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NMOJINTUKA 3A
YMNPABJNEHUE HA
YOBELUKUTE PECYPCH

aou.a-p 3apaska [IXxaHgapmoBa
Tpakuinckn yHmepcuteT Ctapa 3aropa

Monutnkata 3a ynpaBfeHWe Ha YOBELUKUTE
pecypcn BbB TEXHOMONMUC € HacovyeHa KbM
Cb3daBaHe W nogabpxaHe Ha ekun  OT
BMCOKOKBanduumpaHmu n MOTMBUPAHMN
cneumanucTu 3a MNocTUraHe Ha cTpaTermyeckute
uenm Ha KOMnaHuATa. Bbe BepuraTa
XMnepMapketTu ce  npunaraT  Han-gobpute
CbBpEMEHHM  MpakTMkm B  obnactta  Ha
ynpaBfeHNeTo Ha nepcoHana, OpraHuM3upaHu B
crnefgHUTe 4EeNHOCTU:

+ Cuctema 3a nogbop Ha nepcoHan, KosiTo
n3non3esa CbBPEMEHHU OAMArHOCTUYHM MeToaW 3a
onpefernsiHe Ha KOMMNETEHUUUTE M NoTeHLMana Ha
BCEKM KaHAMAAT 3a YCMNELWHO CrpaBsiHE CbC
3a4b/HKEHUsITA Ha NO3NLUUATA;

+ Cuctema 3a o0yyeHMe Ha nepcoHana,
ocurypsialia pasBUTME Ha CKPUTUTE U  SBHU
CNoCcOOGHOCTM Ha BCEKM UYMEeH Ha ekuna U
CTPYKTypupaHa B cnegHuTe BuaoBe obyyeHue:

o HavanHo oby4yeHue, ¢ uen nognoma-
raHe Ha HOBOMOCTBLNUMUTE CAYXUTENUN 3a TAXHOTO
agjanTupaHe KbM ekuna u paboTHUTE npouecy;

o O6y4yeHve 3a nosuwaBaHe KBanudwu-
KauusaTa, C KOeTo ce Oopa3BMBaT KOMMETEHUUUTE
Ha cnyXxutenute, kKato HeobxoanMma npeanocTaBka
3a TSIXHOTO KapuepHO pasBUTME U YCBOsiIBAHE Ha
HOBW 3HaHWA, OTrOBapsilM Ha AMHaMUKaTa B
pasBUTMETO Ha MNas3apa Ha noTpebuTencka
€NeKTPOTEXHUKA U MHOPMALMOHHM TEXHOMOTUN;

o KeanudukaunmoHHo n npekBanudmka-
LIMOHHO 0by4yeHne, ocurypsisallo npugobreaHe Ha
HOBM 3HaHMA W yMmeHMs B Apyra obrnact Ha
npodecnoHanHa peanusauusi, C KOeTo ce
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POLICY HUMAN
RESOURCES
MANAGEMENT

Prof. Zdravka Dzhandarmova
Tracian University Stara Zagora

Policy for  managing human
resources in Technopolis aims to create
and maintain a team of highly qualified
and motivated professionals to achieve
the strategic goals of the company.
Chain supermarkets apply current best
practices in the management of
personnel, organized into the following
activities;

» System recruiters using modern
diagnostic methods for determining the
competence and potential of each
candidate cope with the duties of the
position;

e System training staff, ensuring the
development of implicit and explicit
abilities of each team member and
structured in the following types of
training:

o Initial training to help new
employees to adapt them to the team
and work processes;

o Development training, which
build on the competencies of employees
as a prerequisite for their career
development and acquisition of new
knowledge corresponding to the
dynamics of the development of the
market of consumer electrical
engineering and information
technologies;

o Training and retraining training,
providing new knowledge and skills in



paswmnpaBat Bb3MOXHOCTUTE 3a 3aeMaHe Ha
pas3nnyHn OnbuXHOCTU B KOMMaHUATA.

+ Cuncrema 3a cTUMynupaHe Ha
cnyxutenute, KOATO  oTpassBa  OBEKTUBHO
MHONBUAYANHUS MPUHOC Ha BCEKW YfeH Ha ekuna
3a nocturaHe cTpaTternyeckute uUennm  Ha
KOMMaHuATa;

« Ha Bcu4km cnyxuTtenu B OpYXeCTBOTO ce
npegocTasATt pa3HoobpasHu coumanHu
npngobmekn  KaTo:  3acTpaxoBka  “TpygoBa
3nononyka”, npedepeHunanHn Yycrnosma npu
KpegouTtupaHe, NpoUNaKkTNYHU nperneau,

ocurypsiBaHe Ha XxpaHa, TpaHCnopT, HacTaHsBaHe.

B TexHononuc BssapeaT, 4Ye 3ag ycnexa Ha
dupmaTta cToun npodecMoHannamMbT n
oToageHocTTa Ha cnyxutenute. B komnaHuaTa
pabotaT camoO MHOro [fgobpe MOTMBMpPaHU
CNYyXXUTENN, KOUTO CbC CBOSI €EHTycMasbMm ca
OCHOBHWS MOTeHUuan 3a peanu3vMpaHe Ha
nocTaBeHuTe Lenu.

PbKkoBOACTBOTO [ObpXM Ha CbBMeECTHaTa
pabota 3a nMoOCTUraHe Ha EKUNHWUTE Lenu;
KOPEKTHOCTTa KbM €eKuMna W KbM KIUEHTa 4pes
KOMMETEHTHO KOHCYNTUpaHe; NOSANHOCT, n3paseHa
ypes 4YyBCTBO 3a MNPUHAANEXHOCT U dupmMeHa
NMOEHTUYHOCT, BBbBMEYEHOCT U aKkTMBHA MO3nuns
KbM paboTtata B KOMMNaHMATA; KOMMETEHTHOCT,
OCHOBaHa Ha BWCOKW CTaHOapTW Ha obcnyxsaHe
Ha KynyBaya W HenpekbcHaT npouec Ha
CaMOYyCbBbpPLUEHCTBAHE.

Bcekn egmH kagbp B TexHOMONUC € BaXXHO
3BEHO OT Uuenusa npouec Ha obcnyxBaHe Ha
KnueHtuTe. ExerogHo KomMnaHuaTa yBenuyasa
Oposa Ha cnyxutenute cu, KaTo Ha3Ha4vaBa
TanaHtnuen, [p[obpe obpasoBaHW, OMUTHU W
BMCOKOKBanMuuupaHu CryXmtenu ¢ no3HaHus 1
onut B obnactta Ha  noTpebuTenckarta
ereKTpoHMKa 1 MHAPOPMaLMOHHUTE TEXHOMNOTUN.

MogbopbT u cenekuuaTa 3a cBobogHUTe
nosvuMmM cTtaBa Mo npasuna, KouTo crieasat
nobpute npakTukn. Beaka nos3vuma B KoMnaHusTa
ce 00sBsABa 3a0b/MPKUTENHO MbPBO BBLTPELUHO —
TOBa AaBa Bb3MOXHOCT Ha CnyxuTenute ga ce
pasBuBaT M ga 3aemMaTt HOBW NO3NLUWN C PasfivyHu
unu no-ronemmn otroBopHocTn. OcBeH ToBa MMa

other areas of
development, thus expanding
opportunities for occupying various
positions in the company.

e stimulation of employees that
reflects  objectively the individual
contribution of each team member to
achieve the strategic goals of the
company;,

e All employees in the company to
provide a variety of benefits such as
insurance "Work Injury" preferential
credit conditions, screening, providing
food, transport, accommodation.

Technopolis  believe that the
company's success stands
professionalism and dedication of the
staff. The company employs only well-
motivated employees who with their
enthusiasm are the main potential for
achieving set goals.

Management keeps on working
together to achieve your team's goals;
loyalty to the team and to the customer
through competent consulting; loyalty,
expressed through a sense of belonging
and corporate identity, involvement and
active role in the work of the company;
jurisdiction based on the highest
standards of service to the buyer and
continuous process improvement.

