Ja
3HAAT Kak Ja U3M0JI3BaT
HAJIMYHUTE HHCTPYMEHTH.

Chb31aBaHETO HA HEIIO
OpPUTHHAITHO C TIOMOIIITA Ha
TEXHOJIOTHH HE c€ OTpaHUYaBa
IO TI03HABAHETO HA
TEXHOJIOTHATA.

HeO6XOJlI/IMO € Ia C€ JOKaarT
OejTa 1 3a1a4uTC Ha
H3CJICABAHETO, 4 HE CaMO Ja C€
3HAC KaK Ja C€ U3I10JI3Ba
noaxozadaniara TEXHOJIOTUsA 3a
Cb31aBaAHC Ha CbABbPIKAHUC:
TOBa C€ OTHACA KaKTO 3a
CTYACHTH 110 HHXXCHEPHU
HayKH, TakKa 1 3a CTYJACHTH OT
XYMaHUTApHU CICIIUATTHOCTH.

udposute
TEXHOJIOTHH Ca YacT OT

€KCIHCBHUETO BB
dunnangus 1 ca
CBBp3aHH ¢ paboTara,
MIPETnoaBaHeTo,
Y4E€HETOU
W3CIICIBAaHUSATA.

[penonaBatenure,
CTYJCHTHTE U
oubmoTexapure
TpsiOBa ja 3HAsAT U J1a
MOTaT J1a U3M0JI3BaT
HaJIMYHHUTE
WUHCTPYMEHTH.

Karo
MPETN3BUKATEIICTBOTE
BUXXIAT HEC caMO
W3y4aBaHETO Ha HOBU
TEXHOJIOT'HH, HO U
pa3BUBaHETO Ha
KPUTHUYHO OTHOILIEHUE
KBbM TSIX.

ApryMeHTHpaHHUTe
CTaHOBUIIA HA
OBITapCcKHUTE CKCIEePTH
MOJKPETIAT CIIOICTICHOTO
0T (DUHJIAH/ICKUTE U
UTaJUAHCKUTE
CHELUAINCTH, HO 3acsraT
U OILE HSKOJIKO acleKTa:
B 00pa30BaHHUETO
TEXHOJIOTUHTE TaBaT
BB3MOKHOCT MaTepHATBT
Jla ce TIoJHece Ha
o0ygaeMHTe 110
HWHTEPECEH, YBJICKaTeICH
Y 3aIOMHSII C€ HAYWH.
Cropen Tsx
peanuzanusiTa Ha HesTa
32 HIKOHOMHKa, OCHOBaHa
Ha 3HaHHETO (U B
YaCTHOCT YYEHETO Ipe3
LIEJTHSI J)KUBOT), €
HemucarMa 0e3
TEXHOJIOTHH B cepaTa Ha
00pa3oBaHUETO U
HAYYHHUTE H3CIICIBAHUS.
Cnojienst ce 1 MHCHHETO,
YCHHOBAIIMUTE B
HayKaTta He OMxa MOTJIH
J1a C€ OCBIIECTBAT 0€3
M3M0JI3BAHETO HA
ChBPEMCHHU
HHPOPMAIUOHHU H
KOMYHUKAI[HOHHH
TEXHOJIOTHH.
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KOT'HUTHUBEH Bcexu TpsioBa 1a Moke 1a
ACIIEKT pa3no3HaBa (aIInBHTE
(PaszpemaBane Ha HOBUHH, JIa UMa KPUTHYHH

npoOIeMH, KPUTUYHO | U AaHAIUTUYHHU YMEHHS.
MHCJICHE,aKTHBHO
rpaxxIaHCKO IMpodecuonanucrure
CH3HaHUE) TpsA0Ba Jja yCBOST YMEHHETO
Jla ydaT ¢ IOMOIIITa Ha
IU(GPOBH MEIHU.

OBYUYEHUE [IpenonaBanero TpsioBa na | He Bcuuku oOyuurenu
(O6yucHue, ce IPOMEHH: TO C€ OCHOBaBa | MMAaT HEOOXOJAUMUTE
npernoiaBaxe, Ha aKTHBHO y4Y€HE M TpsiOBa | yMeHHS 3a HHTEIpHpaHe
u3passBaHe Ha Jla CTUMYJIHApPA YCBOSIBAHETO | HAa KOHIEHIIMUTE 3a
CTaHOBHIIA) Ha yuyeOeH MaTepual oT MYJITH- ¥ MeJIUiHa
IpYTU CTyIECHTH. IPaMOTHOCT B
NpernoiaBaHeTo.
Kubep curypnocrra e
MO/IIICHEHA. Ludposure TexHOIOrNU
Hachp4aBat
JIOCTBITHOCTTA 3@ XOpara ¢
YBPEKIAHUSL.
CBBHP3BAHE JIro0OIUTCTBOTO € eNIeMEHT

C BUCOK IMPUOPUTECT: BA)KHO
€ J1a ¢C CTUMYJIHMpa
JIIO0OIUTCTBOTO Ha
CTYACHTUTC.

IIpoGaem: munceat
KPUTUYHU U aHAJITUTUIHU
YMEHWUSL.

IIpencraBeHaTa KOHIIENITYalHa pamMKa ce (POKycHpa BbpXY TOBa KaK M3CIEIBAHUAT MpoOsIeM
(cplLiecTByBalaTa MPONAcT MEXIY CTYAEHTHTE M IpernojaBaTeluTe MO TPAHCTPAMOTHOCT U
STEM) na 06bae HacoueH B nocokata, npeanpuera ot TLIT4U. Konuenryainara pamka onucsa
Bpb3KaTa MEXIy cHeuu(pUYHM MPOMEHJUBHU, WACHTU(GHUIMPAHU B HU3CIEABAHETO, U OYEpPTaBa
mpoueca Ha LsI0TO u3cneasaHe. CleloBaTeIHO B KOHIIENTyallHaTa paMKa HUE BKIIIOYBAME
XHUITOTE3H U IPABUM 3aKJIIOUeHMs, 0a3upaHy Ha HalaTta coOCTBEHA TEOPHUs, BMECTO J1a U3M0JI3BaMe
paboTtara Ha APYrH U3CIEI0BATEIH.

3AKJIFOYEHUE

Bzemaiiku npenBua pe3ynTaTuTe OT U3CIEABAHETO Cpel CTyAeHTUTe B bbarapus, Uramus u
dunnanaus, naCHTHGUIMPAHNUTE MPOIYCKH B 3HAHHMATA M OYAKBAHMATA HA MPENOJABATEIUTE U
oOyuaBanute 6MOIMOTEKapH, U3pa3eHU B MHTEPBIOTATAa, IPOBEJCHU B IbPBUS €Tall HA MPOEKT
TLIT4U, Hue ouepraxme KOHIENTyalHAa paMKa 3a aKTUBHO oOydeHHe, 0a3upaHO Ha MOJXoja
STE(A)M, u ro wirocTpupaxMe ¢ KOHKpETHA MPaKTHYECKa 3a/1a4a.
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TLIT4U uma 3a nen 1a BHece MHOBAIIMU B MIPETIOJaBAHETO HA TPAHCTPAMOTHOCT BbB BUCIIETO
oOpa3oBaHue 4Ype3 MpHIAaraHe Ha MOJX0J, 0a3upaH Ha urpu u agantupane Ha STEM monena 3a
MOBUIIIABAHE HAa KOMICTCHIIMUTE HAa O0ydyaeMUTe U O0OydJaBamuTe. YHUBEPCUTECTCKHUTE
IpernoaBaTesid HIMaT mocieaoBaTeHo pazoupane 3a STEM obpa3oBanuero. CiieoBaTeHo T
ce HYXJasT OT KOHIENTyaJdHa paMKa, oOxBamaimia To3u Tun oOpa3oBanue. [IpomechT Ha
WHTETpUpaHe Ha nmoaxoaute Ha STEM B akaieMUYHUTE MPEIMETH MOKE J1a ObJIE TOTKOBA CIIOKEH,
KOJIKOTO ¥ TJIOOQIHUTE MPEIU3BUKATEIICTBA, M3UCKBAIIX HOBO mokoJjienne oT STEM ekcneptu. B
CBOMTE W3CIEABaHMUS CHEIHATUCTUTe OT o0jacTra Ha oOpa3oBaHHETO IMOKa3BaT Kak
MpEenoaaBaTeNIuTe PaboTAT 32 OCUTYPSIBAHE HAa BPB3KUTE Mex Ay otneanute STEM aucrumimam.

AKO HCKaMme HACTOSIIUTE W OBACIHIMTE CTYNCHTH Ja IMOCTHUTHAT JUTUTATHA YBEPEHOCT, €
HeoOxXoIuMa MPOMsSHA B HAYMHA HA TPENOJaBaHE M YCBOSBAaHE HAa 3HAHUA W YMEHUS TIpU
(dbopMupaHeTO Ha IICHHOCTH U HarjacH. 3a IeliTa € Heo0X0UMO JIa Ce IIPEMUHE OT 3allaMeTSIBaHE
Y BB3MPOU3BEKIaHE Ha HHPOPMAITHSI KbM UHTCPAKTHBHH MIEAArOrnIecKy METOIN, aHTQ)KUPAHE Ha
YYaCTHUIIUTE B OOpa3oBaTeNHHs MpOIeC, MEPCOHANM3UpPAHE Ha Y4YEeOHOTO ChABPKAHHUE U
OpHEHTAlMs KbM pe3ynTaTu. Bce mo-oTdernmBa cTaBa HEOOXOAMMOCTTA IMPENOJaBaTeNIUTE U
oOyuaBaniuTe 6MOINOTEKApU B CHbBPEMEHHUTE YHUBEPCUTETH J1a ObAAT KpEeaTUBHU, MHOBATUBHU U
BJIbXHOBSIBAIIH.
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TLIT4U PROJECT - STUDY OF THE ATTITUDES TOWARDS TRANSLITERACY
TRAINING AMONG STUDENTS AND UNIVERSITY TEACHERS FROM BULGARIA,
ITALY AND FINLAND

Abstract: The TLIT4U project — Improving Transliteracy Skills through Serious Games, is
implemented by ULSIT in partnership with the University of Parma (ltaly), the University of
Lapland (Finland) and the Foundation at the Polytechnic University of Milan (Italy). It focuses on
cultivating and building a wide range of literacies (transliteracy) and identifies STE(A)M
education and serious games as approaches to engage students through active participation, as
well as to expand collaboration between educators and librarians. Transliteracy involves skills,
thinking and actions based on digital fluency in a technological context. This concept steps on the
knowledge and skills to be achieved for in-depth inquiry learning and creativity, as well as to avoid
fake content. The aim of the first phase of the TLIT4U project is to clarify the STE(A)M framework
for teaching transliteracy in humanities and science disciplines and to develop a game-based
learning model. The partners organized seminars for Bulgarian, Italian and Finnish students from
humanities and technical specialties. The workshops were based on an active participation
approach and gathered the students' perceptions and suggestions about transliteracy education on
three main points: 21% century skills, digital fluency, digital literacy. Interviews and focus groups
were also conducted with educators from the three countries. The primary analysis of results from
the initial phase of the project will be used to implement large-scale pedagogical models and
frameworks for teaching transliteracy (media, information, visual, information literacy, etc.) with
the STE(A)M approach to learning. This article presents key findings and open questions emerging
from the TLIT4U comparative research.
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OBINIECTBEHHU KOMYHUKAIIUH U HHO®OPMAITHUOHHH HAYKH
PUBLIC COMMUNICATIONS AND INFORMATION SCIENCES

B3AMMOJIEHCTBHAETO HA ITYBJIUYHATA BJIACT U TPAXKIAHCKOTO
OBILIECTBO ITPU BAIIUTATA HA KYJTYPHO-UCTOPUYECKOTO
HACJIEACTBO B PEIIYBJIUKA BbJII'APUSA

Crosn [lenues, [lersp Bacuiien
Yuusepcumem no bubnuomexosnanue u UHGOPMAYUOHHU MEXHOIOUU

Pestome: Cmamusma obxeawa axmyarHume npooiemu HaA 63aUMOOEUCMEUemo Medlcoy
nyonuuHama 61acm u CMpyKmypume Ha 2pa)rcoaHckomo oouecmeo b8 8pb3Ka CbC 3auumama
Ha KYIMYpHO-UCHOPULECKOMO HACIe0CmE0. AHanu3upa ce HeobXo0uMoCmma om NpuIaeanemo Ha
MemoOuKu, eodewu 00 83aumooelicmseue mexcoy nyoIuuHama G1acm, 2pariCcOaAHCKume
opeanu3ayul, HenpasumeiICmeeHu CMpyKmypu, MeyeHamu, Hay4Hu YeHmpose u MexcOyHapoOHU
opeanuzayuu. Pazeneoanu ca puckogeme om HedoCmamvyHOMO 83aumMooelcmaue u OonacHoOCmma
om 3aeyba ma uHgopmayus, CEbLP3AHA C KYIMYPHO-UCIIOPUYECKOMO HACIe0CmB0, KAKMO U
npuyurHume, 6odewiu 00 HeOOCMAMBUHOMO pa3eumue Ha npoyecume HA KOIAOOPAYUsL.
Obcvoicoam ce Heobx00uUMUMe UHUYUAMUBY 3a NPOOBIIICABAHE HA NOIUMUKAMA 3 HACOPUABAHE
HA KYIMYPHOMO MHO2000pasue u MenCcOYKYImypHus Ouanoe, yCio8usima 3a pazeumuemo Ha
KVIMYPHUS U MEOPUECKU CEeKMOp KAMO 6AXCHU (hakmopu 3a cmumyiupaHe HaA UKOHOMUKAMA,
Memooume 3a HACLPUABAHE HA U3NOA36AHEMO HA KVIAMYpama u HAC1e0Cmeomo, mvpCceHemo Ha
HOBU hOpMU HA CoMPYOHULECMBO ¢ DU3HeCA U DAHKOBUS CEKMOp U OCUYPABaHe Ha MOMUBAYUS 3d
yuacmuemo um 8 NONYIApUUPAHemo Ha KyImypama 6 MexicoyHapooeH Mawao.

Knwuoeu oymu: epasxcoancko obuecmso, 3aumooeticmsue, cmpamezus, bvieapus, KyamypHo-
UCMOPUYECKO HACIeOCMB0, NYOIUYHA 81ACT

BBBEJIEHUE

Enun ot akTyanmHuTe MpoOsIeMH MPH 3alUTaTa Ha KYJITYPHO-UCTOPUYECKOTO HACIIEICTBO KAaTO
€IUH OT AaCMEeKTUTE Ha HalWOHAJHATa CHUTYPHOCT € HWMEHHO B3aMMOJECHCTBHETO MEXIY
KOMIIETEHTHUTE OpraHH Ha MyOJIMYHATa BJIACT M CTPYKTYPHUTE Ha I'Pa)JTaHCKOTO OOIECTBO MPHU
peanu3upaHe 3aluTarta Ha KyJITYpPHO-UCTOPHUYECKOTO HacieacTBo Ha Pemybnuka bwiarapus. C
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orjiel yTBbpAeHaTa CTpykTypa B PemyOnmka bwarapus nbpkaBHaTa KyJATypHa HOJUTHKA Ce
OCBUIECTBSIBA HA JIBE€ HHMBA — HAIlMOHAJIHO M MECTHO. B HalMOHajeH IjlaH OTrOBOPHOCTTA IO
(bopMHpaHETO U MPUIIATAHETO Ha KyATYpHATA MOJIUTHKA C€ pasmpesesiss MEeXAy 3aKOHOIATeTHUS
opras B iuiero Ha HapogHoTo chOpaHue M M3MBIHUTEIHUS OpraH — MUHHCTEPCKUs chBeT. Ha
MECTHO HMBO KYyJTypHaTa MOJUTHKA CE pealu3upa OT OPraHUTE Ha MECTHOTO CaMOYIIPaBJICHUE —
oOuirHUTe. BHpXOBEH M3MBJIHUTENIECH OpraH B 00J1acTTa Ha KyJITypaTa ¢ IIpaBo Ha 3aKOHOJATeIHa
MHUIMaTHBa € MUHHCTEPCTBOTO Ha KYJITypara, KaTo TO € OBJIACTEHO Aa (popmynupa u peaausupa
OCHOBHUTE IMPUHLHUIK Ha Abp)KaBHATA KyATypHa MOJUTHKA. KaTo Mpeku u akTUBHU YYaCTHUIU U
B mpolieca o ¢popMupaHe Ha KyJITypHa MOJIMTUKA CE OUEPTaBaT OIle U CaMUTe TBOPLHU, KAaKTO U
HEMpPAaBUTEJICTBEHUTE OpraHu3auuu, padorem U B cdepara Ha Kyiarypata — (HOHAALUU,
IOPUIMYECKH JIMIA C MJAeaJHA LeJ, acoluanud, (PU3HYECKH JHIA, KAaKTO M EKCIepTH H
CIELMAINCTH B OTJCIHU 00JacTH HA KyJATypara U U3KycTBOTO (3aKkoH 3a MerieHarcTBoTo, 2005;
3akoH 3a 3akpuia, 1999; 3akon 3a kynrypHoto, 2009).

MuUHUCTEPCTBOTO Ha KyJITypaTa KaTo 4acT OT 0OOII0TO yIpaBJIe€HUE HAa CTpaHATa OChIECTBSBA
aKTUBHO B3aUMO/ICHCTBUE MPH MPOBEKIAHETO HA KYJITypHATA MOJIUTHKA HA HAIIMOHAIHO HUBO C
BCUYKH JJbpP>KaBHU M OOIIIMHCKY OpPraHu Ha ynpasieHnue. OT cBos cTpaHa KakTo MHUHUCTEPCTBOTO,
Taka ¥ OTJEIHUTE JbPKAaBHU U OOIIMHCKH OPTraHd OCBHIIECTBABAT B3aUMOJCUCTBUE C
HEMPABUTEICTBEHU OPraHU3AlUU OT €KCIEPTH, KAKTO U CbC CAMOCTOSITEIHA TAKUBa — apPXUTEKTH,
HCTOPUIH, apX€0JI03U, U3KYCTBOBEIU, Teorpadu, aHTPOIOI03H, HHKEHEPU U YPOAHUCTH.

AKTHUBHO CHTPYAHHUYECTBO CE€ M3TpakJa U C peaula 4YyXAECTpaHHU KYJITYpPHU HUHCTUTYTH,
pasKpHUTU U paboTEIN Ha TEPUTOPUATA HA CTPaHATa, MEXIy KOUTO ca: bputancku ceBet, OpeHCKH
KYITypeH UHCTHUTYT, [ boTe-uncTUTYT, UHCTHTYT CepBanTec (3akoH 3a KynTypHoto, 2009; Caues,
2005; Caues, 2004).

METOAOJIOT YA HA NU3CJIEABAHETO

Mertoponorusata Ha M3CJIEABAHETO BKIIIOYBA MPUJIAraHETO Ha OOIIMTE HAYYHU METOAM 3a
TEOPETUYEH aHaJN3, CUHTE3 U (hopMynHupaHe Ha U3BOAM U MPENOPHKU Bb3 OCHOBA Ha aKkTyajHaTa
uHpopMaLus 10 pasriexaaHus npodiaeM. M3BbplieH e aHanu3 Ha HOpMaTUBHATa 0a3a, U3y4aBaHe
Ha JOKYMEHTH, U3CJICBAHE HA CIIy4au OT MPAKTHKATA, U3JI0KEHU ca JINYHU HAOII0ICHUSI.

B Ta3u Bpb3Ka BaXKHO MSCTO 3aeMart MPaBHO persiaMeHTHpaHuTe (puHAHCHpALM GYHKIUU Ha
MUHUCTEPCTBOTO HA KyJITypaTa KaTrO OCHOBEH Ppa3NpEleNIUTE] Ha CPEACTBAa OT IbpPKaBHUS
O10JKeT, KakTO M Jpyrd MHCTPYMEHTH 3a pasmnpesiefieHne Ha cpeactBa — Hauwmonanen ¢oua
,KynaTypa® kbM MHHHCTEPCTBO Ha KyjiTypaTa W oOumuHckuTe Gonmose ,,Kyntypa®“ Ha MecTHO
HUBO.

3aKOHBT MIOCOYBA CAMO OCHOBHMTE IIPHUHIIMIIM Ha HallMOHAJIHATa MOJIMTHKA 3a KyJITypa, 06e3
obaye cpuIMTe Ja ObJAT MPOBEACHU JOKpail U Ja ModydaT KOHKPETHO ChIbpikKaHue u ¢opMma u
MEXaHU3bM 3a TsixHaTa peanuszanus. Cinabo € nposBeH J0 MOMEHTa MPUHLIMIIBT 3a
JeleHTpanu3anys 1 QUHaHCHpaHe Ha KyJITYpHUTE AEHHOCTH.
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He e pmoctarpuHO pa3paboTeH MexaHW3bM 3a (UHAHCHpaHe Ha KyilTypaTa OT 4YacTHHU
¢u3nyeckn W IOPUAMYECKH JIMIA, JMICBA MpaBHA ypenda Ha anTepHaTUBHUTE (GOpMH Ha
¢uHaHCcHUpaHe (IApUTENICTBO, CHOHCOPCTBO M Jp.). [loompsiBaHeTo M CTUMYIUpPAHETO Ha
JIApUTEJICTBOTO, MELEHATCTBOTO M CIIOHCOPCTBOTO B O0JIaCTTa HA KYJITypaTa € 3aJieTHaJo0 KaTo
npuHIHI B 3akoHa 3a MerieHarctBoto ([IB, 6p. 103 or —23.12.2005 r., B cuma ot 23.12.2005 r.),
KaTo 3aKOHBT ypexk/a OOLIECTBEHUTE OTHOILIEHUS, CBbP3aHU C 0€3BB3ME3[IHO IPEJOCTaBsiHE Ha
IIOMOIIl OT (PU3MYECKH U IOPUIMYECKH JUIa (MELEeHaTH), HO Ha IPaKTUKa HE Ch3JjaBa peajleH
MEXaHU3bM 32 CTUMYJIHMpaHE Ha PU3NUECKUTE UIOPUIUYECKUTE JIMLA J1a OAIoMaraT pa3BUTHETO
Ha Kynrypata. lIpeoGnajgaBamata 4acT OTIpPaBHUTE HOPMHM €a OTHOCHO PErHMCTPAllMOHHUSA
peKMM Ha MeELEHaTUTe M Ha OpraHu3alMMTe, MOANOMAarallyd KyiaTypaTa, U3UCKBaHHUATA 3a
OCBILECTBSIBAHE HAa KOHTPOJI BBPXY TAXHATa JEHHOCT WJIM C Jpyrd IyMH, HUMaT Haii-Beue
XapaKTepUCTHKHUTE Ha YCTPOWCTBEH 3aKoH (3akoH 3a menenarctBoTo, 2005; 3akoH 3a 3akpuina,
1999).

B ta3u Bpb3ka TpsiOBa na ordOenexum, ue MUHHCTEPCTBOTO Ha KYJTyparTa IMOCTaBsl 331a4H U
U3BBPILIBA JECHCTBHS 110 pealu3upaHe Ha JOCTBIIHOCTTA Ha KYJITYpHHUTE MPOAYKTH 10 MO-TOJIAM
Opoii JiMIa M OpraHu3aliM, OTYMTAHKHW BaKHOCTTA HA TO3M €JIEMEHT 3a IOCTUIaHE M Ha
MKOHOMHYECKH, U Ha cOlMaIHU 1eau. KaTo ocobeHo BaxeH € pasriiex/1aH BhIIPOCHT, CBbP3aH C
JUTUTATN3aLMsITa 1 HOBUTE Bb3MOKHOCTH 3a KYJITypaTa, KOUTO Bb3HUKBAT KaTo cieacTBue. Upes
OBp3Us 1 NKOHOMHUYECKH U3TOACH U(POB ITBT 32 pa3pPOCTPAHEHUETO Ha KYJITYPHO ChAbPIKaHHE
aBTOPHTE WJIU JIOCTABYMIIMTE JOCTUTAT JI0 HOBA M BCE MO-IIMpPOKa myonuka. ETo 3amo u ycunusra
Ha BCHYKH OpPraHM M OpPraHM3alWU cjenBa Ja ObJaT ChCPEJOTOYCHH KBbM IOAKpenara 3a
(GyHKIMOHMpPAHE HA PA3IMYHUTE TUIATGOPMHU 3a pa3npocTpaHeHne Ha HU(pPoOBO Chabpkanue. Tosa
M3MCKBAa HHOBATUBHU OM3HEC MOJEIH, KOUTO I ChJIEHCTBAT 32 MOCTUTHE Ha CIpaBeIuB OanaHc
MEX]y IPUXOUTE Ha HOCUTENUTE Ha MIPaBa U JOCThIIA Ha IIMPOKaTa OOIECTBEHOCT J0 KYATYPHO
chabpkaHue. ToBa Iie Mo3BoJIM KyJATypara Ja 3ama3d BOJCIHIUTE CH MO3ULUHN B MOJUTUYECKHS
IHEBEH pel Ha bbarapus u B mepuona, 3anertan B Ctparerusita 2019-2029 r. 3a pa3ButHe Ha
Oparapckara Kynrypa. HeoOXonmmMo € BCHYKM MapTHBOPH — BIIACTHTE HA Pa3IMYHUTE HUBA HA
yIpaBiieHue, OM3HECHT U TPAXKIAHCKOTO OOMIECTBO, /1a OOCTUHAT YCHIIHTA CH OKOJIO CIETHHUTE
SICHO OIIPEEICHH LENN:

® IpO/AbKaBaHE Ha IMOJMTHKATa 3a HAachbpyaBaHE Ha KYJATYpHOTO MHOroobpasue M Ha
MEXIYKYJITYPHHUS JUAJIOT U IPEBPBIIAHETO UM B MOIIEH (aKTOp 3a COLUATHO COMMKaBaHE;

e Chb3/1aBaHE Ha HEOOXOJMMHTE YCIOBHS 3a IO-HATATHIIHO pPAa3BUTHE Ha KYIATYPHHS W
TBOPYECKUS CEKTOP KaTO BaXKHH (DaKTOpU 3a pa3BUTHE HA UKOHOMHUKATA, Ch3aBaHETO HA pabOTHU
MecTa U HachbpyaBaHE Ha M3IMOJI3BAHETO HA KYJITypaTa M HAcleACTBOTO KaTo (akTOpPH 3a HOBH
MHOBAIlMOHHU pELICHUs B JpPyrd TMOJUTHYECKH cdepu; TbpceHe Ha HOBU (opMu Ha
CBHTPYAHMYECTBO ¢ OM3Heca U OAaHKOBMS CEKTOP M OCUTYpsIBAaHE HAa MOTHBAIMS 32 TXHOTO y4acTue
B MMOJIKpeNaTa v MOMyJIIPU3UPAHETO HA KyJITypaTra B MeXIyHapoaeH Mamad. Kato mbpBa kpauka
KbM TOBa CHTPYAHHYECTBO MOXEM Jla CE€ BB3MOJI3BAME OT BBHBEXKIAAHETO Ha [ apaHIIMOHHUS
MexaHu3bM 1o IIporpama ,,TBopuecka EBpona‘;

® [10-CepH03eH KOHCTPYKTHBEH THAJIOT C TPAKIAHCKOTO OOMIECTBO TMOCPEACTBOM Pa3IHUHU
1aThopMH 3a JUCKYCHUH 1 OOMEH.
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B Tasm Bpwm3ka MunuctepcrBoto ¢uuancupa IIporpama ,,ClieHMYHM H3KYCTBa“, KaTo
JeiicTBamiaTa cucrtemMa 3a (pUHAHCHUpaHE € OpPUEHTHpPaHa KbM IIOCTHTaHe Ha KOHKPETHH H
U3MEPUMHU pE3yNTaTH OT JCHHOCTTa Ha CLUEHUYHUTE WHCTHTYTH, KBbM TIIOBHIIABAaHE Ha
MPO3pPavyHOCTTa M €PEKTUBHOCTTA NMPH (PMHAHCUPAHETO U MPHIATAHETO HA SICHU U IPEICcKa3yeMu
KpuTepuu 3a ToBa. Cucremara noJnomara u rnpoiieca Ha a3apHoTo UM OpueHTHpaHe. B pesynrar
ce MOCTUra MO-TOJISIMO MHOTooOpa3ue Ha MpelaraHuTe MPOAYKTH, yBellnyaBaHe Ha Oposi Ha
3pUTENNTE, YCHbBBPUICHCTBAHE HA MEHHKMBHTA U OCUTYpsIBAHE Ha BCE MO-IIUPOK JOCTHI HA
ayTUTOPHSATA J10 XYI0)KECTBEHHUS MTPOYKT.

