MPRA

Munich Personal RePEc Archive

Innovative Approaches To People
Management - Practical Guide To Good
Practices

Antonova, Katya and Peicheva, Miroslava and Ivanova,
Pavlina and Koleva, Velina and Velcheva, Bilyana and
Nacheva, Radka and Drab-Kurowska, Anna and
Budziewicz-Guzlecka, Agnieszka and Velikova, Tihomira and
Samarova, Kristina and Dimitrova, Elitsa and Yordanov,
Aleksandar and Rodrigues, Margarida Maria Mendes

University of Economics — Varna, Bulgaria

June 2025

Online at https://mpra.ub.uni-muenchen.de/125151/
MPRA Paper No. 125151, posted 12 Aug 2025 12:10 UTC


http://mpra.ub.uni-muenchen.de/
https://mpra.ub.uni-muenchen.de/125151/

HA\M)
MHOBALIMOHHM O,
TP YTTPABJIEHVE HA TXOP.

[lpakTnyecko
PBHKOBOACTBO C A06pU
NPaKTUKU







ral» ‘-
HAYYHHA
- U3CJIEOBAHIA

NMHOBAIIMOHHMU ITOAXOAU ITPHU
YIIPABJEHUE HA XOPA

IHPAKTHYECKO PBKOBOJACTBO C JObPU IPAKTUKHA

N3maBa ce mo mpoekt BG-175467353-2022-04/12-12-2022 ,Bnusaue Ha
TUTUTATN3alMATa BbPXY WHOBAIIMOHHUTE TMOAXOAU TPH YINpPaBICHUE HA YOBEIIKUTE
pecypcu‘. [IpoexTsT € punancupan ot Poun ,,Hayunu uzcnensanus’, MUHHUCTEPCTBO
Ha oOpa3oBaHHETO U HaykaTa, KoHKypc 3a pyHAaMeHTaTHU Hay4YHU u3cnenpanus 2022
r. Ilo goroBop Ne KII-06 IIH 65/4, xoiito ce wu3mbiaHsABa OT MkoHOMUUecKH
yHuUBepcuteT — Bapna B nepuoga 2022-2026 r. [IpakTH4ecKoTO pbKOBOJICTBO € YaCT OT
IUTAHUPAHUTE 1O TPOEKTa JCHHOCTH 3a MOMYJIpU3NpaHE HA HAyYHUTE pe3yJTaTH,
0a3vpaHu Ha U3CJICIBAaHUS HA ABTOPH, YUaCTBAIIIA B MPOEKTA.

Tosa PBKOBOACTBO HJIM 4YaCTH OT HCTO MOTIraT naa 6'bI[aT BB3IPOU3BC)KIAHU HIIU
npc€aaBaHu I1Oa KaKBATO M J1a € (bopMa, WJIM 110 KaKbBTO U J1a € HAYHH, CJICKTPOHCH HIIN
MCXaHUYCH, CaMO C IMMCMCHOTO Pa3spCUHICHUC HAa aBTOPUTC.

© Uznparenctso ,,CnaBena* — Bapna, 2025
ISBN 978-619-190-279-8



®OHA
HAYYHU
- U3CNEQBAHUSA

INNOVATIVE APPROACHES TO
PEOPLE MANAGEMENT

PRACTICAL GUIDE TO GOOD PRACTICES

Published under project BG-175467353-2022-04/12-12-2022 "Impact of Digitalization
on Innovative Approaches in Human Resources Management". The project is funded by
the Scientific Research Fund, Ministry of Education and Science, Competition for
Fundamental Scientific Research 2022. Under contract No. KP-06 PN 65/4, which is
implemented by the University of Economics - Varna in the period 2022-2026. The
practical guide is part of the activities planned under the project to promote scientific
results based on research by authors participating in the project.

This guide or parts of it may be reproduced or transmitted in any form or by any means,
electronic or mechanical, only with the written permission of the authors.

© Publishing House “Slavena” — Varna, 2025
ISBN 978-619-190-279-8



CBbABbPKAHUE

BBbBEJIEHUE 5
JAOBPU ITPAKTUKU B YIIPABJIEHUETO HA YOBEIIKUTE PECYPCHU B
CTPOUTEJIHUSA CEKTOP 11

Horr. n-p Katst AuToHoBa

W3KYCTBEHUAT UHTEJEKT B JIEMUHOCTTA 110 OFYUYEHUE HA YOBEHIKUTE
PECYPCHU — CBIIHOCT U NTIPAKTHYECKO INIPUJIOKEHUE 17

[Tpod. a-p Mupocnasa [leitueBa

JUTUTAIN3ALUA HA TPYAOBATA JOKYMEHTAIUSA — EAMHEH EJIEKTPOHEH
TPYJOB 3AIINC 24

I'n. ac. n-p IlaBnuna MBaHoBa
EJIJEKTPOHHHU TPYJAOBU JOCUETA - AAIMUHUCTPUPAHE HA CJIEJABALIIO HUBO29
I'nn. ac. n-p ITaBinua MiBanoBa

JOBPU ITPAKTHUKU ITPU JTUTUTAJIN3UPAHETO HA ®YHKIIMUTE 110
YIIPABJIEHUE HA YOBEHIKHUTE PECYPCHU BbB FOURTH BBJII'APUSA EOOML............ 34

I'n. ac. n-p Benuna Konesa, bunsna Bemgesa

JAOBPU ITPAKTUKU TP HABOPA U ITIOABOPA HA CJIYKUTEJIN YPE3 CO®PTYEP,
BA3BUPAH HA U3KYCTBEH UHTEJIEKT 42

I'n. ac. n-p Panka HaueBa

3EJIEHA KOMIIETEHTHOCT B CbBPEMEHHATA UKOHOMMUMKA: 110 IIPUMEPA HA
HHOJIIIA 52

Hou. 1-p Arna /{pa6-Kyposcka

JUTUTAJTHATA TPAHCOOPMAIIUA - Bb3MOKHOCTH 3A U3IIOJI3BAHE HA
MN3KYCTBEH UHTEJIEKT HA PABOTHOTO MSCTO OT HAYYHO-
HPEIIOJABATEJICKUSA ITIEPCOHAJI 57

Hor1. n-p Aruemka bym3esud-I'y3nemnka

JUTUTAJIN3ALNNA B OBJIACTTA HA HR U HABUPAHETO HA IIEPCOHAJL................ 62
Tuxomupa Benukosa, Kpuctuna Camaposa

JAOBPU ITPAKTUKU B YIIPABJIEHUETO HA XOPA B AKKOJIAUC BBJIT'APHSI............. 65
Enuna Jlumurpona

JIOBPU ITPAKTUKH B UMEJIAC EOOJI, YACT OT 10 KEH KA 72

JI-p Anexcanasp Hopraros

BUOMETPUYHU TEXHOJIOTMM ITPU YIITPABJEHUETO HA YOBEHIKUTE PECYPCH:
JAOBPU ITPAKTUKHN U ETUYHU CBbOBPAKEHUS 75

I'n. ac. g-p Pagka Hauesa, [Ipo¢. n-p Maprapuna Mapus Menaec Ponpurec



CONTENTS

INTRODUCTION 8
GOOD PRACTICES IN HUMAN RESOURCE MANAGEMENT IN THE CONSTRUCTION
SECTOR 11

Assoc. Prof. Katya Antonova, PhD

ARTIFICIAL INTELLIGENCE IN HUMAN RESOURCES TRAINING ACTIVITIES -
ESSENCE AND PRACTICAL APPLICATION 17

Prof. Miroslava Peicheva, PhD
DIGITIZATION OF WORK DOCUMENTATION - UNIFIED ELECTRONIC WORK

RECORD 24
Chief Assist. Prof. Pavlina Ivanova, PhD
ELECTRONIC LABOR FILES — NEXT LEVEL ADMINISTRATION 29

Chief Assist. Prof. Pavlina Ivanova, PhD

GOOD PRACTICES IN THE DIGITALIZATION OF HUMAN RESOURCE MANAGEMENT
FUNCTIONS AT FOURTH BULGARIA EOOD 34

Chief Assist. Prof. Velina Koleva, PhD, Bilyana Velcheva
GOOD PRACTICES IN THE RECRUITMENT AND SELECTION PROCESS THROUGH

ARTIFICIAL INTELLIGENCE SOFTWARE 42
Chief Assist. Prof. Radka Nacheva, PhD
GREEN COMPETENCE IN TODAY'S ECONOMY: THE POLISH EXAMPLE...........ccccee... 52

Assoc. Prof. Anna Drab-Kurowska, PhD

DIGITAL TRANSFORMATION - OPPORTUNITIES FOR THE USE OF ARTIFICIAL
INTELLIGENCE ON THE WORKPLACE BY RESEARCH AND TEACHING STAFF¥ ........ 57

Assoc. Prof. Agnieszka Budziewicz-Guzlecka, PhD

DIGITALISATION IN HR AND RECRUITMENT 62
Tihomira Velikova, Kristina Samarova

GOOD PRACTICES IN PEOPLE MANAGEMENT IN AKKODIS BULGARIA ...........c..cc.... 65
Elitsa Dimitrova

GOOD PRACTICES AT IMMEDIS LTD, A UKG COMPANY 72

Aleksandar Yordanov, PhD

BIOMETRIC TECHNOLOGIES IN HUMAN RESOURCES MANAGEMENT: GOOD
PRACTICES AND ETHICAL CONSIDERATIONS 75

Chief Assist. Prof. Radka Nacheva, PhD, Prof. Margarida Maria Mendes Rodrigues, PhD




BBBEJIEHUE

CobBpemenHaTa paOoTHaA cpefa ce MPOMEHs ¢ Oe3mpereAeHTHa CKOPOCT MOJ
BJIMSTHMETO HAa TEXHOJOTUYHU WHOBAIIMH, €KOJIOTHYHU MIPUOPUTETH M HOBH MOJICITH Ha
3a€TOCT. YTPABIICHUETO HA YOBEHIKUTE pECYypCH BeYe HE C€ OrpaHudaBa Jo
aJIMUHHCTPATUBHU TIPOIECH, a C€ TMPEeBphIla B CTpaTErHYecKu (akTop 3a
OpPTraHM3alMOHHO pPa3BUTHE. BHOMETPUYHUTE TEXHOJOTUU M U3KYCTBEHHST WHTEICKT
NPEJIOCTaBAT BH3MOXKHOCTH 3a aBTOMATH3AIlHsl, CUTYPHOCT U mepcoHanmm3amnus Ha HR
npakTuKuTe. B ChIIOTO Bpeme ce HaOmonaBa 3acHWIICHO THPCEHE Ha 3€JICHU
KOMITETEHTHOCTH — YMEHUS, CBBP3aHH C YCTOWYUBO PA3BUTHE U €KOJIOTUYHO CHOOpPa3HO
noBeneHue. MHTerpanusaTa Ha HOBUTE TEXHOJOTHMH M 3€JICHH MOJUTHKH HM3HCKBA
XOJIMCTUYCH TOAXOJ KBbM IUIAHMPAHETO HA YOBCIIKHMS KamuTal. ToBa BKIIIOYBA
npeneuHUpaHe Ha POJIUTE, PaOOTHUTE MPOIECH U CAMUTE KapUEPHH ITBTEKH, KOUTO
CIIy>)KHTEJIMTE B OPTaHU3AIMUTE MOTAT JIa MOJICIHpaT 3a ceOe CH.

bromeTpudHNTE TEXHOJNOTMH, KaTro paslo3HaBaHE Ha JIHMIA, TPHCTOBU
OTIICYATHIM U TJIACOBA MICHTHU(UKAINS, CE HM3IOJI3BAT BCE IMMO-YECTO B CHCTEMHTE,
WHTETPUPAHH B MPOIICCUTE TI0 YIIPABICHUE HA YOBEIIKU PECYPCH, 32 CUTYPEH JOCTHII,
yIpaBJICHUE HAa BpPEME M MPOCICAUMOCT. Te momoOpsiBaT TOYHOCTTA HA JAaHHHUTE U
MUHUMH3UPAT aJMUHUCTPATUBHU TPEIIKH, HO CHIIO TaKa M3MCKBAT BHHUMAaHHUE KbM
CTUYHA W TIPaBHU acHeKTU. M3KyCTBEHHMST HMHTEIEKT NbK HaMHUpa NPUIOKCHUE B
no00p Ha MEePCOHAN, aHaJIN3 Ha aHTAXUPAHOCTTA U TIPOTHO3M 332 KapUEPHO Pa3BUTHE.
basupanute Ha HM3KYCTBEH HMHTEJICKT CHUCTEMH MOTaT Jla OTKPHBAT MOJCIU B
MOBEJICHUETO U Ja MPeasiokaT MepCOHATM3UPAHH MPETIOPHKA 32 00yUEHHE U PACTEK.
KomOuHammsaTa Mex 1y OMOMETpUS ¥ M3KYCTBEH WHTEJICKT IMOCTaBsSI MEHUDKBPUTE 110
YOBEIIKH PECYPCHU Mpej HOBH BH3MOKHOCTH, HO U MPEIN3BUKATEIICTBA, CBBP3aHU ChC
3alUTa Ha JIMYHUTE JAHHU U aJrOpPUTMHUYHA MPO3payHOCT. 3a Aa ObaaT eheKTHBHH,
TE3W TEXHOJOTUW TpsAOBa Ja OBJAT ChUETAHW C YOBENIKA IMPEICHKAa W Cla3BaHE Ha
eTHYHA PaMKa.