Each frame in Technopolis is an
important link in the whole process of
customer service. Every vyear the
company increased the number of
employees by appointing talented, well-
educated, experienced and highly
gualified staff with knowledge and
experience in the field of consumer
electronics and information technology.

Executive Search and Selection
vacancies become more rules that
follow best practices. Each position in
the company must first announced
internally - that enables employees to

professional
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OTpaXeHne BbPXy MOTUBAUUSATA W CbLOTBETHO
3aQbpXaHeTo Ha xopaTta B KOMMaHuATa.

3a BCMYKM NO3MLMKM, 3@ KOUTO Ce TbPCAT
crneunduyHn yMeHUs 1 3a KOUTO HAMa BbTpeLleH
KaHauaaT, ce nonssaTt BbHLUHW KaHanu 3a nogbop.
C noctbnBaHETO Ha HOB CNyXuTen B TexHononumc
cTapTupa npouecbT Ha HEroBOoTO BbBeXJaHe B
KOMMaHuATa U KOHKPETHO 3a No3unumsTa, 3a KoATo
e nocTbnun.

Kato 4yact oT eksna Ha BepwuraTa
XvrnepmMapkeTu cnyxuTenu nvat
yHMKanHata Bb3MOXHOCT Ja Ce Bb3nonssat oT
cnegHUTe NpeaumcTBa: CbBPEMEHHU YCNOBUS Ha
Tpya, cBoeobpasHa LwWkona 3a Obgewara um
npodecroHanHa kapuepa; cucrema 3a obekTmBHa
OUEHKa Ha WHAMBMAYaANHUTE W KOMEKTUBHUTE
NMOCTUXEHUS; BB3MOXHOCT 3a peanu3auusa u
passuTune B MexayHapogHa KOMNaHus;
CMOKOWCTBME W CUFYPHOCT 3a TAX U TexHuTe
cemenctBa. Bcekn e panbxeH pga um3nbhHABaA
CbBECTHO M  CTPUKTHO  CBOWUTE  CRYy>XeOHM
3agbmkeHna. dupmata nomara Ha  cBouTe
CbTPyOHUUM [a pasBmBaT CBOUTE TBOPYECKU
CrnocoBbHOCTM, HO 3aAdbiDKEHME Ha BCeKM e
CaMOYCbBbPLUEHCTBAHETO U MOBULIABAHETO Ha
kBanudukaumata. Bcekn nma npaBo Ha [obpw,
6e3onacHN N XUIMEHHU YCMOBMSA Ha Tpyad, HO M
3a0b/DKEHMeTO [Ja cnasBa CTPUKTHO  BCUYKU
Hapendu n NMHCTpyKumm 3a 6esonacHa paboTta, ga
ronara rpuxu 3a cBosiTa XurmeHa v 3gpase.

Mpes nocnegHute HSIKONKO roavHu
TexHononuc e B Npouec Ha MOLLHa eKCcnaHsus.
MbpBMAT Cepuo3eH BBMPOC Cred HavyanoTto Ha
paspacTBaHETO Ha KOMMaHWsATa ce MpOoBOKMpa OT
yBenuyaeawuTte ce TpygHoCTU ga O6baaTt Haetu
KayeCTBEHM CINYXWUTenM MbpBO B rofnemute
rpagoBe Ha cTpaHaTa, a Bce noBeye U B MNO-
mMankute. Ha pgHeBeH pead wu3nua3at Temu KaTo
HUBOTO Ha HOBOHa3Ha4YeHus nepcoHarn,
eMoLMoHanHaTa anveHauusa u ymopa B cpefHuTe
MEHUIKbPCKU HMBA, YyBCTBOTO HA HEOLEHEHOCT U
N30CTaBEHOCT Ha CrnyXutenute B rpagoBeTe
n3BbH Codua OT cTpaHa Ha LUeHTpanaTa,
HeJOCTUI Ha KayecTBEHW YNpaBIieHCKU Kaapwu B
Mawabute Ha KomnaHusTa, 6e3NoKOWCTBO OT

BCUYKN
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develop and take up new positions with
different or greater responsibilities.
Moreover an impact on motivation and
retention of appropriate people in the
company.

For all items that are seeking specific
skills and that no internal candidate, the
use of external channels for selection.
With the election of a new employee at
Technopolis started the process of its
introduction into the company and the
particular position for which he acted.

As part of the team of hypermarket
chain all employees have a unique
opportunity to benefit from the following
advantages: modern conditions; a kind
of school for their future career; system
for objective assessment of individual
and collective performance; opportunity
for development and an international
company; peace and security for
themselves and their families. Everyone
is obliged to perform conscientiously
and strictly their duties. The company
helps its employees to develop their
creativity, but it is the duty of every self-
improvement and qualification.
Everyone is entitled to good, safe and
hygienic working conditions, but also the
obligation to comply strictly with all
regulations and instructions for safe
handling, to care for their hygiene and
health.

In recent years Technopolis is under
strong expansion. The first serious
guestion after the beginning of the
expansion of the company is provoked
by the increasing difficulties to be hired
guality employees first in the major cities
of the country and more and more small.
Agenda topics come as newly appointed
staff, emotional alienation and fatigue in
middle management levels, feelings of
abandonment and neotsenenost
employees in cities outside Sofia by



npomMsiHaTa Ha pa3pacTBaHeTo.

EkcnaHanaTa npoBokupa KbM npeoueHKaTa
Ha YOBELLKUA (paKTOp Ha pasfUyHUTE CTPYKTYPHU
HMBa B opraHusauusaTa. ToBa Hanara
NSaHMPAHETO Ha CEPUMO3HN NMPOMEHUN B NPaKTUKUTE
3a ynpaerneHue Ha 4oBewkute pecypcu. OT cBos
CTpaHa Te3M nMpouecn NoBAMUsIBAT  BbpPXY
OopraHus3auMoHHaTa Kyntypa W npeausBuKaxa
noTpebHOCT OT cepuo3Ha hMHaHCOBa, coumanHa u
eMoLMoHanHa WHBECTUUMA B nepcoHana oT
pasnMyHuTe HMBA. B KOHTEKCTa Ha pa3BUTUETO Ha
noesta ,pabotogatensT kaTo Mapka” ce paxaa
BWXOAHETO, 4Ye ycunuata Ha oTtgen Yoseluku
pecypcu we ce dokycupaT Bbpxy maesita ga ce
MHBecTupa B OpaHga TexHononuc, kaTo “egHo
[obpo MsacTo 3a paboTa”.

KoMmnaHmuTte B cUTyaumsa Ha ekcrnaH3us nmat
Hy)xga OT ynpaBneHue Ha npomMsHaTa, T.e. rpuxa
3a BbBEXOaAHE Ha ChyXuTenute B HoBaTa
peanHoOCT Ha opraHu3auusita, 4pe3 [gaBaHe Ha
AOCTbMHA UHopMaLma 3a npoMeHeHuTte GusHec
uenu, nocoka u 6nM3KM O4YaKBaHM pes3ynTaTu.
YnpaBneHneTo Ha npomsiHaTa BKMOYBa
N3SICHSIBAHETO Ha HY)XAuTe OT Hes, 3a ga 6baar
npeogoneHn 4yBcTBata Ha HECUTYPHOCT WU
HegoBepue, KOMTO € JIOrMYHO Ada ce MOoSABAT cpefn
nepcoHana, ocobGeHO cpen WU3NbIHUTENCKUTE
HMBA, KaKTO W E€BEHTYalIHOTO TEKy4yecTBO B
cnencTBMe Ha Te3un NPoLEecHu.