B Ta3u nocoka MUHHCTEPCTBOTO U ABbPKABHUTE OPraHU CU ChJICHCTBAT C APYTU MHCTUTYIIHH,
JOTIPUHACSIIH 33 U3IIBIHEHUE HA IOJUTHKATA, @ UMEHHO:

e TUPEKTOPH HA TEATPATHU, My3UKAIHHU U TAHIIOBU KYJITYPHU UHCTUTYTH;

e OOIIMHCKH, HETIPABUTEJICTBEHH, TBOPUECKHU OPTaHU3ALMH, YACTHU KYJATYPHU OpTaHU3aINH;

e MUHHCTEPCTBA ChC CPOIHH JIEHHOCTH, aKaJeMHH, YHUBEPCUTETH M JIPYTH BHCIIM Y4eOHU

3aBe/ieHus B 00JacTTa Ha U3KYCTBATA.

TpsbBa ga oTOenexum, 4e U O HACTOSAIIMS MOMEHT MPHUHIMIIBT 3a ACLEHTpaAIU3alus U
(¢buHaHCUpaHe Ha KYITYpPHHUTE JEWHOCTH € HEIOCTaTh4YHO 3aCThIICH, KaTo He € pa3paldoTeH B
JOoCTaThbUHA CTENEH MEXaHW3bM 3a (DUHAHCHUpaHE Ha KyATypaTa OT YacTHH (U3UYECKU U
IOpUANYECKH JIMIIA, KAKTO U JIUIICBA MTpaBHA ypeada Ha antepHaTUBHUTE popmu Ha (MHAHCUPAHE,
KaTo jJapeHwusi, crioncopctBo u ap. (Crparerus, 2019; Caues, 2004).

Ot npyra cTpana, 0cOOEHO cera, B yCJIOBHATA Ha 00I1a KpU3a, € OYEBUIHO, Y€ HETOCTATHUHOTO
(dbuHaHCHpaHEe BOIU 10 peajHa OMACHOCT CTpaHara Ja ce JUIIM OT OorarcrBara Ha CBOETO
KYJITYPHO-MCTOPUUYECKO HACJIEJICTBO, a CbhINO Taka J0 ONACHOCT OT 3aJpPBKHU IIPOLIECH B
Pa3BUTHETO HA CBbBPEMEHHATa KyJTypa M u3KycTBa. MIMeHHO mopaau ToBa cexrop ,,Kynrypa“
cieziBa 1a 0b/ie GPMHAHCHUPAH U OT U3TOYHMIIM HA CPEJCTBA, KOUTO ca aITEPHATUBA HA OIOIKETHOTO
¢unancupane. He3aBucumo OT TOBa JELIEHTpAIM3MpaHE W OCHILECTBSIBAHETO Ha Kojaboparus
MEXJy MyOJUYHAaTa BIACT U CTPYKTYpUTE Ha IPakJaHCKOTO OOIIEeCTBO B 00JacTTa Ha 3alluTara
Ha KyJITypHO-MCTOPUYECKOTO HACJIEACTBO, CTPATETMUTE, IPOrpaMUTE U MOJUTUKHUTE B 00JIaCTTa HA
KYJITyparta, KaTo L0 IbP’KaBHOTO (PMHAHCHUpPAHE € OCHOBHO U CJI€JIBA HETOBUAT 00eM j1a Obne
yBeJIMYaBaH, KaTo 11eJITa € Jja Ob/ie HOCTUTHATa BUCOKA CTEIEH KaKTO MpH 3allUTaTa Ha KyJITypHO-
HCTOPUYECKOTO HACJIEJACTBO, Taka U BHCOKa €QEKTUBHOCT M (UHAHCOB pe3yaTaT IpHU
MpeJUIaraHeTo Ha KyJITypeH MPOAYKT, KAKTO M MPHU JIEHHOCTUTE BHB BPB3Ka C M3BHPIIBAHETO HA
KYJITypeH 0OMeH.

C npyru nymu, GMHaHCUPAHETO Ha AEHHOCTUTE, CBBP3aHU C KYJATYPHO-UCTOPHUECKHUS OOMEH,
IpeJularaie Ha KyJITypeH MPOIYKT U 3alluTaTa Ha KyJITypHO-UCTOPUYECKOTO HACIECTBO, CIe/IBa
Jla ce pas3riexia B IOCOKa Ha TEXHHUS MHBECTUIMOHEH IMOTEHIMAal, CBbP3aH DPa3BUTHUETO Ha
Typy3Ma, MECTHOTO MPEANPUEMAUECTBO U MO100psBaHE OOIIOTO KauecTBO Ha KUBOT. OUeBUIHO
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e, 4ye (puHAHCHpAHETO OT IbPKABHUSA U OOIIMHCKUTE OIO/KETH Ha KYJITypaTta M KYJITYpHO-
UCTOPUYECKHSI OOMEH € HEIOCTaTh4yHO, MOpaJd KOETO € HaJIuIEe HY)XJaTa OT HaMHUpaHe Ha
JOI'BJIHUTESTHY N3TOYHUIIM Ha (PUHAHCOB PECypC upe3 JCLeHTpATU3alMsl Ha IeHHOCTTA.

TakaBa Bb3MOXHOCT € Ch3/1aBaHETO Ha (DOHIOBE KbM CHOTBETHUTE OOILUMHU 33 OCUTypsIBaHE
Ha CPEJCTBA 3a KYJITYpHHUS CEKTOP B MO-TOJIIM pa3Mep, KaTO BHUMAHUE 3aCIIy’KaBaT MPAKTUKH U
MOJUTUKH, KOUTO Ca JJOKa3alu cBosATa epeKTUBHOCT. EnHA BB3MOXKHOCT 3a M3TpaKAaHe Ha HOB
MOJIeNI 32 KYATYpHa MOJHMTHKA Ca UMEHHO MyOJIMYHO-4aCTHUTE MapTHHOPCTBA B cepara Ha
KYITYpHUsT OOMEH M IPOMOTHMPAHETO Ha KYIATYpHU LEHHOCTH. B Hail-romsiMa creneH 3a
JELEHTPATU3aIKATA OT LEHTPATHO KbM MECTHO HUBO JIOTIPHHACS BpBh3KaTa Ha MyOIHMYHHS CEKTOP
C Typu3Ma.

OueBuzieH (akT e, ye yBeJIMYaBAHETO HAa MHBECTUIMMTE M MHBECTHPAHETO B KYJITYpHUTE
JIeMHOCTH Ha MECTHO HHMBO, OCOOCHO B KYJITYPHOTO HACJI€ZICTBO, B HEIOBOTO NPOMOTHpAHE U
IpeacTaBsgHe ca (PakTop 3a CTUMYJIHMpaHe Ha MECTHOTO HpPEANpUEeMayecTBO, PECHEKTUBHO Ha
MECTHUTE OM3HEC NpOorpamMH, CBbpP3aHU C (PMHAHCUPAHETO M CTUMYJIMPAHETO Ha JEHHOCTH,
BKJIIOYMTEIHO M B 00JacTTa Ha KylTypaTa M KyJaTypHUs oOMeH. B 3akoHa 3a KyaTypHOTO
HacnenctBo oT 2009 r. u ¢ u3menenusara ot 2017 r. e HanpaBeHa IpaBWJIHATA CTHIIKA OTHOCHO
CTUMYJHMpAaHE Ha €HAa W3HAYajHa JACLEHTpalu3alus 4Ype3 3aKOHOBO IPEABUACHATA OILMA 3a
MyOJINYHO-YACTHO MAapPTHROPCTBO, KOATO Jia ObJe pealn3upaHa ype3 OTJaBAHETO Ha HEABMIKUMO
KYJITYpHO HacJe/ICTBO OT HAI[MOHAJIIHO U PErMOHAIHO 3HAYE€HUE Ha KOHLIECHSL.

B cporBeTHHMTE pasnopendu Ha 3akoHa 3a KYJITYpPHOTO HAcJIEACTBO Ca 3aKpeleHu
[IPaBOMOIIMSITa HA MUHUCTBPA Ha KYJITypara U CbOTBETHUTE OPraHU Ha yIPaBICHUE — LIEHTPAIHU
U MECTHH, BbB BPb3Ka C KOHIIECHOHHOTO MPEJOCTAaBSIHE HA HEJBUKUMO KYJITYpHO HACIEACTBO,
Karo Hampumep MHcmekTopaThT 3a oOma3BaHe Ha KYJITYpPHOTO HAaclle[ICTBO, KMETOBETE,
TUPEKTOPUTE HA PETMOHATHUTE MYy3€H, PErMOHAIIHUTE MHCIIEKTOPATH 3a Ola3BaHe Ha KYJITYPHOTO
HacnencTBo. OT apyra crpaHa, U3pMYHO M MMIIEPATUBHO Ca 3aKpENeHH KaKTo IpaBara, Taka U
3aJIbJDKEHUATA HA COOCTBEHUIIUTE, MTOJI3BATEIINTE U KOHLIECUOHEPUTE HAa 0OEKTH Ha HEJABUKUMOTO
KYJITYPHO HacleACTBO.

M KOHOMMYECKOTO BB3JAEHCTBUE TYK € HAJIMLE U CE U3pa3siBa B ITEHEPUPAHETO HA IPUXOIU U
YBEJIMYaBAaHETO Ha 3a€TOCTTA, KAKTO M Ha CH3/aBaHETO Ha BBH3MOXKHOCTH 3a OBJEIIO pPa3BUTHE.
TpsbBa na orOenexkum, 4e M3rpakJaHETO HAa MOJEN Ha KyIATypHa IOJIMTHKA, OCHOBAH M Ha
MyOJIMYHO-YaCTHOTO  MAapTHBOPCTBO, 00yciaBs  HyXKJara OT  JuBepcuuUIMpaHe  Ha
(uHaHCUpaHETO, ACLIEHTpAIN3allMsl Ha YIIPaBJICHUETO Ha KYJITYpPHU AEHHOCTH, KAKTO U MPEBPbIIA
KyJITypaTa BbB ()aKTOp 32 yCTOMUMBO pa3BUTHE KAKTO HAa ChOTBETHOTO PETMOHAIIHO HUBO, TaKa U
Ha HaIMOHAHO U OOIIHOCTHO HUBO.

Karo ocHOBHM NMpHUHIMIHM 32 HAcTOsIO U Obaenio pazButue B Ctparerusara 2019-2029 r. 3a
pa3BuUTHE Ha ObIrapckara KyJaTypa ca H3BEICHHM JelLeHTpalu3alysaTa Ha YIpPaBICHHETO H
(¢uHaHCHUpaHETO Ha KyJlTypaTa; cBoOoaTa Ha JAelcTBUE U (hopMUpaHe HA MA3apHO OPUEHTUPAHO
MOBE/ICHHE Ha KYITYPHUTE MHCTUTYLUU U TBOPLUTE, MPOMEHH B KYJITYPHOTO 3aKOHOJAATEJICTBO,
MpelHa3HauYeH!u Ja T[OCPEUIHAT HOBUTE COLMATHO-UKOHOMHYECKH MPEIN3BUKATEIICTBA;
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U3rPaXJaHETO Ha MOJXOAAIIA Cpela, yJecHsBalla KyITYPHOTO pa3BUTHE B KOHTEKCTa M Ha
yneHcTBOTO Ha bearapus B EC, rapantupana paBHOIIOCTaBEHOCT Ha IbPKABHUTE, OOLMHCKUTE U
YaCTHUTE KYJITYPHU UHCTUTYTH U HHCTUTYLIMU U aKTUBHO IPUCHCTBUE U Y4aCTUE HA BCUUKU HUBA
Ha HENPABUTEJICTBEHUSI CEKTOP, KAKTO M YIPABICHUE Ha KYyJTypaTa, OCHOBAaHO Ha Yy4acTHETO Ha
BCHYKH 3aMHTEPECOBAHU CTPAHM C ACHU (GYHKLINHU U OTroBopHOCTH (AHApeeBa, 2008; Ctparerus,
2019; 3akon 3a kyntypHoTo, 2009).

N3BOAUN/AUCKYCUSA

B®3 ocHOBa Ha MPOBEICHOTO W3CIICBAHE CE OTKPOSBAT HAKOJIKO BAKHU pE3yiTara, KOMTO
MPEJCTaBIsIBAT OCHOBHH HM3BOJM OT W3BBpPIICHHs aHaiu3. Ha mbpBo Mscro, He OuBa na ce
HETJIMKHUPA OTTOBOPHOCTTA KbM HEMATEPUATHOTO KYJITYPHO HACIEICTBO, YUETO CHILECTBYBAHE
3HAYEHHE 32 KYJTypHaTa UICHTUYHOCT Ca CEPUO3HO 3aCTpAIllcHH BbB BPbh3Ka C HApyIIaBaHETO Ha
HCTOBOTO IMp€aaBaHC BbB BPEMCTO. HapymeHI/I ca TPAAUIIMOHHUTE MOJCIIN Ha ITPEAABAHCTO MCKIAY
MOKOJICHHSATA, 3AJICTHAIM B OMTa HA XOpaTa, Mopaay HACTHIIWIOTO U3MEHEHHE Ha OOIIECTBEHOTO
WHGOPMAIIMOHHO TPOCTPAHCTBO, HOBUTE TEXHOJIOTMU W M3MEHEHHETO Ha CaMUTE OOIIHOCTHU
CTPYKTYpH, KOETO TH TI0Jy1ara Ha 0COOCH PUCK U YSI3BUMOCT OT u3ue3Bane. [lopaau ToBa B peauia
CTpaHH IO CBETa MPEJaBaHETO HA MPAKTUKH, MO3HAHWUS M YMCHHS BEUYE€ CE HM3BBPIIBA ChC
CBICHCTBUETO HA IbPYKABHUTE MHCTUTYIIMH, a HE CIUHCTBEHO B OOLIHOCTHHUTE CTPYKTYpPH U
ceMmeiiHata cpena. Toa cTaBa ype3 (opMaHOTO U HEPOPMATHOTO 0Opa30BaHUE HA YICHOBETE HA
o60mectBoTo. Kakro Oelie CrioMeHaTo M MO-rope, TSHACHIMUTE B Ta3W HACOKA MPEIoiaraT Hau-
IOAPOKO MW AKTUBHO CBHTPYAHHUYCCTBO MCKAY IMPABUTCICTBCHUTC CTPYKTYpPH, IABbPKABHUTEC
HHCTUTYLIUHU, CBOTBECTHUTC CIHCHHAIMU3UPAHU HWHCTUTYTH, He(i)OpMaJ'IHI/ITe CTPYKTYpH Ha
IPaXJAaHCKOTO OOLIECTBO M HENPABUTEIICTBEHUTE OpraHU3alMH. bhirapusi, KakTo W IpYyrd
abpxkaBu cbe cpaeiictBueTro Ha FOHECKO pa3paboTBaT mporpamu M HAacoOKM 3a y4YHTENU 32
BKJIFOUBAHE Ha JKMBOTO HACIEICTBO B CBHIIECTBYBALIMTE YYEOHM MPOrpaMu, KaKTO W 3a
NpPEeNoAaBaHeTO Ha TPAAMLIUOHHHM TEXHUKU Hape] ¢ Hali-HOBHTE MHOBALMH, KaTO C€ BH3UPA U
BKJIFOUBAHETO Ha ydeOHHTE 3aBeieHus. B brirapus He nmuricBar ycunus B Ta3u HaCOKa, HO BBIPEKU
TOBa MOJKE JIa C€ HAIPaBH M3BOJI 3@ HEJIOCTAThYHA 10 CBOUTE Maladu U MHTEH3MBHOCT JICHHOCT B
Ta3u MOCOKA, KAKTO M HEJOCTATHYHO HAJIMYME WM MO-CKOPO JIMIICA HA METOJIUKH B 00JacTTa Ha
3alUTaTa Ha KyJaTYPHO-HCTOPHUECKOTO HacieacTBo (Payesa, 2019).

TpabBa cp0 cepuo3Ho Ja ce oT0enexu, ye B o0nacTra Ha TMPEeBEHUUATA U
NPOTHUBOJICHCTBUETO HA MPECTHILICHUS CPEIly KYJITYpPHOTO HACJIEACTBO CHIIECTBYBAT CEPHO3HH
HeraTHuBH, KaTo B bbarapusi ce ochliecTBsiBa M HE3aKOHHA IEWHOCT, CBbp3aHa C Tpaduk Ha
KYyJITYPHU LIEHHOCTH.

3a 1a ce mMpOTUBOJICICTBA HA TE3W OTPHUIATEIIHU TEHICHIIMH, J]a Ce Ch3/1aje HeoOXoaumara
UHPOPMHUPAHOCT U OTIFOBOPHOCT KBbM OINMA3BAHETO M 3aKpHjaTra Ha KYJITYpHO-HCTOPUYECKOTO
HACJIE/ICTBO U J1a Ce MPOBEJIC IeJieHacoveHa Ibp)KaBHA IMOJIMTHKA B Ta3W HACOKa, HEOOXOIMMO € /1a
ce mpoBemar MamlaOHu HH()OPMAIMOHHM M O00pa30BaTEIHU KaMIIAaHWH, 4Ype3 KOUTO BCEKH
rpaKJIaHUH Jia MMa MPEICTaBa 3a TOBa KaKBO € KYJITypHa IIEHHOCT, KaKBO € HEWHOTO 3HaUCHHE 32
3ama3BaHeTO Ha HCTOPUYECKAaTa HICHTHYHOCT, 3HAYSHUETO U 33 KYJITYPHHUS MEXKIYHAPOJACH OOMEH
U 3am10 TpsiOBa qa ObJe ChbXpaHsIBaHa M 3alIuTaBaHa. [10 To3u HauWH 11e ce PopMUpa Ch3HAHKE 32
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LIEHHOCTTa Ha BCEKH OOEKT Ha KYJITYpPHO-UCTOPHUYECKOTO HACJIEACTBO U MOTHUBAIIMS 3a HEroBara
3aluTa.

MesxayHapoIHU MHUIIMATUBY B cepara Ha KyJITypHHUsI OOMEH IOAIoMarar J0CThIIa Ha IUPOK
KpPBI' XOpa /10 KOHTaKTH W 3all03HAaBaHE C OOEKTH Ha KYJITYpHO-MCTOPUYECKOTO HACIEACTBO —
MaTepHaHO W HEMaTEepPHaIHO, C KOETO IOMPHHACAT 3a (OPMHPAHETO HA KYJITYpOOIa3BaIlO
Ch3HAHHUE cpel O0IIECTBEHOCTTA. 3a ChKalleHHe, TAKMBAa MHULIMATUBU CE OCHIIECTBSIBAT OCHOBHOB
rOJIEMHUTE I'PaJlOBE M CTOJUIUTE, KAaTO Ipa)JIaHUTE B MaJKUTE HACEJICHW MECTa HEBMHArM MMat
BB3MOXHOCT 32 JIOCET ¢ 00EKTUTE Ha KYJITYPHOTO HACJIEJICTBO, KaTO C€ UMAT MPEABHU/I TO-HUCKUTE
(MHAHCOBH BB3MOKHOCTH KAaKTO Ha CTPYKTypUTE Ha MeCTHaTa, OOLIMHCKA BIIACT, Taka M Ha
Haceneauero B Tax (Pauesa, 2019; Jlumutposa, 2015).

PaszButuero Ha Tpaduka Ha KyATYpHH LIEHHOCTH B OCHOBaTa CH € CTUMYJHUPAHO TJIaBHO OT
Cepuo3HHs (PMHAHCOB MPUXO, OCHOBHO OT MEXAYHApOJeH TpauK, U CBbP3aHUsS C TOBA JMYEH
MHTEpEC KbM apTe(PaKkTUTE, HCTOPUIECKOTO MUHAJIO U HETOBOTO HACIIEICTBO, KOWTO HHTEPEC YECTO
IpepacTBa B MKOHOMHYECKM Ha 0Oa3aTa Ha mnpujpoOurtata MHpOpMaUMs W 3HAHUSA, KaToO ce
MpeMHHaBa U TpaHMIIaTa HA 3akoHa. [lpyra mpuynHa € MpeKkbcHAaTaTa BPb3Ka MEXIY MY3EHTe,
aKaJeMHUYHUTE WHCTUTYIMH M IyOJNMKaTa Ha KyJITYpPHO-UCTOPUYECKOTO HACIEICTBO, KaTo
CIIEICTBHE OT TOBa € HAJTMYHMETO Ha Pa3IMYHH MEXAaHU3MH 3a JIETAIU3HpaHE HAa HE3aKOHHUS
TpaduK, KaKTO ¥ Ha HE3aKOHHHUTE JIEHHOCTU — PA3KOINKH, TEPEHHHU MPOYUBaHHs O€3 HaJJICKHO
paspelieHne, KaTo MpecThITHUTE 00pa3yBaHusI ca ¢ 100pe u3rpajeHa epapxudHa CTpyKTypa u ca
UHTETPUPAHU B MEXKJYHAPOJHUTE MPECTHIHU CTPYKTYpHU HAa MECTHO M HAIMOHAIHO PaBHUILE,
MMaT BUCOKA TEXHUYECKa U ChBPEMEHHA KOMYHHUKaIMOHHA 00e3neueHocT ([umutpora, 2015).

3AKJIIOYEHHUE

Heo6xoauM € MOHUTOPHHT Ha MPOIECHTE W MPOTPaMUTE, KaTO TO3M THIT OI[EHBYEH MPOIIEC,
OT €/IHa CTpaHa, MMa 3a IIeJl Ja ce MpOocieIn Kak ca MOOWIN3UPAHU U U3MOJI3BaHU OOILECTBEHUTE
pecypcH, KakbB pe3yJsiTaT KaTo IsUI0 € MMOCTUTHAT 10 OTHOILIEHHE Ha IUI0OCTHATa pealn3alus Ha
MOJIUTUKATA/IpOrpamMara, Ha NOJYyYeHUTE pe3yaTaTH U OChIIECTBEHUTE Bb3AeHCTBU. Toll nma 3a
[N Ja YCTAaHOBM KaK ca M3MOJ3BaHU OOIIECTBEHUTE pPECypcH, KakBa € edukacHOCTTa Ha
M3BBPIICHUTE MHTEPBEHIINH, B KaKBa CTETICH Ca IOCTUTHATH MPEIBUICHUTE TIEITH.