Ot npyra cTpaHa, yCTOMYHMBOTO Pa3BUTHE M KIMMATHUYHUTE MTPEIN3BUKATEIICTBA
HACOYBAT BHUMAHHUETO KBbM T.HAp. ,,3€JICHH KOMIIETEHTHOCTH — HA0Op OT 3HAHWUS,
YMEHHUS ¥ Harjlacl, KOUTO HaChpUyaBaT €KOJIOTHYHO TIOBEICHHE B paboTHaTa cpena. Bee
MOBEYE OpraHu3alMKi BKJIIOYBAT YCTOWYHMBU 1M B CBOSITA MHCHS M OYaKBaT
CIIYXKUTEJIUTE Ja JOMPUHACAT KbM TAX UYPE3 €XKEIHEBHH JIeHCTBUA. ToBa HM3UCKBA
NPOMsIHA B KOpIOpaTHUBHATA KYJITypa, BbBEXJAaHe Ha oOydeHHs W pa3paboTBaHe Ha
MOKAa3aTeNIu 3a 3€JICHO MpeicTaBsHe. B pPBKOBOJICTBOTO ca BKIIIOYEHU MPUMEPH 3a
WHTETPUPAHE Ha 3€JICHH MHUIIMATHBU B TPOIECUTE IO YIPABICHHE HA YOBEIIKU
pecypcu — oT moabopa Ha TEpPCOHaN A0 CHCTEMH 3a OIEHKA W YIpaBleHHE Ha
BB3HATPAK/ICHUATA. 3CJICHUTE KOMIIETEHTHOCTH HE CaMO TOI00psABAT penyTanusTa Ha
OopraHu3aiusira, HO ¥ yBeJIWYaBaT aHTaXHPAHOCTTa HA ciIyxurenute. Te
MPE/ICTABISBAT Ba)KHA YaCT OT YCTOMYMBOTO KApUEPHO Pa3BUTHE B ChBPEMEHHUS CBSIT.

B pBKOBOACTBOTO ca MpEUIONKEHHU OIlle JOOPH MPAKTHKW MO H3rpaKIaHEe Ha
VHAVNBUAYaIU3UpaHU U aIallTUBHHU KapuepHU mbTekd. [lururamHarta Tpanchopmarius
Ha pa0OTHOTO MSCTO W3MCKBA Ch3/IaBaHE Ha IbTHA KapTa HA KApUEPHO pa3BUTHE,
choOpa3eHa ¢ HOBUTE TEXHOJIOTHH U YMEHHSTA Ha ObjaemeTo. Ta3u mbTHaA KapTa TpsiOBa
Jla OTYMTA KAKTO JIMYHUTE LU Ha CIIYXKHUTENS, TaKa M CTPATETUYCCKUTE HYXIH Ha
opranm3anusra. [loguepraBa ce 3HAUYEHHWETO HA TMOCTOSHHATA MPEKBATH(PUKALUS U
y4eHe Tpe3 IeNns KUBOT. BKIIIOYEHH ca W MPEnophKU 3a JUTUTATHU WHCTPYMEHTH,



KOHUTO TIOJIIOMArar mpocieasiBaHETO U YIIPABICHUETO Ha MPO(PECHOHATTHOTO Pa3BUTHE.
Taka MEHUKBPUTE 110 YOBEILKM PECYPCH MOTI'aT Ja Ch3JaAaT cpela, KOsTO HachpyaBa
pacTexa, HHOBallUUTE U YCTOWYMBOCTTA.

[IpakTyeckoTO PBKOBOACTBO € pa3pabOTEHO Karo O0OOIIEHHE Ha HIKOU
cnenu(pUIHN Ka3yCH, CBbP3aHH C YIPABICHUETO Ha XOpa B opraHu3anuure. To nMa 3a
1eJ A2 MOANOMOIHe CHelHAJINCTHTEe M0 Y0BeIIKH PecypcH, PbKOBOAUTEINTE HA
€KUM U OPraHM3AIUOHHMTE JHIePH B €(EKTHBHOTO MpHJIaraHe Ha OMOMETPHYHU
TEXHOJIOTUH, W3KYCTBEH WHTENEKT, 3€JC€HH KOMIIETEHTHOCTH W JIUTHUTAIHU
UHCTPYMEHTU [IPU YIPABIEHUETO HA YOBELIKUSA KalHUTaj, KaTo MpeaocTaBs
NPAaKTUYECKU HACOKH, JOOPU MPAKTUKHU U CTPATErMUeCcKU MOJXO/AU 3a M3rpaxkJiaHe Ha
YCTOMYMBO ¥ MHOBATUBHO PaOOTHO MSCTO.

OcCHOBHM 32124 HA PbKOBOJACTBOTO ca:

e Jla npeacTaBu KIFOUOBUTE OMOMETPUYHH TEXHOJIOTUU U COPTYEPHHU pELICHUS,
KOUTO MoraT /1a Ob/IaT BHEJPEHHU B IIPOLECUTE MO yNPaABICHNUE HA YOBEUIKU PECYPCH B
OpraHu3anuuTe, ¢ POKYC BPXY CUTYPHOCT, €(EKTUBHOCT U €THKA.

e Jla ananm3upa posiAiTa Ha M3KYCTBEHHMsS MHTEJEKT B HaOopa u moabopa Ha
KaHIUJIaTH, KaTo I[oja4yepTae JOOpUTE TMpPAKTUKU U PHCKOBETE, CBBP3aHU C
aBTOMATU3UPAHOTO B3€MaHE HA PEILCHHUS.

e Jla BbBe/le KOHLIETIIUATA 32 3€JI€HU KOMIIETEHTHOCTH U TAXHOTO 3HaYCHHE 3a
YCTOMYMBOTO OPTraHU3AIMOHHO Pa3BUTHE, KAKTO M METOAM 32 TAXHOTO OIICHSBAaHE U
UHTETPUPAHE B YIPABICHCKUTE MOTUTUKH.

e Jla ouepTae CTpPYKTypa U CTBIIKM 32 Ch3/JaBaHe Ha MHIAMBUyalHA ITbTHA KapTa
3a KapUepHO pa3BUTHE, ChOOpa3eHa ¢ HyKIUTe Ha Ou3Heca.

e Jla moguepTrae MPOMEHUTE, HANOKEHNW OT JAWTHTAIHATA TpaHChopMaIus Ha
paOoTHaTa cpena, KaTo TPEAJIOKUM HMHCTPYMEHTH, CTpaTerdd M IpUMEpH 3a
UHTETPUPaHE HAa TEXHOJOTUUTE B YIPABICHUETO HAa YOBELIKHUS KallUTall IO MIPO3payeH,
eTHYCH U yCTONYNB HAUHH.

IIpoexkTbT ,,BiaMsiHMe Ha JWUrHTANM3ALUATA BBPXY HWHOBALMOHHMTE
MOAXO0AU NPH YNPABJEHHE HA YOBEUIKUTE pecypcH* nMmMa HHTEPAUCHUIUIMHAPEH
XapakTep U ce OCHOBaBa HAa HAy4YHOTO MO3HAHKME B 00JaCTTa HA yIpaBJeHCKaTa HayKa,
MKOHOMMKATa, KOMIIOTBPHUTE HAYKH U IICUXOJIOTHSTA.

AKTYaJIHOCT W 3HAYUMOCT HAa NPOEKTa: AKTyaJHOCTTa MY IPOU3THYA OT
Obp3uTe MPOMEHH, FEHEpUpPaHU OT Iiobanu3anusaTa U cOIMKaBaHETO Ha CBETa 4ypes
MH(OPMALIMOHHUTE TEXHOJOTMU. 3HAYMMOCTTAa Ha TMPOEKTa CE€ OCHOBaBa Ha
HEOOXOAMMOCTTa OT JOKa3BaHe Ha JIoTWYecKara Bpb3Ka ‘“‘IUTHTAIM3ALMA -
WHOBAllMOHHU TOAXOJM 3a YIPAaBJICHHUE HAa YOBELIKUTE PECypcH’ B ChBPEMECHHUTE
OpraHu3aluu.

Ilen Ha nmpoekra: IlenTa, mocTaBeHa OT Hay4HHUsl KOJEKTHUB, € /1a C€ U3CJe/IBa
BIMSHUETO HA JWTUTAIM3ALUATA BbPXY MHOBALMOHHUTE MOJXOJU 3a YIIpaBJIEHHE Ha
YOBEIIKUTE PECYPCH B PA3IMYHU CEKTOPH, B T.4. Jla CE€ aHAIM3UpPA AUTHTAIIHATA
JOCTBITHOCT Ha XOpa C YBPEXAaHUS 10 paOOTHOTO MSCTO.

Hayuynn nmoaxoam: 3a mMOCTMraHeTo Ha M3ClIelOBaTeNICKaTa LEN CE M3MOJI3BaT
CBBKYMHOCT OT HAy4YHH MOJXO/H, 1aBallll Bb3MOXXHOCT 33 XOJUCTUYEH MOIJE] BbPXY
U3CIE0BATEICKUS MPOOJeM KaTo IJ10, KAKTO M BbpPXY OTICIHHUTE MYy €JIEMEHTH.
Hayuynust ekur, cbC CBOATa pasNu4Ha M CHenupUYHA EKCIepTH3a, 3ajara Ha
NPWJIAraHeTO Ha MHTEPAUCLUIUIMHAPHUS MOJXO0J, KOHUTO 3a€JHO ChC CUCTEMHMS, LIE



JIOTIpUHECE 3a pa3pabdOTBaHE HAa aBTOPOBA METOJMKA Ha M3CIIEBAHETO, KAKTO M Ha
KOHKPETHU KOHIIENTYaJIHU MOJENH U HOBU 3HAHUSI.

Hay4en exun:

1. Hou. n-p Kats AntoHOBa, IKOHOMMYECKH yHUBEpCHTET — BapHa, kaTteapa
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2. IIpod. n-p Maprapuma Mapus Mennec Ponpurec, MHCTUTYT 3a BHCIIH
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INTRODUCTION

The modern work environment is changing at an unprecedented pace under the
influence of technological innovations, environmental priorities and new employment
models. Human resource management is no longer limited to administrative processes
but is becoming a strategic factor for organizational development. Biometric
technologies and artificial intelligence provide opportunities for automation, security
and personalization of human resources management best practices. At the same time,
there is an increased demand for green competencies — skills related to sustainable
development and environmentally friendly behaviour. The integration of new
technologies and green policies requires a holistic approach to human capital planning.
This includes redefining roles, work processes and the very career paths that employees
in organizations can model for themselves.

Biometric technologies, such as facial recognition, fingerprints and voice
identification, are increasingly used in systems integrated into human resource
management processes for secure access, time management and traceability. They
improve data accuracy and minimize administrative errors but also require attention to
ethical and legal aspects. Artificial intelligence (AI), on the other hand, finds
applications in personnel selection, engagement analysis and career development
forecasts. Al-based systems can detect patterns in behaviour and offer personalized
recommendations for training and growth. The combination of biometrics and Al
presents human resource managers with new opportunities but also challenges related
to the protection of personal data and algorithmic transparency. To be effective, these
technologies must be combined with human judgment and compliance with an ethical
framework.

On the other hand, sustainable development and climate challenges are drawing
attention to the so-called "green competencies" - a set of knowledge, skills and attitudes
that promote environmentally friendly behaviour in the work environment. More and
more organizations include sustainable goals in their mission and expect employees to
contribute to them through daily actions. This requires a change in corporate culture, the
introduction of training and the development of green performance indicators. The guide
includes examples of integrating green initiatives into human resource management
processes — from personnel selection to assessment and reward management systems.
Green competencies not only improve the organization’s reputation but also increase
employee engagement. They are an important part of sustainable career development in
the modern world.

The guide proposes good practices for building individualized and adaptive
career paths, as well. The digital transformation of the workplace requires the creation
of a career development roadmap tailored to new technologies and the skills of the
future. This roadmap must take into account both the employee’s personal goals and the
strategic needs of the organization. The importance of continuous retraining and lifelong
learning is emphasized. Recommendations for digital tools that support the tracking and
management of professional development are also included. In this way, human resource
managers can create an environment that promotes growth, innovation and
sustainability.

The practical guide is developed as a summary of some specific case studies
related to people management in organizations. It aims to assist human resources



professionals, team managers and organizational leaders in the effective
implementation of biometric technologies, artificial intelligence, green competencies
and digital tools in human capital management by providing practical guidelines, good
practices and strategic approaches for building a sustainable and innovative workplace.

The main objectives of this guide are to:

* Present the key biometric technologies and software solutions that can be
implemented in human resource management processes in organizations, with a focus
on security, efficiency and ethics.