[MO3UTMBHM B TO3M CMUCBN Ca ycunusaTa Ha
otTgen YoBelwkn pecypcu 3a MOCTaBAHE Ha
Ha4yanoTo Ha npouec Ha “eMOLMOHarHO yabp)KaHe
N CTPYKTYpupaHe”, Ha cb3fgaBaHeTo Ha GanaHc B
HacCTpOEHMATa U Harnacute Ha nepcoHana. Toea
ce nocTtura 4pes3 BbTpewHntTe obyyeHus, KbaeTo
OCBEH BbBeXJaHeTo Ha dUpMeHUTe cTaHgapTu
Ha obcnyxBaHe W TbpProBCKO MOBeAEHME, ce
noctura npOCTPaHCTBO 3a CrogensiHe Ha
pasnuyeH TpydoB, couManeH W emouuoHarneH
onwuT.

OT pgpyra cTpaHa, cb3gageHata pgobpa
KOMYHMKaLMOHHa Bpb3Kka Mexay oTaen YoseLuku
pecypcu U1 npeactaBuTENUTE Ha  cpepHuTe
MEHUOXDBbPCKM HMBA (ynpaBuUTENW Ha OTAENN U
ynpaBuTeNnn Ha xunepmMapkeTu), BOAN OO aKTUBHO

plant shortage of quality managers in
the scale of the company concerned by
the change of expansion.

Expansion provoking reassessment
of the human factor of the different
structural levels of the organization. This
requires planning major changes in the
management practices of human
resources. In turn, these processes
influence on organizational culture and
provoke serious financial, social and
emotional investment in staff levels. In
the context of the development of the
idea of "employer brand as" born view
that the efforts of the HR department will
focus on the idea of investing in brand
Technopolis, as "a good place to work."

Companies are in a situation of
expansion need for change
management, i.e. care to introduce
employees to the new reality of the
organization by giving accessible
information about the changed business
goals, direction and expected similar
results. Change management involves
identifying needs it to overcome feelings
of insecurity and mistrust, is reasonably
to occur among staff, particularly among
executive levels and eventual turnover
as a result of these processes.

Positive in this respect are the efforts
of the Human Resources department to
initiate a process of "emotional
containment and structure” of creating a
balance in moods and attitudes of staff.
This is achieved through internal
training, where besides the introduction
of the company's service standards and
business conduct are achieved space
sharing different employment, social and
emotional experience.

On the other hand, create good
communication between HR and middle-
management levels (managers of
departments and managers of
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BbBeXaaHe Ha NpobrnemMHN TeMu KaTo YCneLwHOTO
yrpaBneHne Ha Xxopa W YyhApaBneHWeTo Ha
TanaHTute. ToBa ce npasu C Ler nocpeLlaHe Ha
KopnopaTtMBHUTE HYXOW OT OTKPMBAHETO U
pas3BMBAHETO Ha KayecTBEHW YynpaBreHCKU Kaapu
B Mawabute Ha KOMNaHWATa, KOMTO ga nonyyat
peanusauns B HOBUTE TbProBCKM 0BEKTU.

HacbpyaBa ce aktmBHaTa no3vumMs Ha
cpegHuTe MEeHUOXbpPU B KOMyHUKauuaTa C
NMoBEpPeHnss UM nepcoHar, KOeTo wuma CWUIHO
MoTMBMpalla pons M 3a Asete cTpaHu. CTaBa
AyMa 3a aKTMBHOCT Mpu AuarHoCTuUupaHeTo Ha
notpebHOCTW, AeMOHCTpauuaTa Ha  rpuxa,
MEHTOPCTBOTO U T.H., KOUTO UMaT PyHKUMATa “Oa
cb3gagat cmucbn” u “ycellaHe 3a MnonesHoct” y
MEHUDKbPUTE M Aa NpefoTBpaTAT CbCTOSHUETO
Ha netaprus n 3abpaBeHOCT, KOETO ce crnogens B
4YacT OT ynpaBreHCKUs nepcoHan, ocobeHo B no-
cTapuTe U rorieMu TbproBCkM 0BeKkTn OT BepuraTta.
B Tasu Bpb3ka ce nnaHupa o6Bbp3BaHe Ha
npoueca Ha artectauusi C JIMYHOTO KapuepHo
nnaHWpaHe W oueHkaTa Ha WHOUBMAyanHUTe
TPEHWUHT HYXAWN.

MpouecuTe Ha eKcnaH3na HOCAT pucka B
HapywaBaHeTo Ha 6nu3kata u edeKTuBHa
KOMyHUKaLMs Mexay TbproBckute o6ektn u
ueHTpanaTta. ToBa Hanara BbBeXOaHeTo Ha HOBO
MEXOMHHO CTPYKTYPHO HMBO — PervoHanHute
MEeHUIKbPU, KOEeTO [Ada onocpeacrtsa W Aopu
YacTMYHO [a 3aMecTV Tasn KOMyHMKauus Ha
pasnuyHuTe n HmBa. OCBEH CTPYKTypHa, Tasu
Kpayka wuma u  no-gbnbokata ponsa  Ha
eMoLMoHaneH MOCT U KaHan c no-mankute, no-
HOBUTE UNWU Mo-OTAAnevYeHuTe xunepmapkeTu, 3a
KOUTO MMa pUCK Oa ce noyyBcTBaT 3abpaseHwu,
npeHebperHatM M HEQOOLEHEHN OT LIEHTPANHOTO
yrnpasneHue.

He Ha nocnegHO MACTO eKkcrnaH3usaTa noctass
MHOro npegusBukatencTea npej cpegHuTe
MEHUIKbPCKA HUBA B OTAEINHUTE XuUnepMapkeTu
MO OTHOLLEHWETO Ha ynpasreHckaTa UM (PYHKUUS.
Toau kasyc, KakTo U TeHAeHUnsaTa 3a MHBeCTUpaHe
B YOBeLIKMA noTeHuuan Ha TexHomonuc uma 3a
CBOE JFIOrMYHO MPOABLIDKEHUE crevyenBaHeTo Ha
npoekT 3a obydyeHne ©  pasBuTMe  Ha
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supermarkets) leads to active
introduction of problematic topics like
successful people management and
talent management. This is done to
meet the corporate needs of the
discovery and development of quality
management staff in the scale of the
company that embodied in new outlets.

Encouraged the active role of middle
managers in communicating with staff
entrusted to them, which is highly
motivating role for both sides. It's about
activity in the diagnosis of needs,
demonstration of care, mentoring, etc.,
which have “"create meaning" and
"sense of utility” in managers and
prevent state of lethargy and forgotten
that is shared in part of managerial staff,
especially in older and large chain
stores. In this connection it is planned
linking the certificate to the personal
career planning and assessment of
individual training needs.

Processes of expansion bear the risk
of violating close and effective
communication between the outlets and
the plant. This requires the introduction
of new intermediate structural level -
regional manager, which mediates and
even partially replace the
communication of its various levels.
Besides structural, this step has the
deeper role of emotional bridge and
canal with smaller, more recent or more
distant supermarkets, who are at risk to
feel forgotten, overlooked and
underrated by the central government.

Last but not least the expansion
poses many challenges for middle
management levels in various
supermarkets in management functions.
This case, as well as the tendency to
invest in human potential of Technopolis
is its logical continuation winning project
for training and development of



npodecMoHanHNUTe yMEHUs Ha  ynpaBrieHCKUs
nepcoHan ¢ eBponencko huHaHcupaHe.

OO6OyyeHMe ¥ NnoBMLIaBaHe Ha KBanudukauumaTa
Ha cnyxuTtenure

Cnyxutenute ca HaW-UeHHUAT KanuTan.
NmeHHo 3aToBa TexHononuc eXXerogHo
WHBECTMpa 3HauYUTENHW CpeacTBa W Bpeme 3a
noBuLI@BaHe Ha KOMMETEeHUuUTe U 3HaHWUATa Ha
cBouTe cnyxutenn u 3a oborataBaHe Ha
npodecroHanHna um onut. Npes namuHanute Tpu
roauHn KoMnaHusaTa srara 65130 2 MUnMoHa nesa
B 0by4yeHns no npodecmnoHanHa keanmdukaumsa u
npekBanudukaunsa Ha CnyXnTenuTe cu.

lpwxata Ha KomnaHuATa 3a
CRyXXUTenu, NHBeCTUUMUATa B XopaTa, CTpeMexXbT
3a nopgobpsiBaHe Ha TeXHUTE KOMMNEeTEeHUUn W
YMEHUS Uenu da npeBbpHe XunepmapkeTu
TexHonomc B egHO  no-gobpo  wu no-
npvBnekaTenHo MscTo 3a pabora.