Nmenno 3aroBa Ctparerusta 2019-2029 r. 3a pasputne Ha OBJIrapckara KyJlaTypa IpeaIBmKIa
OCBIIECTBSIBAHETO HE CAMO Ha HENMPEKHCHAT MOHUTOPUHT, HO M M3TOTBSHETO Ha JBYTOJHIIHHU
OLIEHKH, B PE3yJITaT Ha KOUTO Jla C€ MPOCIIEAN U3ITBIHEHUETO HA OCHOBHUTE LIEIH U IPUOPUTETH.
ToBa 6 coMorHano 3a U3rOTBSHETO HAa KOHKPETHH IUIAHOBE 3a JAEUCTBHE MO M3IIBIHEHUE Ha
3aJI0KEHUTE 11EJIH, KaKTO U 32 TSXHOTO M3NbiIHeHue. [Ipu Heo6XouMocCT chIuTe MOrar ja obaat
KOPUTHPAHU U JOIIBJIBAHU, KATO LIEJITA € JIa CE TapaHTHUpa MOCTUTAaHETO Ha 3aJI0)KEHUTE OT HEHHOTO
W3ITBJIHEHUE PE3YATATH MO BH3MOXKHO Hail-edpektnBeH u edpukaceH HaumH (Crparerws, 2019;
Caues, 2005).
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THE INTERACTION OF THE PUBLIC AUTHORITY AND THE CIVIL SOCIETY
INTHE PROTECTION OF THE CULTURAL-HISTORICAL HERITAGE
IN THE REPUBLIC OF BULGARIA

Abstract: The article covers the current problems of the interaction between the public authority
and civil society structures in connection with the protection of the cultural and historical heritage.
The need for the application of methods leading to interaction between the public authority, civil
organizations, non-governmental structures, patrons, scientific centers and international
organizations is analyzed. The main topic of this article are risks of insufficient interaction and the
danger of loss of information related to the cultural-historical heritage, as well as the reasons
leading to the insufficient development of collaboration processes. The necessary initiatives for the
continuation of the policy for the promotion of cultural diversity and intercultural dialogue, the
conditions for the development of the cultural and creative sector as important factors for
stimulating the economy, the methods for promoting the use of culture and heritage as factors for
innovative solutions in other political spheres are also examined. The article discusses the search
for new forms of cooperation with business and the banking sector, and providing motivation for
their participation in the promotion of culture on an international scale, the financing of the
cultural sector and the cultural-informational exchange.
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OBLIIECTBEHH KOMYHUKALIUHU U HHD®OPMAIITUOHHHU HAYKH
PUBLIC COMMUNICATIONS AND INFORMATION SCIENCES

BB3IIPUEMAHETO HA YCJIOBUATA BbB BUCHIETO YUUJINIIE —
MOTUBATOP B TPAHC®OPMAILIUATA HA OBPA3OBAHUETO

I'omo IlerkoB
Hncmumym 3a Hayunu uzcied8anus u ooyuenue Ha 0OKmMopanmu,
Yuusepcumem no 6ubnuomexosnanue u UHGOPMAYUOHHU MEXHOIOSUU

Pestome: Bve 6csiaxo ceoe Oeilicmeue xopama ca noo GIusiHUe HA 08 OCHOGHU (akmopa —
JUYHOCMHU U cumyayuorHu. Tasu cmamusi npoyusa Kaxk ce 6vb3npuemam CumyayuoHHume
Gaxkmopu na obpazosamennama cpeoa. Basxcrno nu e mosa? Om 2nedna mouka Ha eghexkmume,
KOUMO 8b3NPUEMAHEMO HA YCI08UAMd, 8 Koumo obyyaemu u odoyuasawyu GyHKYUoHupam, m.e.
obpasosamennama cpeda, 0a. Jla, 00KOIKOMO mexHume Gb3npusmus 3a cpeoama y4acmeam 6
NIGHUPAHeMO HaA ydacmuemo um 6 obpazosamenHume OeUHOCMU U 6 KpauHa cMemKa ce
ompaszaeam 6vpxy eghekmusHocmma Ha obpazosamennus npoyec. Pazobupa ce, myx camo ce
3aeamea 3a epwv3kama ,,8v3npusimus — epexkmusrnocm ‘. Cnedsa oa ce npogedam no-3a0vi004eHu
NPOYUEAHUsL, A U eKCNEePUMEHMU, 3d 0a ce OnULle ONMUMATHUSM MOOeL Ha 00pa308amenna cpeod,
KOSIMO uje 006ede 00 OMIUYHU Pe3yImamu 8 00pazosanuemo, pazoupa ce, npu HAIUYUEMo HA
CUTHO MOmMusupanu obdyuaemu u ooOyuasawu. H3non3eanu ca OaHHu Om U3CIe08aAHe 6
obpazoeamennu cpeou 6 Penyoruxa bBuvreapus u Penybnuxa Kocoso. [lpunosicenu ca
NCUXOOUASHOCMUYHU UHCTNPYMEHMU ¢ O0KA3AHU NCUXOMEMPUYHU XAPAKMEPUCTNUKU.

Knwuoeu oymu: obpazosamenna cpeda, obpazosamenen npoyec, nepyenyuu na cpeoama

BBBEJIEHUE
Temata, moctaBeHa B 3arJlaBUETO Ha CTAaTUATA, € aKTyaHa, a MOXe Jla ce Kaxe, 4e Ts e Ouia

u 1ie ObJie BUHArM akTyajHa opaau (akrta, ue Bb3IMPUATHITA 32 OKOJIHATa CPeJla, 3a yUaCTHUIUTE
B CUTyallMuUTEe, B KOWUTO IOMajJaMe, U 3a YCJIOBHATA, B KOMUTO (YHKIMOHHMpaMe, ca €IHH OT
KJIIOUOBUTE (DAKTOpH, OmMpenensdiy HamuTe aedcTBusa. Hemo moBede, BUABT U 3HAKBT Ha
BB3NPUATUETO MPEANOCTABAT 00eMa Ha PECypCUTE U CTENEHTa Ha YCHJIMSTA, KOUTO Bjarame 3a
MIOCTUTaHE HA ONTHMAJIHUTE LEJW B KOHKpeTHaTa oOcraHoBka. ETo 3amo u3ydaBaHeTo Ha
BB3IIPUEMAHETO OT CTYJCHTUTE HA YHUBEPCUTETCKATA CPEA € BaXKHO, JOKOJIKOTO Bb3 OCHOBA HA
pe3yaTaTuTe Ie MOXe Ja ce opraHusupa edexkruBeH oOpa3oBaTesieH MPOLEC, KAaKTO U Jia ce
Ch3/1a1aT NOJXOAALINTE YCIOBUS 3 pealu3upaHe Ha yueOHUTE MIaHOBE.
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N3JTO0XEHUE

Enun ot nogxoaute 3a u3yyaBaHETO, IOCOUYEHO MO-TOpE, MpEAINoiara, 4e B IOBEUYETO Cllydyau
XopaTa ca MOCTaBEHU J1a JAEMCTBAT B YCIIOBUS, KOUTO Ca OpPraHU3UpPaHU B ONPEIEIIEHU CUCTEMHU,
Hapedyenu ot Barker ,,moBenenuyecku oOctanoBku™ (Barker, 1987, 1413-1432). B nacrosiiara
CTaTusl Ce M3MOJ3Ba MOHATHETO ,,COIMAliHA cpeaa’, 3a Ja ce o3Hauu (aKThT, Ye CpEAHTe ca
OpraHM3UpPaHU CUCTEMH, B Cilydas 0Opa3oBaTeIHH, KOUTO CE€ Bb3MpPHUEMAT OT BKIIFOUCHUTE B TAX
UHIUBUAM (CTyZEHTH) Mo crenuduyeH HauuH. B kpaiiHa cMeTka BIMSIHMETO HaBCiKa cpela €
GyHKIUS OT B3aUMOJEWCTBUETO MEXIY HEHHUTE OOEKTHBHU OCOOEHOCTH U CYOEKTUBHOTO MM
BB3NpUEMaHEe W HMHTEpPIpEeTHpaHe OT JeHCTBallUTEe B Hed WHAMBUAU. ToBa MOTBBPXKIaBa
TBBPJAECHUETO, Y€ M3Y4YaBAHETO HAa COLIMAIHUTE CPEIU € BA)KHO, BKIIIOUUTEIHO U B CPEAMTE,
HapedyeHu oOpazoBarenHu. Morar a ce U3ThKHAT Hal-MaJIKO TPU ChOOPaXKEHHS:

o IIbpBo, Taka ce pa3kpuBar creuu(puIHUTE KOHPHUTYpAIIMA OT OOCKTHBHH M CyOCKTHBHH

dakTopu, KOUTO OPOPMSAT BHHIIHOTO OOKPHKEHHUE, aKaIeMUYHAaTa Cpejia Ha CTY/ICHTa;

e BTOpo, aHaMM3bT HA CXOJHU COLMAIIHU CPEH, B Cllydyas YHUBEPCUTETH B JBE IbpPKaBH,

JaBa BB3MOXKHOCT J]a C€ OYepTasT OOIIUTE OCOOCHOCTH HAa OpraHU3alUsATa UM, KOETO
MOJKeE Jia ce U3I0JI3Ba MPU YChBHPIICHCTBAHETO UM;

e Tpero, mo3HaBaHETO Ha cpenaTa OM OOJIEKYMIIO BHUKBAHETO B IBJIOOYNHA HA BCUUKHUTE 1

€JIEMEHTH C LIeJI IPOYyYBaHe, YIPaBIECHUE U ONTUMU3UPAHE HA IEHHOCTTA UM.

Cratusita umMa amMOMIUsATa Ja NPOABDKA M Jla JaJie CBOSL NPUHOC B pa3roBopa 3a
TpaHchopmanmsTa Ha 00pa3oBaTeHATa CHCTEMA B CETalllHU €Tall Ha pa3BUTHE Ha OOIECTBOTO.
Enna oT u3xogHuTe MpENrocTaBKy Ha MOA00HA IUCKYCHUsS € MpoOJIeMbT 3a cpelara, B KOSITO ce
peanusupa 00y4eHHETO U KBaTU(pUKaLMATAa Ha MIAJUTE XOpa, KOUTO Beue y4acTBaT U B ObJelle
BCE MO-aKTHBHO 1€ y4acTBaT B TpaHcopMmanusra Ha oOIiecTBEHHTE IpolecH. Pa3OupaneTro
BKJIIOYBA HJEATA, KAKTO Oellle MOCOYEHO IMO-Tope, 4e cpejara € eIuH OT BaXHHUTe (akTopu B
peai3upaHeTo Ha IMPOMEHUTE, B JaJCHUs ciaydyail B oOpa3oBareiHaTra CUCTEMa, U € €QUH OT
,,BOKHUTE ydyacTHUIIU B TpaHcopmanusra. Jlopu, 6e3 1a 3Bydr MHOTO KpaiHO, cpefiaTa MOXe Jia
ce Ka)ke, ye € aKTUBEH KaTalu3aTop Ha MPOMEHHTE, TOKOJIKOTO T€ MPOTUYAT B HES U J0 TojsiMa
CTETEH Ce MOBJIUSABAT OT HEHHUTE XapaKTEPUCTHKHU.

CpBceM ecTeCTBEHO M KAaTO MPOAB/DKEHHE Ha TOPHHUTE pa3ChKACHHA € Jla Cce pazKpue
CBIIHOCTTA Ha CpelaTa, KaKTO M BBH3MOKHOCTUTE M 3a TMOBJIHMSIBAHE HA OOYYHTENHHUS MPOIIEC.
AHanu3uTe ce OCHOBAaBAaT HAa EMIMPHUYHU M3CJEIBaHUs U HAONIOJIEHUS Ha JBe Y4eOHU Cpeau, B
nBeabpkaBu — Pemyonuka bonrapus u Penybnuka KocoBo, ynnTo n3Baaku 1ie ObAaT OMUCaHH B
XO0JlaHa U3JI0KEHHUETO.

B nuteparypata HsIMa €IMHHO CXBalllaHEe 3a CHIIHOCTTAa Ha cpejaTa M 3a TOBa HAa KakKBU
paBHuIIA Ts TpsiOBa 1a Obae nzyuasana. [Ipu neduHupanero Ha colpagHaTa cpeia B KOHKpETHHUS
CIIy4ail MOXKe J]a TOCTYX U (akThT, Y JIMYHOCTTA ChIIECTBYBA B J]a/ICHU MaTepUaIHU U COLIMATHU
ycnoBusi. ToBa pazOupane npeamnosnara, 4e cpejara Biusie BbpXy MOBEIECHUETO U afanTalusaTa Ha
WHIMBUAA, BKIIOYUTEITHO U BBhPXY ydeOHaTa My aganrtanus. ETo 3amo o0o3HauaBaHETO UM HE
IIPOCTO KaTo CPEJH, a KaTO COLMAIHY CPEIU MTOAUEPTABA HAIMUMETO HE CaMO Ha B3aUMOJEHCTBUSA
Ha MHJIMBHJIa C MAaTEPUATTHUTE YCIOBUS, HO TaKa ChII0 U HAIMYUETO Ha COLIMAJIHA OpraHu3alus u
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OTHOIICHUS MEXIy Xopara. B KoHTeKcTa Ha Ka3aHOTO JOTYK MOXKE /1a ce mpuemMe JepUHHULMITA,
4ye coIMallHaTa Cpelja € OTHOCUTETHO 000co0eHa M YCTOWYMBO OpraHu3MpaHa ChBKYITHOCT OT
MaTepUaIHU yCIOBHS U Ch3/IaJICHH Ha TAXHA OCHOBA COIMAIHU B3auMooTHoueHus. Coruannara
cpeza MpeoCcTaBs ONpeesieHH Bb3MOKHOCTH 3a ICHCTBHE U yJOBJIETBOPSIBAHE HA TIOTPEOHOCTUTE
U CHILIEBPEMEHHO IMpesSBsABa U3UCKBAHUS KbM UHIUBUIUTE B HEsl J1a MTHBECTUPAT BpEMeE, CPEJICTBA,
yeunust uinu apyru pecypeu (Bemwuko, PamocnaBora, Iletkos, 2002, 27). B Ta3su nedununus
MOTar Jia ce ocoYyaT HIKOJIKO ChIIIECTBEHHU MYHKTA!

e [IbpBO, B 00IIECTBOTO CHIIECTBYBAT PA3IMYHU COLIMATIHU CPEIU C OIIPEIEIeHa OpraHnu3alus,
[eMH W HauWH Ha (QYHKIMOHHMpAHE — KaTO CEMEHCTBOTO, paboTHATa cpena, YUHIUIICTO,
YHUBEPCUTETA, MPUSTEIICKUS KPBT U JP.;

e Bropo, couunanHara cpesia He € MPOCTO MSCTOTO, KbJIETO IMOCTOSIHHO WJIN NEPUOAUYHO CE
chOupar xopa, a TS ¥Ma CBOSI OPTaHU3AIHsI, CBOW HAaYMH HA (DYHKIIMOHUPAHE U CBOM IIEIIH,
KbM KOUTO € HACOYCHA,

e Tpero, commanHata cpeia U3rpakaa ONPEICICHH OTHOIICHHWS KbM BKIIOYCHHUTE B HeEs
uaauBuad. OT enHa CTpaHa, TS MM MPEJOCTaBs BB3MOXKHOCTH 3a CBIIECTBYBaHE, 3a
MOCTaBAHE U TTOCTUTaHE HA JIMYHUTE UM LIEJH, 32 YAOBJIECTBOPSBAaHE HA TOTPEOHOCTUTE UM U
3aToBa Xopara ce cTpeMaT KbM Hes. OT qpyra cTpaHa o0ade, colMainHaTa cpejia nIpesBsBa
oTpeieNieH! U3MCKBAHMSI U MPECTOAT U (DYHKIIMOHUPAHETO B HEs ca CBHP3aHU C OIpeIeTICHH
HATOBApPBaHUS;

e UYeTBbpTO, BCSAKA COLIMATIHA CPEA BIIM3a B OTHOILEHUS C IPYTH CPEAM U C O0ILECTBOTO KaTo
L5110,

e [lero, conuanHaTa cpefa KaTo OpraHU3MpaHa CUCTEMa 3a/aBa ONpPEIEICHM IMO3ULUU Ha
BKJIIOYCHUTE B HEsl MHIMBHIM, KaTO oOpa3oBareiHaTa € JOBeJia TO3U MOMEHT JI0 MHOTO
M3YUCTEHHH SICHO epuHupanu Gpopmu.

OYHKIMOHUPAHETO U OPTaHU3ALMATA HA COLMATHUTE CPEIU CE OCHIIECTBIABAT HA OCHOBAaTa Ha
onpeieneHd HOPMH (ITUCAaHW W HEMHCAHM) 3a TOBEIEHUE, KOUTO Ca 3aIbJKUTEIHU 32 BCHUKH
YYAaCTHHUIIM. YCBOSIBAHETO MM OT WHIMBHJA TapaHTHpa OCTABAaHETO B JaJieHa cpeaa Hu
aJanTHUPAHETO KbM Hes, a TAXHOTO HApYIIABaHE C€ CAHKI[MOHMpA IO €QUH WM APYr HAYMH.
Cucremara OT HOPMH | TIpaBUJjIa, MPUCHIIN HA CpellaTa, UMa MPUHYAUTENICH XapaKkTep U Hajara
OTpe/Ie]ICHN OTPAaHNYCHHS BBPXY HHANBUIYATHOTO MTOBECHHUE.

Karo ce nma mpenBuj Ka3aHOTO IO-TOpe, COLMANHATAa Cpella MOXKE Ja Ce OINMILIE 4pe3
CBBKYITHOCT OT XapaKTEPUCTUKH, KOUTO MPEJACTABISABAT TUIUYHUTE IMPOLIECH B HEsA, KAKTO U
TUNMYHUTE OTHOUIIEHWS, KOWUTO TS 3aJaBa Ha BKJIOYEHUTE B Hes xopa. llpumepnwure
XapaKTEPUCTHUKU Ca:

e Hopmamuena 6a3a — Hanuuve Ha NMpeANnucanus 3a GyHKIIMOHUPaHe Ha cpeaaTa.

o Cmabunnocm — HaNM4YMe Ha YCTOWYHMBHY 1IETT U U3UCKBAHUS HA CpeaTa.

e Cmpykmypupanocm — HalU4ue Ha SICHO paslpeleieHre Ha MO3UIUUTE U Ha

(YHKIIMOHATTHUTE OTHOIICHHUSI.

e (wenacysanocm —HaJIMUME Ha KOOPAUHALIMS MEKY YCHIIHSTA 3 peallu3upaHe LeJIUTe Ha

cpenara.
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e Hamosapseane — CTCIICH, B KOSATO CcpejiaTa M3MCKBA OT MHIWBHIA Ja WHBECTHPA JIMYHU
pecypcH.

e Cmpoecocm Ha peda — CTEICH, B KOATO Cpe/lara Hajara MpuHya BbpXY WHAMBHIA J1a
U3IBIHSABA HEWHUTE HOPMU U MPaBUIIA.

o Yooenemeopumennocm — CTEIEH, 10 KOATO cpejaTa JaBa Bb3MOKHOCT 3a 3aJ]0BOJISIBAHE
Ha JINYHUTE MOTPEOHOCTH.

o [Ipuosusicearne — Bb3MOKHOCTH 32 M3pACTBaHE M 3a€MaHe Ha Jpyra MO3UIUs B cpeara.

o [Ipecmuscnocm — CTelleH, B KOSATO NpeOMBAaBaHETO B JaJicHa cpeja CIocoOCTBa 3a
MOIIbPIKAHE HA MOJIOKUTENICH COIMalieH 00pa3 3a cede CH.

e Jlocmvnuocm — NEKOTA 3a TIONAJaHe B Ja/IeHa COIlMATHA Cpe/ia.

o (Obocobenocm — HAIMYKME HA 3HAIIM M CUTHAIM 32 0003HAYABAHE MPUHAIICKHOCTTA KBM
cpenara.

® Bnpumuenocm — CTENCH, B KOATO HAIyCKaHETO HA cpelara BOIU IO IMO-HEHPUSATHH
MOCJICTUITN OT HEYJ00CTBATa IPH MPECTOSL.

e 3awumenocm — CTENEH, B KOATO CpeaTa JaBa MO-rojisiMa CUTYPHOCT B CpaBHEHHE C I10-
ITUPOKOTO COLUATHO OOKPHIKECHHUE.

e M3onupanocm — CTETICH, B KOSATO WHIUBUABT CE OTpaHWYaBa Jja B3aMMOJICHCTBA C IPYTH
cpeau H 3a CBOOOJICH MPEXOoJ OT €IHAa B Jpyra, 0e3 Ja ce Halmycka HacTosllara cpeia
(Benmukos, PagocnaBosa, Ilerkos, 2002, 32).

BaxxHO B KOHKpETHHS Cly4ail € Ja ce OTYMTa B3aMMOJICHCTBHETO MEXIY OTACITHHUTE
XapaKTePUCTUKH, 0ATAHCHT MEX/Ty U3UCKBAHUS U HATOBAPBAHUS, OT €{HA CTPaHA, U MOJIy4aBaHUTE
objaru 3a WHAMBHAA — OT apyra. TpsOBa ChIIO Taka Ja ce MMa MPEABHI, Y€ OINPEACICHU
XapaKTePUCTHKU MOTaT J1a UMaT pa3lIndeH CYOCKTHBEH CMHCHI B 3aBHCHMOCT OT ISUIOCTHATa
KoH(puTypamus Ha cpefaTta. Korato Ts € GaronpusTHa OT CYOCKTHBHA TJIEAHA TOYKA, XOpaTa Iie
OBbJaT CKIIOHHHM Ja TPUEMAT M HIKOW OTPaHUYCHHS M HATOBapBAHMUS, JIOKATO MTPH HEOJIArONpHusITHA
KOH(UTYpaIys MOJOKUTEITHUTE XapaKTePUCTUKUA MOTaT Jla ce OKa)kaT HEeIOCTaThYHH 3a KOM-
MEHCUPaHEe Ha HATOBAPBAHETO M YCIEIIHOTO (yHKIIHOHUPAHE.

BaxxnocTTa Ha cyOeKTHBHOTO BB3MpHUEMaHE Ha cpelaTta ce omperens oT (akra, ye xopara
pearupar Ha CTUMYJIMTE Ha cpellaTa Taka, KakTo Te€ TH BB3IpPHEMAaT U UHTepIpeTupaT cCho0pa3sHO
COOCTBEHUTE CH IMO3HIIMU ¥ BHTPEITHU Harmacu. ClieJoBaTeTHO, KOTaTO Ce M3CIIEBa BIUSHUCTO
Ha cpenara, TpsOBa Jja ce UMaT IPEBU]] HE CaMO HEHHHUTE OOCKTUBHU XapaKTCPUCTHKH, a TIPEIU
BCUYKO YOBEKHT C HETOBHUTE TICUXOJIOTHYHU OCOOCHOCTH ¥ HAUMHHTE HA BH3MPHUEMaHe Ha HEHHOTO
¢dbyHKIIMOHMpaHe. Bcekn 4YoBEeK BMXKIA TOBA, 33 KOETO € HACTPOCH, W IOCTHIBA CHOOpPa3HO
dbopmupanara cyOeKTUBHA KapTHHA HAa CBETA. 3aTOBa OT OILICHKATa Ha Cpelara He MOXE Ja ce
MIPEIBU/IM TIOBEJIEHUETO, aKO HE CE OTYMTA CyOSeKTUBHATA TTIeIHA TOUKA KbM Hesl.

KakTo Beue Oelie mocoueHo, B M3CIEABAHETO, KOETO C€ MPEJCTaBsl B CTaTUATA, c€ Mpuiiara
MOJIX0/I, KOMTO MO3BOJISIBA KAKTO OMUCAHKE HA OTJICTHUTE CPEIH, TaKa M CHIIOCTABSIHE MEXKIY TAX
C LIeJT OTKPOSIBaHE Ha OOIIOTO U CHEIU(PUIHOTO B TEXHHS HAYUH Ha chlecTByBaHe. OCBEH TOBa
3a]1 cnenu@UIHUTE MPOIECH U SIBJICHUS C€ ThPCH OOIIOTO M C€ M30ATBaT HIKOM OTPaHUYEHUS,
HaJlaraHu OT HETIOBTOPUMHUS OOJTUK Ha BCSIKA OT CPEIUTE.
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OpeaHus'auuﬂ Ha emnupudrume U3CNe08aHUS
B H3CJICABAHCTO CC€ M3XOXKJa OT IMMPCAIIOCTaBKaTa, Y€ KOraro C€ M3ydaBaT BJIMAHHUATA Ha

COIMaJHaTa cpena, TpsgOBa Ja ce rapaHTHpa CPaBHUMOCT Ha PE3YNTATUTE M Jla CE OCHUTYDPAT
BB3MOKHOCTH 32 IpaBeHe Ha HAJSKIHU U IOCTOBEPHHU M3BOAM U 0000meHus. Ha mbpBo mscTo,
M3y4aBaHETO Ha €JHa CIMHCTBEHA COIMaJHa cpeJa OM IMOCTaBWIO MHOTO IMPOOJEMH, KOHTO
MPOU3THYAT OT HelHaTa crienu(uKa 1 YHUKAITHOCT.

Ha crieaBaio MscTo, CpaBHSIBaHUTE Cpey TPsIOBa 1a ObIaT CPOJIHHU, T.€. ]a UMAT €HU U ChIIN
cucreMHH (QpyHKIMH. B mpoTuBeH ciydaii HE ca Bb3MOXHH 000OIIEeHHUs, Thil KATO c€ CpaBHSABAT
HECBHIIOCTAaBUMH HEIIA.

Ha Tpero mscro, mMakap M CpPOJHH, COIMATHUTE cpenu TpsOBa ga BapupaT IO HAKOH
napamMeTpu, HampuMep ChIbp)KaHHE Ha W3BBPIIBAHUTE JCHHOCTH WM pa3Iu4yus B
OpraHM3alOHHATa CTPYKTypa. ToBa M3MCKBaHE NMPOMU3TUYA OT HEOOXOAMMOCTTA J1a CE OTKPOST
0COOCHOCTHUTE Ha BCSIKa CPeZia U Jia ce ouepTae 00IIOTO U Pa3IMYHOTO BbB BCUUKH THIX.

Ha geTBBpTO MSCTO, U3CIIEABAHUTE JIMIIA OT BCUUKU COLMAIHM CpPeu TpsOBa Ja ce HaMupaT
B €/IHA ¥ CHILA POJICBA ITO3UIIHSI.

B m3mbiaHEeHHEe Ha TE3W M3HMCKBAHUS EMIMPUYHUTE M3CIEABAHHS ca MPOBENEHH BBPXY 339
nuua — 209 pecnioHieHTH OT 1Ba yHuBepcutera B Penybnuka KocoBo u 130 uscnensanu auna ot
Peny6nuka bwirapust.

EmMnupuynuTe mpouenypu B M3CIEIBAHETO BKJIIOYBAT I'PYNOBO TECTHUpaHE, MPOYyYBAHE HA
JOKYMEHTH M Oece/ll C aKaJeMUYHUTE PHKOBOJICTBA.
MeTonbT Chabpika 72 TpW3HAKA, OICHSIBAaHW B S5-CTENeHHa cKaia Tum ,JIukwspt™ or 1 —

,,/13001110 HEBAPHO®, 10 5 — ,,HamrbiaHo BsipHO*. M3cienBaHnTE IUIla OLIEHSIBAT JOKOJIKO U30paHuTe
ONMCAaHUs Ca XapaKTepHH 3a TAXHara cpena. KOHCHCTEHTHaTa HAIEKTHOCT Ha CKAJIATE €
M3YHUCIICHA BHPXY IIsUIaTa W3BAJIKA.