* Analyse the role of artificial intelligence in the recruitment and selection of
candidates, highlighting good practices and risks associated with automated decision-
making.

* Introduce the concept of green competencies and their importance for
sustainable organizational development, as well as methods for their assessment and
integration into management policies.

* Outline a structure and steps for creating an individual career development
roadmap tailored to business needs.

» Highlight the changes imposed by the digital transformation of the work
environment, offering tools, strategies and examples for integrating technologies into
human capital management in a transparent, ethical and sustainable manner.

The project "Impact of Digitalization on Innovative Approaches in Human
Resource Management" has an interdisciplinary nature and is based on scientific
knowledge in the field of management science, economics, computer science and
psychology.

Relevance and significance of the project: Its relevance stems from the rapid
changes generated by globalization and the convergence of the world through
information technologies. The significance of the project is based on the need to prove
the logical connection "digitalization - innovative approaches to human resource
management" in modern organizations.

Project objective: The objective set by the scientific team is to study the impact
of digitalization on innovative approaches to human resource management in various
sectors, including to analyse the digital accessibility of people with disabilities to the
workplace.

Scientific approaches: To achieve the research goal, a set of scientific
approaches are used, allowing for a holistic view of the research problem, as well as its
individual elements. The scientific team, with its different and specific expertise, relies
on the application of the interdisciplinary approach, which, together with the systematic
one, will contribute to the development of the author's research methodology, as well as
specific conceptual models and new knowledge.

Scientific team:

1. Assoc. Prof. Katya Antonova, PhD, University of Economics — Varna,
Department of Business, Investment, Real Estate — project manager

2. Prof. Margarida Maria Mendes Rodrigues, PhD, European Institute of Higher
Education, Fafe (Portugal) — team member

3. Prof. Miroslava Peycheva, PhD, University of National and World Economy,
Department of Human Resources and Social Protection — team member



4. Chief Assist. Prof. Pavlina Ivanova, PhD, University of Economics — Varna,
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GOOD PRACTICES IN HUMAN RESOURCE MANAGEMENT
IN THE CONSTRUCTION SECTOR

Assoc. Prof. Katya Antonova, PhD

University of Economics — Varna, Bulgaria

Abstract: In the context of global trends and in the context of rapid changes in Industry 5.0,
where technology works in sync with people, the introduction of good HR practices leads to an
increase in efficiency, improved working conditions, and a reduction in the risk of accidents at
work. In the conditions of increasing competition and a dynamic working environment, the
construction sector is increasingly adopting innovations and good practices in the field of
human resource management.

Keywords: construction sector, human resources, innovations, good practices

JEL code: M12, M15, L74

JAOBPU ITPAKTHUKHA B YITIPABJIEHUETO HA
YOBEHIKUTE PECYPCHU B CTPOUTEJHUSA CEKTOP

Hou. n-p Karss AuTonoBa

Hronomuuecku ynusepcumem — Bapna, bvireapus

BnBenenue

CrneuunduxaTta Ha CTPOUTENHUS CEKTOP OT IIe/IHA TOUKA Ha BUCOKAaTa JUHAMUKA,
paboTaTa Mnpu TEKKH yCJIOBUS Ha TPY/l, CE30HHOCTTA U YECTO NMPOMEHsIIIaTa ce paboTHa
cpela npeanosiara NpuiIaraHeTo Ha MHOBATUBHU MOAXO0/IM 33 YIPABIEHUETO HA 3a€TUTE
B cekTopa. B mocieaHoTo necerwiierve Temara 3a uudpoBaTa TpaHchopManus ce
NpeBpbhIIa B OCHOBEH (DaKTOpP 3a pa3BUTHE HA MHIYCTPUUTE B CBETOBEH Mallad, KOETo
IpaBU TeMaTa aKTyajHa W 3HA4MMa M 3a ObJrapckaTa MHKOHOMHMKA, @ B YACTHOCT U 3a
cextop ,,CTpouTencTBo®. B KOHTEKCTa Ha CBETOBHUTE TEHICHUMHU U B YCJIOBMATA Ha
TexHoJoruyHure npomeHu B Muayctpus 5.0 BpBexkaaHero Ha BIM (Building
Information Modeling), 3D MoaenupaHe U cUMyJlallud HAa CTPaJM, M3IMOJI3BAHETO Ha
JIPOHOBE, CEH30pH, MHTepHeT Ha Hemara ¢ [oT ycrpoicTBa, U3KYCTBEH HWHTEJEKT,
noj00peHo oOydyeHue upe3 BUpTyaiHa U J00aBeHa PEATHOCT M B3aUMOJICHCTBUETO UM
C XopaTa Ie JoBeAe [0 No-700po IJIaHMpaHe M YIpaBieHHE Ha MPOEKTHUTE,
ONITUMU3UPAHE HA YOBEUIKUTE PECYPCH, MOBHUILIABaHE Ha 0€30MacHOCTTa HAa PaOOTHOTO
MSICTO, MOHUTOPHUHT HAa PUCKOBUTE 30HU M OINACHM YCJIOBHsA. ToBa OT CBOSI CTpaHa Iie
JIOBEJIE /10 MO-MaJIKO MHIIMJIEHTH U MO-I00po 37paBe U 6e30MacHOCT Ha paOOTHHULIUTE.
He Ha nmocneaHo MsICTO MOJIEPHUTE TEXHOJIOTUHU MPABIT CEKTOpa MO-TMPUBJIEKATENICH 3a
MJIal U KPEaTHUBHU CIIY)KUTENH, KOETO € B chllHOCTTa HAa Muayctpus 5.0, kpaeTo
TEXHOJIOTUUTE pabOTSIT B CHHXPOH C YOBEKA.

B t03u cmuchn BeBexkaaHeTo Ha 100pu HR mpakTuku Boau A0 nmoBuiiaBaHe Ha
e(eKTUBHOCTTa, MOMOOpsiBaHE Ha YCJIOBUATA HAa TpPYyJA, HamalsiBaHE pHUCKAa OT
UHIMIEHTH Ha paboTHOTO MscTo. B ycrmoBusiTa Ha HapacTBamia KOHKYPEHIUS U
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JMHAMUYHAa pPabOTHA Cpena, CTPOMTENHUAT CEKTOp BCE I10-0CE3aEMO BBb3IpUEMA
BBBEXKAHETO HA MHOBAIIMK B cpepaTa Ha yIpaBICHHETO Ha XOparta.
Hsxou no6pu HR npakTuku, npuiaranu B CTpouTeaHu (GUPMU ca MPeICTaBeHU

B TaOmumna 1.
Tabnuua 1
Hoopu HR npakmuku ¢ nakou cmpoumeanu pupmu
Opranuszanus Jo0pa HR npakTuka Edexr

Skanska (IlIBeuust) | BeBexxmane Ha Al cucremu 3a HamansBane Ha TpyoBute
OIICHKA Ha MPEACTaBIHETO U 3JI0NOJIYKH, HaMaJIsIBaHEe HA
Oe30MmacHOCTTa TEKY4eCTBOTO

VINCI Bupryanno o6yuenue ¢ VR [ToBumaBane Ha NPaKTUYECKUTE

Construction CUMYJIaTOPH 32 PUCKOBU YMEHHsI, HaMaJIsiBaHE Ha

(®panuus) JIEUHOCTH HA CTPOUTEITHU 3JIONOJIYKUTE Ha pabOTHOTO

ILIOIIAKU

MACTO

Geotechmin grup

[Tnardopma 3a BbTpeiiHa

IToBumaBane Ha MOTHUBAIMATA

oOydeHue

(bbarapus) poTalys U pa3BUTUE HA TAJaHTH, | HA 3a€TUTE U Bb3MOXKHOCT 3a
BKJL. aurutasieH HR nopran npo¢eCHOHATHO U3PACTBAHE
Liebherr MoOHWITHO IPHUITOKEHUE 32 [ToBuimaBane Ha MPO3PaYHOCTTA,
(I'epmanusn) CJIy>KUTEJIU C JOCTBII IO CMEHHU, | MHPOPMUPAHOCTTA U
JJOKYMEHTH ¥ BbTPEIIHA HOBUHHM | YJIOBJIETBOPEHOCTTA HA 3a€THUTE
Glavbolgarstroy [Tporpama 3a oOy4yeHue Ha Criomara npuBJIMYaHETO HA
(bbarapus) MJIaJM CIICLIMAINCTHU, BKII. MJIAU Kagpu UTATAHTH U
CTa)KaHTCKA aKaJeMUs IIPEO0JIIBA HEOCTUTa Ha
IIEPCOHAII
Bouygues I'eiiMmuunmpano BHTPEIIHO [ToBuillaBane Ha aKTUBHOCTTA HA
Construction 00y4eHue Ype3 UHTEPAKTUBHU 3a€THUTE 3a y4acTue B 00yUeHUs
(Ppannus) mwiatgopmu
Zueblin Al-6a3upan monoop — HamansBane aHra)XxMMEHTHUTE Ha
(I'epmanusn) aBTOMATH3UPAH MPEABAPUTEIICH | CIY’KUTEIUTE 3a€TH ¢ MoA00p Ha
aHaim3 Ha CV-ta u IIEPCOHAJI, HAMAJIsIBaHE
MOTHBAIIMOHHU NTHCMa BJIIMSIHUETO Ha CyOEKTUBHUS
dakrop
Planex OOD Perynsapna oOpatHa Bpb3ka upe3 | [logmomara ynpaBieHHETO Ha
JUTUTAIHA AaHKETA 332 BCEKU KOH(JIMKTH U YIPABIEHUETO Ha
IPOEKT (eKuI) IIPOEKTHU
(bbarapus) ITporpama ,,360 HR*: O0xBama | IlogoOpsiBa ce 00EKTUBHOCTTA B
JUTUTAIA3ALMs1, MEHTOPCTBO, OLICHSIBAHETO, KOPIIOpAaTUBHATA
onarocbcrosinue u DEI KYJITypa, Bb3MOKHOCTUTE 3a
MOJIMTUKU pa3BUTHE
Turner Hentpanusupana HR cucrema OcurypsiBane Ha 100po U
Construction 3a KOHTPOJI Ha IPUCHCTBUE U e(eKTUBHO YIIpaBJIeHHUE Ha
(CAILI) HATOBapBaHE 10 00EKTH pecypcure, ONTUMU3UPAHE Ha
paszxoamre
Hydrostroy AD Brrpemna npurutansa akagemust | OcurypsiBaHe Ha 1OCTBII [0
(bbarapus) C MHUKPOKYPCOBE U MOOUITHO o0ydeHure 32 BCUUKHU CITYKUTEITH

1 Bb3MOKHOCT 3a UHTCTPUPAHC
B OpraHu3anusAaTa
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Opranuszanus Jo0pa HR npakTuka Edexr

Ytong Xella Group | Cucrema 3a paHHO [IpenoTBparsBane Ha TPYJI0BU

(I'epmanns/ UACHTUUIMPAHE HA yMOpa U 3JIOIIOJIYKH, OCUTYPSIBAHE HA

Bbuarapus) MIPETOBapBaHE Ype3 HOCUMU 0e301acHOCT U 6JIaroChCTOSIHUE
YCTpPOMCTBA Ha 3aETUTE

Trace Group Hold | Moaynua HR crparerus: HNuterpupane Ha HOBU

(bbarapus) JTUTHTATHO BHBEXK/IaHE HA HOBH | paOOTHHUIIU, TIO-KPATKO BpeMe 3a
ciyxuTenu u 4atoot 3a HR ajanTamus, yJ10BIETBOPEHOCT OT
MOJJIPHKKA KOMYHHUKAaIUITa

Porr AG “SmartWork™ nporpama 3a OcurypsiBane Ha OanaHca

(ABcTpHUSN) I'bBKaBO pabOTHO BpeMe U paboTa-KMBOT, IPUBIMYAHE HA
JUCTAaHLMOHHO YIIPaBJIEHUE HA | MJIaJH Kaapu
JacT OT JAEHHOCTHUTE

Strabag SE Nurterpupane Ha ESG o0yuenus | MaeHTtudukaius Ha 3aeTUTE C

(EBpomna) B HR muranosere + (bupMeHnTe EHHOCTH,
J0OPOBOTUECKU JECHHOCTH C MOBUIIABAHE aHTAKUPAHOCTTA
y4acTue Ha CIy>KUTEIIUTE Ha 3a€TUTE U KOpPIopaTUBHA

OTTOBOPHOCT

Hsmounux: Cobcmeena paspabomka

1. U3mos3Bane Ha Onboarding nporpama 3a BbBeKIaHe HA HOBH
CIYKUTETHU

B ycnoBusTa Ha HEIOCTHUT Ha KBaTM(UITUPAaHU KaJIpH Ha Ta3apa Ha TPpyaa MHOTO
cTpouTeaHH (GUpMU (HOKycHpaT BHUMAHHETO CH BBPXY Ipolleca MO BHBEXKIaHE Ha
HOBOHA3HAUYCHU palbOTHUIM U choyxuTtenn. Onboarding mporpama crmomara 3a To-
Obp3aTa ajanTaiys Ha CIY)KHTEIUTE KbM U3UCKBAHHUATA HA JUTHKHOCTTA, BIUCBAHETO
UM B paboTHATa cpeia U KOpIopaTUBHATA KYJITYpA.