BbB Bepurata xuvnepmapkeTM  y4yeHeTo,
obyyeHneTo, pas3BUTMETO Ha  nuaepyn W
npodecrMoHanncTn e KN4YoBO M uma 3a uen ga
rapaHTupa, 4ye KomnaHusaTa e rotoea Aa nocpeLlHe
npeaunssukartencreaTa Ha nasapa Ha
notpebuTencka eneKkTpoTexHuKa n
MHOPMALIMOHHN TEXHOMOMK. YCBOSIBAHETO Ha
YMEHUS U 3HaHMA W pasBUTUETO  Ha
npodecrMoHanHn 1 NUOEPCKU  MPaKkTUKKM e
KPUTUYHO 32 edeKTMBHOTO YynpaBfneHne Ha
ANHAMWYHUSA N MHOBATUBEH TEXHOMormyeH busHec.

O6yyeHuneTo e egHa OT OCHOBHUTE AEMHOCTH,
KOUTO CbMbTCTBAT PasBUTUETO Ha CRAyXutensa u
nognomaratr  nNfaHWPaHETO Ha  npasunHaTta
KapvepHa nbTeka 3a Hero. BwbBegeHata ot
dupmata  npouegypa no  obydyeHuve  Ha
cnyxuTenute cu nocTtaeBsa 3a uUen ga onpegenmu
HeobxoaMMOCTTa OT TakoBa M Aa pernameHTupa
HauMHWUTE 3a HeroBoTO npoBexaaHe. Oby4yeHneTo
€ KOHKPeTHO W € pasnnuyHo 3a pasnuyHuTe
KaTteropum  OJTbXHOCTH, cbobpaseHo  CbC
cneundukaTta Ha paboTaTta.

Bce noseye paboTtogartenu nHeectupaT B Mo-
BMCOKaTa KBanuduvkaumsa Ha CBOS NepcoHan cC
SICHOTO Cb3HaHWe, 4Ye ToBa MpasBu xopaTa UM Mo-

HenHuTe

professional skills of management of
European funding.

Training and qualification of
employees

Employees are the most valuable
asset. That is why Technopolis annually
invests significant time and resources to
enhance the competence and
knowledge of its employees and to
enrich their professional experience. In
the past three years the company
moisture close to 2 million lev in training
in vocational training and retraining of its
employees.

Care company to its employees,
investment in people striving to improve
their skills and expertise aims to make
Hypermarket in a better and more
attractive place to work.

Hypermarket chain in learning,
training, development of leaders and
professionals is essential and aims to
ensure that the company is ready to
meet the challenges of the market of
consumer electrical engineering and
information technology. The acquisition
of skills and knowledge and develop
professional and leadership practices is
critical to the effective management of
dynamic and innovative technology
business.

Training is one of the main activities
that accompany the development of the
employee and help planning the right
career path for him. Introduced by the
company procedure for employee
training aims to determine the need for
such and regulate ways of implementing
it. Training is specific and is different for
different categories of posts considering
the specifics of the work.

Increasingly, employers invest in its
highly qualified staff with a clear
understanding that this makes their
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nobpn npodecnoHanmMcTM U NO TO3U HaYUH
JonpuHacs 3a pactexa Ha 6usHeca. [la ocb3Haelw
HeobxoaumMoCTTa OT npoabrkaBaLo obyyeHre Ha
CBOMTE CINyXuTenu € nbpBa CTblKa KbM
yBenuyaBaHe Ha KOHKYpPEeHTOCMOCOOHOCTTa Ha
koMmnaHuaTa. Ho 19 He e poctaTbyHa. Cbluo
TOJIKOBa CbLUECTBEHO € Aa OCUrypuLl goctartbyeH
OwmpKkeT 3a TOoBa M Jda Ccb3gagew onTumarnHa
opraHusauusi 3a CMMUCINEHO MWHBECTMpaHe Ha
npegBuaeHnTe cpeactea. BbB BcAka koMMNaHWs
TpsibBa ga wmma M paspaboteHa nporpama 3a
HOBUTE CNYXUTENW, KOATO TIM 3ano3HaBa C
MUCUATa, BU3MATaA WM CTpaTernsita 3a pasBuUTHE,
KakTO M Han-obo C BbTPELHUTE npaBuna 3a
noBefeHne N eTUYEH Ko Ha opraHu3aumsTa.

Mporpamata BbLB Bepura XurnepmapkeTu
TexHononuc ce kasea ,Jlobpe gownun” 1 uenu ga
nNpnobLM HOBUTE CRYXUTENN KbM KONEKTMBa, Aa
M 3ano3Hae C PbKOBOACTBOTO M UCTOpuUsATa Ha
KOMNaHuATa, fda Ccb3gage CaMOYyBCTBME U
NPYHaANEXHOCT KbM OpraHu3aumnsaTta, B KOATO ca
noctbnunu. Nporpamata 3a opMeHTaLms € YyacT OT
ycunusita Ha ynpasneHne YoBelukn pecypcu 3a
noBuLIABaHe Ha MOTMBAUMATA U 3aabpXaHeTo Ha
cnyxutenute. [lpyra BaxHa HOBa MHMUMaTMBaA €
paboTaTa Ha KOMMaHuATa NO nporpamarta 3a
MeHTOopKu /HacTaBHuuwu/. Tasm nporpama uUenu aa
3asgpaBu npoueca Ha WHUUMaLMs Ha HOBUSA
cnyxuten B oOTgena, TS nognomara npoueca
obyyeHne Ha MACTO, KakTo W nopgobpsiBa
obpaTtHaTta Bpb3Ka 3a HEroBOTO NpeacTaBsiHe.

BbB Bepurata xunepmapketn TexHononuc
uMa cb3gajeHa cucteMa 3a KBanuukaums Ha
nepcoHana. Moesta Ha pbKOBOACTBOTO € TS Aa
OencTBa HenpekbCHATO M ga ocurypsisa gobpo
HMBO Ha KOMMETEHTHOCT U gobpa NOAroToBKa Ha
nepcoHana. B nocnegHuTe roguHuM Hamn-seye ce
3anara Ha pobpe oOyvyeHnss M nNogroTeeH
YyrNpaBneHCKN CbCTaB Ha pasnuyHuTe OTAEeNu B
camaTa Bepura. Tosm 3ammcbn ce ogobpsisa u ot
no-rofigmaTa 4acT oT paboTewnte BbB hupmaTa.

MoBuwaBaHeTo Ha KBanudukaumata
JonpuHacsa 3a nogobpsiBaHe Ha OTHOLIEHUsITa C
KNueHTuTe, MOTMBUPaAHE 3a
CaMOYCbBbpLUEHCTBAHE, HamansaBaHe Ha
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people better professionals and thus
contributes to the growth of the
business. Recognizing the need for
continuing education of its employees is
the first step towards increasing the
competitiveness of the company. But it
is not enough. Equally essential to
ensure sufficient budget for it and to
create optimal organization  for
meaningful investment in appropriations.
Each company should have and
developed a program for new
employees, which introduces them to
the mission, vision and strategy
development, and general internal rules
of conduct and code of ethics of the
organization.

Program in Hypermarket chain says
"Welcome" and aims to involve new
employees to the team, to acquaint
them with the management and the
company's history, create confidence
and belonging to the organization in
which they are received. Orientation
program is part of the efforts of the
Human Resources management to
increase motivation and retention of
employees. Another important new
initiative is the Company's work program
for mentors / tutors /. This program aims
to strengthen the process of initiation of
new employee in the department, it
facilitates the process on-site training
and improves feedback for his
performance.