[TosrydeHuTe pe3ynraTd MOKa3BaT, Y€ BCHYKH CKaJlM HMMaT TPUEMIIMBU KOS(UIIMEHTH Ha
BBTPEITHA KOHCUCTECHTHOCT. ETMHCTBEHO cKajlaTa 3a OIICHKA Ha BIPUMYEHOCT MOXKE Jla Ce IprueMe
3a HeHaaexaHa (Briggs, 1989).

JIMCKprMHHAHTHATA BAJIMHOCT Ha METO/Ia € MPOBEPEHa Upe3 CPaBHEHUE Ha IECKPUTITUBHUTE
CTaTUCTUKH Ha JiBeTe oOpa3oBaTenHu cpean. [lonyueHuTe JaHHM ca MpeIcTaBeH! B TabauIaTa mo-
J0Ty.
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Tabauya 1. JJuckpumunanmua 6aiuoHoCm Ha Memood 3a OYeHKA Ha COYUATHAMa cpedd

XapaKTepUCTHKHHA Hesio M SD F b
cpexara

Bearapus 3.60 0.85

HopwmaruBHa 6a3a 2.06 0.152
Kocoso 3.47 0.82
Bearapus 3.11 0.52

Crporoct Ha pena 1.79 0.182
Kocoso 3.19 0.59
Bearapus 3.58 0.87

56.37 0.000
flocrmoct Kocoso 2.99 0.55
Brirapus 3.28 0.67

[pectmwxHOCT Ha cpenara 3.59 0.059
Kocoso 3.41 0.65
Bearapus 2.67 0.94

WzommpaHocT Ha cpenara Kocono 579 072 1.71 0.191
Brirapus 3.62 0.78

H 15.87 .

aToBapBaHUs Ha cpeaaTa Kooono 330 072 5.8 0.000
VI0BIETBOPSIBAHE HA Boarapus 2.34 0.83

121.59 0.000
MOTPeOHOCTHTE Kocoso 3.24 0.70

BripumuBane Brirapus 2.67 0.73 7.67 0.006
Kocoso 2.45 0.82
Brarapus 3.03 0.78

3 0.92 0.338
AHITeHoCT Kocoso 2.95 0.70
Bearapus 2.81 0.77

IIpoTuBOpeunBoOCT HacpeaaTa 137 0.243
Kocoso 2.90 0.68
Brirapus 3.09 0.58

IT 2.97 .
PuBIDRRaRe Kocoso 2.98 0.65 S 0.085

Pesynrarure mokasBar n1o0pa JUCKpUMHHAHTHA BAJMAHOCT Ha Merona. C HM3KIIOYEHUE Ha
IIECT OT CKAJHTE, M0 OCTAaHAJIMTE CKAaJIM METOJIbT 3HAYMMO pa3rpaHH4aBa JBaTa THUIA Y4eOHH
cpenu. OCBEeH TOBa MOCOKUTE HA Pa3IMYMsATa Ca B ChOTBETCTBUE C OYaKBAHUATA — yueOHATa cpefia
B PenyOnuka bwiirapus B cpaBHenue ¢ ta3u B Permyonuka KocoBo e mo-ngoctenna (F = 56,37, p =
0.000); cpenara B bbarapus e ¢ mo-BUCOKa CTEINCH Ha HATOBApBaHE B CPaBHEHHUE ¢ 00Opa3oBaTeIHaTa
cpena B KocoBo. Makap u He3HaUMMO, HOpMaTUBHAaTa 0a3a BB BB3NPUATUATA HA 00Pa30BaHUETO
B briirapus nomyvasa rmo-Bucoku 6anoBu croiiHocTH. O4eBUIHO KaTo Miajaa 1bpkaBa KocoBo nma
HYXJa J1a JIOM3rpaxa oOpa3oBaTenHaTa CH CUCTeMa. YCTaHOBEHHTE TPAIUIMU U TO-BHCOKHTE
craniaptu B beirapus B cpaBHeHne ¢ KocoBO MpaBsT MOCTUTHATOTO HEAOCTATHYHO M 3aHM)KABaT
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CTETEHTa Ha YAOBJIETBOPEHOCT Ha MOTpeOHOCTHTE B 0OnacTTa Ha obpazoanueto (F =121,59, p =
0.000). 3aBuIlIeHOTO YYBCTBO Ha BIpuMUeHOCT B bbiarapus B cpaBaenue ¢ Kocoso (F =7,67, p =
0.006) BeposITHO ce OBIKM Ha MKOHOMHYECKATa CUTYallds U TPYAHOCTHTE, Mpell KOUTO ca
U3IIpaBeHU OBJITapUTe 32 HAMUpPaHEe Ha HOoBa paboTa. Ho kakTo ce Bmkaa, 6aJ0BUTE CTOWHOCTH HE
ca MHOTO BHCOKHM, KOETO CMEK4YaBa KpalHHUTE HW3BOAM 3a HAIMYHETO Ha Oe3paboTuia B
00pa3oBaTEeTHUTE CPEAH U Ha JABETE AbPKaBH.

[lpn anHanmm3a Ha JaHHUTE MOTaT Ja C€ OTKPUAT M HIKOM MOAOOMS MEXIy JBETe
o0pa3oBaTeTHU CpEeld, KOETO pa3KkphBa ONHM30CTTa UM M HJISCHTHYHOCTTa B XapakTepa Ha
(bakTOpUTE, KOUTO UM BIIUSISAT.

Makap aa ChIECTBYBAT CTATHCTUYECKH 3HAYMMH Pa3IM4Ms 110 €IHA YacT OT MapaMeTpUTe Ha
COITMAITHUTE CPEIH, MOTAT JIa ObJIAT MOCOYEHU HAKOM OOIIM TeHICHIMU. Hanpumep Bb3NpusTHITA
3a 3alUTEHOCT B CPEAUTE ca MoJo0HH. PaBHMIIaTa Ha ycenaHeTo 3a MPOTUBOPEYUBOCT CHIIO ca
noo0HU. Te3n oOuM MOCOKH, HE3aBHCUMO OT 3HAUMMHUTE Pa3Indyus MEXIY CPEIHWTE B JIBETE
IbpKaBH, BEPOSITHO OTPA3sIBAT Hail-00IIM 1M0100Ks BbB (QYHKIIMHTE HA U3CIICJABAHUTE COLUAIHU
CpeaH ¥ OTHOUICHHUATA UM C MO-ITHPOKOTO COLUAITHO OOKPBHKEHHE.

CTpykTypara Ha BB3NPHETUTE XAPAKTCPUCTHKH HA COIMAJIHATA Cpela € MpOBEpeHa dYpe3
KI'bCTEPEH aHaIM3 Ha JaHHUTE 3a JBET¢ u3cienBaHu cpenu. CTemeHTa Ha MOA00HE MEXIY
XapaKTePUCTHKUTE € OLICHEHAa 4pe3 H3IMOJI3BaHe Ha EBKIMIOBAa NUCTAHIUS — METOJAa Haii-
nanedeHcbeen. [lonydyenara nenaporpama e mpejcTaBeHa Ha purypara mo-ao.y.
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Dendrogram using Complete Linkage
Nescpled Dslance Lhrslos Lombme
HopmatusHa o 5 i ik .|| *®

6asa 1 - -
Crporoct r

Hapega &M

MpecTuKHOCT Ha

cpepata Ps 1
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Ha cpegaTa” 5 3
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HatoBapBaHuA
B cpepata M9 e
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BnpumueHocT
2 7] ]

B cpepata

Que. 1. Knvcmepen ananuz Ha OMHOWEHUAMA MeNHCOY napamempume Ha cpeoume

KJ'I”I)CTepHI/ISIT aHaJlIn3 HOTB”I)pI[I/I y()TaHOBeHI/ITe CTpaHI/I BbBB B'BSHpI/IeMaHeTO Ha
OpraHmM3alusaTa Ha CoIHMalHaTa cpeda. SIpoTo Ha mbpBaTa ca B3AaUMOBPBIKUTE MEXIY
MPECTHIKHOCT Ha cpeflaTa U 3allUTeHOCT Ha BKIIIOUEHUTE MHIWBUIN. BTOpara cTpaHa u3riexaa
MMa CBOS TMOACTPYKTYpa, Thil KaTo SICHO ce o4YepTaBaT JABE rPpynu OT mapaMmerpu. EnHaTta omucsa
ycioBusiTa Ha (YHKIIMOHMpPAaHE Ha XopaTa B cpeaara (HaTOBapBaHE, MPOTHBOPEUMBOCT Ha
M3UCKBAHUATA), a JpyraTa — HaTUCKA 3a OCTaBaHE B cpejaTa (BIPUMYBAHE, H30JIAIIHS).

Ouepranute 001U 0OCOOCHOCTH BHB BB3IPUEMAHETO HAa OpraHU3aIlisaTa Ha CollMaaHaTa cpea
MOKa3BarT, 4e XopaTa pa3riexaaT (akTopuTe Ha cpeaaTa mpe3 Mpu3Mara Ha BIMSHUATA, HA KOUTO
ca nmojyiokeHu. OTKpOSIBaT ce TPH HACOKH HA CYOEKTUBHO BB3MPHEMaHE Ha Cpe/laTa — M3UCKBAHUS
Y HaTOBapBaHUsS, OTPAaHUYCHHUS] M TPEIUMCTBA OT IpeOMBaBaHETO B Hes. Ta3u CTPyKTypa Ha
W3CIIEABAaHUTE XapaKTEPUCTHUKUM Ha CpPeaUTe OTpa3siBa OCHOBHUTE AaCIEeKTH Ha BB3ACHCTBHE
BBPXYBKIIOYCHUTE WHIUBUAM, KOUTO T€ BH3MPHUEMaT 1 Ha KOUTO pearupar.

OrneHkata Ha cpeAuTe 4pe3 CyOSKTUBHUTE BB3MPUATHUS HA TEXHHUTE MapaMEeTpu TO3BOJISBA
dhopmupane camo Ha Haif-0011a ¥ TPUOJIU3UTEIIHA TTPEACTaBA 32 TEXHUTE OOEKTHBHU OCOOEHOCTH.
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He3aBucuMo OT TOBa, OMHMCAHUAT TYK IMOJAXOJ JaBa JOCTAThYHO MHGOpPMAIHS, 3a J1a C€ OICHHU
KaKBO € XapaKTEepHO 3a JaJICHa COIMAlHA Cpella U TS Jia C€ CPAaBHU C JPYrd MOJOOHHM Ha Hesl.
[Tomydenata wHpoOpMaIUs 3a HEHHOTO CYOCKTHUBHO BB3IPHEMaHE € Ba)KHA, 3allOTO pa3KpHBa
CyOeKTMBHAaTa KapTMHA HA BBHHIIHUTE YCIIOBHUS, KOSATO JIGKM B OCHOBAaTa Ha IUIAaHUPAHE Ha
COOCTBEHOTO TOBeAeHHEe. He3aBucuMO 4e € HEeTOYHA U M3KPHBEHA B HAKAKBA CTEIEH, HEHHOTO
3HAYCHHME CH OCTaBa OIPEACIIAII0 3a pa30MpaHe Ha BIUSHHUATA HA CpeAaTa BbPXY OpraHu3aiusara
Ha WHIUBUIYATHOTO IMOBEJEHHWE B 00pa30BaTEIHUTE CPEU, KOUTO Ca MPEJAMET Ha HACTOSIIOTO
n3cienBane. B pe3yaTaT Ha BCHYKO TOBa MOTarT Jia ce B3eMaT 00OCHOBAHM YITPABJICHCKH PEIICHUS
3a ONITHMHU3HUPAHE Ha CpellaTa, PECIEKTUBHO HAa HEHHOTO BB3JICUCTBUE KAKTO BHPXY 00ydaeMuTe,
Taka ¥ BHPXY MPEoAaBaTelIuTe C 11eJ1 MOBUIIIABAHE HA pe3yATaTuTe B yueOHUs mpoiec. B erana
Ha M3BBpIIBAIIATa ce TpaHchopmallys Ha 00pa3oBaTeIHaTa CUCTEMa TO3H ITOAX0/1 OH CIISIBAIIO J1a
HaMepH CBOETO aJIEKBATHO MPUIIOKEHHE.

HNutepecnu ca ycraHoBeHUTE OO OCOOEHOCTH BBHB BB3MPUEMAHETO HA OpraHU3aIusiTa Ha
colpangHara cpena. XopaTa Bb3IpHUeMaT CBOETO OOKPBKEHUE U YCIOBUS Ha MOBEICHUE OT TIIeHA
TOYKa Ha COOCTBEHHTE MHTEPECH M BBH3MOXKHOCTU 3a YIOBIETBOPEHHE HA MOTPEOHOCTUTE CH.
OuepraBaT ce TpU aclieKTa Ha OILICHKa Ha COIMAJIHATa Cpeaa, KOMTO C€ HaMUpaT B Pa3IudHU
cboTHOUIeHUsl. HebOnaronpusitHa € KOHQUTYypauusTa, MpH KOSITO BBTPEUIHUTE H3UCKBAHUA U
HATOBAPBAHUS MOCTABAT XOpaTa B MOJOKEHUE HA MO-HUCHK MPECTIDK U JIUTICATa Ha 3aIUTEHOCT
CHPSIMO BHHITHOTO COIMATHO OOKpBKeHUE. JUPEKTHUTE BB3ACUCTBHS 32 3aIbpP)KaHe HA XOpara B
cpenata, 0e3 J1a MUMaT JOCTAaThYHO (YHKIIMOHATHO OMNpPAaBJaHUWE 32 HEWHOTO CHIICCTBYBAHE,
Ch37aBaT JIOMBIHUTEIIHA HETaTUBHU YCIIOBHS M B KpaifHa CMETKa BJIOMIABAT BBH3IPHUEMAHETO HA
HelHuTe 001M ocobeHocTu. OUYEeBUIHO €, Y€ COIMATHUTE CPEIU MO peJ MPUYNHU HEBUHATU Cca
KOH(UTYpHpaHU 110 HAYUH, KOUTO Aa 00JeKYaBa ONTUMATHOTO (YHKIIMOHUPAHE HA MHANBUINUTE B
Hes. Te moraT nma chabpKaT CTpaHH, KOUTO HE ca HEMPEMEHHO HEOOXOAMMH 3a TSAXHATa
opranuzanus u ¢pyHkiuonupane. [Ipumep 3a ToBa ca ycunusta 3a U30JHpaHE HA BKIIOUCHUTE B
cpeauTe MHAUBU]IN, KOUTO C€ OKa3BaT (pakTop C BPEAHO BH3/IEHCTBUE BHPXY TSIXHATA ONTHMATHA
opranm3anus. Te cb3IaBarT JONBJIHUATEITHH YCIOXKHEHUS W HATOBAapBAHHS, KOUTO BOJAT 10
MPOTUBOPEYNBO BB3MPHEMaHE Ha OPTraHM3AIMITa HA COINHMATHUTE cpefau. M3amraneTo Ha
MPECTIIKHOCTTA HA CPEAWTE, YYBCTBOTO 3a 3alIUTCHOCT HA XOpaTa B TIX M EBEHTYaJTHO
Ch37aBAaHETO HA OJIATONPHSITHH YCJOBHSI 33 YJIOBJICTBOPSIBAHE HA MOTPEOHOCTUTE MM MOTaT Ja
CIIy’KaT KaTo MHOTO MO-MOIITHU MOTHBATOPH 3a OCTaBaHe B JaJieHa cpefia, OTKOJIKOTO HaJlaraHeTo
Ha IpUHYAU. AKO XOpaTa BUXKAAT CpefaTa, B KOATO MPECTOSIBAT, KATO KOHCOIHUAUPaHa U MOJIe3Ha,
Ch3/aBallla yCIOBHS 3a pealn3upaHe Ha >KU3HEHUTE MM IIJIaHOBE, HE Ouxa OmiM HeoOXOTuMHU
JON'BIHUTEIIHA U3UCKBAHMS, 32 1a OCTAHAT B HEsl.
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3AKJIIOYEHUE

W3BobT, KOKMTO ce Haara, €, 4e ONTUMAITHUTE CPEIH 337aBaT TaKHBa yCIOBHS 3a IIOBEJCHNUE,
KOMTO CTHUMYJIMpAT Xoparta Jia IojlaraT yCHJIUS 3a MOJIbPKAHETO UM U CHUICBPEMEHHO OCTaBSIT
MSICTO 32 MHAMBHU/IyaTHa CBO0O/1a M HE3aBUCUMOCT 10 OTHOIIEHHE ITPUCHCTBUETO B TAX. KbM TakbB
OIITUMYM CJIeJ[BA Jia CE HacO4YaT yCHIIMATA B X0/1a Ha TpaHCopMarusaTa Ha oOpazoBaTeHaTa cpena
B PenyOnuka bearapus. Mcka ce obade 3aapi004eHO BHUKBAHE B MPOIECUTE, pa3OupaHe H
CBIIPHYACTHOCT KbM MPOOJIEeMHUTE HA MHIUBUANTE, (QYHKIIMOHUPAIIXA B 00pa30BaTEIHUTE CPen —
IperoiaBaTeNd 1 00y4aeMH, 3a IIOCTUTaHe Ha ONTUMAJIHATa UM peasIn3aiusl.
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THE PERCEPTION OF CONDITIONS IN THE HIGHER EDUCATIONAL
INSTITUTION - A MOTIVATOR IN THE EDUCATIONAL TRANSFORMATION

Abstract: In every action, people are influenced by two main factors — personal and situational.
This article focuses on the research on how the situational factors of the educational environment
are perceived. Is this important? From the point of view of the effects that the perception of the
conditions in which trainees / learners and trainers / lecturers function, i.e. the educational
environment, the answer to the above question is “yes”. Yes, to the extent that their perceptions of
the environment are involved in planning their participation in educational activities and
ultimately affect the effectiveness of the educational process. Of course, the relation “perceptions
— effectiveness” is only implied at the current article. More in-depth studies and experiments should
be conducted in order to describe the optimal model of an educational environment that will lead
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to excellent educational outcomes, of course, in the presence of highly motivated learnersand
educators. The current study is based on data from research in educational environments in the
Republic of Bulgaria and the Republic of Kosovo. Within the research, psychodiagnostic
instruments with proven psychometric characteristics are applied.

Keywords: educational environment, educational process, environment perceptions
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NHCTUTYUUUTE HA ITAMETTA - CbBPEMEHHATA OBPA30BATEJIHA CPEJIA

Enena CaBosa, /Inana CrosinoBa, Tpasina IlerpoBa
Ynusepcumem no bubruomexosnanue u UHGOPMaAyUOHHYU MEXHOIO02UU

Peztome: Obexm Ha usciedsane 6 cmamusma e mpamcgopmayusma Ha OudbIuomeunume
OetiHocmu U npoyecu ¢ AaKYyeHm 6bpxXy OetuHOCMMmA Ha YHugepcumemckume OUOIUOMEKU.
Paseneoanu ca naxou om cvuecmseenume npobiemu, c8bpP3anu ¢ MeHOeHYUuUme 3a HenpeKbCHAMOo
VCbELPULEHCNBAHE HA UHOBAMUGHUME MEXHON02UU U HAPACMBAUAMA UM POJISL 8 MOOEPHUZAYUAMA
Ha obpazoeamennama cghepa Kamo Hocumen, Cvb30amenl U KAMaiuzamop HA UHOBAYULU.
Ilpeocmasenu ca npomenume 6v8 GU3UAMA U CLWHOCMMA HA YHUGepcumemckama oudiuomexa
Kamo 6ubnuomeuro-ungopmayuonen yenmuvp. Te exnoueam ocucypssane Kakmo Ha c80000eH
oocmvn 00 uHgopmayus, 3HaAHU U UHGOPMAYUOHHU pecypcU, NPeOCmAaseHU b8 Qusuyuecka u
BUPMYANHA Cpedd, MAKa U HA U3NOA36aHe HA He208ume (QYHKYUU U pois KAmo YeHmvp Ha
00pA306aHUEMO U OCHOBHA YACH OM CbEPEMEHHAmMA 06PA306amenIHa cpeod.

Knwuoeu oymu: ynusepcumemcka bubnuomexa, obpazoeamenna cpeoa, ooyierue

BBBEJAEHUE

B xuns101€THOTO pa3BUTHE HAa YOBEUYECTBOTO KYJTYypaTa € HEroBara u3cTpajaHa ChbUIHOCT. 3a
CBhBPEMEHHOTO OOINEeCTBO HEHHO siApo € mHbopManusaTa B pasnuyHuTe M (HOPMHU, CTEHCHH U
TEXHOJIOTUHU Ha u3moi3BaHe. VI MMEHHO TyK MJBa poisiTa Ha OMONIMOTEKaTa KaTo OOIIOMpU3HAT
XPaHUTEN U PA3NPOCTPAHUTEN HA HHPOPMAIUATA U 3HAHUETO.

AKaJleMU4HOTO 3HaHUE ce (opMupa B OOLIECTBOTO Ha Tpblikus noiuc AtuHa. Ho easa cbe
3aji€3a Ha TO3M CBST, @ C HErO M Ha Isjia Kiacudecka ['bplus, cTaBa Bb3MOKEH BB3XOIABT Ha
OMOIMOTEKaTa U HEWMHUTE XapakTepHU (OpMU Ha MIKOJTyBaHE. Ta3W BEIMKOJICTIHA WHCTUTYIIHS
HaMHpa Haii-0jarojaTHa MOYBa B 3aBlaJieHUs OT AJieKcaHabp MakeqoHCKU CBAT. bubmnoTtexure
oTpa3sBaT 0OTraTCTBOTO M aMOUITMUTE HAa HETOBUTE YIIPABHUIN — CTPOUTEIIUTE HA STMHUCTHYHATA
HUMIIEpHUs, KOUTO Ce UyBCTBAT MPU3BAHHU J1a HAJIOKAT XET€MOHUSTA Ha IPBIIKATa YIEHOCT (,,IIIKOIa")
HaJ LeJHs MO3HAT cBAT. [IbpBUAT LIEHTHp Ha Hay4HATa KyNATYypa, MOsBUJIA ce Ha 3amaj, obade He e
ATtuHa, a Anekcannpus. HecnywaitHo Anekcanapuiickata OuOimmuoTeka ce mpeBpbiia B oopaszerr 3a
JIPYTUTE TPU UMIIEPCKHA NMUBWIM3AIUU 0T Cpeu3eMHOMOPHETO — PUMCKATa, XPUCTUSHCKATa U
HCISIMCKaTa: BCHYKUTE W3TPAJCHU BBPXY TPBIKOTO HACHEACTBO. VIMEHHO B AJeKCaHapus
KOHKpETHUTE (OpMH Ha HaydHa JICMHOCT KaTO CBEpPKa, MPEBOJI U CHHTE3 Ca YCTAHOBEHH 3a IIbPBU
msT. bubnmoTekara He € MPOCTO MACTO 3a TpyIaHe Ha Pa3HU PHKOMHCH; TS C€ MMPEBPBIIA U B MSICTO
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3a TSXHOTO CBEpSBaHE, KbACTO PHKOMUCUTE CE PEIAKTUPAT U MPEMHCBAT, a ChABPKAHUETO UM Ce
MPEKOMITO3Hpa U KBbM HEro ce J00aBsAT KOMEHTapuW M aHalu3u. B Ta3u emoxa, HEmo3HaBalla
reJyaTrapckata TEXHOJOTHS, JOPH W HalW-ChbBECTHO MpENHCAaHUTe (HAa PHhKA) TEKCTOBE ca OWIH
Hen30exxHo HeTounu (Maknuiinu, 2012).

N30 KEHHUE

OOpasoBarenHarta GyHKLUs Ha OUOINOTEKUTE CHIECTBYBA OT MOMEHTA Ha MOsBABAHETO UM,
HO 3HAaYMMOCTTa Ha Ta3d (YHKIUS € pa3iuyHa B JEHHOCTTa Ha KOHKPETHUTE KYJITYpHO-
UCTOPUYECKH THIOBE OMOaoTeKu. O4eBUIHO €, Ye ABOPLIOBUTE U MAHACTUPCKUTE OUOINOTEKH ca
OMIM IOBeYe XPAaHWIUINA, OTKOJKOTO MSCTO 3a CaMOOOpa30BaHHE, a YHUBEPCUTETCKUTE U
myOJINYHKUTE — TOBEYE MSCTO 32 CAaMOOOpa30BaHKE, OTKOJIKOTO KHUTOXpaHuwiuiia. B AHTHYHOCTTA
U JPEBHOCTTA Ca CHIIECTBYBAIN KaTO KHUTOXPAHWIIMIIA ¥ KaTO OOIIECTBEHHU LIEHTPOBE, B 331a4NTE
Ha KOUTO € BJIM3AJI0 U Pa3IpOCTPAHEHUETO HA 3HAHUS.

[Ipe3 XIII-XIV B. moa BIMSAHUETO HA YHUBEPCUTETCKATA KYyJITypa B OTHOIIEHHETO KBM
KHUTUTE U OMONMOTEKMTE HAcThIIBa IMpoMsHAa. MaHacTUpcKaTa KHHUTA ChC CBOATA JyXOBHA U
UHTENeKTyanHa (yHKIMS € urpaja Mpeayd BCHYKO POJsl Ha ChKPOBUILE. 3a pasivKka OT TOBa,
YHUBEpPCUTETCKaTa KHMra CTaBa HMHCTPYMEHT Ha mo3HaHuero. B Ilapmx, bonons, Oxcdopn
BB3HUKBAT OMOIMOTEKH KbM yHUBepcuTeTHTe. B enoxara Ha IIpocBenieHrero ¢ KoJIMuecTBEHOTO
yBeJIMYaBaHe Ha JINTepaTypara 110 €CTECTBO3HAHUE, UCTOPHS, U3KYCTBO B OMOJIMOTEKATa C€ YCUIIBA
HeiHaTta oOpa3oBatenHa ¢pynkuus. [Ipe3 X VIII B. Tazu QpyHKIMS ce peanusupa 4pe3 T0CTHITHOCTTA
Ha KHUTaTa u uHpopmaimsTa 3a odectBoTo ([enues, [Tasnosa, 2010).