CpuiHocTTa Ha IporpaMara ce u3passBa B MPEJOCTaBsiHE Ha SICHO JeUuHUpaHU
WHCTPYKIIMH 32 3IPaBOCIOBHU U 0€30TaCHM YCJIOBUS Ha paOOTHOTO MSCTO, ChCTAaBSHE
Ha rpaduK 3a BbBEXKIAO O0yueHHEe ¥ Ha3HaYaBaHE Ha MEHTOP 3a IIbPBUTE CEIMUIIH,
OCHUTypsIBAaHE Ha BH3MOXHOCT 32 TIOCTOSIHHA OOpaTHa BPb3Ka OT PHKOBOJIUTEINS, KaTO
TOBA BOJIU JIO MTO-BHCOKA aHTAKUPAHOCT HA 3a€TUTE U MO-HUCKM HUBA HAa TEKY4YECTBO Ha
kanpu. [Ilpumepu 3a OBATAPCKU CTPOUTEIHU KOMIIAHUH, KOUTO u3noi3Bat Onboarding
nporpamara ca [ maBOynrapcrpoit Al u [Tnanexkc OO/I.

2. I'bBKaBM MO/1€JIM HA 32€TOCT U IPOEKTHO OPMEHTHPAHO yIIPaBJieHHe

["'bBKaBOTO pabOTHO BpeME € TPYAHO MPUIIOKHUMO Ha CTPOMTEITHUTE TUTOMIAKH,
THU KaToO TPYABT B CTPOUTEIICTBOTO B TOBEUYETO CIy4aH € KOJEKTUBEH (B €KUIH), HO CE
OKa3Ba e(heKTHUBHA MPAKTUKA 32 CIYKUTEIUTE OT TEXHUUYECKUTE U aIMUHUCTPATUBHUTE
eKumu. BpBexaaHeTo Ha BH3MOXKHOCT 3a M300p Ha Hayajo W Kpail Ha pabOTHUS JCH,
KaKTO M BH3MOXKHOCTTA 33 YaCTUYHA JUCTAaHIIMOHHA paboTa, Ch3/1aBa Mmo-100bp OaaHc
MEX1y JIMYHUS U npodecrnoHanHus *KuBoT. B komnanun kato Jlunaep bearapus OO /]
u BAUHAUS Construction, Ta3u mnpakThka BOAU 1O TOBUIIEHA AHTXUPAHOCT U
YAOBIETBOPEHOCT M TO-m00pa TPOU3BOJIUTEIHOCT, OCOOCHO cpel  MIIaTuTe
CHEIUATNCTH.
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3. Peryﬂﬂpna OLICHKAa Ha NMpeaAcCTaBsIHETO C 06paTHa BPBb3Ka 0T pa3/indHu
HHBA

JloOpa mpakTHKa € BBbBEXKJAHETO Ha CHCTEMHU 3a OIIEHKa Ha NpeACTaBSHETO,
KOSITO BKJIIOYBA 0OpaTHA Bpb3Ka HE CaMO OT NPEKHUS PBKOBOAMUTEI, HO U OT KOJIETH
u/unn noaunHeHu. Ypes 360-rpagycoBaTa OLEHKa MOKE Ja ObJieé MOCTUIHATO IO-
O0OCTOHHO HaOJMIOJEHHE BBPXY IMOBEIECHUETO, KOMYHUKAIMOHHUTE YMEHHS U
npodecroHanHaTa e(eKTUBHOCT Ha PaOOTHUIIUTE U CIYKUTEIUTE, KOETO ITbK MOXKE Aa
MOTHUBHpPA JIMYHOCTHOTO U NMPOPECUOHATHOTO UM pa3BuTue. Hakou oT kputepuure ca
CIa3BaHE HAa CPOKOBE, KAUeCTBO Ha W3IMbJIHEHUE, 0€30IacCHOCT NpPH HM3IbIHEHHE Ha
JeHocTUTe, paboTa B €KUM U KOMYHHUKAIUS ¢ KJIMEHTU U TOJU3IIBJIHUTENN, OTKPUBAaHE
Ha ,,CKpUTHU " TAJIAHTH, HAMAJIIBAHE Ha PUCKOBETE OT IpelIkH U Ap. Ta3m nmpakTuka ce
npujiara B MEKIyHapOJAHUTE KOMIIAaHUU ¢ TipesicTaButeicTBa B bearapus - STRABAG
u VINCI Construction. Ts € u B ocHOBaTa Ha ompejeisHe Ha HEOOXOIUMOCTTa OT
00y4eHHs Ha 3a€TUTE, 32 Pa3BUTUE HA YOBELIKUTE PECYPCH, KAKTO U 32 ONpENEIsIHE Ha
BB3HArPAKIEHUATA U OOHYCHTE.

4. BHenpsiBaHe HAa HHOBATHBHH TEXHOJIOTMH U IMruTaJaHu pemenusi B HR
dynkumnure

WNHTterpupaneTo Ha TEXHOJOTMYHM HMHOBAIlMM B YIIPABJIECHUETO HA YOBELIKU
pecypcu He caMo IMOBHUIIaBa BbTpeUIHaTa €()EKTUBHOCT Ha OpraHu3alusaTa M Ha
M3M0JI3BaHETO HA XOpaTa, HO ITPEACTaBs OpTaHU3alMNTE KaTO MOJEPEH, TPUBIICKATEIICH
paboTonaren, KOeTO MOBUIIaBA UMUKa UM. B nMHaMHuHATa U KOHKYpEHTHa cpela,
BKJI. U B CTPOUTETHHUSI CEKTOp, TOBa MOXeE Ja OBbJe CTpPATerHyecKo MPEeIUMCTBO B
oopbOarta 3a tanantu. U3nmosi3BaHeTo Ha U3KycTBeH MHTeaeKT (Al) B mporecure Ha
HaOupaHe, Moa00p U OlIEHKA Ha MepcoHaa MO3BOJISIBA aBTOMATU3UPAHO, 0OEKTHBHO U
NETANIIHO aHAIM3UpPaHe Ha WHIUBUIYATHOTO U €KUMHO TpenctaBsHe. Al-Oazupanu
CHUCTEeMHU CHOMpaT u 00pabOTBAT rojieMH 00EMU OT JaHHU — BKIIOUUTEIHO MPUCHCTBHE,
U3ITbJIHEHUE Ha 3a/1a4i, €PEeKTUBHOCT, 00paTHA BPb3Ka OT KOJIEIH U PHKOBOJIUTENH — U
Ha Ta3W OCHOBA MpejuiaraT MPELUW3HU OLEHKU M MPEernopbKU 3a HEOOXOIUMOCT OT
oOyueHus1, OT poTaus 1 Npo(ecnoHaIHO pa3BUTHE (U3pacTBaHE) HA KaJIpUTe.

Enna or Hall-MHOBAaTMBHUTE M NEPCHEKTHUBHU IMPAKTHUKUA B CTPOUTEICTBOTO €
U3I0JI3BaHETO HA U3KYCTBEH MHTEJIEKT B IIPOLIECA HA OLICHABAHE HA IIPEACTABSIHETO Ha
paOOTHULIUTE U CITy>KUTenuTe. ToBa JaBa Bb3MOXHOCT 32 aBTOMAaTU3HPAHO, OOEKTUBHO
U JIETalJIHO TMpocieasiBaHe Ha paboTaTa U MOBEIEHUETO Ha CIIYXKUTEJIUTE B PEATHO
BpeMe, KaTo eIMMHHHpa CyOEeKTHMBHOCTTA, MPUCHIIA HAa HAKOU OT TPaJAULIMOHHUTE
METOMM.

B bwarapus, I'eorexmun OO/] paGoTu 110 MUJIOTEH MPOEKT 32 UHTErpUpaHe Ha
CHUCTEMa 3a JAWTWTAICH MOHUTOPHUHI HA IPEACTaBAHETO, cbueTaH ¢ Al-0asupana
o0paTtHa Bpb3ka H oOydeHme. llomsure ca B mocokara Ha OCHUTYpsBaHE Ha
BBH3MOKHOCTH 32 AHAJIU3 HA MOBeJeHYeCKH MOJeJH Ype3 paboTHU JaHHM (BpeMe Ha
U3IIbJIHEHUE, OpOll TPelliKy, B3aUMOJEHCTBUE U ChTPYAHUYECTBO B ekunute u jap.). C
nomouita Ha Al yatGoTm Moxke na Oble chOMpaHa aHOHMMHA oOpaTHa Bpb3Ka OT
3a€TUTE, KAaKTO M Ja ObJe OCUTypeHa MPeIMKTHBHA aHAJMTHKA 110 OTHOIICHHE Ha
NPOTHO3MpPAaHE Ha pHUCKAa 32 Pa0OTHUIMTE W CIYXUTEJIWUTE, IMPOTHO3MpAHE Ha
TEKy4eCcTBOTO Ha IMepcoHala, KakTO M 3a IPOrHO3MpaHe Ha MpPOQPEeCcHOHATHOTO
»hperpsBane” (burnout).
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B mexnynaponnata xommanusi Skanska AB, Al omensBa edexkTmBHOCTTa Ha
U3IOJI3BaHE Ha MEepCcOoHalla Yype3 MHTErpUpPAaHU CHUCTEMU C MOOWIHHM YCTpPOWCTBAa Ha
cTpouTenHarta miomaaka. CrOpaHuTe JaHHU BKIIIOYBAT 3aBBPIICHU 33]1a4H, KaYeCTBO
Ha U3IBJIHEHUE, 3aKbCHEHUS U yYacTHe B ekulHa padorta. KaTo u3nonssa Te3u JaHHU
HR cucremarta npejiara nepcoHalvu3MpaHy IUIAHOBE 3a Pa3BUTHE M OOy4yeHUs Ha
3a€TUTE B OpraHU3alUATA.

B boiarapusi, nuioTHH NPOEKTH 3a MHTETPUpAHE HA CHCTEMHU 3a JUTHTAJICH
MOHUTOPUHI Ha TPEACTaBAHETO, chueTaH ¢ Al ce W3MOI3BAT OT KOMMAHUU KaTo
I'eorexmun OOJ] u Jlungep bearapus EOO/I, Haii-Beue 3a ronemMu 0OEKTH, KbIETO
JTAHHUTE 32 CKUITUTE Ha CTPOUTEITHUTE TUIOIIA/IKH CE MPOCIIESBAT B PEAIHO BPEME.

Upes U3moi3BaHeTO HA 00JIaYHH MJIAT(OPMH 32 yIpaBjieHHe HA YOBEIIKUTE
pecypcH ce aBTOMAaTU3UPAT IPOLECH KaTO HaOUpaHe U O00p Ha KaJIpu, CbXpaHsIBaHe
Ha JIOKYMEHTH, CbCTaBsiHE Ha TpauIM 3a pas3lpeleieHre Ha pabOTHUIUTE WU
CIIyXKUTEJINUTe, HaOMIOJEHUS 32 MPUCHCTBUE, U3MBIHEHUE Ha 3aJauuTe U
IPOU3BOJIUTENHOCT B PEATHU BPEME U JIp.

[Tpumepu 3a ToBa ca pupmu karo [IOPP bwarapus EOOJl u I'eoctpoit AJl,
KOUTO U3IOJI3BAT IUTUTAIHU PEUICHHS 3a yIpaBlieHne Ha rpaduliy, mpociiesiBaHe Ha
paboTHHM MpoIeCH U 00yUYCHHE Ha EPCOHAN Ype3 BHTPEUIHU TIaTHOPMH, UHTETPUPAHT
C APYTH ONEPATUBHU CUCTEMH.

B HsAKOM CTpPOUTENHM KOMIIAHUU CE€ H3MOJI3BAT M BUPTYAJHU OOYUHTESIHU
cpeau (VR/AR) 3a oOydyeHue Ha HOBU paOOTHUIM WJIU 32 CUMYJIALIMK 1O 0€30MacHOCT
Ha TpyJla U MPEABWKIaHEe U Mpena3BaHe OT TPYAOBH 3JIOMOIYKH, KAKTO U U3IMOJI3BaHE
Ha TeiiMu]uKaIys 3a yrnpaBieHHe Ha BbTPENIHUTE 00yueHus. Te3n JoOpH MpakTUKU
MOJITOMAaraT M3rpakJaHeTO Ha TO-T'bBKaBa, MpoakThBHA U edexkTnBHA HR cuctema,
OTrOBapsllla Ha ChbBPEMEHHUTE MPEIU3BUKATEIICTBA MPE]] KOMIIAHUUTE OT CTPOUTEITHUS
CEKTOp.