Hypermarket chain has created a
system for qualification. The idea of
leadership is that it operates
continuously and provides a good level
of competence and good training of
staff. In recent years mostly relies on
well-trained and qualified management
staff of various departments within the
supply chain. This plan shall be
approved by the majority of workers in



TEKYy4eCTBOTO cpef paboTHULUTE U CRyXUTENuTE,
KOETO MMHUMM3MpA pasxoguTe 3a HabupaHe Ha
HOB MNepcoHan W anTepHaTUBHWUTE pas3xogn oOT
3arybeHnte npogaxbu, nosuwarsaHe obema Ha

npogaxbwute, HamansiBaHe  pasxoguTe  no
agMUHUCTPUPAHETO.
MonoXuTenHo  OTHOLIEHWE KbM  [obpe

nnaHnpaHo, LeneHacoyeHo U CUCTEMHO 0ByyeHne
nokassaT Mo-rofigMarta 4acT OT CRyXuTenute Ha
KoMnaHuaTa. 3a MHOrO0  Marko  CryXutenu
obyyeHneTo e HeobXxoaUMO, HO He € HanoXuTeneH
npouec, KaTo HAMa TakuBa, KOMTO ro onpenenar
KaTo oopmarieH U HEHYXEH.

Ha npaktuka obydYeHMeTO KbM MOMEHTa e
npouec, KONTO AEUCTBUTENHO € HAaCcO4YeHO noBeYe
KbM yrnpaBfeHCcKUTe nosvumm BbB ompmaTta, a He
TONKOBa KbM  pasBUTMETO Ha  Mpoaasauy-
KOHCYNTaHTUTE U kacuepuTe. To3n akT Mmoxe aa
ce 0BACHM C HeJoCTUr Ha (bMHaHCKU 3a MHBECTULNN
OT TO3n pon, ocobeHO C orned Ha nasapa npes
nocnegHute 2 roguHu. Bbnpeku ToBa, nosedve oOT
60% oT paboTewmTe BB hpmaTa ca obydaBaHu
gocta nbTW, a npemMuHanuTe camo HadarneH
WHCTPYKTaX WM edHokpaTHO obydyeHne ca no-
manko ot 10%. Ot 7ToBa wu3cnegBaHe ce
3abensasBa, Ye BCUYKN paboTHULM U CIIYyKUTENu ca
npeMmuvHanu HSIKaKBO oby4eHne cnea
HasHayaBaHeTO MM BbB (upmarta cnopea
nosuumsaTa, KoATo 3aemMaT, U3BbH MHCTPyKTaxa 3a
Ge3onacHOCT Ha Tpyda W WHCTPyKUMMTE 3a
npasunaTa Ha pabota. B cnyyas He moxe ga ce
oTpeye, 4Ye o0OyyeHMETO € BbLB OKyca Ha
PBbKOBOACTBOTO.

KBanudukaumsata B  opraHusauusaTa ce
ocbllecTBABa B Tpu OPMKU: MbpBOHAYanHa
KBanudukaumsa, AOMbAHUTENHA KBanvdukauma u
npeksanupukauus. NopBoHadanHata KkBanuguka-
UMsa ce OoTHacs OO BCUMYKM HOBOHa3HadeHu. Ypes
Hes ce MocTuraT MWHUMManHW 3HaHUA U YMEeHUs,
HeobxoOuUMM 3a 3aeMaHeTo Ha CcboTBeTHaTa
ANbXHoCT. Llenta e ga ce ycBouM MWHUMManHus
TPYAOB CTaHAapT M Ja Ce CbKpaTu CPOKbT Ha
ajanTaumss B opraHu3dauudata. BbBexgawoTo
oby4eHune e ¢ ocobeHHa BaxHoOCT. LlenTta e xopata
camu ga pasbepar, 4Ye 3a ga pabotar edheKkTUBHO,

the company.

Upskilling contributes to improving
customer relations, motivation for self-
improvement, reducing turnover among
employees, which minimizes the cost of
recruiting new staff and the opportunity
cost of lost sales, increased sales
volumes, reducing administration costs.

Positive  attitude towards  well
planned, targeted and systematic
training showed a majority of

employees. Very few staff training is
necessary, but it is imperative process,
not those who define it as formal and
unnecessary.

Practice training at the moment is a
process that actually focuses more on
management positions in the company,
rather than the development of sales
assistants and cashiers. This fact can be
explained by the lack of finance for
investments of this kind, especially in
view of the market over the past two
years. However, more than 60% of our
employees are trained quite a few times
and passed only once initial instruction
or training are less than 10%. From this
study it was noted that all employees
have received some training after being
appointed to the company according to
the position they occupy outside the
briefing labor safety rules and
instructions for operation. In this case, it
can not be denied that education is the
focus of management.

Qualification of the organization is
carried out in three forms: initial training,
further training and retraining. Initial
gualification applies to all new recruits. It
is used to achieve the minimum
knowledge and skills required for the
occupation of the office. The aim is to
learn the minimum labor standards and
to shorten the period of adaptation to the
organization. Induction training is
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TOBA KOETO 3HAAT U YMEAT HE € [OCTaTb4yHO.

[onbnHutenHaTa kBanudukauusa e gobmeaHe
Ha HOBM W [OOMBLIHUTENHW 3HaHUSA U YMEHUS.
Mpumep 3a ToBa € HeMNpecTaHHOTO oby4yeHwue,
CBbP3aHO C ObP30 MNPOMEHAWMUTE U MOCTOAHHO
HaBNU3alnM HOBW TEXHUKM W TexHonormm —
paboTHMUMTE WU chiyxuTenute TpsibBa ga ca B
-KpaK c BpeMeTOo”, 3a Aa morat [a ca C ajekBaTHO
noesefeHue npeg notpebutenuTte Ha nasapa.

MpekBanudmkaumaTa Ha nepcoHana, cMmsiHa
Ha €edHM 3HaHuda C Apyrm W noarotoBka 3a
ycBosiIBaHe Ha HOBM npodpecun ce npunara npwu
poTauust Ha paboTHULUMTE W CRAYXUTENnuUTe, Npu
npeHasHavyaBaHe C Orfed 3agbpXaHe BbB
dupmata u T.H. M3nons3BaHeTO Ha BbTPELLHU
M3TOYHMUM Ha MepcoHan 3a HOBOOTKPUTU WK
BakaHTHM ONbXHOCTM e [p[obbp arecrar 3a
PBKOBOACTBOTO Ha opraHusauusaTa.
MpakTtnyeckata QOenHOCT no obydeHne Ha
YOBELLKUTE pecypcu ce uapbpluBa Ha paboTHOTO
MSCTO UNM U3BBH Hero. Bcekn oT Team nogxoau
nMa CBOUTE MIIHOCOBE U HEQOCTATbLUM.

N3Boaun

TexHuknTe 3a obyyeHne, KOUTO ce M3nonssart
BbB Bepura xunepmapketun TexHononuc, ca
N3KNIYNTENHO pasHoobpasHu. Kbm Tax cnagar:
paboTHM WHCTPYKUMKN, OBydYeHne OT ekuna wu
camoobyyeHune, npeseHTauun, becean, cemmHapm,
poneBn urpu u oHnavH oby4veHusi. KoHKkpeTHuTe
uenu u cuTyaumm BNUSAT BbpXy u3bopa Ha
TEeXHUKa.