Koraro 3Hanuero 3a npbB BT pEKpauBa FPAaHULIUTE HA OTAEIHUS YM — WM HA YMOBETE Ha
MaJIKaTa U30JMpaHa OOLUIHOCT OT €pyAUTH, YBICUEHU B cBOUTE criopoBe (kato COKpaT U HETOBUTE
nocsenoBarenn) npeau okoio 2300 roquHu, OpraHUu3MpaHeTo Ha 3HAHHETO CTaBa ChIO TOJIKOBA
BaKHO, KOJIKOTO M caMOTO 3HaHue. He € gocTaTbuHO 1a ce cTpynaT BCHUUYKM BEJIMKM KHUTH Ha
YOBEYECTBOTO B €/1HA CTasl U J]a ce MPHEME, Ue Te CaMu o cede CH 111 BIbXHOBSIBAT KaKaTa HU
3a 3HaHMeE U 11e 5 yroysaear. Oule ocHoBaTenuTe Ha ANleKcaHipuiickaTta OMOIMOTeKa ca 3HaelH, e
y4eOHHAT MaTepual TpsOBa Aa ObJe U KaTeropu3upaH, MHaUe HsAMa J1a Ob/I€ CXBAHAT HETOBUST
CMHCBJI, KaKTO U BPB3KUTE MY C Apyrure chepu Ha 3HaHHETO. OCHOBOIIONIOKHUIIUTE HA TbPBUTE
YHUBEPCUTETH ChIIO ca OMIJIM HAsICHO, Y€ ,,YUUTENAT * TpsiOBa /1a MpeCTaBs ,,yUeHUETO ™ B dKUBU U
YBJIEKATEJIHU JIEKIIUHU, TOCJIEIBAaHU OT Ae0aTu, MHa4e TO 1€ Ce NMPEBbPHE B CyXa, 0€3KU3HEHA
MaTepusl, UMAaIlla BCE O-MaJIKO OTHOLIEHUE KbM PEATHUS CBAT. M KakTO yupeAuTEnUTe Ha IBPBUTE
Hay4YHHM JJabOpaToOpuu ca 3Haelu, camara ,,Hayka“ Tps0Ba Jia ce Ipujara Ha J1eJo, 3a Jja oJo0psBa
YCIIOBHSITA HA YOBEHIKOTO ChiecTByBaHe (Makuwuiinu, 2012).

JlHec MHOBAI[MOHHUTE MPOIECH, IPOTUYAIM B YHUBEpCUTETCKaTa OMOIMOTEKa, ca Olle IMo-
NpSIK pe3yniTaT OT OOIIECTBEHUTE ThpPCEHUs U MOoTpeOHOCTH. VIMEHHO mopaau Ta3u HmpUYMHA
YHUBEPCUTETCKUTE OHOIMOTEKH TPOMEHST KakTO CBOSATAa OPraHU3alMOHHO-(QYHKIIMOHAIHA
CTPYKTYpa, Taka U BPH3KUTE U OTHOILEHUATA CH C OOKpHKABAILIUS TH CBSIT.

VYcnoBusaTa, Ha KOUTO TpsOBa J1a OTroBapsi ChbBPEMEHHUSIT YHUBEPCUTETCKU OHMOIMOTEUHO-
MH(GOPMAIMOHEH LEHThP B JUHAMUYHO MPOMEHAIIAaTa ce akaJeMHU4YHa Cpeja, Ce ONpeNeNiT OT
¢GyHKIMATA MY Ha 'bPBUYEH MOCPEIHUK MEXIy OOIIECTBOTO M 3HaHMETO. ba3oBu enemMeHTH 3a
pean3anmsITa Ha Ta3| poJisl ca KaKTO HAJIMYMETO Ha TEXHOJIOTMH U TSIXHOTO YMENO M3I0JI3BaHE,
Taka M YMEHHETO Obp30 Jla Ce OCHIypH OT MHOrooOpa3HeTro Ha HM3TOYHMIM HeoOXoaumara

40



HHcmumyuuume Ha namemma — CbepeMerHama 06pa306amefma cpe()a

uHpopMmanus, cbhoOpazeHa C TMOTPEOMTEICKUTE W3UCKBAHUA, T.€. HAJIMYMETO Ha Oorara
nH(pOPMAIMOHHA KyATypa Ha OMOIMOTeYHO-MH()OPMAITHOHHUTE CIICIUAIACTH.

B nHenrHo BpeMe HeNnpeKbCHATO e MPOMEHSAT M METOJUTE Ha paboTa B OMOIMOTEeKaTa, KOETO
yBEJINYaBa POJIATA U OTTOBOPHOCTTA M KaTO MTOCPEIHUK MEXKAY HH(OpMALMITA U TOTPEOUTEITUTEB
ennH Obp30 MpoMeHsI ce cBAT. Karo xpaHuTen Ha 3HAHMETO HAa YOBEYECTBOTO, UMEHHO T €
(eHOMEeHBT, KOHTO ce ImpeHacs Ipe3 BEKOBETE W HaMHpa CBOETO MSCTO B M3IPaKIaHETO Ha
CBhBPEMEHHOTO U OBJCIIOTO IPaXIaHCKO OOLIECTBO.

CpBpeMeHHaTa peasHOCT, HAJOXXKEeHAa OT JAMHAMUYHUTE NPOMEHH B 00pa30BaHUETO,
HEMHHYEMO cjlara CBOsI OTIIEYaThK BbPXY ACHHOCTTA HAa YHHUBEPCHUTETCKaTa OMOIMOTEKa mopanu
TACHATa Bpb3Ka MEXJIy TEOpeTHMYHaTa M IpakTHYecKaTa IIOArOTOBKAa Ha CTYAEHTHUTE. 3a
IIPAKTUYECKOTO pelllaBaHe Ha Bb3HUKHAINUTE 337a4d € HEOOXOJMMO aKTUBHO B3aUMOJIEH CTBUE HA
BCUYKHM YYaCTHUIM B y4yeOHHMs NpOLEC, IIbJIHA MHTErpamus Ha Oubinoreka, akaJeMUYHO TsIO,
CTY/I€HTH, yueOHa CIeLUaIHOCT.

VYHuBepcuTeTcKaTa OMOIMOTEKAa € HEe3aMEHMM IIOCPEIHHK, CBBpP3BAlll Ch3JaTeNUTe Ha
uHpopManusa U OubaHoTeuyHUTEe NOTpeduTenu. Ho € 3ambKUTENHO YCIIOBHE Ja c€ OChb3Hae
HEOOXOAMMOCTTa OT CBHINECTBEHAa IPOMSHA B HEHHAaTa JEHHOCT M B CHIBPKAHUETO HA
oubnmmoreynara npodecus. HyxHO e 1a ce och3Hae, ye BAXHOTO ¢ He OMOIMOTEeKaTa Jla mma
BCUYKO B cBoHmTe coOcTBeHHM (OHIOBE, a jJa 00e3medr CBOOOJCH OIEPATHBEH JOCTBIT IO
HeoOXxoaMMaTa Ha mnoTpeOutens HMH(popMalnMs 3a MOATOTOBKA Ha KBAIM(DUUUPAHU Kaapu 3a
ChbBpPEMEHHUTE OUOIHOTEKH.

W3MeHeHusTa, MPOTHYAIIY B 0OIIECTBOTO U 0Opa3oBaresHaTa cepa, 0Ka3BaT BIUSHUE KAKTO
BbPXY YHHMBEPCUTETHTE, Taka M BbpPXY YHUBEpcuUTeTckuTe O0uOnuoreku B bbiarapus. /[Hec Ha
MIPEJICH TUIaH U3JIM3a POJIATA HA YHUBEPCUTETCKaTa OMOIMOTEKa KaTo MOCPETHUK MEXKTy MACHBHUTE
oT uH(opManus U 3HaHHE U OubIMoTEeUHUTE MoTpedburenu. OTTyK ce popmMupa U 3HAUSHUETO U
KaTo 00yJaBaio 3BeHO, OCHOBEH YUACTHHK B IpoIleca Ha MOJrOTOBKA Ha OBJACIINTE CIICITHATUCTH,
KOHTO TpsibBa Na oTroBaps Ha WH(OPMALMOHHUTE IMOTPEOHOCTHM HAa PA3IUYHMU TMOTPeOUTENn
(cTyneHTH, JOKTOPAHTH, MPENOAABATENH, CIIYKUTEIH, JPYTH YUTATEIN).

KbM TpagunoHHuTe MUCHH Ha OUOIMOTEKaTa ce J00aBsAT HOBH HACOKU B HEHHOTO Pa3BUTHE,
OTHACSIIIU CE JI0 POJIATa M KaTo MH(POPMALMOHEH U 00pa3oBaTesieH UEHThP, YUATO OCHOBHA IIeT €
HE caMo Ja UHPOpMHpa, HO U J1a OCUTYpsiBa PaBHU BB3MOKHOCTH 3a JAOCTBII 10 HH(pOpMAIU U
YCIIOBHSI 33 M3MOJI3BAaHE Ha 3HAHUS W MH()OPMAIIMOHHH PECYpPCH, pa3lpbCHATH BBB BPEMETO U
MIPOCTPAHCTBOTO.

OcHoBHaTa MHCHsI Ha BCAKa YHHMBEPCUTETCKa OMOIMOTEKa Ha MBbPBO MSCTO TpsiOBa Ja €
ChUYETaBaHETO Ha TPATUIIMOHHUTE U MOJICPHUTE TEXHOJIOTUU M YCIYTH, TOCPEIICTBOM KOHUTO TA Ja
Ce U3rpajy U pa3BUBa KaTO ChbBPEMEHEH OMOIMOTeUHO-UH(OPMAIIMOHEH LEHTBD.

Heitaure Bonemu Ienmd M 3aJadyd ca MpsSKO HACOYEHHW KbM YAOBJIETBOPSBAHETO Ha
MH(POPMALIMOHHUTE MOTPEOHOCTH Ha CTYACHTUTE, JOKTOPAHTUTE, IPErojaBaTeiuTe U Ha
OCTaHaJIUs aKaJIeMHUEH ChCTaB.

B nuHamukaTa Ha CHBPEMEHHOCTTa YHHUBEPCUTETCKUTE OMONMOTEKH TpsOBa Ja YCBOST
mporieca Ha M3CIICABAHE U TPepasriiekaaHe Ha TAXHATA MHCHS, Ha IMOCTABSIHETO Ha SICHU IIEIH,
peaHu U TOCTHXUMU. Besika eHa OMOmoTeka € yHUKailHa U 9pe3 MPOABIDKUTETHO U e(DeKTHBHO
OLICHSIBAaHE HAa HYXIUTEC HA CBOUTE MOTPEOWTENH TS ONpeeNsi COOCTBEHHTE CH KPHTEPHH 3a
Ka4ecTBO, C YMETO MpUIIaraHe JOCTHTA JI0 YCIEIIHO H3IThTHEHUE Ha CBOSITAa MUCHSI.
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[IpouiechT Ha ompenensTHE HA MUCHSTA U IeNIUTe Ha OnbmuoTekara TpsiOBa na 0b/1e ChoOpa3eH
U Ja ChOTBETCTBA HAa MHUCHSTA M LIEIWTE Ha BHcCIIETO yudmiuile. KomMmyHHKalnMOHHATa BpPB3Ka
O6ubimoTexa — yHMBEpCHUTET TPsiOBa 1a ObJIe aIeKBaTHA U HENPEKbCBaeMa, OTpa3siBallla IPOMEHHUTE
B MHCHSTA Ha BUCIIIETO YUMJIUIIE M B HEToBarta mporpama (Sukosa, 2004).

bubnnorekara e MACTOTO, KbJIETO BCEKH MOXKeE J1a OTKpue HH(GOpMaLusATa, KOsSTo Thpcu. Ts e
couuasneH, oOpa3oBaTesieH U KyJITypeH HHCTUTYT. [loTpeburenure, KOUTO BiIMU3aT B OHOIMOTEKA,
OCBEH Y€ OTKPHUBAT ThPCEHOTO OT TSAX 3HAHUE, HAMUPAT U COLMAJIEH KPbI' OT ChbMUIICHUIH, C
KOHTO 12 0011yBaT. bubiamnorekure He ca caMo MPOCTPAHCTBO C KHUTH, T€ OPraHU3UPAT U KYITYPHHU
[IpOrpaMu: U3JI0KO0H, CPEIIH C Pa3IMYHA TBOPIHM KATO MHCATENHU, XYA0KHULHU U T.H., TBOPUECKU
PaOOTWITHULIN U IPYTH KYyATYPHU MEPOTIPUSTHS.

bubnmorekure naBar cBo0o/a Ha CBOUTE MOTPEOUTENN — CBOOOAATA J1a YeTaT, 1a U3MUCIISAT
unen u jaa ooburyear. Te gaBar oOpazoBaHue, pa3BliedeHHE, Cbh3/aBaT Oe€30MacHU MecTa U
mpenocTaBIT AocThll 10 uHbopMmanusa. He camo ToBa obaue — HMMEHHO ChBpPEMEHHATa
YHHUBEPCUTETCKA OMOINOTEKA € MSACTOTO, KbJIETO 3HAHUETO CE€ U3IO0J3BA U pa3BUBa Mo Hal-100pus
naunH. (Benkosa, bocakosa, 2015).

Cnopen PoobpT MakubiaTu ponsita Ha O6ubimoTekara TpsiOBa /1a ce pa3lIMpsBa, a HE Ja ce
OrpaHU4aBa, Thil KaTO TS MOXe aa OBbJe ,,eTHO OT Hali-XyOaBUTE MecTa B Tpa/jia: IICHThP Ha YETCHE,
MHTEPHET W (QUIMHU, MSCTO 32 JISKIWHU, KOHIEPTH U U3JI0KOH... bubianoTrekara moxe na Obae u
KaeHe, M pecTOpaHT, HEHTHP 3a TypUCTHYEeCKa MHPOpMaIs, 6€30MacHO MSCTO 3a IetaTa U MsCTO
3a cpely Ha pa3invHu rpaxaancku rpynu (McNulty, 1996).

BbB BCcHUKM IporpaMu 3a oma3BaHe U JIOCTHII 0 KYJATYPHOTO HACJIEICTBO HAa OUOIMOTEKUTE
€ OTpeaeHa poJisi Ha 00pa30oBaTeNHU, KyATYPHH U COLMATHA HHCTUTYIIUHU, OCUTYPSIBAIU CBOOOIEH
u OesmnaTeH AOCTbI 10 uH(popManua. Bcuuku Te3n NPOMEHHM H3UCKBAT HEMPEKbHCHATO
NOJUIbp)KaHE Ha OmpezieNieHH copTyepHH pecypcu M o0e3ledyeHa TeXHHYECKH 0a3a, KakTo U
HETMPEeKbCHATO pa3BUBAIIO OOy4YeHHWE Ha CIyXuTenuTe. buOnmorekute Bce oOIIe ca BakeH
KOMIIOHEHT Ha 00pa3oBaHWETO, HayKaTa M KYJITypaTa, U3MCKBAaHUATA KbM TAX CTaBaT BCE TI0-
roJIeMH, HO TapajielIH0 ¢ TOBa Ce IMOBHINIABA COIMATHATA UM 3HAYUMOCT KaTo OOIIECTBEHU
WHCTUTYLIMU, 3alloYyBaT Ja C€ U3sABABAT KAaTO OPraHM3aTOp Ha 3HAHUETO, JOCTBITHO dYpe3
rinobanHaTa Mpexa. IIpoMeHnTe B COLMAIIHOTO, MKOHOMUYECKOTO U TE€XHOJOTHYHOTO Pa3BUTHE
BOJST JI0 IPOMEHU U pa3BUTHE HA QYHKIIMHUTE U 3a7a4nTe Ha OMOINOTEKUTE.

EnHo oT Hali-Ba)XHUTE U3MEHEHUs, CBbP3aHO C IPUIIOKEHHUETO HAa ChBPEMEHHHUTE TEXHOJIOTUU
B YHUBEPCHUTETCKHTE OMONIMOTEKH, € BHEIPSBAHETO Ha METOJMKAaTa Ha ,,aKTUBHOTO OOydyeHHUe",
OCHOBAHO Ha OTHOIIEHHS HA MAPTHHOPCTBO MEXKIy IPEITOIaBaTeNd M 00ydaeMH, HACOYCHO KbM
pelaBaHe Ha MPOOJIEMH, YHITO OCHOBOIIOJIATAI IPHHIIUIT € OPUSHTAIUATA KbM 00yJaeMusl.

[TonsTuero ,,yueHe ype3 aeiicreue’ (action learning) e BpBefeHo oT Pemxunang PeBanc B
kaurute My ot 80-Te roguan Ha XX B. ([Toxkapnues, 2016).

AKTHBHOTO OOy4YeHHE BBBIMYA CTYJCHTUTE B PeJl JCHCTBHS, 3aCTABSIIN TM J]a CH U3SCHSBAT,
MUTAT, aHATU3UPAT U YCBOSBAT HOBH 3HAHUS U YMEHHSL.

CaMuaT TepMHUH ,,aKTUBHO YyuYeHEe OMKMCBa HAYWHA HA YCBOSBAHE Ha 3HAHHUS — Ype3
M3BBPIIBAHETO M OCMHCISHETO Ha JajJeHa JACWHOCT. AKTUBHOTO YY€HE € Ipolec, MPU KOMTO
YYACTHHIIUTE U3ydaBaT CBOUTE COOCTBEHHU JIEHHOCTH M OIUT C IEJT ITO00pSBaHE HA TIOCTIKEHUSTA
cu. To3nm Merom € B KOHTPACT C TPAIUIIMOHHOTO YyUY€HE, KOETO C€ ChCPEeIoTOYaBa BBPXY
MPEJCTaBIHETO Ha 3HAHWETO W YMEHHsTa OT TIpernojaBaTeis. AKTHUBHOTO y4eHe ce (okycupa
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BBpPXY NPOYYBaHE OT 00y4yaeMus, a 3HAHHETO ce MPUI00MBa KaTO Pe3ysTaT, KOMTO ce ouakBa Ja
JIOBEJIE 10 IOJ0OPsIBaHE HA YMEHUATA U IIOCTUKEHUSTA.

HoBute MHTEpakTHBHM METOAM Ha OOyueHHE KaTerOpMYHO Hajarar oOy4eHHETO Ja ce
U3BBPIIBA KaTO ABYCTpPaHEH MPOLIEC, B KOMTO CTYJAEHTHT € aKTUBEH YYaCTHUK U B Ipolieca Ha
yhnpasieHue U TpaHchep Ha 3HaHUA. J[MHaMUYHATa cpela U yCIOBHUSATa, B KOUTO ce o0ydaBaT
THEIIHUTE CTYAEHTH — OT TIJIAHA TOYKAa Ha JIMIICaTa Ha JOCTaThbYHO CBOOOTHO BpEME,
MHOKECTBOTO CTPAaHWYHU aHT'A)KMMEHTH, pab0OTHATa UM 3a€TOCT U T.H., U3UCKBAT OT TSIX aKTHBHA
caMocCTosITeNTHa paboTa U CaMOIOIrOTOBKA.

MMeHHO TyK yHUBEpcUTeTCKara OuOianoTeka MW OMOIMOTEYHO-MH(POPMALMOHHUTE
CIIELUATIMCTH CE SIBSIBAT 0COOEHO BaxkeH (DaKTOp, 3alIOTO MOraT Jia Ch3/alaT TaKUBA YCIOBUS Ha
aKTHBHO O0OYyYCHHE N3BBH PAMKHUTE Ha ayAUTOPHATA 32€TOCT, C KOUTO JIa HOAIIOMOTHAT CTYJACHTHTE
B TSAXHaTa CaMOCTOSTENHA IOATOTOBKA. YHHBEPCHUTETCKHTE OMOJMOTEKM M acolMUpaHaTa UM
nHQOpPMAIlMOHHA cpeJa ca o0pa3oBaTEIHMAT, WH(POPMAIMOHEH M COLMAICH ICHThD Ha
aKaJIEMUYHATE OOIIHOCTH M TIIOANIOMAaraT Ch3JaBaHETO HAa MHCICNM M HH(OPMALUOHHO
WHTEITUTCHTHU CTY/ICHTH.

3AK/IIOYEHUE

OOpa3oBaHueTO € eHa OT Hal-BUCIINTE IIEHHOCTH BBB BCSKO OOIIECTBO. BHpXy HEroBOTO
Pa3sBUTHUEC CHUIIHO BL3I{€ﬁCTBH€ OKa3BaT BCHYKHU IIPOMEHU OT HKOHOMHYCCKHU, COLHMUAJICH,
I[eMOFpa(bCKI/I U MOJIMTUYECKU acleKkT. B Te3u YCJIOBUSA LCJITA HA O6pa3OBaTeJIHI/ITC HHCTUTYIHUN
TpsOBa 1a ObJIe HACOUCHA KbM Ch3/IaBaHE Ha OJIArONPHUSATHA CPE/ia M ONTHMAIIHU YCIIOBUS, B KOUTO
Jla ce pa3BUBAT CIOCOOHOCTUTE Ha 00yd4aeMuTe, /1a Ce U3rPaxaaT yMEHUATA UM 3a KPEaTUBHOCT U
paspeliaBaHe Ha pa3iuuHu mpobiemu. EAHO OT OCHOBHHTE OOILECTBEHU MpPEIU3BUKATEICTBA,
mpel KOUTO € M3MPaBEeHO ChBPEMEHHOTO OOIIECTBO JHEC, € 3ala3BaHeTO M ChXPaHSBAHETO Ha
o0pa3oBaHHETO B YCIOBHUSATA HAa JIUHAMUYHO TpOMEHsIara ce obmectBeHa cpena. OT
oOpa3oBaTelTHaTa CUCTEMa C€ OYaKBa JIa OCHTYpsiBa aJIeKBaTHO 0Opa3oBaHHME HA MIIAJHNTE XOpa,
KOWTO BCUYC MMAT Pa3JIMUYCH OT YTBBPACHUTC AOCEra HAYMHU HAa MUCJICHEC, OYaKBAHUA U CTUJI HA
ydeHe W T.H., TOBa OT CBOSI CTpaHa Hajara pa3pabOTBaHETO WM MPHJIATAHETO HAa HOBH METOIU U
noxoau Ha ooyuenue (Yordanova et al., 2021).

CbBpeMeHHOTO 00pa3oBaHue HE TpsiOBa 1a OB/ €THOMOCOYEH KaHal 32 KOMYHHUKAIUs — OT
MpernojaBaTeNuTe KbM CTYACHTUTE. B THENIHNS Bce MO-UHTEPAaKTUBEH CBAT TpaHCcPopMaIusaTa Ha
BHCIIIETO 00pa3oBaHUE MOXKE U TpsiOBa J1a aHTaKKpa MIIAJUTE XOpa, Taka 4e Ja aKIEHTHpPa BbPXY
TBOPUYECKOTO UM MHUCJICHE U JIa TH HalpaBU MBIHONPABHU YYACTHHUIM B OOYUYEHUETO — HE TIPOCTO
KaTo PELMIUEHTH, Ha KOUTO C€ MPEI0CTaBs JOCTHII 0 MOJy4aBaHETO M YCBOSIBAHETO HA 3HAHUS,
HO CBUIO TaKa M KaTO KOMYHUKAHTH, CIIOMAaraiiy 3a akyMyJIMpaHeTO U TpaHcdepa Ha 3HAHHS B
eHa MHTEpaKTUBHA WH(OpMAITMOHHA Cpe/ia.
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THE INSTITUTIONS OF MEMORY - THE MODERN EDUCATIONAL
ENVIRONMENT

Abstract: The object of research in the paper is transformation of library activities and processes
with the accent on activities of university libraries. Some of the essential problems connected with
trends to continuous improvement of innovative technologies and their increasing role
inmodernization of the educational sphere as a carrier, creator and catalyst of innovations are
considered. Changes in the vision and essence of the university library as a library information
center are presented. They include providing both of free access to information, knowledge and
information resources presented in the physical and virtual environment, and of the use of its
functions and role as a center of education and major part of the modern educational environment.
Keywords: university library, educational environment, education
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HAITUOHAJIHA CHUT'YPHOCT
NATIONAL SECURITY

ITPABHA 3AIIUTA HA IMYHOTO ITPOCTPAHCTBO —
OCOBEHOCTH U ITPOBJIEMUA

AHa AHI0HOBA
Pationna npoxypamypa — Krocmenoun

Anexkcanabp Kupkos
Yuusepcumem no 6ubnuomexosnanue u UHGOPMAYUOHHU MEXHOIO02UU

Pe3ztome: JKuseem 6 dueumanna epa, 8 KOAMO 6CAKA Cnooesiena UHGOPMAayUs OHIAUH € OONYCMUMO
0a ce pasnpocmpanu 00 HeBUNCOAHU pazmepu, OOPU U Cled Kamo cme s U3MpUuiu om coocmeeHus
cu npoghun. Jlocmamvuna iu e sauumama Ha IuyHOmMo Hu npocmpancmeo? Kaxeo npeocmasnasa
., JUYHO NPOCMPAHCMB0 *, Kak ce obpabomeam auyHume OAHHU U KAK ce 3aNUC8am 6 pecucmpu,
amu porama Ha Komucuama 3a 3awuma Ha JuyHume OAHHU 8 KA4ecmeomo U Ha pe2ylamopeH
opean?

3a Hapywaseane Ha IUYHOMO HPOCMPAHCMBO Ce€ HOCU HAKA3AMENHA U AOMUHUCMPAMUBHO-
HakazamenuHa Ome08OPHOCHI, A CAMUMeE HAPYUleHUs ce Nposeaeam Om pasnpocmpaHenue Ha
Kracuguyupana uxngopmayus, Kpaxcoa Ha IU4HU OaHHU (M.Hap. ,,Quuiune*) 0o uHmepHem
U3HyO08aHe 8 COYUANHUME MeOUl.

Kntouoeu oymu: 1uuno npocmpancmeo, uHmepHem OUCKEUMKU, OHAAUH MOpMO3, 06pabomka Ha
JUYHU OGHHU, Pe2UCbD HA TUYHUMe OAHHU, HAPYWEeHUs U NPeCcmbnileHuUs, puouiecka 3aKpua,
Komucus 3a 3awyuma na nuunume oannu 6 bvaeapus

BBBEJIEHHUE

’KuBeeM B HMHTEpHET OOIIECTBO, B KOETO OT M3KIIOYUTENIHA BAXKHOCT € MyOJUYHOCTTA.
[lyOnukyBame BakHM HOJAPOOHOCTM OT HAllUsl JIMYEH >KUBOT BbB DelicOyk, pasmiamaMe ce
OHJIAlH, a YeCTO ITbTH IUILIEM U JUYHU JJaHHU — HOMep Ha GankoBa cmeTka wiu EI'H. U cpen
1s1aTa Ta3|u MyOJIMYHOCT 3al[UTaTa Ha JIMYHOTO MPOCTPAHCTBO CIIEBA Ja € IPUOPUTET.