N3non3eanero Ha noO6pu HR mpakTuky ocBeH MON3HUTE 3a YIPaBICHUETO Ha
XopaTa mpejoiara ¥ HIKOU NMpeAu3BUKATeNCTBA. Te ca CBbp3aHU C M3MCKBAHETO 3a
MPO3PAYHOCT HAa AITOPUTMHUTE 332 (PYHKIMOHHMPAHE HA PA3TUYHUTE TEXHOJOTHUH, C
M3HMCKBAHUs 32 TapaHTHpaHE Ha 3alMTaTa Ha JIMYHUTE JJAHHU, HAJTMYUETO Ha Bh3MOXKHA
CBHIPOTHBA OT CTpaHa Ha 3aeTuTe (0COOEHO TMO-BB3PACTHUTE U CIab000pa30BaHM) 3a
BBBEXKJ/IaHE HAa HOBHUTE TEXHOJIOTHH, HEOOXOAUMOCT OT HENPEKbCHATH OOYUYCHUS BBHB
Bpb3Ka C HOBOBBHBEICHUSITA.
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3akjIo4eHne

BbBexaaneTo Ha MOOpH NMPAKTUKU B YIPABIECHUETO HAa YOBEIIKHUTE PECYpPCH,
0COOCGHO 4Ype3 U3MOJ3BAaHETO Ha CHBPEMEHHUTE TEXHOJIOTHH, IIPEACTABIISABAT
CBIIECTBEHA CTHIIKA KbM MOJEPHHU3ALMS HA CTPOUTEIHUS CEKTOp. Te3u TEeXHOJIOTUH
Ch3/1aBaT HOBU BB3MOXKHOCTHU 3a ONTHUMHU3AIUS Ha TPyAa, YCTOMYMBO pa3BUTHE Ha
CITY>KUTEIIUTE 1 TTOBUIIIaBaHE HA KOHKYPEHTOCIIOCOOHOCTTA HAa KOMITAHUUTE.

[IpunoxxeHneTo Ha CHBPEMEHHHU MPAKTUKU B YNPABICHUETO HAa YOBEHIKHUTE
pecypcu € OT ChIIECTBEHO 3HAYEHUE 3a YCTOWYMBOTO Pa3BUTHUE HAa CTPOUTEIIHUTE
KOMITaHuU. He3aBHUCMMO OT Tpeau3BHKATEICTBAaTa, CBBP3aHH ChC clenudukaTa Ha
cekTopa, BHeapsBaHeTo Ha 100pu HR mnpaktukm momoOpsiBa paboTHata cpena,
HaMalsiBa TEKy4eCTBOTO M JIONPHUHACS 3a MOBHUIIEHa €(EeKTUBHOCT M KAueCTBO Ha
W3MBJIIHEHUETO, JJaBa BH3MOXKHOCT 32 MIPO3PAUYHOCT B OIICHSBAHETO U OMPEICISHETO Ha
BB3MOKHOCTH 32 Pa3BUTHE HAa YOBCHIKHTE PECYypPCH, KOETO OT CBOS CTpaHa BOJM JIO
MOTHUBALIMSI U aHTQKUPAHOCT HA CIYKUTEJIHUTE, KAKTO U JO JOBEpHUE B CUCTEMaTa 3a
yIpaBJeHUE Ha XOpaTa B OpraHU3aIUUTE.
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ARTIFICIAL INTELLIGENCE IN HUMAN RESOURCES TRAINING
ACTIVITIES - ESSENCE AND PRACTICAL APPLICATION

Prof. Miroslava Peicheva, PhD
University of National and World Economy, Bulgaria

Abstract: The purpose of this chapter is to analyse the use of Al in human resources training
activities and to draw conclusions related to the benefits and challenges of Al in human
resources training. The goal will be achieved through an analysis of good practices in the use
of Al in human resources training activities. The main hypothesis is that the application of Al
in the training process is and will be beneficial for both teachers and trainees. Limitation of the
study: The activity of creating Al is not analysed. The examples presented are related to student
training and corporate training.

Keywords: artificial intelligence, training, human resources

JEL code: M53, M54, O15, O33

U3KYCTBEHUST UHTEJIEKT B JIJEMHOCTTA 1O OBYYEHUE
HA YOBEHIKUTE PECYPCHU - CBIIHOCT U HIPAKTHYECKO
HPUJIOKEHHUE

IIpo¢. a-p Mupociasa IleitueBa

YHueepcumem 3d HAUUOHATIHO U C6EMOBHO CNMONAHCMEO, Eb/zeapwz

BnBenenue

N3non3Banero Ha M3KYCTBEH WHTEIEKT B cdepata Ha oOpa3oBaHUETO U
KopropaTuBHUTe o0ydeHus € ¢akt. [lon3uTe OT HErOBOTO MpUIIAraHe ca MpeacTaBeH!
B penunia nedpunuiuu. Cpen tax ca: “M3KkycTBEHUST MHTENEKT (OT aHII. €3. ,,Artificial
Intelligence”, AI) B oOpa3zoBaHumeTO € MpOIEC HA WHTETPUPAHE U TpUIIaraHe Ha
TexHoJoruu 3a Al B KjacHaTa ctas 3a MojoOpsBaHe Ha MPENOAaBAHETO U YUYEHETO.”
(Top Hat Glossary, 2025). “UskyctBenusat untenekt (M) uma norenuumana na ce
CIpaBH C HSAKOM OT Hail-rojieMuTe MpeAU3BHKATEICTBA B 00pa30BaHUETO IHEC, Ja
BHEJIPY MHOBAIIUH B MPAKTUKUTE 32 MPEMO/IaBaHe U YUEHE U J]a YCKOPH HaNpeabka KbM
[OYP 47 (UNESCO, 2025). “MN3KycTBEHUAT HWHTEIEKT HMa MOTEHIHala Ja
PEBOJIIOIIMOHM3MpPAa HAUMHA, MO KOWTO YYMM M MpernojaaBame, NpaBeiku ro mo-
nepcoHanu3upan, anraxupan; u edextueH.”’(Harry, 2023:260). “C wuskycTBeH
WHTEJICKT, TMpernoJaBaTeuTe MOrar Ja aJanTupar ydeOHus Tporec KbM
WHIUBHUIyaTHUTE HYXKJIM HA YUYCHHUIIMTE, MPAaBEUKH 0Opa30BaHUETO MO-€(HEKTUBHO U
anraxupamo.” (IOWA, College of Education, 2024 ). [IpeacraBenute nepuHUIIH
noka3Bat kak Al mpeojonsiBa HIKOM HECHBBPIICHCTBA HA TPAJAUIIMOHHUS MPOIEC HA
obyueHmue.
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1. OcHoBHHU npoOIEMH

Cpen ocHOBHMTE MHpoOJEeMH Ha TPaJAULMOHHOTO OOydyeHHe ca JuIcara Ha
nepcoHanu3anys. IlpenonaBaneTo € HACOUEHO KbM ,,CPEAHOCTATUCTUUECKUS YUEHUK ",
0e3 J1a ce OTUMTAT UHJMBUIyAIIHUTE Pa3JInyusl, KaTO CTUIOBETE HA YUYEHE, TEMIIOTO U
uHTEpecuTe, Hamnpeabka. Ilpu TpaauuMOHHOTO OOydYeHHE MPENnoJaBaTeNsAT HMa
OTpPaHWYEHO BpeMe, 3a Ja oObpHE BHUMaHME Ha BCEKH OOydaBaH M Ja MpPeOCTaBU
KOHCTPYKTHBHA U M3uepnaTesiHa oOpaTHa Bpb3Ka. OOydyaBaHUTE YECTO T'yOSIT MHTEpEC
OT y4eOHHsI MaTepuaj, KOHTO YeCcTO € €AHOO0Opa3eH M JIMIICBAT BPB3KU C pEaTHUS
KHUBOT, TOPaJAX KOETO MOTHBALIMATA HAa 00ydaBaHUTE HaMalsBa. YecTo ce Habo1aBa
HEepaBeH JOCTHII JO KaueCTBEHO 00pa30oBaHME B 3aBUCHUMOCT OT pPEruoHa, peCypcure u
npenogasatenure. [Ipu TpaauMoHHOTO 00y4YeHHE TPYJHO ce HaOJt0/1aBa HalpeabKa
Ha 00y4YaBaHHUTE.

Wznon3anero Ha Al B nporieca Ha 00y4yeHHE aHATU3Upa HalpeIbka Ha BCEKU
oOy4yaBaH M  aJanTUpa CBIBPKAHUETO CIOPE] HWHAUBUAYAJTHUTE MOTPEOHOCTH.
Buptyannute acuctentu u Al mpernogaBareny Morar ja npenoctaBsaT 24/7 momor, ¢
KOETO Ce€ MPEoaoJIsiBa HeIOCTUra Ha BpeMe 3a OOSICHEHMsI Ha TPYJIHHU TEMH 3a BCEKU
oOyuaBaH. [locpenctBom Al B mporeca Ha 00ydeHHE ChABPKAHUETO HA O0YyUYEHHETO
CTaBa WHTEPAKTUBHO, Pa3HOOOpA3HO, C KOETO C€ IMOBMINABA M MOTHUBALMATA Ha
oOyuaBanute. OcCblIECTBSIBA C€ OIIE HENPEKbCHAT MOHUTOPUHI M aHajIU3 Ha
pe3yaTaruTe Ha 00yyaBaHUTE B peaTHO BpeMe. 3ae/IHO C TOBA Pa3IMYHUTE IIaT(Gopmu,
KouTo n3non3sar Al B o0yueHuero morat Ja ObAat MoJ3BaHu OT pa3InyHU 00ydaBaHH,
HE3aBHCHMO OT MECTOIOJIOKEHUETO UM, KOETO OCUTYpsIBa PaBEH JOCTHII 10 KAUE€CTBEHO
obpa3zoBaHmue.

B nacrosmara riaBa oT ppbKOBOJCTBOTO €a MPEACTaBEHU HAKOU IPUMEPHU, KOUTO
MoKa3BaT u3noii3BaHeTo Ha Al B mporieca Ha oOy4deHue.

2. IlpakTH4eckH NpUMepH 3a 100pH NPAKTHKH

B Tasu Touka mpencraBsiMe HAKOM MpPUMEpPU 3a OHJIAWH MIAT(HOPMH, KOUTO
u3nonsBar Al B mpoueca Ha oOyuyenue. Enna wact or miuatdopmuTe, KOUTO ca
aHAJM3UPAaHU ca TOJ3BaHUM B OOpa3oBaTelHaTa CHCTEMA, JPYTH 3a KOPIOPATHUBHU
o0yuenus. Ananusupanu ca miarpopmure: Gaggle, Sana, IBM Watson Education
(Watson Classroom), Degreed. Ilocouenu ca Hikou yywnuia u (GUpPMH, KOUTO TH
U3II0JI3BAT.

2.1. Gaggle - nnargopma 3a TMrUTAJIHA 0€30IIACHOCT

Gaggle e amepukancka muiatrgopma 3a JUTHTaTHA OE€30MACHOCT, KOSTO €
npeaHa3HaueHa 3a 00y4JaBaHU OT JeTcKaTa rpaauHa a0 12 —tu kiac. Ta3zu miatdopma
u3non3Ba Al, 3a 1a HaOmr01aBa M aHATTM3KPA ChIBPIKAHNETO, CH3AABAHO OT YUCHUIIH B
YUWIMIIHA aKayHTH U ycTpoicTBa. Llenta n e qa uaentuduipa paHHu OprU3HALK Ha
OMacHO TIOBEJCHME, KaTo caMOHapaHsSBaHE, TOPMO3, HAacCWIWE WM 3Joynorpeda ¢
BEIIECTBA, W Jla YBEJAOMH YUYWIHITHUTE CIY>KUTENN 3a BBh3MokHa Hameca (Gaggle,
2025). B mnatdopmara ce M3BBPIIBAT pa3nuyHH aHaiu3u. [lmatdopmara msmnonssa
MaIMHHO O0y4YeHHe, 3a J1a CKaHWpa UMEHIN, TOKyMEHTH, YaToBe U ApPYyTrHu (aiijoBe B
Google Workspace, Microsoft 365 u Canvas LMS. Ceabpxkanueto, koeto Al unankupa
KaTo MOTCHIIMATHO OIACHO, CE Mperjiekaa OT OOydeHU EKCIEpTH, KOUTO OIICHSBAT
KOHTEKCTa M CEpUO3HOCTTa Ha cuTyanusta. B ciaywaumte, B xouto Al wmHaukupa
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CEepPHO3HM CIIy4aW, KaTo 3allaxd 3a CAaMOYOWICTBO WM HACHWIWE, YYHIUITHUTE
CITy»KUTeJId OMBAT yBeIOMsIBAaHU He3a0aBHO, BKJIFOUMTEIHO U B U3BbH PaOOTHO BpeMe.