B TO3M acnekT npoBexaaHuTe obyyYeHus BbB
Bepura xmnepmapketu TexHononuc ca:

1) BbBexaawo oby4eHne Ha
HOBOMOCTBLNUNUTE PaBOTHULM U CRAYXUTENN — B
AEHS1 Ha MNOCTbMNBAHETO — WHCTPYKTaXu Mo

Ge3onacTHOCT Ha Tpyaa, MoXapHa M aBapuiiHa
6esoonacTHocT. B pamkuTe Ha eguH mecel OT
nocTbnBaHeTo —  rpynoBo  obyyeHne  3a
3ano3HaBaHe C ucTopusiTa,  (PyHKUMUTE U
3afaunTe Ha Bepura xunepMmapketu TexHOMmonuc,
KaKTO M C BbTPELLHM akToBe C 0bLa NpunoXmnMocTt
KbM BCUYKM cryxuTenu. [Npes nanutatenHus cpok
— uHOMBMZyanHa noaroToBKka MO nporpamu,
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especially important. The aim is for
people themselves to understand that to
be effective, what they know and are
able not enough.

Additional training is acquiring new
and additional knowledge and skills. An
example is the continuous training
related to the rapidly changing and
constantly entering new techniques and
technology - employees must be "up to
date" in order to have an adequate
attitude to consumers in the market.

Retraining, replacement of some
other knowledge and training to learn
new professions apply to the rotation of
employees in reassignment in order to
retain the firm, etc. The use of internal
sources of personnel for new or vacant
positions is a good testimonial to the
leadership of the organization. Practical
work in human resources training is
done in the workplace or outside. Each
of these approaches has its advantages
and disadvantages.

Conclusions

Training techniques that are used in
a circuit Hypermarket are extremely
diverse. These include: work
instructions, training of staff and self,
presentations, lectures, seminars, role-
playing games and online trainings.
Specific goals and situations influence
the choice of technique.

In  this aspect
Hypermarket chain are:

1) Induction training for new
employees - on the day of receipt -
Instruction on safety at work, fire and
emergency safety. Within one month of
receipt - group training knowledge of the
history, functions and tasks of the
Hypermarket chain, and internal acts of
general application to all employees.
During the probationary period -

trainings in



CbCTaBeHU U
PBbKOBOAUTENMW.

2) KpaTkocpoyHuM KypcoBe M CemMuHapu —
Te3n KypcoBe W CeMWHapu ca pasgerneHn 3a
yrnpaButenute W 3aMecTHUK ynpasuTenuTe, |
oTAEeNHU 3a npoaasay KOHCYNTaHTuTE.
M3BbpwBaT ce BeOHbX WM HAKOMKO NbTU
roguwHo. CemuHapuTe, B KOMTO ce oOy4aBa
yrnpaBuTeNUTE MU 3aMECTHUK ynpaBuTenute ca cC
Temu: 6a30BKM yNpaBNeHCKN YMEHUs, MOTUBaLUA U
yrnpaBneHne Ha KOHMSIUKTU, KOMYHUKaATUBHU
YMEHWs, OCHOBM Ha ynpasrneHueto. CemunHapuTe,
B KOMTO ce oby4aBaT npogaBay KOHCYNTaHTUTe
BKIMOYBAT CTbMKM Ha npopaxbarta, npeseHTauus,
KOMYHUKaTUBHU YMEHWS.

O6yyeHneTo BbLB Bepura XunepmapkeTtu
TexHononuc ce n3BbpLUBA OT €KUM OT creymanHo
noabpaHu ObArOrogvLIHU CIyXUTENu N obydeHu
3a M3BbpLBaAHETO Ha Tasn gewnHoct. Lo 2010r.
00y4yeHMeTo Ha paboTHULMTE U CNyXUTenute ce
M3BbpLUBaLLE OT BbHWHA dupma, cneumnanHo
HaeTa 3a uenta. Ot 2010r. ce cb3pgane otaen oT
creunanucti, KoOUMTo ga ce 3aHumMaBaT C Tasu
JenHocT. VgedaTa 3a cb3gaBaHETO Ha TO3U eKu,
Oelwe 4e TOBa ca BbTPELWHWU 3a dupmarta xopa,
KOUTO ca 3ano3HaTu npasunarta Ha pabota, CbC
CaMOTO ecTecTBO Ha paborata un ca ce
cbnbCcKBanu ¢ MHOMO 1 pasnUYHU CUTYaUnn, KOUTO
MoraT Aa npecb3gagaT Ha obyyaBaHuTe.

O6y4yeHneTo C BbHWHA upmMa He MOXe Aa
dage TOnMKoBa peaneH nornej Hag camarta
cuTyauusi MU ectectBo Ha pabota. Te obydaBat
paboTHMLMTE M CRYXUTENUTE Ha Cyxa maTepus 1
Teopus OT y4yebHuuMTe, HO He MoraT ga WM
nokaxkaT usnata KapTuHa Ha npakTuka. Ycnyrute
Ha BbHLLUHK 0B6y4YnTEenn ce n3nonssat OCHOBHO MNpu
nposexgaHeTo Ha obyvyeHus Ha cpegHus U
BUCLLMSA MEHUOKBPCKU NepcoHann.

EkmnbT oT 0byyaBawm paspabotBa U MHOro
poneBu Urpu oT camaTa UM MNpakTUKa U CTax BbB
dupmarta. lNprnopnteT B cuctemara 3a obyyeHune e
noarotoBkata Ha  TbpProBckuTe  paboTHUUW.
Ynpasutenute W 3aMeCTHUK  ynpaBuTenute
TpsibBa ga ca gobpe nogrotBeHW ga moraTt ga
pearvpaT agekBaTHO BbB BCsika €4Ha cuTyauus, C

opraHuavpaHu OT  npekuTe

individual training programs compiled
and organized by supervisors.

2) Short-term courses and work-
shops - these courses and seminars are
divided managers and deputy managers
and individual vendor consultants.
Performed once or several times a year.
The  workshops, which  teaches
managers and deputy managers with
the topics: basic management skills,
motivation and conflict management,
communication skills, basic
management. Seminars which educate
vendor consultants include steps of sale,
presentation, communication skills.

Training in Hypermarket chain is
performed by a team of specially
selected long-term employees and
trained to perform this activity. By 2010
year training of employees was carried
out by an external company specifically
hired for the purpose. From 2010 year
create a department of specialists to
engage in this activity. The idea of
creating this team was that these are
internal to the company of people who
know the rules of work with the very
nature of the work and are faced with
many different situations that can
recreate the trainees.

Training with a foreign company can
not give as real look at the situation itself
and the nature of work. They train the
employees of dry matter and theory from
textbooks, but can not show them the
whole picture of the practice. Services of
external trainers are used primarily in
conducting training of middle and senior
management staff.

The team of trainers developed many
role-playing games of their own practice
and experience in the company. Priority
in the training system is the preparation
of commercial workers. Governors and
Deputy Governors should be well
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uen ga nsberHat Bb3aMOXHM KOHGnukTK. OT gpyra
CTpaHa npojaBad KOHCyNTaHTUTe TpsibBa Ada
MoraT  KOMMETEeHTHO ga  OTroBOpAT  Ha
N3NCKBaAHUATA Ha KNMEHTUTE M Aa UM NOMOrHaT aa
HanpaBsaT Han-gobpua un3bop, kato C ToBa
JonpuHecaT 3a TaAxHaTa YyOOBNETBOPEHOCT MU
NonoXnTenHa Harnaca Ha KnveHTa KbM BepuraTta.

3a kauyecTBeHOTO o0OydyeHne e Heobxogum
HenpekbCHaT aHanu3. M3Boaute OT aHanu3a Ha
obyyeHneTo ca npsika yHKUMA Ha 3agaduTe,
KOUTO ca MnocTaBeHW npen Hero, HO morat U ga
HaOXBbPNAT NpegBapuUTENHO MOCTaBEHUTE LENw,
ako Mpu HEroBOTO W3BLPLUBAHE Ce pasKpuAT
AOMbITHUTENHO 3Ha4YMMKn npobnemm Ha
obyyYyeHneTo M pas3BUTMETO, KOUTO He ca 6unu
BKITOMEHM B NpeaBapuTenHarta cTpykTypa.