B HacTosmoTo u3cnenBaHe € HallpaBEH ONMT 3a CUCTEMAaTU3UPAHE HAa BUJOBETE HAPYIICHUS
Ha JIMYHOTO IPOCTPAHCTBO, 000COOEHA € M IpaBHA paMKa HAa HAIlMOHAIHO M HaJHAI[MOHAIIHO,
MEXyHAPOJAHO PAaBHHUILE, U3BEJICH € MTOJI3BAHMAT MIOHATHEH arapar.

JIMYHO MPOCTPAHCTBO U UHTEPHET

XKuseeM B mururaiHa epa, B KOATO BcsiKa €aHa crojeneHa mHdopmaius BbB DelcOyk,
Tyutsp, MUHCTarpam € HambJIHO BB3MOXKHO M JIOMYCTHMO Jia C€ Pa3mpoCTpaHU JO HEBIKIAHU
pas3MepH, I0pH U CJel KaTo CM€ Sl U3TPUIIH OT cOOCTBeHMs cu npoduil. [IyOIu4HOTO OKIIeBeTSABaHE
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B HSIKOSL OT COLIMAJIHUTE TUIaT(HOPMHU € IPEIoCcTaBKa 3a ThpPCEHE Ha HaKa3aTeslHa OTTOBOPHOCT 1O
JieNia OT YacTeH xapakTep. He ca peaku u ciiydanTte, B KOUTO CIIOAETICHN MHEHUSIO OTHOLIIEHUE Ha
oTpezieNieHo JuIe cupsMo pupma — paboToaaren, Morar Jia JoBeJaT U 0 Heropara Iocje/Baiia
ocTtaBka. B couuamHuTe MpeXu MNOMYISIPHOCT MNPUIOOMBAT T.HAp. ,,3aTBOPEHU IPYyNU™ — UMa
OTpaHUYEHUSI OT MOJIEPATOPU, KaTO BCEKH MOCT MpPEMUHABA Mpe3 KOPEKLHUs W MpOBEpKa Jaiu
BBIIPOCHATA IMyOJIUKALIKs HE MPOTUBOPEYN Ha MPaBUIIaTa, MPEABAPUTEITHO 3a/1aJICHU B rpynara. 3a
YJICHOBETE HA TE€3U IPYIH OOMKHOBEHO CE M3MCKBA CIICIIMATHA MIOKAHA, & CAMUTE MyOIMKAIUU HE
Morar J1a Obaat pa3riekIaHu OT X0pa U3BBH rpynata. M Bce mak ToBa I0CTaThYHA 3alIUTA JIH € Ha
JIUYHOTO HU IPOCTPAHCTBO, WK HE?

Upes3 chriacsBaHeTo C T.Hap. ,,0MCKBUTKH 3a BIIM3aHETO BBB BCEKU €JIMH CAUT HHUE
MPEIOCTaBsIME JJOCTHII 10 BasKHA HHPOPMAITUS KAaKBO XapecBaMe OHJIAlH, KAKBH HHTEPECH MMaMe,
C KaKbB 3/IpaBEH CTAaTyc cMe. A B Cily4yail Ha MOsiBaTa Ha JUYHU KOMIIPOMETHPAIIA CHUMKH,
pasnpoCTpaHsBaHH 0 HEOTPaHUUYEH OPOi UyXI1 MOTPEOUTENN, KaK OMXMEe MOTJIX J1a C€ 3alUTHUM ?

JIMYHO IMPOCTPAHCTBO U JIMYHHU JAHHHU

ITox ,,JIM4HO MPOCTPAHCTBO* Clie/iBa J]a ce pa30upa 00II0YOBEIIKATA Bb3MOXKHOCT Ha BCEKU
UHAMBUJ Ja MMa COOCTBEHM 4YYyBCTBA W MHCIM, cBOOOJa Ha JeiicTBuATa M cBOOOAa Ha
u3paszsiBaHeTro. JIMYHOTO MH(OPMAIMOHHO MPOCTPAHCTBO € PErVIAMEHTUPAHOTO MpaBO Ha
(U3MYECKOTO JIUILE J1a UMa COOCTBEHU TalHHU.

HkxoHoMu4eckaTa U coLMaIHATa UHTErpalisl U yBEJIMYaBaIUTE C€ ThPrOBCKU BPB3KH BOJAT
70 MHTEH3MBHO JBI)KEHHE Ha TPaHCTpaHMYHU AaHHU. HapacTBa KOMyHUKalusATa KaKTO MEXIY
oT/IeTHY (PU3MYECKHM JIMIIA, TaKa ¥ Mk Ty PU3MIECKHU JIULA U FOPUINIECKH Tula B pamkute Ha EC.!
3amuraTa Ha OT/I€THUTE UHUBUIU BB Bpbh3Ka ¢ 00padOTBAHETO HA JIMYHU IaHHU € OCHOBHOIIPABO,
IIpU3HATO OT XapTara Ha ocHOBHUTE npaBa Ha EC.

[lon ,,iuuHM AaHHM® cieaBa fJa ce pa3dupa ,.BCska eaHa HHQOpMalMs, CBbp3aHa C
UACHTUQUIHUPAHO (PU3UYECKO JIMIE WM (U3NYECKO JIUIE, KOETO MOXe Ja Obae cyOeKkT Ha
nauHu?. Tasu unentudukanus ce mnocrtura mnocpenctsom ume, EI'H, JIHY, manHum 3a
MECTOHAXOXJEHHEe, 3IpaBeH CTaTryc, ocoOeHocTu Ha ,,pu3ndeckara, (PpU3MOIOrHYHATA,
reHeTUYHaTa, ICUXUYecKaTa, YMCTBEHaTa, HMKOHOMHYECKaTa, KyJATypHaTa WJIM COLMalIHATa
UIAEHTUYHOCT®. JIMUHUTE AaHHM C€ ChXPaHSABAT B PA3IU4YHM ONEPALMOHHU CHCTEMHU OT JIMLA,
Cra3Balld BCUYKHM MEpPKHU 3a KOH(UIEHIMAIHOCT, YECTO NbTH HaJW4YHAaTa HHPOpMaLUs €
3acekpereHa. Hali-ronemure onepaTopu Ha JIMUHU JIaHHU Cca Pa3IMUYHUTE IbP’KAaBHU BEIOMCTBA.
Crpykrypute Ha MBP cn0upar, 06paboTBar 1 cbXpaHsBaT JIMUHU JIaHHU BbB BPb3Ka C U3aBaHETO
Ha OBJIrapcKu JOKYMEHTH 3a CAMOJIMYHOCT, KaTO MIPH W3/1aBaHETO HA MEXKIYHAPOIHU MAaCIOPTH Ce
cbOupaT ¥ OMOMETPUYHM JaHHU. HallMOHATHMAT OCUTYpUTENIEH MHCTUTYT ChOMpa JaHHU BbHB
Bpb3Ka C MEPUOJWYHHUTE TONUIIHM NpeOposiBaHHMA Ha HacesneHueTro. ChII0 Taka ToJIEMHTE
Kypuepcku ¢pupmu ,,EkonT* 1 ,,Speedy®, ¢ KJI0HOBE B 11s71aTa CTpaHa, CbOMpAT JaHHM 32 aJIpecH, a
bearapcku mouy — JIMYHM JAaHHU 3a MOJIydyaTeluTe Ha MeHCUuU. Beuuku nedeOHM 3aBeleHMs,
Ipesaraiiy 34paBHH YCIYT'H, XOTEJIN U MECTA 32 HACTAHSBAHE CBIIO0 ONEPUPAT C JIMYHU JAHHU T.H.
B wactuute pupmu, B otaen ,,YoBemku pecypcu™ ce chXpaHsBaT KaJpOBUTE JOCHETA HA TEXHUTE
ciyxkutenu. Ha caiita Ha Komucusta 3a 3ammMra Ha JUYHUTE JaHHU € IMyOJMKYBaH CIHUCHK HA
BUJIOBETE ONepalyy no o0paboTKa Ha JIMYHH JJAHHH, 32 KOUTO CE€ M3UCKBA U3BBPIIBAHE HA OLIEHKA

3a BB3JIWCTBUE BBbpXY 3alllMTaTa Ha JAHHHUTE cbhriiacHO wi. 35, maparpad 4 ot Permament (EC)
2016/679.
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PerucTbp ¢ JMYHM JaHHM ChIVIAcHO maparpad 1, T. 8 ot 3akoHa 3a 3anuTa Ha IUYHUTE JTaHHU
03HAuaBa: BCEKH CTPYKTypUpaH HAaOOp OT JUYHMU JAHHH, JAOCTHIBT 10 KOUTO C€ OCHIIECTBSIBA
CBIJIACHO OIpeNeJeHH KpUTEpPHH, HE3aBUCUMO Jalld € LEeHTpalu3upaH, JeleHTpaTU3upaH,
(hyHKIIMOHAJIEH WJIM ChOOpa3Ho 0asza OT JaHHM.

Kak ce o0padorBar JimunuTe HU 1aHHu? ToBa € ,,BCsKa eHa onepalus Wil CbBKYIHOCT OT
orepaliy, U3BbPIIBAHA C IUYHU JTaHHU UM HAOOP OT JINYHU JaHHU Ype3 aBTOMATUYHU WU APYTH
CpeICcTBa KaTo chOMpaHe, 3alrcBaHe, OPraHU3UpaHe, CTPYKTYpUpaHe, ChbXpaHCHHE, aJanTHpaHe
WM TpPOMsIHA, U3BJIMYAHE, KOHCYJATHUpaHe, ynorpeba, pa3KpuBaHe 4pe3 IpeJaBaHe,
pasnpocTpaHsBaHEe WU 1O APYr HAYMH, IO KOWTO JaHHUTE CTaBaT JOCTHITHH, TOJIPEKIAHE WU
KOMOMHMpaHe, OrpaHuYaBaHe, U3TPUBAHE WU YHUIOXaBaHe . BbB BCEKM €IMH MOMEHT TE3U
JUYHA JAHHU MOTaT [0 €IWH WU JPYr HA4YWH Ja TONagHaT B OHJIAWH MPOCTPAHCTBOTO —
3JI0HaMEepEeHO WM 1o norpemka. Kak Moxem 1a ce 3aiuTium?

BujioBe HapyuieHus1 M MPeCcThIUIEHNUsI, CBbP3aHN ¢ HAPYIIABAHE 3aKPUJIATA HA JIMYHOTO
NMPOCTPAHCTBO:

e AJMHUHHCTPAaTHBHM TPOMU3BOJACTBA TMpel aJAMHUHHUCTPAaTHBEH CbJ H BbpXoBHUA
aJIMUHUCTPATUBEH Ch]l [0 CMUCHJIA HA 3aKOHA 3a 3al[UTa HA JTUYHUTE JAaHHU — W3/IaBaHe Ha
npodecoHaTHa TailHa WM HW3THYaHE Ha CeKpeTHa wuH(opMamus B HHTEPHET
MPOCTPAHCTBOTO. THIMYCH TIPUMEpP € BCEU3BECTHUAT Ka3yC C M3THYAHETO HA JAHHUTE OT
cuctemara Ha HanmoHaiHaTa areHIus mo NpuxouTe Ha Ha/l 2 MJTH. ObJITapy B HHTEPHET.

e l3nynBanero nmo cmuchia Ha wi. 214 or HK, BkirouBamo B cBOs ChCTaB €JIE€MEHTa Ha
MPUHY/IA, CbCTABIISIBA ICUXOJIOTHYECKA 3aIjlaxa U TOPMO3, MPU KOUTO OMPEEICHO JIHIIE Ce
MPUHYK/IaBa Ja M3BBPINU WM Ja MPETHPIU HEMO MPOTHUB BOJSATA CH, KaTO B NMPOTHUBEH
CIIy4aii 3a Hero 1ie Ob/ie pa3riaceHa orno3opspaiiia JInyHa nHQOpMaIUsg B HHTEPHET METUUTE
WM KOMIpoOMeTHpay cHUMKU. [Ipu ynpakHsBaHe Ha MpUHyAaTa JeelbT caM pelllaBa Ko
OT JIBaTa HETIPUEMIIMBH 32 HETO KPaliHU pe3ynTara Jia U3ThPIHU — JAa U3BBPIINHENIO MPOTHUB
BOJIATA CU WJIK Ja ObJie MyOIMYHO OMO30pEH.

o KpaxOa Ha muyHM AaHHU ((PUILTKHT) — TPUAOOUTH OTHAIIPE YY>KIU TUYHU TaHHU C€ TI0I3BaT
3a U3BbBpIIBaHEe Ha (UHAHCOBU CXEMH U 3JIOYMOTPeOH, KaTo HApUMeEp TeriaeHe OTOAHKOBH
CMETKHU WUJIU MPHUI00MBaHE HA KPEIUT OT UMETO Ha TpeTo nule. [TonobeH Bua KOMIIOThpPHA
M3MaMa Hali-4ecTo ce OCBHIIECTBSIBA Upe3 MoJyuaBaHe Ha HH(OpMaIHs 32 HoMepa Ha GaHKOBH
KapTH ¥ JTUYHUTE JaHHU Ha CAMUTE KapTOIbpKATEIH.

ITIPABHA 3AIIATA HA JIMYHOTO IIPOCTPAHCTBO - 3ALIUTA

HA HAIIUOHAJIHO 1 MEXKXJIYHAPOJHO HUBO

Beue 3Haem, ue enHuM OT HaW-TOJIEMUTE omepaTopu Ha Oa3u JaHHM ca JbpKaBHUTE
yupexeHus. JIuiara, KOMIIETEHTHU J1a ChbOUpaT U ChbXpaHABaT JINYHU JJaHHU, IPEMUHABAT Mpe3
U3IIUT, C KOMTO yIOCTOBEPSBAT, Ye ca 3all03HATU C MpaBUiiaTa MO0 CMUCHIA Ha 3aKOHA 3a 3allluTa
Ha Kiacupuurpanara nHGopmaius. PUckbT npu 06paboTkaTa Ha JIMYHUTE JaHHU MOKE J1a TOBEe
710 3HAYUTEIIHU MaTepUaIHi U HeMaTepUuaaHu BPEIH.

3amuTaTa Ha HaI[MOHAJIHO HUBO € MPaBHO perylaMEHTUpPaHa B 3aKOHA 3a 3allUTa Ha JINYHUTE
nanan. BaxHo e 1a ce orbenexu, ge o 25 maii 2018 r. ce npunara Permament (EC) 2016/679 Ha
EBporelickust mapiaMeHT OTHOCHO 3aluTaTa Ha (M3UYECKUTE JIMa BbB Bpb3Ka ¢ 00pabOTBaHETO
Ha JIMYHUTE AaHHU. ToM ce mpuiiara BbB BCUUKH AbpkaBu — wieHkd Ha EC, u 3acsira u 1bpkaBu,
kouto He ca wieHku Ha EC, Ho 06paboTBar inuHu JaHHM Ha Jnia, Tpaxaanu Ha EC. Criopen To3u
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pernameHT, npuet U B PenyOnuka bearapust nupektHo, 6e3 TpaHCIIOHUpPaHe, TWYHUTE JaHHU Ha
¢dbu3nueckuTe JMIla Moratr Ja ObJaT CBbP3aHU C OHJIAWH WIACHTH(PHUKATOPH, MPEJOCTAaBEHU OT
TEXHHUTE YCTPOICTBa, MPUIOKEHHS, HHCTPYMEHTH U IpoTokoiu, IP anpecu mim GMCKBUTKH, KaTO
Ype3 MOI3BaHETO UM CE OCTaBSAT CJIe/IU BbPXY ChPBbPUTE HA KOMITIOTPUTE, ChbpKaIIK 0a3a JaHHU
3a npodunute Ha (PUIMUECKUTE JUIA M TAXHOTO HIAeHTUUIUpaHe. AJIMHUHHCTPATOPHT
(0OpaboTBamUAT JTUYHU JaHHH) ClIeJBA J1a MpEANprUeMe BCHYKH HEOOXOTUMHU TEXHUYECKH U
OpraHU3allMOHHU MEPKH, 32 Ja 3alIUTH JAaHHUTE OT CIy4yalHO WJIM HE3aKOHHO YHUILIOKaBaHE WU
OT cilydaiiHa 3ary0a, OT HempaBOMEpPEH AOCTHII, H3MEHEHUE WM Pa3NpPOCTPaHEHHE, KaKTO U OT
IpyTH HE3aKOHHU (GOopMHU Ha 00paboTBaHe, KaTO B HAKOU CIIy4ad TOW C€ KOHCYITHPA C HAJI30PHUS
opras npeau o0paboTKaTa Ha TaHHUTE.

B mexxnynapozaen minan B Kogekca na EC 3a mpaBarta B OHJIaliH cpejia U3pUYHO € 3alKMCaHo, ue
(bu3nUecKuTe TUIA, TPEIOCTABIMKN CBOUTE JaHHHU, Clie[Ba Aa ObJAT YBEJOMSBAHH, B CIydail ue
,, TAYHUTE UM JIaHHHU, CbXPaHSIBAHU OT TEXHHS JJOCTABYMK HA HHTEPHET YCIIYTH, Ca OMIIA U3JI0KEHU
Ha PUCK, HAIIPUMEP U3TYOCHH WIIM OTKPAJHATH, U € BEPOSATHO HEMPUKOCHOBEHOCTTA HAIMYHUS UM
YKUBOT J1a O'bJIe MOBJIUSIHA OTPUIIATEITHO; J1a HE UM CE U3IpaIlaT HEeXEIAaHU ThPTOBCKH ChOOIICHHS,
m3BecTHH kKaTo CITAM, 0CBEH aKo Te ca Jaii M3PMYHOTO CH ChITIacHe 33 TOBa .

Pernament (EC) 2016/679 na EC u na CbBera ot 27 anpun 2016 1. OTHOCHO 3amuTaTa Ha
¢dbu3nueckuTe N1ila BB Bpb3ka ¢ 00pabOTBAHETO HA JIMYHH JIAHHU M CBOOOJHOTO JABM)KCHHE HA
TaKvBa JaHHU TMOTBBPXKJIaBa C IMO-TOJIIM MHTEH3UTET BBBEIEHOTO MO-PaHO ,,[IPaBO Ja ObIell
3a0paBeH", T.€. 1a ObJaT U3TPUTHU JIUYHUTE JaHHU Ha €THO JIUIE OT JaJieHa CUCTeMa, B CIIyJail ue
Beye HsIMa OCHOBAaHHE T€ Jla CE ChXpaHsIBAT M MPU H3PUYHO KEeJaHUE OT CTpaHa Ha JUIETO,
COOCTBEHUK Ha JUYHUTE AaHHU. ChIO Taka rpakJaHUTE UMAT MPABOTO Ja MPEHACAT JIUYHUTE CH
JaHHU OT eAHa ¢upma omepaTop Ha JaHHM B JIpyra, Karo Taka C€ M3rpaxaa JOBEepHE B
nH(pOpMalIMOHHATA Cpelia.

MNPOU3BOACTBO NPEJ KOMUCHUSTA 3A 3ALIUTA HA IMYHUTE JAHHAU

[Ipu HapymaBaHe Ha mpaBaTa Ha BCSIKO €/IHO Jiule 1o cMuchiia Ha Pernament (EC) 2016/679
u 33J1/] cyOexThT Ha JaHHM (BBIPOCHOTO (PU3MUYECKO JIUIlEe, HOCUTEN Ha JaHHUTE) UMa MpaBo Jia
ce3upa KOMHUCHUATA B CPOK OT LIECT Mecella Clie] y3HaBaHe Ha HapyLUICHUETO JI0 Hall-KbCHO JIBE
TOJAMHU OT M3BBPIIBAHETO MY, KaTO CPOKBT € NMPEKIY3UBEH U Clie] U3TUYAHETO MY IIPaBOTO Ha
3aCerHaToTo JIMIIE JAa ThPCH I0pUaANYecKa 3akpuia ce ryou. Camarta xanba Moe J1a ce moJiajie 1o
€JIEKTPOHEH ITBT O peia Ha 3aKOHa 3a €JeKTPOHHUS JOKYMEHT U €JIEKTPOHHUTE YAOCTOBEPUTEIIHU
ycayru. Be3MokHO € na ce mojaje M OT IbJIHOMOIIHUK. He ce pasriexxaar aHOHMMHHU WU
HETIOITUCAaHU KaJOu.

Komucusra ce nmponsHacs ¢ pemeHne, KaTo MOKe Jia MPHIIOKH HIKOSI OT MEPKHUTE, TOCOUCHH
B perjlaMeHTa, WM J]a HaJIOKU aJIMAUHUCTPATHBHO Haka3zaHue. KoMmucusTa MOXKe 1a OTKaxke U Jia
oOpazyBa TpPOW3BOJICTBO, KaTO OTKa3bT M ce oOXamBa B 14-mHEBEH CpPOK MO pefa Ha
AJIMAHUCTPATHBHO-TIPOLIECYaTHUASI KOJIeKc. [Ipm eBeHTyalHO HajaraHe Ha T1J100a WiIH
MMyIIecTBeHA CAHKIMA ChIIATA cleaBa Aa Oble edeKTHBHA, MPOMOPIHOHATHA M BH3MUPama.’
OO0>aBaHETO Ha TE3W CAHKIIMU € PETYIHPaHO B JJaHBYHO-OCUTYPUTEITHUS TIPOIIECyalieH KOJIEKC,
a chOpaHHTEe CyMH BITU3aT B IbPKABHUS OFOJIKET.
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BBb3HUKBAIIU IMTPOBJIEMHU BbB BPb3KA C OITASBBAHETO HA JIMYHOTO

IMPOCTPAHCTBO

Hanocnenbk BBB (heficOyK MpPOCTPAHCTBOTO BB3HMUKBAT OIIE JIBE BB3MOKHOCTH — Jia Ce
myOIrKyBa aHOHMMHO B HSIKOS Tpyla WK Ja ce 3aKI0YM JUYHUAT GeiicOyk mpodun (BTopaTa
BB3MOXHOCT 3acera He ce Ipejyiara Ha Tepuropusta Ha PenyOnuka beirapust). Koraro Hue, kato
rpaxaaHd ¥ (U3MYECKH JIMIA, MOJaBaMe 3asBJICHHE 3a CKIIOYBAHE Ha JIOTOBOP C HAKOH OT
MOOUITHUTE OTIEPATOPH WIIH U3TETIISIME MTOTPEOUTEIICKU 3aeM OT OaHKa, 3aAbJDKUTEITHO HA CHUMAT
nuyHaTa Kapra. KakBa e BEpOsSTHOCTTAa JaHHWUTE OT Ta3W JIMYHA KapTa Ja MONaJHaT B MMOTHHU
u3MaMHHUIM Win HemoOpockBecTHH xopa? C BpBexxaanero Ha GDPR periameHT mocteneHHO
3armoyBaT Ja ce MOMbJIBAT M JACKIApaliy 3a chIylacue 3a 00paboTka Ha JOOPOBOJIHO JaJCHUTE
nu4HU JaHHu. Ho B KpaifiHa cMeTka Te3u JaHHU JTOOPOBOJIHO JIM ca JaJIeHU WM JaBaHETO UM €
€IMHCTBEHATa Bb3MOXKHOCT 32 CKIIF0OUBaHE Ha JI0TOBOp ¢ Al Hanpumep Wiv noxydyaBaHe Ha OaHKOB
kpeaut? [lnec, moeeue ot nocienuute 20 TOAMHM, CE MMOI3BAT €IEKTPOHHU TEXHOJIOTHH 32 IPEHOC
Ha nanHu. Kak MoxeMm 1a pazuuTtame, 4e 3alucBaiiki HOMEp Ha OaHKOBaTa CH KapTa, ma3apyBaiiku
OT UHTEPHET CalT OTBBJ TUXHs OKeaH, OT pyrara CTpaHa ce HaMmupa peaiHa Gupma, npeaaramnia
CTOKa OHJIAlH, a HE MHTEPHET U3MaMHUK, U3TOYBAIIl TApU OT YYXKIU KapTH.

Bb3Mo:XHUTe pellleHHsl ca CBbP3aHU C KPUIITUPAaHE HA MHPOpMAIHATA U KOMYHUKALIUSTA
MeXay motpebutenu oT Kpail no kpaii (Viber) winm mbK peaylupaHe Ha HACHTU(UIUPALIUTE
JAaHHH, KOUTO MPEI0CTaBsIME OHJIAMH.

HenpukocHoBeHOCTTa Ha JIMYHOTO MPOCTPAHCTBO B JUTHUTAIHUS BEK, B KOWTO >KUBEEM, €
MPEIM3BUKATEIICTBO 332 BCEKHM OHJIAH moTpeduten, a peAuiia 3aKOHOBH M TOJ3aKOHOBHU
HOPMATHBHM AaKTOBE Ha HAIMOHATHO W MEXAYHAPOJHO HHBO TapaHTHPAT, Y€ JIMYHOTO
MIPOCTPAHCTBO TPSIOBA Ja CH OCTaHE CAMO U €MHCTBEHO JINYHO.

3AK/IIOYEHUME

,» 1 €4 Ha JINYHU TAaHHU " € €IHO OT ,,MOJICPHUTE MIPECTHIICHUSI B HHTEPHET MPOCTPAHCTBOTO,
3aeIHO ¢ Kpak0a Ha UACHTUYHOCT U (pummHr u3mamute. [Ipodmrbt Ha nuIaTa, OCHIIECTBABAIIN
MoA00HU TPOTUBO3AKOHHU JICUCTBUS, KOPECTIOHIMPA Ha MJIa]] YOBEK, OOMKHOBEHO OT MBKKH IO,
¢ 100pU KOMIMIOTHPHHU MMO3HaHU. YecTo ce e 1 uMyIiecTBeHa odjara oT Kpaxbara Ha JaHHU —
HampuMep 0OCIaHUETO 3a HEMyOIMKyBaHe Ha KIIUI € MOPHOrpadCcKo ChIAbpKaHUE HA 3aCHETUTE
YYaCTHUIM Cpelly 3arjianiae oT TsaxHa crpaHa. CaMoTo myOiIMKyBaHe Ha JTUYHUTE JAaHHU MOXE
Ja JOBEJE W JI0 CEPUO3€H TMCHXOJOTHYECKH TOPMO3 CHpSIMO TexHHs cobctBeHuK. C orien
HETaTUBHUTE W3BOJM CJIe[BAa Ja C€ NPOMEHM 3aKOHOJATeIHaTa paMKa C TEHJEHIUS KbM
yBeIMYaBaHe pa3Mepa Ha HaKa3aHUATa Ha JIUIA, 3J10yNOTpeOsBaIlly C YY>KIW JIMYHU JTaHHU, TaKa
bovarapust me ce mpeBbpHE B MOJEpPHA JAbpPKaBa, YUETO 3aKOHOJATEICTBO € KOHKYPEHTHO Ha
3arnaJHOEBPONENCKOTO TaKOBA.