JIOMBIHUTENTHUTE YCIIYTH, KOUTO mpenoctaBs Iwiatgopmata ca: Gaggle
Therapy, ReachOut, Safety Tipline. Gaggle Therapy mnpenocraBs nocTbhl 10
JUICH3UPAHU TEPAINIeBTH 32 YUYSHHUITH, KOUTO C€ HYXKJASAT OT MOJKPeNna Ha TICUXUIHOTO
3npaBe. ReachOut e nuHMs 3a KpU3KMCHA MOMOI, KOSTO € Ha pasmnojoxenue 24/7.
[TocpencTBOM Ta3w JUHUS YYSHUITUTE MOTAT JIa C€ CBHP3BAT C OOYyYCHU CHBETHHIIH B
peanHo Bpeme. Safety Tipline npenoctaBs B3MOXHOCT 32 aHOHUMHO TOJIaBaHE Ha
CUTHAJIU 32 MIPUTECHUTEITHO TIOBeieHre 1/ uiu cutyanuu. Gaggle ocurypsipa mpeBeHIHs
Ha pUCKAa OT MHIUACHTH, CBbP3aHU C HAcCWIMe WIM camMoHapaHsiBaHe. [lmardopmara
Gaggle ce non3Ba ot Vancouver Public Schools B mara Bamunrros. ,,[lpubnusurento
1500 yuunuinHu pailoHa B LslaTa cTpaHa u3nosi3Batr codryepa Ha (Gaggle, 3a na
npocieasBaT OHJIAWH aKTUBHOCTTA Ha MPHUOIM3UTENHO 6 MWIMOHA y4eHHIM. ToBa e
eaHa OT MHOroto kommanuu, katro GoGuardian u Securly, koutro obemiaBar aa ma3sr
Jenara B 0e30MacHOCT upe3 yeOd HaOnioJeHue, MMOAMOMOTHATO OT U3KYCTBEH
uHTtenekT.‘(Bryan, 2025)

2.2. [lnaTr¢dopma Sana 3a KOPNOPATHBHO 00yUYeHHUE U YIIPABJICHUE HA 3HAHUSA

Sana Labs e mBeacka TEXHOJOTMYHA KOMIIAHMS, CHELUAIM3UMpaHa B
pa3paboTBaHeTo Ha Al-0azupaHu pelleHus 3a KOPIOPaTUBHO 00yUYEHUE U yIIPaBIECHUE
Ha 3HaHusA. [lmatdopmara Sana KOMOMHUpPAa HU3KYCTBEH HHTEJIEKT C aJalTHBHO
oOyueHue, 3a Ja IMpPeIOCTaBU IEPCOHATU3UPAHU U ePEKTUBHH OOyUUTEIIHU
NPEKUBSIBAHUS 32 CITYKUTEIIUTE.

Ot 2016 r. 1o cera Sana TpanchopMupa HauMHA, IO KOWTO OPTraHU3AIMUTE yUaT
U 1OJIy4aBaT JOCTHII JJO 3HAHUS C IOMOLITA Ha U3KYCTBEH HHTeNeKT (Sanalabs, 2025).

B 3aBrcHMOCT OT MHIMBUAYAITHOTO TPYIOBO IPEACTABSIHE B PeAIHO Bpeme, Al
HaOJt0/laBa W MPOEKTHpa ydeOHUTEe mnpexuBaBaHus. Al reHepupa JAMHAMHYHO
ChAbpP)KAaHME Ha y4yeOHHUS Marepuan BbB ¢GopMar, KOHUTO € CbhoOpazeH ¢
npeanoYnTanusaTa Ha odyuyaBanute. Al orroBapsi Ha BbIpocHUTe Ha OOy4YaBaHWTE Ha
€CTECTBEH €3UK W LUTUpPAa W3TOYHUIIMTE, KOUTO € HW3MOJ3Bal, 3a Ja OTIOBOPH HA
BbIpoca. 3aeaHo ¢ ToBa Al renepupa tabna 3a BIPOCH U OTTOBOPHU 3a MPEJICTABIHETO
B pPEaJHO BpPEeME€ M BCUYKO TOBa € He3a0aBHO JOCTBHITHO 34 3aMHTEPECOBAHUTE CTPAaHU
(Sanalabs, 2025).

[Inatrpopmara ananmu3upa Hampeabka M HYXKAUTE Ha BCEKU CIYy)KHUTEN, KaTo
aBTOMATHUYHO aJalTHpa ChIBbPKAHUETO, 3a Jla OTroBaps Ha WHIAUBUIYAJTHUTE UM
norpeOHocTu. [InaTgopmara mo3BossiBa ch3/laBaHETO Ha epcoHanu3upanu Al arenru,
KOMTO MOTAaT Ja aBTOMAaTU3UpaT pa3jiu4HU 3aJlayd, KaTo OTroBapsiHE Ha BBIPOCH,
aHaJIM3 Ha IOKYMEHTH U IIPEIOCTaBsIHE HAa IPENOPBKU. Sana npejyiara Bb3MOKHOCTH 3a
Ch3J]aBaHE HA aHTAKUPAILO ChIbPKAHNE, BKIIFOUUTEIHO TECTOBE, AHKETU U BUPTYaTIHU
kjacHu ctau. [Tnargopmata ce uHTerprpa ¢ pa3jauyHu UHCTPYMEHTH U CUCTEMH, KaTo
Google Drive, Teams, Slack, Salesforce u npyru, 3a na ocurypu 6e3npoOiaemMHO
oOydeHne B pabOTHUS TIPOIIEC.

Oupma Merck, BkodTO € Boxema (papManeBTUYHA KOMITaHUS, H3I0JI3BA
mwiargopmaTa Sana 3a 00ydeHHe Ha CBOMTE M3CIeIoBaTeNU U ciaykutenu. Llenrta e ga

ce 1o100pu M3MOI3BaHETO HA TAaHHU MpH pa3paboTBaHeTo Ha HOBH JekapceTsa (Olsson,
2023).
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®dupwma Veriff, kosTO0 € crienmanu3upana B MPeI0CTaBIHETO HAa YCIYTH 33 OHJIAH
BepU(UKaIMs Ha CaMOJMYHOCT, KaTO M3I0JI3BAa M3KYCTBEH MHTENEKT M MAIIMHHO
oOyueHHe 3a MpeJoTBpATsSBaHE HAa M3MaMH M OCHUIYpsIBaHE Ha CBOTBETCTBUE C
peryJaTOpHUTE U3UCKBAaHMS, CHIIO U3Moi3Ba Sana. Amber de Wolde, koliTo e crapiiu
NapTHHOpP MO 4YoBemKH pecypcu BbB Veriff cnogens, ve ,,OTBBI (QopManHOTO
o0OyueHHe, eKClIepuMEHTHpaMe ChC Sana KaTo MHCTPYMEHT 3a €KEJHEBHH CpEIIM 3a
Veriff - uznon3paiiku ma0I0HU 3a CPEUId U PE3IOMETa U TPAHCKPUIIIIMU HA CPEIIH C
M3KYCTBEH MHTEJEKT. Sana € OTJIMYHA 3a IPOBEXK/IaHE HA CEMHHAPH, 3al10TO € TOJIKOBa
MHTEpaKTUBHA. XOpara Bede JOPH HE Ce HYXAaAT OT CIaiJJoBe; T€ MoraT MpocTo Ja
U3rPaAT U XOCTBAT BCUUKO AUPEKTHO B Sana. HaucTtuHa ce ycemia, ye Bb3MOXXHOCTHUTE
ca 6esrpannunu.” U ome, Amber de Wolde ka3Ba, ue ,,JHEC BCUUKHU HaIIX 00y4yaeMH
Morar jaa Obaar ch3gaTend 0e3 JONBJIHUTEIHU Pa3XoAHu, T€ ce€ BB3MOJ3BAT OT
UHTEpaKTUBHUTE (DYHKUIMU Ha Sana, KaTO aHKETH, BUKTOPUHU M KApTHUKH, 3a Ja
HANpaBsIT ChIBbPKAHUETO HA KYpPCOBETE Mo-aHTraxkupaio (Sana, 2025).

2.3. Watson Classroom - o0pa3oBarejiHa miaatgopma, pa3padoTeHa oT
IBM

Watson Classroom e o6pa3zoBatenna miatdopma, pazpadorena ot IBM kato vact
or wmuunmaruBara Watson Education. Ts wu3momsBa HW3KyCTBEH HMHTENEKT, 3a Ja
TOJITIOMara YYuTe)Id U YYCHHIIN Ype3 IEPCOHATU3NPAHO 00YUCHHE, aHATU3 Ha TAHHU U
uHTeNIUreHTHU npenopbku. ExunsT Ha IBM Watson Education ce ¢okycupa Bbpxy
U3II0JI3BAHETO HA M3KYCTBEH MHTENEKT 3a MOA00pSIBaHE HA PE3YIATATUTE OT 00yUIEHUETO
U BHEJpSBAaHE Ha PEIICHUs, KOUTO MOTaT Ja IMOMOTHAT Ha YYCHHIIMTE Jla YCIIESAT.
[Tnardopmata pazuuta Ha TexHonorusta Watson Al, 3a 1a TOMOTHE Ha YYUTEJIUTE 32
nogo0psiBaHE Ha TAXHATA MPOU3BOIUTEITHOCT U edekTuBHOCT. Llenra Ha miardopmara
€ J1a yJIeCHU HEeMpeKbCHATOTO 00ydeHne. Ha Bceku oTaeneH moa3BaTen ce MperoCcTaBst
Ha0Op OT MHCTPYMEHTH, KOWTO JIa My TIOMOTHAT Jia C€ Pa3BUBA B YYMJIMINE U U3BHH
Hero. ExunsT Ha IBM Watson Education uznonssa Al, 3a na nmonyuu 360-rpaaycos
NIOTJIEe]] BbPXY YUYSHHIIMTE C SICHA TMPEJICTaBa 3a TEXHUTE aKaJIEMUYHU, COLUAIHU U
MOBEJICHUYECKH B3aUMOJCHCTBHUS M Jla MpOcCienu Hampeabka Ha ydenuuute. C Te3u
HAOIO/IeHNs, 00pa30BaTETHOTO ChHABPKAHME 3a BCEKM YUYEHUK MOXe Ja Obae
NIEPCOHATN3NPAHO B3 OCHOBA Ha HETOBOTO MECTOITOJIOKEHUE. Y POIUTE, IEHHOCTUTE U
3aJJaHUsITa HA BCEKH YUYEHUK CE MPOEKTUPAT WHAWBUIYATHO 1O HAYWH, KOUTO paboTh
e(eKTUBHO 3a MMOo-A00pH pe3ynTaTt ot ooydenuero. (Medium, 2025) .

Edmodo, xosiTo e margopma 3a AUCTAaHIIMOHHO oOy4eHue cu naptaupa ¢ IBM
Watson Education. Scholastic, kodTo e uznarencka u o0pazoBaTeiaHa KOMIIaHHs, ChIIO
cu naptHupa ¢ IBM Watson Education. Komnanusra cbio Taka pa3BuBa miatGopmu
karo Scholastic Go! u ScienceFlix ¢ UHTEPaKTUBHO ChIIbPKAHUE IO PA3IUYHU YUCOHU
npenmetru (Molnar, 2018).

2.4.Degreed

Degreed e mnatdopma 3a oOyueHHe M yCHBBHPIICHCTBAHE HA yYMEHHUSA, KOSTO
rnomara Ha OpraHu3alHuHUTe Ja UISHTUDUIIUPAT, PAa3BUBAT U YIIPABISIBAT YMEHHUATA HA
CBOUTE CIYXUTENH. Ts1 KOMOMHUPA Pa3IMYHU U3TOUYHUIIM HA OOYUYCHHE U MPEAOCTaBS
MIEPCOHATM3UPAHM ITBTEKHU 32 pa3BUTHE, 0a3MpaHN HA WHIUBUIYATHUTE HYXKJIU U LIETH
Ha Bceku cimyxuten (Degreed, 2025a). Degreed u3non3sa u3kyctBeH nHTenekT (Al), 3a
na mogoopu eexTuBHOCTTA Ha 00ydeHuneto: Degreed Maestro - Al-6a3upaH acuCTeHT,
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KOHNTO aBTOMAaTUYHO CBb3/1aBa IEPCOHANM3UPAHU YYE€OHU IBTEKH, CUMYJALUUU U
KOYYMHI' CECUH, ChOOPAa3eHHU C LEJINTE U YMEHHUSTa Ha BCEKM ciyxuren. Cbilo u
Degreed Maestro Studio: MHCTpyMeHT, KOWTO IO3BOJIIBA Ha OpraHU3alUUTE Ja
Ch3JaBaT U BHEApSBAT NepcoHann3upanu Al-0azupaHu OOyUMTETHH MNPEKUBIBAHUS
nupekTHo B matdopmarta (Thompson, 2025) [Mnatdhopmara momara Ha dupmure aa
OTKPUAT KPUTUYHH MPOIYCKU B YMEHHTa U HOBOBb3HUKBAIIM TEHACHLIUU C TOMOIITA
Ha U3KYCTBEH WHTEJNEKT, Oa3upaH Ha wuHpopmauus 3a ymeHusTa. OcurypsiBa
HepCOHANN3UpPaHo 00y4YeHHE, CBBP3aHO C Bb3MOKHOCTH 3a KapHepa.