Te TpsibBa ga OTroBOPSAT HA HAKOTKO OCHOBHU
BbNpoca:

- KOM Ca KOHKpPEeTHUTE npeasiokeHns 3a
nogobpsiBaHe Ha cuctemaTta 3a obyyeHune

- KOM HegocCcTaTbUM B MNpakTukata no
oby4yeHuneTo e oboaTt npeogoneHn c
peanusvpaHe Ha HanpaBeHUTe NpeanoXeHus

- KaKBM Ca OyYakBaHWTe pas3xoguM 3a
HanpaBeHUTe MPEeArioXKeHUs, KOUTO ce NpaBAT 3a
YCbBbPLUEHCTBAHE Ha NpakTukata no obydeHve u
pasBUTUE Ha CRyXUTenute

- KakBW ca  O4YakBaHuWTe  Mons3u  OoT
peanusnpaHe Ha npeanoxexHusTa 3a
YCbBbpPLUEHCTBAHE Ha 0Oy4eHneTo

- KakBu TPYAHOCTM OMxa Mornu ga ce o4akesaT
npM peanuanpaHeTo Ha nNpeanoxeHusTa 3a
YCbBbPLUEHCTBAHE Ha obyyeHneTo Ha
CNY>XUTENUTE N KaKBO KOHKPETHO TpsibBa fa ce ce
HanpaBW, 3a [a ce NpPeodonesT TpPyaHOCTUTE,
KOMTO Ce O4aKkBaT B npoLeca Ha npomsaHaTa.

M3BbpleHnsaT B HacTosiarta paspaboTka
aHanu3 nosBonsiBa ga ce opmynupa usBoaa, ye
nepcoHanbT BbB Bepura XvnepmMapkeTm
TexHononuc e ygoBneTBOPEH OT NPOBEXOaHUTE B
KoMnaHuaTa obyveHMs W cuuTa CTeneHTa Ha
NnocTUraHe Ha Lenute 1 3agadvTte Ha nporpamute
3a obydyeHunsa 3a Bucoka. Ypes obyveHneTo Ha
YOBELLUKUTE PEecypcu Ha MpakTuka ce peanuaupa
cTpaTernsita Ha opraHmsaumaTa. Ypes npaBuHo n
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prepared to react appropriately in any
situation in order to avoid possible
conflicts. On the other hand vendor
consultants should be able to
competently meet the requirements of
customers and help them make the best
choices, thereby contributing to their
satisfaction and positive attitude towards
the customer chain.

For quality education is necessary
the constant analyse. The findings of the
analysis of training are a direct function
of the tasks set before him, but can not
exceed pre-set goals, if it's carrying
reveal additional significant problems of
training and development, which were
not included in the preliminary structure.

They must answer some basic
guestions:

- What are the concrete proposals for
improving the training system

- Which deficiencies in practice
training will be overcome with the
realization of the proposals

- What are the estimated costs of the
proposals that are being made to
improve the practice of training and
development of employees

- What are the expected benefits of
the implementation of the proposals for
the improvement of education

- What difficulties might be expected
in the implementation of the suggestions
to improve the training of employees
and what specifically needs to be done
to overcome the difficulties to be faced
in the process of change.

Performed in this study analysis
allows one to formulate the conclusion
that personnel at hypermarket chain
Technopolis is satisfied with the ongoing
company training and considers the
achievement of the goals and objectives
of the training program for high. Through
the training of human resources practice



nocrnegoBaTenHo ocblLecTBABaHe Ha AelHOCTUTEe
no obyyeHue B xunepmapkeTu TexHononuc ce

ONTUMU3MPAT  MONOXUTENHUTE  pe3ynTtatM  OT
npoueca Ha oby4yeHve, n3passiBally ce B:
*  YCbBbpLUEHCTBAHE Ha TPYAOBOTO

npeacTaBsHe Ha paboTtewmte B opraHusauuaTa
cnen npoueca Ha o6ydeHue. [loBuwasa ce
KONMUYECTBOTO U KA4YeCTBOTO Ha NpenocTaBsHUTE
YCINYrn Ha KNNEHTUTE;

* nogobGpsiBaHe Ha cuctemaTta Ha
OpraHm3mpaHe W KOHTpon 4pe3 obyyeHue.
M3nbnHuTennTe npuemar U3NbIHEHMETO Ha Te3u
YHKUMM, nopaguM  YCbBbLPLUEHCTBAHETO  Ha
TEXHUTE CNOCOBHOCTH.

* CbKpallaBaHe Ha BpemeTo 3a obydeHue
Ha HOBWM METOAMW, TEXHUKM U onepaunu;

e paswupsiBaHe Ha  KBanMuKaLMOHHO
obpasoBaTenHata obnact. PaboTtHaTa cuna ctaea
no rbBkaBa. HamanasaT ce KOHMNMKTUTE W
TEKY4YeCTBOTO;

* yNnecHsiBaHe Ha NPUEMCTBEHOCTTA MU
CTUMynupaHe Ha "BbTpewHarta npomounsa” npu
AoKasaHn MepcoHanHu KayectBa, OTFOBOPHOCT WU
NOSINHOCT;

e nopobpsiBaHe Ha  OpraHM3aLMOHHUS
Knumar ypes YyCbBbpPLUEHCTBaHE Ha
KOMyHVUKaUMUTE  MexXxay  pbkoBoauTenun  u

NoAYMHEeHW, KOUTO B npoueca Ha obyyeHue
paswmnpsiBaT CBOUTE KOHTAKTW;

* MOBMLLUABaHe Ha aHraxumpaHocTTa KbM
OpraHu3auuMoHHUTE Uenu, Mo-BUCOKU TpyOoBU
pesyntatui, nopagu HanpaBeHWTe WHBECTULMU B
06y4YeHNeTO Ha YOBELLKUTE pecypcy;

* yBenuyaBaHe Ha YyOOBMNETBOPEHOCTTa Ha
Tpyaa. Cned npuknoyYBaHETO Ha npoueca Ha
oby4yeHne, Ha N3NbHMTENUTE Ce NPeaoCTaBAT Mo-
pasHoobpa3HW,  MO-UHTEpPeCHW,  MO-OTFOBOPHU
3afa4yu, KoUTo npepgnonaraT rMo-BUCOKa OLEeHKa n
HapacTBaHe Ha Bb3HarpaxjeHudara uw;

* HapacTBaHe Ha nMuaxa Ha
opraHusauuaTta, KoATO wu3pasxogBa Bpeme U
cpeactBa 3a NpodeCcUoHanHo yTBbpXAaBaHe Ha
nepcoHana. o To3n Ha4nH, T He camMo NoBuLLIABa
LueHata Ha HerosBua Tpya, HO W npuBninya
npogecrnoHanumcTu.

is implemented strategy of the
organization. Through correct and
consistent implementation of training
activities in Hypermarket optimize the
positive results of the learning process
in terms of:

e improvement of performance of
employees in the organization after the
training process. Increased quantity and

quality of services provided to
customers;

e improving the system  of
organization and control  through

training.  Contractors accept the
fulfilment of these functions due to the
improvement of their skills.