BEJIEXKKHA

Mo-noapo6Ho Bx. Pernament (EC) 2016/679 na Esponeiickus napnamenT u Ha Cheera ot 27 anpuit 2016 r. oTHOCHO
3ammTaTa Ha (PU3HMYSCKUTE JINIA BEB BPb3Ka ¢ 00paboTBaHETO HA IMYHU JAaHHA M OTHOCHO CBOOOJHOTO IBMKCHHUC HA
TaKWBa JJaHHU U 3a oTMsiHA Ha JupekTuBa 95/46/EO (OO periiaMeHT OTHOCHO 3alUTa Ha JaHHUTE).

2Caitr na Qonnauus ,,LIBRe*“ — untepner, anpec: libreresearchgroup.org/.

333J111 — o6n. 1B, 6p. 1/2022 r., u3m. u gom. B, 6p.11/2023 r., B cuna ot 04.05.2023 .

“Konexc Ha EC 3a IpaBaTa B OHJIaliH cpefa.

To-noapo6uo Bx. Pernament (EC) 2016/679.
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A META-ANALYSIS OF EMPLOYEE RETENTION AMONG GENERATION Z
EMPLOYEES

Andreas Ortmayr
University of Library Studies and Information Technologies, Sofia, Bulgaria

Abstract: This study aims to assess the primary factors impacting employee retention among
Generation Z. The research employs a meta-analytical approach to collect and analyze data from
multiple sources, including peer-reviewed articles, book chapters, and credible publications. It
unveils that while various factors affect employee retention among generation Z, career growth
and development, mentorship, autonomy, and innovation and technology are the most influential
determinants. The recommendations entail that organizations should align their strategies with the
values and preferences of Generation Z to improve employee retention. This study is the first of its
kind to provide a comprehensive meta-analysis of employee retention among Generation Z.
Keywords: Generation Z, Employee retention, Job satisfaction, Employee engagement, Employee
motivation

INTRODUCTION

Introduction and Background

Employee retention is a buzzword in human resources and management that is known to highly
contribute to organizational performance. A number of external organizational factors affect an
employer’s ability to retain its employees, with one of them being generational forces. The majority
of conducted studies addresses the role of generational forces in employee retention, explicitly
focusing on Generation Z, individuals born between the years 1995 to 2010 (Scheuerlein, 2019,
11). Individuals from this generation are often referred to as the digital natives, primarily known
for being tech-savvy, socially conscious, globally aware, and highly developed (Sidorcuka &
Chesnovicka, 2017, 807; Benitez-Marquez et al., 2022, 2). Notably, the current workforce is
experiencing an influx of Generation Z workers. Consequently, organizations are more interested
in unveiling the knowledge how to retain Generation Z employees, who have different values,
higher expectations, and priorities in the workplace compared to the previous generations
(Chillakuri, 2020, 1277). Therefore, the assessment of the relevant factors will allow employers to
retain Generation Z employees successfully.
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Problem and Aim

Many internal organizational factors influence employee retention, including a positive
corporate culture, compensation, work-life balance, growth and development opportunities,
andjob satisfaction. However, previous research has revealed that the most critical driver of
employee retention is comprehending and accommodating employees’ needs, values, and
preferences (Paskoet al., 2020, 774; Singh, 2019, 421). Therefore, employers are often advised to
increase employee motivation, engagement, and satisfaction to improve employee retention.
Nonetheless, unlike the previous generations, members of Generation Z have short-term desires in
their workplaces, hindering organizations from retaining them. This aspect presents a challenge to
modern-day employers since they must adapt to ever-changing short-term desires of the given
segment of employees to successfully retain them (Sidorcuka & Chesnovicka, 2017, 813).
Therefore, organizations must balance the external generation Z force and internal organizational
factors to enhance employee retention among this group.

Research Gap

A significant portion of past research has been conducted to evaluate the values and
preferences of Generation Z employees, which significantly affect their job motivation,
engagement, and satisfaction. However, a meta-analytical study that assesses the above aspects
has not beenperformed. Moreover, no study has comprehensively provided insight into the
possible retention strategies for generation Z employees. Hence, the limited information on the
strategies to address the issue of employee retention in this generation allows tailoring relevant
methods to further implement effectively in the workplace. The subsequent meta-analytical
approach will help addressthe above research gap.

Research Aim, Questions, and Hypothesis

In line with the problem statement and the research gap, this study aims to determine the factors
that impact workers’ retention among Generation Z. Consequently, the primary research question
for this study is as follows: What factors significantly affect the retention of Generation Z
employees in the workplace?

The central hypothesis for this study is that implementing new and innovative retention
strategies tailored to the needs and preferences of Generation Z employees can result in higher
employee satisfaction, engagement, and job motivation, catalyzing higher employee retention.
Therefore, to support this hypothesis, the study aims to address the following sub-questions to
answer the primary research question:

1. What key factors contribute to Generation Z employees’ job motivation, engagement,
and satisfaction?
2. What should be done to improve the retention of Generation Z in the workplace?

The further meta-analysis employed to collect and analyze data, the review of findings, and
discussion of the results and their implications will contribute to establishing study limitations and
recommendations for future research.
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RESEARCH METHODOLOGY

This research adopted a quantitative approach, precisely the meta-analytical approach, aiming
to collect and analyze data from multiple research sources. The first step of the research process
entailed a literature search of past studies, including peer-reviewed articles, relevant book chapters,
and other credible publications. The literature search was conducted in three academic databases:
Google Scholar, ProQuest, and Emerald Insight. The main keywords that were used to search the
relevant studies and articles relating to employee retention among generation Z workers were
“employee retention”, “job satisfaction”, “motivation”, “engagement”, and “Generation Z”. Based
on the keywords, the corresponding search phrases that were engaged include “Generation Z
employee retention”, “Generation Z and motivation”, “Generation Z and engagement” and
“Generation Z and job satisfactio”. Notably, the above search phrases generated many articles
which were too numerous to analyze. Therefore, an exclusion and inclusion criteria were applied
to reduce the number of articles to a manageable amount.

The inclusion and exclusion criteria eliminated low-quality, irrelevant, or outdated studies. In
line with the search outlined above, only studies investigating employee retention or work
preferences for generation Z workers were included. This study involved solely peer-reviewed
publications utilizing rigorous research techniques, such as literature reviews, empirical research,
surveys, experiments, or case studies, to increase the credibility of findings. Furthermore, the
selected studies had to be published within the last ten years to ensure the information under
consideration was current. This literature search excluded studies that did not fit one or more of the
above inclusion criteria. Only 15 articles (see Table 1) satisfied the inclusion and exclusion criteria.
These studies were assigned index values and subjected to a meta-analytical review using
Microsoft Excel software, where statistical formulas were employed to identify the patterns and
trends in the results. A summary of the findings of the meta-analysis is presented in the next section
of this article.

Table 1. Articles with Exclusion and Exclusion Criteria and Their Assigned Index Values

Study Citation Index Study Citation Index
(Racolta-Paina & Irini 2021) 1 (Singh & Dangmei 2016) 9
(Acheampong 2021) 2 (Scheuerlein 2019) 10
(Rani et al. 2022) 3 (Gaidhani et al. 2019) 11
(Lee et al. 2022) 4 (Kirchmayer & Fratricova 2020 12
(Cromer 2022) 5 (McGaha 2018) 13
(Schroth 2019) 6 (Lee etal. 2021) 14
(Jayathilake et al. 2021) 7 (McGraw & Stewart 2020) 15
(Sidorcuka & Chesnovicka 2017) 8
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RESULTS

The examination has unveiled that various organizational factors affect the job satisfaction,
motivation, and engagement of generation Z in the workplace, ultimately resulting in employee
retention. These factors include mentorship, opportunities for career advancement, autonomy,
innovation and technology, value-aligned leadership style, corporate social responsibility,
teamwork, generous pay, workplace inclusivity, workplace diversity, workplace equity, friendly
work environment, good healthcare benefits, good organizational performance, flexibility, and
meaningful work/job nature. The determined factors were listed in the articles that delved into each
of them, as shown in Table 2 below.

Table 2. Research Results

Organization Factor Articles Total Number Relative Statistical
(Representedby their ofArticles (f) Frequency of the
Indexes) Articles in
Percentage
(f/n) *100) %
Opportunity for rapid career 1,09, 4, 14,11, 9,12, 2, 10 66.66666667
advancement 8,7
Mentorship 2,3,6,10,9,7,11,12 8 53.33333333
Autonomy 4,8,11, 14,10, 9 6 40
Innovation and technology 8,9,11,13,14,5 6 40
Value-aligned leadership style 4,11,13,15,14 5 33.33333333
Corporate Social 1,4,9,14 4 26.66666667
Responsibility (CSR)
Stable work environment 1,2,12,3 4 26.66666667
Teamwork 1,2,8,14 4 26.66666667
Generous pay 1,2,12 3 20
Workplace inclusivity 6,5, 11 3 20
Workplace diversity 1,2,6 3 20
Workplace equity 6,5 2 13.33333333
Friendly work environment 8,9 2 13.33333333
Good healthcare benefits 1,3 13.33333333
Good organizational 7,10 13.33333333
performance
Flexibility 11, 1 6.666666667
Meaningful work/ Job Nature 12, 1 6.666666667
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Based on the meta-analytical review, the most impactful factor on employee retention among
Generation Z is the opportunity for rapid career development, which was highlighted in 66.67 %
of the analyzed articles. The second most significant factor is mentorship, which was discussed in
53.33% of the sources. The third most important determinants are autonomy along with innovation
and technology, each representing 40% of the articles. The value-aligned leadership style was
discussed in 5 articles, representing 33.33% of the total number of studies. Further determinants,
corporate social responsibility, stable work environment, and teamwork had each been mentioned
in 4 articles, accounting for 26.27% of the total number of articles each. The remaining factors
were listed in descending order of their relative statistical frequency, with generous pay, workplace
inclusivity, and workplace diversity sharing a statistical significance of 20%, workplace equity,
friendly work environment, and good organizational performance sharing a statistical frequency of
13.33 percent, and finally, flexibility and meaningful work sharing a statistical frequency of 6.67%.
The next section of this article offers a comprehensive examination of these findings.

DISCUSSION

The results show that each organizational factor has a varying level of significance regarding
employee retention among Generation Z. This information allows responding to the first sub-
research question revealing factors contributing to job motivation, engagement, and satisfaction
among Generation Z employees. Generation Z was established to highly value career growth and
development opportunities. This finding means they prefer workplaces offering clear advancement
pathways and providing the resources and support to help them attain their career goals. However,
this group strongly appreciates mentorship, autonomy, innovation and technology, and value-
aligned leadership. They also consider corporate social responsibility, a stable work environment,
and teamwork. The above elements, ordered from the most to the least preferred factors, form the
list of the key elements contributing to job motivation, engagement, and satisfaction among
Generation Z employees.

Previous studies have shed light on various reasons that explain why career growth and
development hold a high priority among members of Generation Z. For instance, Agarwal and
Vaghela (2018, 18) argue that with the availability of information and resources on the internet,
Gen Z has become more accustomed to on-demand and accessible learning. As a result, they tend
to look for similar experiences in the workplace, where they can continually develop their skills
and knowledge conveniently and effectively. Additionally, the regularly exposure to technology
from a younger age has resulted in an advanced technological literacy level among the analyzed
group (Racolta-Paina & Irini, 2021, 78). Consequently, they believe in the potential to leverage this
literacy to achieve higher milestones in their careers. Thus, a workplace lacking growth
opportunities can result in a feeling of unrealized potential among Generation Z employees.

The Generation Z’s workplace preferences, in terms of opportunity for career growth, align
primarily with their values. The overview of past literature also indicates that their other key
preferences go hand in hand with their experiences and values. For example, Agarwal and Vaghela
(2018, 5) mention that the Generation Z’s discretion on mentoring may be attributed to not
believing their acquired education has equipped them well to handle real-life problems.
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Importantly, members of Generation Z do not usually exhibit a strong interest in maintaining
long-term or lifelong employment (Kirchmayer & Fratricova, 2020, 6027). This tendency may be
the reason they place less significance on a stable work environment, good organizational
performance,and good healthcare benefits as factors in employee retention. Therefore, the results
of this study prove the influence of values held by Generation Z on their preferences and priorities
in the workplace.

The above findings allow identifying implications for businesses that are increasingly
employing Generation Z members. By comprehending the priorities and motivations of Generation
Z employees, these businesses can effectively design programs and initiatives that enhance their
overall job satisfaction, promoting their retention. In light of the above analysis, several
recommendations for introducing effective retention strategies for Generation Z in the workplace
can be made. These suggestions will align with the second sub-research question seeking the
strategies to improve retention practices in the workplace. First, businesses should concentrate on
providing Generation Z employees with apparent career growth and development possibilities
along with the tools and assistance needed to help them reach professional objectives. Offering
mentorship programs, establishing a climate that prioritizes innovation and technology, and
encouraging value-aligned leadership are some of the highly preferred organizational facets.
Second, businesses can promote teamwork to provide Generation Z's a dependable work
atmosphere. Finally, they may offer opportunities for on-demand learning, which Generation Z
employees highly prefer. Indeed, these strategies, among others, can contribute to job motivation,
engagement, and satisfaction among Generation Z employees, enhancing their retention.

CONCLUSION

The study findings offer valuable information to businesses attempting to retain Generation Z
workers. This research posits that employee retention is a significant measure of an organizational
ability to keep its employees motivated, engaged, and satisfied to continue working for the firm.
Therefore, organizations should take action to strengthen their retention strategies and create a more
inspiring and engaging work environment by having a better grasp of the values and objectives of
this generation. As a result, they will likely experience high employee retention, which can help
save on organizational costs in recruiting and training new employees. Employers will also
maintain a stable and prosperous workforce, resulting in increased productivity, higher consumer
satisfaction, and a more substantial competitive advantage. Consequentially, the organizational
efficiency and success will be generated, which is the goal of many organizations.

Although this research achieved its primary aim, it has some limitations that cannot be
overlooked. For instance, the inclusion of studies with different results, sample sizes, and
methodologies can potentially affect its validity. Additionally, the sample size selected in this study
was limited to 15 articles, which means that the articles may not accurately represent the entire
population under discussion, resulting in limited research credibility. Finally, the analysis lacked
control over confounding variables like any demographic differences in Generation Z preferences
that may have been highlighted in the studies. Therefore, future researchers should consider
addressing the limitations of this study. For instance, the assessment of the impact and strength of
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confounding variables like educational levels, age, race, gender, and socioeconomic structure, on
Generation Z’s preference can be conducted. This aspect can result in improved generalizability of
the research findings and a better comprehension of the complex relationships between the studied
variables. In turn, this will lead to more generalizable recommendations for improving employee
retention. Overall, by addressing the study limitations, future researchers can improve the validity
and reliability of their results.
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oocmosepHu nyonuxkayuu. To paskpu, ye makap pasiudHu ¢axmopu oa oKazeam GIuUsHUe 8bpX)y
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Gaxkmopu ¢ Hati-eonamo enusAHue. B npenopvkume ce nocousa, ye opeanuzayuume mpsabea oa
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Abstract: This scientific publication is titled: “Employee expectations of onboarding a new
company”’.

The purpose of the study is to investigate the expectations of an induction period for new employees
in a company. At the same time, previous positive and negative experiences with onboarding phases
and their respective consequences have to be illuminated. In addition, the focuswas primarily on
obtaining data concerning the expected components of an induction phase as a new employee in a
new company. As part of the study to explore the aforementioned aspects, a quantitative research
method was chosen. A digital questionnaire was used to survey 304 people online, who answered
a maximum of 14 questions in total. Among other things, the evaluation of the research made it
possible to identify the exact and expected components of an onboarding process for employees in
new companies. These are primarily of a functional and social nature. According to this, new
employees expect, for example, a functional familiarization with the work processes and activities
of the position and familiarization with the necessary IT programs duringtheir onboarding in a
company. With regard to social integration, for example, an introductory meeting with the
supervisor and team-building measures with work colleagues are expected. Accordingly,
companies should use the identified measures to develop a holistic onboarding concept in order to
meet the expectations of new employees on the one hand. On the other hand, this will provide the
best possible support for the company's goals, because the new employee willbe trained as quickly
as possible in a high quality and effective manner.

Keywords: Onboarding, Employees, Expectations, Company

INTRODUCTION

According to Brenner, as soon as an employee joins a new company, onboarding and integration
take place on three levels. These are the professional, social and value-oriented levels. The
functional onboarding thus has a task-related focus. According to Brenner, this means that the new
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employee is trained in terms of his or her tasks, knowledge and skills and how to use them
effectively to perform his or her position. The functional induction of the employee also includes
the transfer of knowledge regarding the corporate structure, the organizational processes and
internal as well as external contacts (cf. Brenner, 2020, 12).

Social integration covers the initiation into the work environment. According to Brenner, this
includes relationships with the manager, work colleagues, teammates and customers. These are
formed through social interactions with the aforementioned partners. These interactions arise as
soon as the new employee becomes active in the context of group work, project work, in
coordination or in the context of his or her job. Social integration can be judged successful when
the new employee experiences feelings of belonging and acceptance (cf. Brenner, 2020, 12).

According to Brenner, the introduction of the employee to the corporate goals, corporate values
and corporate management guidelines is part of the value-oriented induction. Value-oriented
onboarding is the third pillar of onboarding, but it takes place over a medium — to long-term period.
This is due to the fact that the new employee receives the value-oriented induction primarily
through the values experienced in the company. The job-related, i.e. the functional onboarding, is
relatively the least challenging when compared with the degree of difficulty of the social and value-
oriented onboarding. Accordingly, the most frequent reasons for termination during the
probationary period are due to a lack of individual compatibility in the team or differing values (cf.
Brenner, 2020, 12).

The new employee’s onboarding plan should include the three components described, but
according to Brenner, it should be individually adapted to the prerequisites of the new employee.
This depends in particular on the maturity level of the new employee and on what previous
knowledge is already available. For example, these are most likely to be different for someone just
starting out in their career than for an executive with many years of experience. This must be taken
into account, particularly during the functional induction, so that neither excessive demands nor
insufficient demands arise (cf. Brenner, 2020, 13).

Because of this, according to Au, there is a separate onboarding concept for executives and
senior managers who are recruited from external sources. The expectations placed on these
management levels are more demanding, as relatively rapid job-related and company-related
onboarding is assumed. This increased expectation means that the onboarding concept must be
adapted to be as efficient and targeted as possible (cf. Au, 2017, 159).

According to Lorenz and Rohrschneider, this shows that an individual and customized
onboarding of the employee represents a high added value for the company, because it ensures that
the new employee can start work effectively as quickly as possible. The structured onboarding
process accelerates the learning effects and independent working methods (cf. Lorenz und
Rohrschneider, 2022, S. 191).

According to Kaudela-Baum, Meldau and Brasser, the candidate experience is not limited to the
time until the contract is signed, but also includes employee onboarding. A structured onboarding
process not only leads to the fastest possible and most effective start of work, but also to an increase
in team effectiveness. Structured onboarding at the beginning of the employment relationship also
counteracts premature fluctuation (cf. Kaudela-Baum et al., 2022, 167).
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According to Nerdinger, Blickle and Schaper, an employee's entry into a new company is
initially characterized by uncertainty, as many unknown factors affect the employee at the same
time. This, coupled with the demand to meet one's own expectations and those of the company,
leads to additional psychological pressure. Here, the expectations on the employer's side relate not
only to performance, but also to behavior. A structured on-boarding process can provide a high
degree of stability during these initial periods of uncertainty. However, it is also the responsibility
of the respective manager to stand by the new employee, especially during the onboarding period.
But the reality regularly shows that new employees feel left to their own resources or not
understood, especially during the onboarding period, because managers lack empathy during this
time. This can be seen in managers over- or under-challenging new employees during their
orientation period. In addition, existing teams may make it difficult to integrate the new employee.
Depending on whether the existing cohesion within the organization is close or conflictual, this can
make it more difficult for the new employee to join the team (cf. Nerdinger et al., 2019, S. 88).

According to Nerdinger, Blickle and Schaper, the following measures can be part of the
onboarding concept:

« “Introductory events at which information about the company, its structure, products, etc.
IS provided,

« Training courses, which often take place outside the company,

« Greetings and induction by the supervisor,

« Social and sports activities with colleagues,

o Trainee programs,

« Assignment of mentors* (Nerdinger et al., 2019, 88).

RESEARCH METHODOLOGY

This part of the paper presents the methodology used to conduct the research. The purpose of
this scientific publication is to investigate the expectations regarding the onboarding of new
employees in companies. In addition, on the basis of a sample, the quality of the onboarding
received so far due to a change in companies is researched and what effects this has had. At the
same time, it was also asked why an onboarding did not take place. Finally, within the framework
of this scientific study, research was conducted to determine which components are expected of
new employees during the onboarding phase.

In this study, quantitative research was conducted using a 14-question questionnaire with 304
respondents. The questionnaire was developed via an online tool and also sent to the defined target
group via this tool. It was specified that there must be at least 200 complete surveys in total. There
was no prior contact with survey participants. The first question was used to inquire about gender,
with the response options being male, female, and diverse. Female and male persons were
interviewed in equal parts with 50% each, since both gender groups were to be researched
representatively in the context of this study topic.

Another demographic parameter was queried in the second question, as age had to be specified
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here. Here, the age of the respondents was set between 18 and 67 years, as this is the average
inimum age when entering professional life, e.g. in the form of an apprenticeship or while working
as a student. The maximum age was set at 67, as this is the current retirement age.

The third question referred to the respondent's qualification level and the answer options were
based on the German qualification framework in order to create comparability. If it is not possible
for the respondent to be classified in the German qualification framework, he/she must classify
him/herself as “unlearned”.

The occupational situation, which was queried by the fourth question, was used to identify the
relevant target groups for this study and to exclude the irrelevant target groups for this study. Only
groups of people who are either currently employed in some form of employment or are looking
for such employment are relevant for this study. The relevant target groups for this investigation
are trainees, students, working students, interns, salaried employees, employees on parental leave,
the unemployed and job seekers.

Self-employed, freelancers, and retirees were also offered as choices, with these choices
resulting in disqualification from the study. This was determined because they generally have little
or no connection to the topic being studied. Self-employed and freelancers are generally unable to
make any statements about experiences and expectations regarding onboarding phases in
companies, as they either do not have these and or do not have any well-founded opinions on this
topic. The same applies to retirees, since the study primarily examines people who have a relatively
current connection to the topic under investigation.

The fifth question identifies the number of years of work experience, as this can be analyzed
inrelation to the number of training periods and their quality.

Previous participation in onboarding phases is checked in the sixth question. The possible
answers are “Yes”, “No”, and “I have never participated in an onboarding period as a new employee
in a company and/or I have never needed an onboarding period”. Should the answer option “Yes”
be selected, a stored skip logic is activated. This leads to the respondent answering how many
onboarding phases he or she has already gone through and what the average quality of these
onboarding phases was. Due to the branching logic, the respondent must also answer whetherthere
has already been a qualitative and an incomplete onboarding. At the same time, these questions ask
what effects both qualitative and incomplete onboarding had on the new employee in the company.
Finally, the components expected of new employees during onboarding in the company are
examined.

However, if the original question as to whether the respondent has already taken part in an
onboarding process due to a move to a new company is answered with “No”, irrelevant questions
are skipped due to the logic of branching and the respondent was forwarded directly to the question
where he or she must answer why no onboarding process has taken place to date. However, this
question is also followed by a question about what components are expected during an onboarding
phase as a new employee in a company.
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Should the respondent answer the original question of whether one has already participated in
an onboarding process due to a transfer to a new company with “I have never participated in an
onboarding process as a new employee in a company and/or | have never needed an onboarding
process”, this automatically leads to the disqualification of the respondent, as he or she cannot
provide relevant statements and data on the topic under investigation.

The exact questions and answer choices were as follows:
1. Gender
a. Female
b. Male
c. Diverse
d. None of the above options.
2. Age
3. What is your highest degree?
. Unskilled
Education
Bachelor's degree/master's degree/technician/qualified specialist/commercial specialist
Master/ Business economist/ Diploma
Doctorate
None of the above options.

- o 0 0 T ®

4. What is your current professional situation?

Trainee/ Student/ Working student/ Intern

Employed

Self-employed

Freelance

Retired

Parental leave

Unemployed/job seeker

. None of the above options.

5. How many years of work experience do you have?

Up to 2 years

2 to under 3 years

3 to under 5 years

5 to under 7 years

7 years to under 10 years

. 10 years and more

6. How many onboarding phases have you gone through in your career so far? Please state
the number.

7. How would you rate the average quality of your previous onboarding phases as anew
employee in a company?
a. Rating between 0 and 100 points

S mo o0 o

+e a0 o
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8. Have you already participated in an onboarding phase due to a transfer to a new
company? (Please select at least one answer).
a. Yes
b. No
c. | have never participated in an orientation as a new employee at a company and/or |
have never needed an orientation.
d. Other (please specify).
9. Have you already had a faulty/unstructured/gap in the onboarding phase as a new
employee in a company?
a. Yes
b. No
10. What were the consequences of a faulty/unstructured/incomplete onboarding phase as a
new employee in a company for you? (Please select at least one answer).
a. None of the above options.
b. Loss of motivation
c. Dissatisfaction
d. Loss of quality in the activities to be performed
e. Frustration
f. Estrangement from the new company
g. Thoughts about submitting a resignation during the probationary period
h. Disappointment over failure to honor agreements made/promises made, e.g., from the
job interview
i. Regret over decision to take the position with the company
Bad evaluation of the employer upon separation e.g. in social networks
k. Bad evaluation of the employer in private environment e.g. with family, friends,
acquaintances, etc.
I. Other (please specify)
11. Have you already had a high-quality/structured/complete onboarding phase as a new
employee in a company?
a. Yes
b. No
12. What impact did a high-quality/structured/complete onboarding phase have on you as a
new employee in a company? (Please select at least one answer.)
None of the above options.
Increase in motivation
Satisfaction
Quality improvement in the activities to be performed
Increase in loyalty to the new company
Increasing the number of thoughts about staying with the company in the medium
to long term

N
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13.