Enna or komnanuure, KouTto wu3moin3Bar Degreed e mBexackara
TeJIeKOMyHUKallMoHHa kommanus Ericsson. Ericsson msnomsa Degreed, koero e
NOMOTHaJIO Ha (hupMmaTa Ja Hamald OoOLIUTE cU pa3xoau 3a oOydenue ¢ 50%, kaTo
CBILIEBPEMEHHO YBEJIMYaBa 3aBbpUICHUTE 00ydeHUs ¢ 62% U yacoBeTe 3a 00ydYeHHE C
24% mna romumHa ©6a3a. BmewarnsBammre 97% oT pabGotHunure U 99% ot
MEHUKbPUTE UMAT aKTHUBHU NPO(UIN ChC CTENEH - U 10 64% OT CIyXKUTEIUTE Ha
KOMIIAaHUAATA C€ BPBLIAT BEIHBX MECEYHO WJIM IOBEYE, 3a Jla MPOABIDKAT Ja yyaT
(Degreed, 2025Db).

3. M3Boau u [Auckycus

Ha 6a3a ananusa u npeacTaBeHUTE MPAKTUKKU MOTaT Ja ObJaT HAPABEHU HAKOU
ocHoBHM mu3Boja. Cpen Tsx ca: wu3noi3BaHero Ha Al B oOyueHHETO Ie MO3BOJH
NpUJIaraHeTo Ha MHIAMBUIYaJleH Moaxoid B oOydenuero; Al mpuiaran B mpolieca Ha
oOyueHue MO3BOJIsIBA J1a c€ CHOMpPAT aHHM 3a MOBEJCHUETO Ha O0y4YaBaHUTE U Ja Ce
MPaBsT MPOTHO3U 3a OBbJeIa yCIeBaeMOCT.

Hsxou mpemusBukaTencTBa, CBbp3aHU ¢ u3moi3BaHeTo Ha Al B mporeca Ha
oOyuenue ca: PazpaboTBaHeTO Ha MHCTPYMEHTH 3a LIEJIUTEe Ha 00YUYEHUETO, KOUTO Jia
BKJItOUBatT Al, TpsiOBa Jja cTaBa ¢ aKTUBHOTO YYacTHE Ha MPENoAaBaTeIuTe OT HA4ajI0To
JI0 Kpasi Ha Ipoleca, 3a 1a Moxke Al na ocurypu HykHaTa MOJKpErNa Ha Mpoleca Ha
oOyuenue; HanoxuTenHo e 1a ce B3eMe pelIeHue A0 KOJIKO M KaKBU XapaKTEPUCTUKHU
OT MOBEJICHUETO Ha YOBEKa J1a ObJIaT Aa/IeHN Ha W3KYCTBEHUS! MHTENIEKT, KOM U Kak 11e
KOHTPOJIMPA Ch3/1aBAHETO U M3MOJI3BAHETO MY, 32 J]a HE C€ CTUTHE JO NpecTapaBaHe
BOZICIIO 10 Kpas Ha ¢Qwima ,bor or Mammumuara®, IlpemonmaBatenure TpsOBa
3aIbJDKUTEITHO J1a TPUI0O0UAT HOBUM KOMIIETEHTHOCTH, CBBP3aHU ChC CBHIIHOCTTA Ha
U3KYyCTBEHMsI MHTENEKT; HeoOXxo1MMo e npecTpyKTypHupaHe Ha y4eOHUTE MPOTrpaMu BbB
BUCIIETO OOpa3zoBaHMe C BKIOuBaHe Ha Al B mpomeca Ha oOyueHHE, KakToO HU
MPAKTUYECKO 00yUYeHHe (KbJIETO € MOAXOASII0) Cbe coPpTyepH, unoisnamu Al.

Boenpeku npexncraBeHnTe mon3u OT M3MON3BaHeTo Ha Al B aeliHocTTa 1O
oOyueHHe Ha YOBEUIKUTE PECYpCH, CHIIECTBYBAT M HAKOU KPUTHUKU M HPUTECHEHUS.
Hanpumep, otHocHo Gaggle, HIKOM poAMTENM U YYEHUIM H3pa3siBaT MPUTECHEHUS
OTHOCHO TOBEPUTEIIHOCTTA Ha JIaHHUTE, HAOJIOJIEHUETO M ChXPAHEHHMETO Ha JINYHU
JaHHU. 3aeHO C TOBAa MMa OMAaceHMs, Y€ aJrOpPUTMHTE, 3aJI0)KEHH B IuiaTdopmara
MoraT Jia MposBABAT MPUCTPACTHS, OCOOCHO KbM YYEHHUIM OT MAaJIMHCTBEHU TPYIIH.
HenpexbcHaToTO HaOIIO/IEHNE HA YUYEHULIMTE CHIIO KpUE PUCKOBE OT BIIOIIABaHE Ha
JIOBEPUETO MEXAYy YUCHHIIM M yUWJIHILIEH nepcoHan. U omie, GpakT e, ye n3Moa3BaHeTo
Ha Al B porieca Ha 0OydeHue 11e MPeI0CTaBU PaBEH JOCTHII 10 KAUYECTBEHO 00yUeHHE,
HE3aBUCUMO OT MECTOIIOJIOKEHNETO Ha oOydaBaHuTe. KbM HacToOsAIMS MOMEHT obaue,
MoJI3BaHeTo Ha matdopmu 3a o0yuenue ¢ Al ce 3amnamar. B To3u cMuchi HepaBHUS
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JOCTBIT 10 KAYECTBEHO 00pa3oBaHME IIE CE€ 3ala3d J0 MOMEHTa Ha OCHTypsBaHE Ha
(dbrHaHCHpaHE.

3aki0uenne

AHanu3upaHuTe NpUMEpPHU JOKa3BaT, 4ye MpuiokeHuero Ha Al B mporeca Ha
oOyueHue € U 11e Obe OT 0J13a, KAKTO 3a IpernolaBaTesInTe, Taka U 3a 00yJaBaHUTE,
3aI0TO Ipejyiara NepcoHaIn3rupan noaxoa kM odydasanure. C npunaraseto Ha Al B
nporeca Ha o0ydeHre ce 0CBOOOXkAaBa BpeMe 3a MPENoAaBaTeInTe, 3a Ja U3BbPIIBAT
aHaIu3y, Ha 0a3a Ha KOMTO Jia B3eMaT MHPOpMHUpaHU pemieHus. ChIIOTO ce OTHACA U
70 MEHWKMBbHTA Ha pupMmute. [lomsure ot n3nons3Banero Ha Al B KopropaTUBHHUTE
o0ydeHHs TpeAocTaBss BB3MOKHOCT Ha MEHM/DKMBHTA Jla B3eMa HH(POpPMUpaHU
pElIeHNs 32 KapUepHO pa3BUTHE, HA 0a3a MOCTUTHATHU PE3yITaTH OT OOYyUYEHUETO Ha
CIIy>)KUTEJINTE U NPEACTAaBEHU aHAJIN3U C momouira Ha Al.

Pa3bupa ce, KkbM HacTOSIIMSI MOMEHT BCE OILE CBIIECTBYBAT NPUTECHEHUS
OTHOCHO Ha4yMHa, 110 KOMUTO OMBAT U3MOJI3BaHU JAHHUTE OT OOYyUYEHHUATA U/WUIN TAHHUTE
3a oOy4yaBaHMTEe B oOpa3oBaTeiHaTa cuctema. PeaiHo moryieaHaro, Te3u mpoodiieMu ca
XapaKTepHU U 3a TPATULMOHHOTO 0O0ydyeHue. Cunram, ye KakTo 3a U3M03BaHeTo Ha Al
B IIpolieca Ha 00y4YeHHe, Taka U B TPAAUIIMOHHOTO 00y4YeHHeE, a U 3001110, peniaBalio €
BB3MHUTAHUETO B €TUYHU HOPMHU Ha MOBEJICHUE.
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DIGITIZATION OF WORK DOCUMENTATION - UNIFIED
ELECTRONIC WORK RECORD

Chief Assist. Prof. Pavlina Ivanova, PhD
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Abstract: Various technological tools allow to increase operational efficiency and reduce
administrative work in the field of human resources management (HRM). The impact that
technologies have on the transformation of HRM is particularly important for the
modernization of conventional procedures that are part of employment relations. Against the
background of the increasingly “digitalizing” labor documentation, the transformation of the
employment book into an electronic document is already a fact. The goal is to review the current
regulatory changes and procedures related to the employment register and the creation of a
unified electronic labor record.

Keywords: employment relations, electronic document, employment register, unified electronic
labor record
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JAUTUTAJINB3ALIUA HA TPYJAOBATA JOKYMEHTALIUA - EAUHEH
EJEKTPOHEH TPYJIOB 3AIINC

I'n. ac. n-p IlaBauna UBanoBa

Hronomuuecku ynusepcumem — Bapna, bvireapus

BnBenenne

HNHTerpupaHeTo Ha TEXHOJOTMUTE B YIPABICHHETO Ha YOBEUIKUTE PECYpCcH
(YUP) e oT chIIleCTBEHO 3HAaUEHKE B CbBPEMEHHUS OM3HEC U Ch/ICHCTBA 3a yBETUYaBaHe
Ha OpraHu3alMOHHATa ePEeKTUBHOCT. Jururanuzanusara oka3Ba 3HAUUTEIHO BIIMSHHUE
BHPXY HAOMpPaHETO Ha MEPCOHAN, YPABIECHUETO HA U3IIBIHECHUETO U aHTAXKUPAHOCTTA
Ha CIY>KUTENIUTEe, aIMUHUCTPUPAHETO HA TPY/IOBUTE MPABOOTHOIIEHUSI, KATO YJIECHSBA
npolecuTe Ha B3eMaHe Ha uHGopMupaHu peuieHus. VMeHHO Bb3aelcTBHETO Ha
pa3IMYHUATE TEXHOJOTUYHU HHCTPYMEHTH BBPXY TMOBHUIIIABAHETO HA ONEpaTUBHATA
e(eKTUBHOCT TO3BOJISIBA HA MPAKTUIIMTE B 00JACTTa HA YOBEHIKUTE pPECypcH Ja
HaMaJsIT aAMUHUCTpAaTMBHAaTa paboTa M Ja Ce€ ChCPEAOTOYAT KbM CTPATETHYECKO
ynpasiieHue Ha yoBeuikure pecypcu (MBanosa, 2024).

Bb3aeiicTBreTO, KOETO TEXHOJIOTMUTE OKAa3BaT BbPXY TpaHcpopMmalusta Ha YYUP
€ 0COOEHO Ba)KHO 3a MOJEPHM3ALUATA Ha KOHBEHLMOHAIHUTE IMPOLEIYyPH, KOUTO Ca
4yacT OT TpyAoBUTE NpaBooTHoueHus. LlenTta, koATo ce mocras, € a ce pasrienar
aKTyaJIHUTE HOPMATUBHH MPOMEHU U MPOLEIYpPH, CBBP3aHU C PETUCThPa Ha 3a€TOCTTA
Y CH37aBAaHETO HA €IMHEH €JIEKTPOHEH TPYOB 3aIuC.
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1. HopmaTtuBHA paMKa

C HAKOM IPOMEHHU B IEWCTBAIOTO TPY/I0BO 3aKOHOAATEIICTBO U CHC CH3/IaBAHETO
Ha HOBY HOPMAaTHBHHU JIOKYMEHTH C€ PETJIaMEHTUPAT HOBUTE KaTETOpUH ,,Pernctsp Ha
3aeTtocTTa’ U ,,EnnHen enexkrponeH TpyaoB 3anuc™ (dur. 1).

Konexc va tpyna (KT) - cerinacuHo noBus texer va wi. 347, an. 1 KT (B cuma ot
01.06.2025 r.) HammonanHaTa aTeHINsA 3a TPHUXOANTE MOMTHPKA PETMCTHBP HA
3a€TOCTTa. KOHTO ChABPIKA €/THHHNATE eIeKTPOHHH TPYIOBH 3alllIiCH HAa PaOOTHIIINTE
H CIIY7KUTEITE.

Hapenda 3a BnHcBaHe B PerHCTHPA HA 3aeTOCTTa - Oemre npueta ¢ [IMC No 267
oT 29.07.2024 r. (o6H. JIB, 6p. 65 ot 02.08.2024 r., B ciwa ot 01.06.2025 r. 3a
TpyaoBHuTe mpaBooTHomeHHd i oT 01.06.2026 r. 3a ciayxeOHNTe NpaBOOTHOIICHIS
110 3aKOHA 3a JbPIKABHIIA CIY>KHTEI).

Hapenda 3a TpymoBus ctax - ¢ [IMC Ne 267 ot 29.07.2024 r. ca mpHueTH IPOMeEHH
BKJIIOYMTEIHO B 3arilasueTo Ha IHapenbara, KoATO ypexiaa caMoO BBIPOCHIE,
CBBp3aHH C TPYJIOBHA CTa)K, KATO ce permaMeHTHpa, de cuen 1.06.2025 r. tpymos
craxk no KT me Moike ga ce ycraHOBABa U ¢ [JaHHUTE, BIUCAHH B ©IMHHUSA
€JIEKTPOHEH TPYIOB 3alll¢ Ha PAOOTHIKA I CIIYKHUTEIIA.