« shortening the training time for new
methods, techniques, or operations;

e expansion of vocational education
field. Workforce becomes more flexible.
Reduce conflict and turnover;

« facilitate and promote continuity
“internal  promotion”  with  proven
personal qualities, responsibility and
loyalty;

e improve the organizational climate
by improving communication between
managers and subordinates who in the
learning process to broaden their
contacts;

. increasing commitment  to
organizational goals, higher employment
results, due to the investment in the
training of human resources;

* increase the satisfaction of work.
After completion of the training, the
contractors provide more diverse, more
interesting, more demanding tasks that
require a high score and increase their
remuneration;

e increase the profile of the
organization spends time and money for
professional recognition of staff. Thus, it
not only increases the cost of his work,
but also attracts professionals.
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OcBeH TOBa, oOTAeNHWUTE [EeVHOCTU Mo
obyyeHne Ha nepcoHana B KOMMaHusTa ca
CblMacyBaHM C USfOCTHaATa nNonuTUKa 3a
yrnpaBreHne Ha YOBELLKUTE pecypcu, B KOSATO ce
dopmynupar:

* [lopaopbxka Ha peanusaumsita Ha obwmTe
cTpaTernm v uenu,;

+ Cb3gaBaHeTo Ha AOMbAHUTENHA LLEHHOCT
Bb3 OCHOBa Ha BCUYKM BWOOBE [OENHOCTU B
obractTa Ha YOBELLKUTE pecypcu;

» Cob3gaBaHeTo Ha ©asa oT nporpamn 3a
N3MEHEHMETO Ha KynTypara,;

« (OcBoboxpaBaHe "
BbTPELLUHMSA NoTeHuuan y xopaTa;

e PasBuBaHeTO Ha npouecu,
MakCUMU3NpaLLM NUYHUA MPUHOC Ha XxopaTta B
pasBUTUETO Ha opraHu3auus;

» OkasBaHe Ha NOMOLLY Ha NepCrneKkTUBHUTE
CbTPYyAHULUM 3a NofyvyaBaHe Ha OpraHn3aumMoHHN K
yrpaBneH4yeckn OpUEHTUPU Ha paHeH eTan oT
TEeXHUS PbCT B KapuepaTa;

* BHegpsiBaHeTO Ha ApUHLMNN Ha
HenpekbCHaToOTO Oby4yeHne N pasBuUTME 3a BCUYKU
BbB hMpmarta un npeBpbLiaHETO MM B HOpMa Ha
TPYAOBUS XUBOT;

» PaspabotBaHe u

passuTMe  Ha

BHeapsaBaHe Ha

cucTema, obesnevaBalla [OoCTbN no
HeobXxoanuMMs oOnuT;
* [lpepocTtaBsHe Ha ycnosus 3a

N3non3BaHe Ha KOHKPETHW YMEHUSI U HAaBULM;

* HaemaHe, pa3BuTue n obyyeHme Ha xopa
C HyXHaTa KOMOWHauua OT chneunanusmpaHm
3HAHMA W NO-WMPOK KPbr OT YMEHMA MU
opveHTaumm, HeobxoaMmMm 3a rLBKABO pearvpaHe
Ha 6BbP30 U3MEHSALLMTE Ce TEXHONOInY;

* YnpaBneHve Ha paboTHMUMTE  CbC
cnyxebHu gocuneTa 1 KapuepHu CTPEMEXN;

* YnpaBneHune  Ha  KOMEKTUBHUTE U
WHOMBMAYaNHUTE  TPYAOBM  OTHOLWIEHUA  Ha
CbTpyAHMUMTE (MM B MO-LUMPOK CMUCBHA —
paboTHaTa cuna), CTUmMynupaHe n nogobpXkaHe Ha
NPMBBP3AHOCT Mpe3 nepuoga 3a OCbLLeCcTBSABaHe
Ha M3MEHEHUATA;

» PaspaboTBaHe 1 BHegpsiBaHe Ha cucTema
3a Bb3HarpaxaeHue n noBULLIABaHe
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Moreover, various training activities
of staff in the company are consistent
with the overall policy for management
of human resources, which are
formulated:

» Support implementation of common
strategies and objectives;

 Creating additional value based on
all kinds of activities in the field of
human resources;

e Creating a database of programs
for culture change;

e Unlocking and developing the
internal potential in humans;

* Develop processes to maximize the
personal contribution of the people in
the development of organization;

 Assisting prospective employees to
obtain organizational and managerial
guidance to early stage of their career
growth;

e The implementation of the
principles of continuous learning and
development for all in the company and
become the norm of working life;

e Development and implementation
of a system that provides access to the
necessary experience;

 Providing conditions for the use of
specific skills and habits;

« Hiring, training and development of
people with the necessary combination
of specialized knowledge and a wide
range of skills and orientations needed
for flexible response to rapidly changing
technology;

« Manage employees with official
records and career aspirations;

 Management of collective and
individual employment relationships and
collaborators (or in a broader sense -
workforce) to stimulate and maintain
attachment during for the amendment;

« Develop and implement a system of
rewards and increase labor efficiency,



ebekTMBHOCTTAa Ha Tpyga, pasBuMBawia MU
MOTMBMpaLLA XopaTa, KaKTo Ha WHAMBWUAYasHo,
Taka 1 Ha rpyrnoBo HMBO, 32 AOCTUraHe Ha uenuTe
Ha KOMMaHusiTa, OTYUTaMKU ObLMTE NPUOPUTETH,
a CbLUO M ynpaBnsiBaHETO Ha Ta3n cuctema.

* [logobpxaHe " nogodpeHne Ha
mMaTepuanHoTo U MopanHoTo Onarononyyne Ha
paboTHaTa cuna no nNbTa Ha obesneyaBaHe Ha
KayeCTBEHM YCNOBUS Ha Tpyd, He 3acTpaluaBallim

3apaBeTo 1 6e3onacHoOCTTa Ha paboTHULMTE.

METOOWKA 3A AHAJTIU3 U
OLIEHKA HA
TEXHUYECKATA
OCUT'YPEHOCT B
PACTEHUEBBAOCTBOTO

MeTbp AxaHAapMOB — OKTOPAHT
MHCTUTYT no arpapHa ukoHomuka — Cocpus

[o cera Hama npuveta eAuHHa MeTOAMKa 3a
aHanua 1 oueHKa Ha TexHu4yeckaTa OCUrypeHoCT B
3emegenveto. B HayyHaTa nuTepaTtypa aBTOpUTE
n3nons3eaT pasnuMyHM pynu OT nokasaTenu 3a
aHanu3 Ha pasnuMyHU acrnekTn Nno OTHOLUEHME Ha
ocuUrypeHoctta C TexHuka. Yact oT Tean
nokasaTenn ce HyxgasaT oT npeuusmpaHe u
YTOYHEHME, TbM KaTo pasfMYHUTE HaA4YMHW Ha
N34ncnsiBaHe Ha HAKOM MokasaTenu BOAAT U A0
pasnuyHa oueHka. Cnep BnvM3aHeTo Ha bbnrapus
B EC wusnonssaHute nokasaTenu TpsibBa pfa
OTroBapAT M Ha owe eawH Kputepunm - p[a
ocurypsiBat CbMNOCTAaBMMOCT MeXQy OTAernHuTe
CTpaHu B paMKuTe Ha eBponemnckaTa oOLHOCT.

Bb3 ocHOoBa Ha KpuUTMYEH nperneg Ha
n3non3BaHUTe nokasatenu e  obocHOBaHa
cuctemMa OT OCHOBHM MoKasaTenu 3a aHanus U
OLEHKa Ha OCUrypeHocTTa CbC 3emegerncka
TEXHMKA Ha HaLUWOHAINHO pPaBHULLE W HA paBHWULLIE
cTonaHcka opraHusauus, KOUTO naeat

developing and motivating people, both
individually and on a group level for
achieving the objectives of the company,
taking into account the overall priorities,
and management of this system.

¢ Maintenance and improvement of
the material and moral well-being of the
workforce through the provision of
quality working conditions do not end-
anger the health and safety of workers.

0

METHODS OF ANALYSIS
AND EVALUATION OF
TECHNICAL RESOURCES
IN PLANT

Peter Dzhandarmov — PhD

Institute of Agricultural Economics — Sofia

Until now no single accepted method
for analysis and evaluation of the
technical provision in agriculture. In the
scientific literature, the authors use
different sets of indicators for the
analysis of various aspects relating to the
availability of equipment. Some of these
indicators need refinement  and
clarification as different ways of
calculating certain indicators lead to a
different assessment. After Bulgaria's EU
indicators used must meet one more
criteria - to ensure comparability between
countries within the European
Community.

Based on a critical review of the
indicators used is a reasonable system
of core indicators for analysis and
assessment of the availability of
agricultural machinery at the national

28