14.

- Ta

K.

Pleasure in keeping agreements made/promises made, e.g., from the job interview
Self-confirmation about the decision to take up the position in the company

Positive evaluation of the employer in case of separation e.g. in social networks
Positive evaluation of the employer in private environment e.g. with family, friends,
acquaintances, etc.

Other (please specify)

For what reason have you not participated in any onboarding phase so far? (Please select
at least one answer).

o 00 o

None of the above options.

Onboarding has not been offered.

Onboarding was offered, but I did not take it.

Time resources for onboarding have been lacking.
Personnel resources for onboarding have been lacking.
Other (please specify)

What components do you expect as a new employee during the onboarding phase in a
company? (Please select at least one answer.)

C "YW S 0T OS g XATOQ SO Q0T

None of the above options.

Company tour

Submission of an onboarding plan

Introductory meeting with the supervisor

Team-building activities with work colleagues

Functional onboarding in the work processes & activities of the position.
Instruction in the necessary IT programs

Regular meetings with supervisor

Familiarization with the corporate culture

Familiarization with the organizational chart and company structures

. Explanation of benefits/benefits to employees

Preparation of required work materials & workspace

. Setting up all access & access rights for required programs.
. Internal communication to introduce oneself

. Meeting with supervisor to discuss tasks to be performed

. Briefing on the rules of conduct

. Familiarization with company objectives

Instruction on supervisor's expectations
Personal introductions to all departments
Briefing on the responsibilities of the various departments

. Other (please specify)

67



Employee expectations of onboarding a hew company

RESULTS

A total of 304 people participated in the survey. The gender distribution among respondents
wasnot as anticipated at 50% each for male and female. The percentage of female respondents was
53% and the percentage for male respondents was 45%. The number of respondents identifying as
diverse was 0.33%. This means that a total of 164 female respondents, 139 male respondents, and
one diverse respondent participated in the survey. 46% of the respondents were between 18 and 29
years old, 25% were between 30 and 44 years old, 22% were between 45 and 60 years old, and
over 60 years old were 6%.

The majority of respondents, with a share of 54%, had indicated a completed apprenticeship
astheir highest degree. In second place, with a share of 18%, was indicated a bachelor's degree,
master's degree, technician's degree, business administrator's degree or business administrator's
degree. There is a relatively even distribution among the unskilled (7%), none of the options
mentioned (7%) and respondents with a master's degree, business administration degree or diploma
(10%). Only 3% of respondents (3 respondents) indicated that a doctorate is available.

The largest proportion of respondents, 39%, stated that they had 10 years or more of
professional experience. There is a relatively equal distribution of respondents with up to 2 years,
2 to less than 3 years, 3 to less than 5 years and 5 to less than 7 years of professional experience,
as the proportions range between 12% and 15% in each case. The lowest proportion, 6%, is
accounted for by respondents with between 7 and 10 years of professional experience.

The previous queries served on the one hand to form groups of people on the basis of
demographic data and on the other hand to be able to draw more conclusions about the answers
submitted through professional characteristics such as the number of years in the profession and
the highest degree. The main focus here is on correlations between the number of years in
theprofession and the existing degree and how these characteristics affect the expectations of an
onboarding.

In total, out of 304 respondents, only 243 answered the following question: “Have you already
participated in an onboarding process due to a move to a new company?”. Overall, 71% of the
respondents had indicated that they had already participated in an onboarding, which is the absolute
majority. Only 22% of respondents had indicated that they had not participated in any onboarding
to date due to a move to a new company. The remaining 7% had chosen that they had never
participated in an onboarding process as a new employee in a company and/or had never
participated in an onboarding process.

The average rating of respondents who indicated that they had already taken part in on-
boardingwas 66 out of 100 points. This means that the average rating was slightly better than
average. Of 169 respondents, 105 (62%) indicated that they had already experienced a flawed,
unstructured, or incomplete orientation period as a new employee at a company. 37% of
respondents, representing64 respondents out of 169, indicated that they had no experience in this
regard.

The consequences of an incorrect, unstructured or incomplete onboarding phase should also
benamed by the respondents. Accordingly, dissatisfaction is the most frequent consequence of an
unstructured, incorrect or incomplete induction phase, at 35%. This was followed by loss of
motivation with 32% as the second most frequent consequence of a poor onboarding phase.
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Frustration and loss of quality in the activities to be performed follow as the third and fourth
most frequent responses with 23% and 22% respectively. The fifth most frequent consequence, at
20%,was disappointment at the failure to comply with agreements made/promises made, e.g. in the
jobinterview, and thoughts about handing in one's notice during the probationary period were cited
asthe sixth most frequent consequence of a faulty, unstructured or incomplete onboarding phase as
anew employee in a company.

Out of 169 respondents, 140 people answered yes to the question “Have you already had a
high-quality/structured/complete onboarding phase as a new employee in a company?” and thus
the percentage was 82%. This led most often to satisfaction, as this answer option was chosen with
a share of 64%. In second place comes the increase in motivation with 52% as a result of a high-
quality, structured or complete onboarding phase as a new employee in a company. The increase
in the quality of the work to be performed with 37%, satisfaction with the fulfillment of agreements
or promises, e.g. from the job interview, with 33% and an increase in the bond with the new
company with 37% follow in third to fifth place.

193 respondents answered the question as to why they had not yet taken part in an onboarding
phase. Twenty-one percent of respondents stated that they had not taken part in any onboarding so
far because it had not been offered. The second most frequently cited reason was a lack of time
resources for onboarding.

The question “What components do you expect as a new employee during the onboarding
phasein a company?” was answered by a total of 221 respondents. The most frequent response, at
48%,was that a functional onboarding is expected. In second place was an introductory meeting
with the supervisor as part of an onboarding phase as a new employee in a company, as the
percentage of this chosen answer was 46%. The company tour follows in third place, as this answer
was selected with a share of 45%. Instruction in the necessary IT programs was expected to be the
fourth most common component as part of an onboarding phase as a new employee in a company,
with 34%. The presentation of an onboarding plan with 34% and the preparation of the required
work materials and the workplace with 32% follow in fifth and sixth place of the expected
components.

CONCLUSIONS/DISCUSSION

In the following, the conclusions are explained, which were made based on the conducted
research. All corporate goals are derived from the main objective of profit optimization or profit
maximization. Accordingly, the employees of a company are one of the important pillars to achieve
this main goal. Due to this, it should be an important concern for companies to ensure that new
employees experience a high-quality, structured, and complete on-boarding phase to effectively
start their job as soon as possible. This means that companies should not only design the onboarding
process according to the individual prerequisites of the employee but should also consider the
different expectations of employees for a successful and qualitative onboarding. The survey
conducted enables an analysis of both negative and positive experiences with onboarding phases
to date and their respective consequences. In addition, by providing information on the expected
components of a qualitative onboarding process, conclusions can be drawn as to how an onboarding
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phase should be designed in a targeted, successful, and employee-oriented manner. This enables
companies to counter potential risks such as dissatisfaction, demotivation, and unproductivity,
which could arise from an unstructured, incomplete, and incomplete onboarding process.

71% of respondents have stated that they have already participated in an onboarding process
due to a move to a new company. At the same time, 62% of respondents answered that they had
already experienced a faulty, unstructured, and incomplete onboarding phase as a new employee
in acompany. This explains why respondents rated the average quality of their previous onboarding
phases as mediocre. As the consequences of a faulty, unstructured, or incomplete onboarding phase
have far-reaching negative consequences for the company, which in the first place can range from
dissatisfaction on the part of the new employee to a loss of quality in the activities to be performed.
This can result in high costs for the company, such as loss of productivity or a high frequency of
errors when processing orders or advising customers. In addition, dissatisfaction and demotivation
triggered by the inadequate onboarding phase can lead to employee fluctuation, which in turn is
also associated with costs for the company, e.g., loss of revenue due to a lack of resources.

Onthe other hand, a high-quality, structured, and complete onboarding phase as a new employee
in a company has far-reaching positive effects on the company. These are an increase in motivation,
an increase in the quality of the work to be performed and an increase in loyalty to the new
company. The last point helps the company to counteract premature or early employee turnover.
Furthermore, the increase in the quality of the work to be performed enables the company to benefit
early on from the efficiency and productivity of the employee, as this enables the employee to
support the company's goals in the best possible way. For companies to benefit from these positive
effects, they must ensure that the necessary human and time resources are made available for the
onboarding of the new employee, as according to the respondents, these were reasons for not
participating in onboarding phases.

Based on the results of the research, it can be concluded that the components of an onboarding
process for a new employee must be multifaceted and holistically designed to meet the expectations
of the new employee in the company. However, the focus is on the functional onboarding, the social
integration itself and measures that help with social integration. According to the survey, the
functional training in the work processes and activities of the position is in first place in terms of
expectations. The introductory meeting with the supervisor follows directly in second place, which
reflects the social level. The company tour, introduction to the necessary IT programs, presentation
of an onboarding plan, preparation of the necessary work materials and the workplace, and the
setting up of all accesses and access rights for required programs again express the expectations
for the functional onboarding. Team-building measures with work colleagues, familiarization with
the corporate culture, regular meetings with the supervisor and personal introductions in all
departments again express the needs for social integration during onboarding as a new employee
in the company.
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If a company mainly includes these components for the onboarding concepts of their new
employees and, if possible, considers the other components according to the survey, a structured,
complete and high-quality onboarding phase is ensured that both meets the expectations of new
employees and supports the company's goals in the best possible way.
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OYAKBAHMSA HA COAYKUTEJUTE OT ITPOLHECA HA BbBEXK/JIAHE
B HOBA KOMITAHUA

Pe3rwome: Tasu nayyna nybauxayus e ozaznagena: ,,Ouakeanusi Ha crydxcumenume om npoyeca Ha
8veedcOane 6 Hoga Komnanus ™. Llenma na uzcieosamemo e 0a ce Npoyuam O4aAKGAHUSIMA OMm
8vBedHCOaAWUs NeEpUO0 3a Hosume cydcumenu 6 eoHa komnanus. CvujespemenHo mpsaobseauie 0a ce
ouepmae NpeOUWHUA NOJIONCUMENeH U Ompuyamesen ONUmM 6v8 asume HA Bb8ENCOAHE 8
pabomama u cvomeemuume nocieouyu om msax. Oceen mosa Qoxycvm beuie HaAcouen npeou
BCUUKO KbM NOJYYABAHE HA OAHHU OMHOCHO OYAK8AHUMe KOMNOHEHMU HA 8beedcoauama gasa
Kamo HO8 cuyxcumel 8 Hoeéa Komnawus. Kamo wacm om npoyusanemo 3a u3cied8amne Ha
2opecnomeHamume acnexmu bewe u3Opan Koauuecmeern memoo Ha uscieogare. C nomowma Ha
e/leKmpoHen 8bnpocHuk 6sxa amkemupanu ouaatin 304 Oywu, xoumo omeosopuxa o0b6wo Ha
maxcumym 14 ewvnpoca. Hapeo c¢ Opyeu mewa, oyemkama Ha u3Cie08aHemo HO36801uU 04 ce
onpeoensm MmoyHume u OYAK8AHU KOMNOHEHMU HA Npoyeca HA 6b8edcoane 6 pabomama Ha
cayxcumenume 8 Hosu Komnanuu. Te ca npeoumHno om QYHKYUOHATHO U COYUATHO ecmecmeo. B
cvomeemcmaue ¢ moga HOGUMe CLYHCUMENU 04aKeam Hanpumep QYHKYUOHATHO 3aN03HABAHE C
pabomuume npoyecu u OeUHOCMU HA OJNBAHCHOCMMA U 3ano3Hasane ¢ Heooxooumume HUT
npocpamu no epeme Ha MAXHOMO 6KIOYGAHe 6 Komnanusma. Ilo omuowienue Ha coyuarHama
unmezpayus ce 04aKea Hanpumep CMvNUMenHa cpewd ¢ pPbKo8oOUmes U MepPKU 3a U3eparicoane
Ha ekun c koxecume om pabomama. CvomeemHO Opydcecmeama cledga 0a U3NOA3EAM
uoenmuguyupanume MepKu 3a paspabomeane Ha YAI0CMHA KOHYEenyus 3a oHOOpOuHe, 3a 0a
0M20BOPAM HA OYAKBAHUAMA HA HOBUMe CIyxcumenu, om eona cmpana. Om opyea cmpaua, no
MO3U HAYUH We Ce OCUSYPU 8bIMONCHO HALl-00Opama nooKpenda 3a yeaume Ha KOMAAHUAMA, Myl
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Kamo Hoeusam cuayscumeinl uje O6voe O6yll€H BB3MOINCHO Haﬁ-6‘bp30 no e6ucokokavecmeeH u
€d)€Kmu6€H HAYUH.
Knwuosu 0ymu: 8veedcoane 6pa60mama, cuysrcumenu, O4aKkearusl, KOMnaHus
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Abstract: As a concept, an ideology and a philosophy of education, international education is
examined here in its scope, meaning and dimensions. There are many ways to integrate an
international dimension into the curriculum from studying abroad to inclusion and diversity teams.
These can be from individual study trips to teaching abroad to conferences to mobility to
understanding diversity and from a range of factors. When most of us are not supposed to travel
for work or training, why do we need to learn and teach in an internationally oriented
environment? Is it necessary to internationalize what can be accomplished more effectively at a
national level? There are better questions that educators can ask to guide their behaviour, as this
article is not so concerned with answering these questions in-depth. A nationalist education is often
argued to be the most suitable fit for national purposes today. Student mobility, cosmopolitans and
other topics are covered in this article. After that, it discusses issues such as diversity and
citizenship in a globalized world. This article clarifies and discusses the connection between
international education and multicultural education.

Keywords: Erasmus, international education, communication model, study abroad

INTRODUCTION

International and national student mobility has existed for a long time. Universities were
distributed through European centres where (international) students visited to study during
Erasmus' medieval times when the term university meant the locus of knowledge. There has been
a transition from elitist study-abroad opportunities to a democratic and universal system of higher
education. This system allows thousands of students to move between universities each year. As
democracy (and higher education democratization) and globalization advance, international studies
are becoming more popular (Gifford et al., 2007).

In order to expand their international and intercultural horizons, students are encouraged to
take part in the Erasmus program or other continental student mobility programs. It is a first-time
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experience for many people to travel abroad for the first time. It might be explained by this first-
time effect as to why studying abroad has such an intense and lasting effect on people (McKeown,
2009), which is more frequent and emotionally intense than normal college experiences (Whalen,
2009).

Aside from improving language proficiency and academic and professional skills, this also
involves getting to know the culture of the host country. In addition, research indicates that
academic motivation, support, supervision and counselling at the host university are critical for
success. Over 50% of diplomas report using their foreign qualifications frequently at work
(language skills and cultural knowledge). 83% of diplomats say that their stay abroad helped them
land their first job, and 65% say it contributed to their current job (Akli, 2012).

Other studies have reported similar results (McAllister et al., 2006). Studying abroad is not the
only topic of this essay. In contrast, international education is characterized by a broader concept.
Studying abroad is included, but it is not the only aspect of it. International education should be
incorporated into curriculums to recognize this difference, so international mobility won't remain
a satellite activity for those students (or students who) have a chance to do so after graduation (or
postgraduate studies). Mobility on the international front is one part of a prospectus for
international education, not the whole thing. Intercultural education encompasses this (Gongalves,
2011).

RESEARCH METHODOLOGY

The methodology is based on analysis of the already existing data available in form of research
journals and studies available on the credible sources. In the study, the data and information were
prepared by presenting a literature review. Additionally, reports about international education and
related articles and news on the internet were used.

RESULTS

INTERNALIZATION: Culture and the economy have both been impacted by globalization,
but many remain unaware of its impact, both at the managerial level and on the shop floor (Joris,
2006). Higher education institutions are particularly affected by the statement because, even though
change management is evident, there are a few institutions that are reluctant to fully embrace
globalization and incorporate internationalization as a defining characteristic of curriculum design
and classroom experiences (Joris, 2006). A number of changes have occurred in the relationship
between countries and nations as a result of globalization, including the creation of the European
Union. These changes have impacted consumers, citizenship and identity. Due to geographical and
territorial constraints, all these changes are marginal. In addition to cross-border mobility,
transnational networks, supranational policies, and globalization, it is also a result of a new mental,
political, and social order (Joris, 2006).

In order to cope with these heightened demands, young people need to learn how to handle
them. A cosmopolitan view and understanding of the world are acquired through the learning
process from a local perspective (locally, commonly used to refer to national culture). This involves
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learning from one another, cooperating and actively interacting with him. In order to develop an
ethnocentric mind, one must immerse themselves in the mother culture that has been passed down
from the original community (nation, ethnicity, linguistics, religion). If the mother culture is to be
assimilated, it must be presumed to be a worthy culture. This culture should be preserved, lived,
and guarded against decay, corruption, and disappearance (McAllister et al., 2006).

There is a certain amount of change involved in cosmopolitan citizenship and that is not an
easy task. External influences are welcomed and cultural absolutism exists. The global citizen does
not have to give up his native country, culture or heritage. However, he must adapt to this kind of
Franco citizenship based on different assumptions from his native culture. According to Hannerz
(1996), cosmopolitanism is: “In order to engage with one another, we need an orientation that is
open to engaging with one another. The goal is to be open intellectually and artistically to
diverging cultural experiences and to seek contrast in order to avoid homogeneity. As one learns
more about cultures, one becomes an aficionado, one views them as beautiful .

In spite of the impact of ethnocentric ideas, worldviews, education, and biased experiences on
such learning, studying abroad (or traveling for tourism/leisure, cultural, or work purposes) is
strategic for such learning. However, it does not help students become more cosmopolitan on their
own. Studying abroad and traveling alone can seem superficial and innocuous at first glance. An
unambiguous rationale should guide the development of other educational strategies (Whalen,
2009).

INTERNATIONAL STUDY ABROAD PROGRAM: Many tutors and teachers are critical of
the Erasmus program and believe that the program amounts to little more than tourism for students.
There is a degree of insecurity about the quality of the formation and the rigorous assessment
provided by the inviting institution that has led to these comments. Tutors also lack experience with
these programs, which contributes to the problems. Negative judgments implied by these comments
are generally interpreted as reflecting the idea that exploring new places during the studyyears
interferes with academics. In addition, it also implies that tourism is not given significant attention
by academics (Gifford et al., 2007).

Keeping their distance from the whole, many tourists seek only a few select alien elements. At
the same time, they ignore profound cultural differences and focus on superficial ones (gastronomy,
music, folklore, customs). In Hannerz’s 1996 article, Paul Theroux writes that many people travel
to find a combination of home or home and more (Spanish sunshine, Indian servants, African
elephants, lions, and many other places provide both home and cheap deals on exotic goods and
souvenirs). There may be some students for whom this formula applies (not all), which may explain
why so many tutors are unsure of the reason for so many tutors' lack of trust in temporary study
abroad programs such as Erasmus (Gongalves, 2011).

We are more interested in the student's skills. The student is supposed to learn in a guided
manner since what occurs here is a learning process. To guide learning abroad, what strategies do
we use? It is imperative to consider how we can prepare students for the outside world. This
includes the temptations of multicultural parties. In addition, it allows the experience of absorbing
the essence of so many cultures rather than limiting them to exotic, alienated dissipation of youth
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or fear of cultural shock. In order to prepare their students for a successful professional career, an
active and responsible life and responsible citizenship, universities should invest in the
development of their students’ knowledge and skills. International education is about this in today's
globalized world (Whalen, 2009).

INTERNATIONAL EDUCATION AND COMMUNICATION MODEL BASED ON
CONTROLLED INFORMATION FLOW: A critical issue in education in general and in
international and intercultural education, in particular, is the importance of models of thought and
practice. It's time we moved away from linearity, constancy and laws today and instead adopted a
model that emphasizes complexity, simultaneity, change and chaos. In a society of information and
in a globalized, interconnected world, simple, reductive and isolationist models of thought are no
longer effective. In order to overcome uncertainty and contradiction, we need a different thinking
strategy and a new posture that is integrated, complex and multidimensional (Gongalves, 2010).

On the other hand, model formulation, construction, and implementation have always been
essential to overcoming societal challenges. Society's model of communication is also determined
by its choices when we speak of societal models. Organizing and managing communication cannot
be modeled without specific and temporally-located communication models. Those are some of
the reasons corporate communication models are vital to corporate communication management:
Communication regulation, information control, communicating information and modelling
communication, attitude and thinking cultivation, actions specific to a given social problem must
be stimulated. And those are the criteria used to determine the importance of communication
models (Palashev, 2007):

e Participants in the communication process must be recognized as legitimate;

e Communication codes that are recognized as common;

e Respect for the dignity, honor and interests of the participants in the communication

process, in accordance with the law, morals, and ethical norms;

e Spiritual and material achievements must be accepted and applied,;

e Communication forms, methods, and ways are intellectualized,

e Communication activities should be professionalized;

e Information rights should be respected.

In controlled information flow communication, communication channels are controlled over
their actions. In its impact, the aim is to control the quantity and quality of the broadcasts and
receptions of information through the format of the information sets. Communication channels are
narrowed and widened as a result of this control. Communication channels are subjected to
predetermined conditions under which information moves at predetermined speeds by using
selected communication mechanisms (usually those using media capabilities) and their
organization into a system. Thus, no risk of information overload or lack of information exists in
the information environment. It is possible to achieve the following results when communication
channels are controlled and communication throughout is achieved (Palashev, 2007):

e Creating conditions for stabilizing the subject's corporate communications;

e Corporate subjects created a crisis situation due to a sense of guilt and inappropriate actions,

76



Gokhan Kaleci

creating a communication barrier;

e A number of conditions must be met by opposing subjects as well as interpreters of the
information in order to promote self-censorship;

e Change the information environment in terms of whether the audience is willing to accept
certain pieces of information. In order to create this change, information must be managed
so that the audience's communication culture can be broadened or narrowed in the direction
it is headed.

An effective corporate communication policy must consider a communication model that
allows the narrowing and widening of communication channels. A communication channel's
importance lies in creating the environment and conditions for communication to take place. Thus,
they can be regarded as vehicles in which communication effects are transmitted. As a result, if the
media aren't taken into account, the transfer itself would not be possible. In addition to
communication channels, media problems must also be considered (Palashev, 2007).

CONCLUSIONS

My conclusion is that teaching how to fish is more effective than handing over fish. The
purpose of this article is to illustrate that presenting ideas is not the only way to teach someone how
to fish. When we ask and seek the answer to a question about complexity, rather than listen to
someone else's answer, we can better learn about complexity. Bringing a higher education
institution to an international level and transforming it into a cosmopolitan nation is not an easy

task. It involves taking small steps, from question to question, in preparation for the challenges of
multiculturalism and multicultural citizenship.
As a result of their lack of exposure to a global perspective on teaching and the consequences

of a closed (even narrow-minded) perspective on teaching, many teachers do not teach about these
subjects in accordance with an internationalist and intercultural perspective.

In addition, this might be perceived as frightening because it is such a big topic. In other words,
it implies overcoming barriers related to linguistics, culture, and even ideology. It is out of our
comfort zone to talk about internationalization or global citizenship since it involves complexity.
There may be no way to overcome uncertainty.
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HOTVIEA BbPXY 3HAYEHHUETO HA MEXIAYHAPOJHOTO OBPA30BAHUE

Pestome: Kamo romyenyus, udeonoeusi u @uiocogus Ha 0Opazo8anuemo meicoyHapooOHOmo
obpaszosanue ce paszenedcoa 6 Hecosus obxeam, sHaueHue u uzmepenus. Coujecmsysam MHO20
HAYUHU 30 UHMeZPUPAHe HA MeNCOYHAPOOHOMO UMeperue 8 yieOHama npoepama — om obyuenue
8 WyJicOUHa 00 exunu 3a npuodbwasane u paznooodpasue. Te mocam oa sapupam om UHOUBUOYATHU
VuebHU NbMY6aHuss 00 NPenooasaHe 8 YyicouHa, om KoHgpepenyuu 00 MoOUIHOCm u pazoupame Ha
MHO2000pazuemo u om peouya axkmopu. AKo Ha nogeuemo om HAc He UM ce Halaza 0a Nbmyeam
no paboma unu 3a oOyuenue, 3auj0 HU € HeoOX0OUMO 0a YUUM U NPenooasame 8 MeHCOYHapoOHO
opuenmupana cpeda? Heobxo0umo nu e 0a uHmepHaAyUoOHAIU3Upame moea,Koemo moxce 0a 6voe
noCMucHamo no-epeKmueHo HaA HAYUOHAIHO Hueo? HMma no-0obpu ewvnpocu, Koumo
npenooasamenume mozam 0a cu 3a0adam, 3a 0a HaANPaAsIAam NO8eOEHUemo Cu,mvll Kamo masu
cmamust He ce 3aHUMABa MOaK08d 3a0biO04eHO ¢ omeogopume Ha mesu evnpocu. Yecmo ce
MebPOU, Ye HAYUOHATUCIMUYECKOMO 00pa306anue e Hall-noOX00AuWoOmo 3d HAYUOHATHUME Yeu
oHnec. Mobunnocmma na cmyoenmume, KOCMOROIUMUmMeE U OpyeU memu ca pazenedanu 6 masu
cmamus. Cned moea ce pasanexcoam 6bnpocu Kamo MHO2000pa3uemo u 2paxicoaHcmeomo 6
enobanusupanus ceam. Mszsacuaea ce u ce 00cvicOa 8pvb3KAMA MeHCO)Y MeHCOYHAPOOHOMO
0b6pazosanue u MyImuKyImypHomo oopazoeanue.

Kntouoeu oymu: Epasvm, mesicoyHapoono obpazosanue, KOMyHUKAYUOHEH MOOel, 0bpa3osanue 8
uYIHCOUHA
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