Que. 1. Hopmamuena pamka

Hsmounux: Pazpabomka na asmopa

[lo chiiecTBO MPOMEHUTE KacasT TOBA, Ye:

1) ce BBBEXkIa €NEKTPOHEH PETHCTHP MO 3a€TOCTTa, KOWTO 3aMECTBa JIO Cera
ChINICCTBYBaIaTa 0a3a JJaHHH, IMoTbpkana ot HAII,

2) EauHHUAT eNeKTpOHEH TPYJOB 3alliC 3aMeCTBa ChIECTBYBAIlaTa KbM
MOMEHTa TPY/I0Ba KHUXKKA.

3) EnexTpoHHMST TpYyJIOB 3aluC € JOKYMEHTHT, KOWTO II€ 3aMecTBa
nojnaBanute yBegomieHus mo Hapenba Ne 5 ot 29.12.2002 r.

4) Hammonannara arennus 3a npuxoaute (HAIT) cnensa ga usrpaau peructbpa
Ha 3aetoctTa 1o wi. 347 ot Koznekca Ha Tpyza 1 J1a HOMBJIHUA IbPBOHAYAIIHUTE TAaHHU B
Hero Ha 0asza Ha PEeTuCThpa Ha TPYJAOBUTE JOTOBOPH M MPU HEOOXOIUMOCT — Ha Oa3a Ha
JIPYTH U3TOYHUIIN.

2. IIpakTu4ecKH acneKTH

2.1. Peructbp Ha 3aeTOCTTa

HAII cB3maBa m mojaabpika pErucTbp Ha 3a€TOCTTa, KOWTO M€ ChAbpXKA
eIMHHUTE EJEKTPOHHH TPYJIOBH 3alMUCH HAa paOOTHULIUTE W CIY)XUTEIUTE W Ha
JbPKABHUTE CIYXKUTENHW. 3a MOAMBP)KAHE HA AaKTyaJlHU JaHHU B perucrbpa Ha
3aeroctta HAII uMa nmpaBo Ha IOCTBII 10 JaHHU OT APYTHU PETUCTPHU, KOUTO ChIAbPKAT
uAeHTHPUKaLUs Ha GU3HUECKH U IOPUINYECKH JIUIA, KaToO OT CBOSI CTpaHa MpeoCTaBs
Ha HanuoHanHMS CTaTUCTUYECKM HMHCTUTYT JAHHM OT pPErucThpa Ha 3a€TOCTTa
€KEMECEYHO.
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JelicTBHETO M MOAABPIKAHETO HA peructbpa Ha 3aeToctta (P3) ce ocHOBaBa Ha
CJIeHUTE YeTupu npuHuuna (dur. 2):

AN AN AN AN

I'apanTupane Ha T'apanTupane Ha
OcurypsiBaHe Ha OcurypsiBaHe Ha
AKTyaJIHOCT X TOYHOCT peraaMeHTHpaH
MOIXO/IAIIA CPeIa 3a nH}OpMaLHMOHHA
Ha CbXpaHsABaHUTE JIOCTBII JI0 IaHHUTE B
00MEH Ha JJaHHHU. CUTYPHOCT.
JTaHHU. P3

QDue. 2. Ilpunyunu npu cvzoasane u ynkyuonupane na Pecucmuvp na 3aemocmma

H3mounux: Aoanmupano no (Meanosa, 2024)

O06paboTBaHETO HA JTMYHH JIAHHH B PETHUCTHhPA HA 3a€TOCTTA III€ CE OCHIIICCTBSIBA
B croTBeTcTBHE ¢ Permament (EC) 2016/679 na EBponeiickust mapiamenT u Ha ChBeTa
or 27 ampun 2016 r. OTHOCHO 3amMTaTa Ha (PU3HYECKUTE JHUIAa BbB BpPb3Ka C
00paboTBaHETO HA JTUYHU JAaHHH U OTHOCHO CBOOOTHOTO ABMIKCHHUE HA TAKWUBA JTAHHU U
3akoHa 3a 3amuTa Ha TnaHute nanau (MBaHoBa, 2024).

Hanaum B Peructbpa Ha 3aetoctra morar na ce BnucBaT oT HAII npu
Ch3/IaBaHETO My, OT paboToaarenure u ot M3mbJIHUTEHA areHius ,,[ TaBHa HHCTICKIIUS
o Tpyaa‘“.

JIOCTBITBT 10 perucThpa Ha 3a€TOCTTA U €IUHHUA €JIECKTPOHEH TPYIOB 3aIUC CE
OCBIIIECTBABA IO peaa Ha 9. 5 oT 3aKoHa 3a €JICKTPOHHOTO yIPaBICHHUE, KaTO IIPaBo Ha
ITBJICH JIOCTHII MMAT PaOOTHUIIUTE U CIIY)KUTEIIHTE, PAaOOTONATEINTE 32 HACTH OT TAX
pabOTHHIIM MW CIYXKWUTEIHW, B T.4. 10 HHPOpMAIUA, BBBEACHA OT TPEIXOIHH
paboromaTenu (¢ OrpaHMYCHHE IO OTHOIICHHWE Ha HMH(pOpMANHATA 32 TPYJAOBHUTE
BB3HATrPAXJICHHUS M MOJIYYSHH O0E3IMICTECHUS MPH MPEAXOTHUTE pab0oTOdaATEIN), KAKTO
U POIUTEIUTE, HACTOMHHUIIUTE H IIONCUYUTEIUTE Ha PaOOTHUIM M CIYKUTENH,
HEHaBBPIIWIN 18 roaunu.

JlocTbbT 110 JaHHUTE CE€ OCHUTypsiBa O€3BB3ME3IHO B TEPUTOPHATHHUTE
nupekinu Ha HATI B3 0OCHOBaA Ha MckaHe Mo o0pa3ell Wik Ype3 nmopTaia 3a eJIeKTPOHHU
yeoryru Ha HAII ¢  kBagudummpaH eIEKTPOHEH IOAMHC WM  IEePCOHAICH
uneHTudukanuoneH koa. JKemana nadopmalus ce mpeaocTaBsi Ha XapTUEH HOCUTEN B
CEJIEMTHEBEH CPOK OT IMOJ[aBaHE Ha MCKAHETO WJIM Ha MTOCOYEH OT JIUIIETO €JIEKTPOHEH
aJipec CHIIO B CEJIEMIHEBEH CPOK.

2.2. EnMHEeH eJIEKTPOHEH TPYAO0B 3aIHUC

EAuHHUAT eneKTpoHeH TPYyAOB 3aluc, KOUTO € MHOrO MO-TbBKaBa W yJ00OHa
dbopMa Ha cbxpaHeHHEe Ha WHMOpMaIMITa 3aMeCTBAa HAITBIHO XapTHUEHATa TPYAOBa
KHIDKKA. Tol € HOBUSAT ouIlMaIeH U3TOYHUK HAa MH(POpMAIIUS 3a TPYAOBaTa UCTOPHS
Ha pabOTHHKA.

HopmatuBHO ompeneneHusT pea 3a rnojaaBaHe HHGOpMaIUITa H3UCKBA TS Ja Ce
M0/IaBa CaMo 1O €NIEKTPOHEH ITbT WJIM Ha €JIEeKTPOHEeH Hocutel, cuutano ot 01.06.2025
r. 3a TpyaoBuTe npaBooTHomeHus 1 oT 01.06.2026 r. 3a cnykeOHUTE TPAaBOOTHOIIICHHUS.
Hannute ce nmogasat oT 9, 10 wnu 13 3nauynu EMK Ha paGoTonmarens uiu opraHa 1o
Ha3Ha4YaBaHETO.

Crpyktypata Ha ¢aiiina Ha EQMHHUST eleKTpOHEH TPYAOB 3amuc Chabpxka 35
nosieta (Bux T1ab. 1), kato popmarsT Ha (aiina ciensa 1a e XML. [IpenopbuntenHoTo
HauMeHoBaHMe Ha (aiinm moxe ma 0bpne ETZxxxxxxxxx. XML, kpnero xxx ¢ EMK Ha
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paboTonaTens WM OpraHa Mo Ha3HaudaBaHe. J[aHHUTE 3a €IeKTPOHUSs

(ET3) ce npenocraBst 8 WINDOWS-1251 xomgoBa Tabnuia.

TPYJIOB 3amuc

Taonuuya 1
Cmpykmypa na ¢aiina na ET3
1. Bung 2. Kon xopekuus 3. Tum Ha 4. EUK Ha 5.ETH (JIH,
MPaBOOTHOIICHUE JIokyMmeHTa | paboromarens/oprana | JIHU), Cmyxeben
110 HA3HAYaBaHETO Homep ot HAII
6. Kox3a EI'H /JIH, 7. Nme 8. [Ipezume | 9. damunus 10. Jlara Ha
JIHY/Cn. Homep ot CKIIIOYBAHE HA
HAII TPYAOBHS
JOTOBOD WJIM Ha
U3/1aBaHe aKTa 3a
Ha3HAYaBaHE
11. Homep Ha akta3a | 12.OcHoBaHue Ha 13. Pan | 14. Hara na 15. Cpox Ha
Ha3Ha4YaBaHe TPYIAOBUS T Ha Hayajo Ha TPYIOBHS
ZIOTOBOp/aKTa 3a IObPKaBHUSA | M3ITBIHEHUE HA ZOTOoBOD (Ha
Ha3HaYaBaHE WU CITY>KUTEI TPYHOOBUS JOTOBOP IOIBIIHUTEITHOTO
OCHOBaHHE 32 (mumyoMaty | WNM HAa Bb3HUKBAHE Ha | CHOpa3yMEHHE)
MpoMSsiHA Ha YECKH PaHr) | CIy>kKeOHOTO WIN Ha aKTa 3a
MIPaBOOTHOIICHAETO MIPaBOOTHOIIICHUE Ha3HAYaBaHE
16. Jlara Ha 16A. Jlara Ha 17. Ho | 18. Pa3smep Ha 19. Kon o
CKIIFOYBAHE HA BIIM3aHE B CUJIA HA MEp Ha aKTa | OCHOBHOTO TPYIOBO HKIL
JOIBITHUTEITHO U3MEHEHHETO Ha 3a IpOMSHA | BB3HATPAXKICHHE HIIH
CIIOpa3yMeHHE WU TPYAOBOTO MIIN Ha Ha OCHOBHara
U3/1aBaHE Ha aKTa 3a CITye0OHOTO CIIy’KeOHOT | MeceuHa 3aruiara
MpoMsHa Ha MIPaBOOTHOIICHNE 0
CITY’)KeOHOTO MPaBOOTHO
MIPaBOOTHOILIICHUE LICHUE
20. Kox na 3aemanara | 21.Komx mo KW/ 22. Ko | 23. Kon 3a 23A.
IUTBKHOCT OT I 110 pabotHO BpeMe [ponbmxuTeTHO
IbPXKaBHUS CIYKUTEI EKATTE CT Ha pabOTHOTO
BpeMe
24. Jlnu yroBopeH 25.J1Hu n3noNI3BaH 26. Har | 27. OcHoBanue 3a | 28. Wznnate
JIaTeH TOAMIIEeH ITaTCH TOAUIIEH aHa IpeKpaTsiBaHe HO 00e3IIeTeHIE
OTITYCK OTITYCK, TIOJIATall c€ | MpeKpaTsBa mo wi. 222, an. 2
3a roMHaTa Ha HE Ha ot KT mpu
MIpeKpaTsBaHe Ha IPaBOOTHO IpeKpaTsiBaHe Ha
TPYIOBOTO IICHUETO TPYHOOBUS
MIPaBOOTHOIICHUE JoroBOp (mara)
29. U3nnareHo 30.IIpogbmxurento | 31. IIp | 32. IIponpmxure | 33. 3anopHu
00e3IeTeHNE 1O WI. CT Ha BPEMETO, OOBJDKUTEN | JTHOCT Ha BPEMETO, CHOOIICHUS
222, an. 3 or KT mpu | koeTo ce mpr3HaBa HOCT Ha KOETO Ce TIpU3HaBa 3a
IIpeKpaTsiBaHe Ha 3a TPYZIOB CTaX BpEMETO, CITy*eOeH CTax WIn
TPYHOBHS IOTOBOP xoero HE 3a CTaX B
wi o wr. 106, ai. 3 ce UIUIOMAaTH4YeCKaTa
ot 3/ICn nipu npuU3HaBa 3a | cimyx0a
MpeKpaTsiBaHe Ha TPYIOB
CITY’KeOHOTO CTaX
MPaBOOTHOLIICHUE

Wmounux: (Hayuonanna acenyus 3a npuxooume, 2025)

Enwun daiin cneasa na ceapprka nanau camo 3a equd EVK Ha paboronaten/opran
M0 Ha3HA4YaBaHETO, KaTO JaHHUTE OT AaJieH ¢aiim ce oOpaboTBAT MOCIEIOBATEITHO

27




ch00pa3HO pejia UM Ha MOJIaBaHe U IOPETHOCTTA MM BBB (aiina. [Ipu HeoOXoauMocT OT
KOPEKIIUS Ha HAKOU OT KJIIOUOBHUTE IOJIeTa TpsiOBa Ja ce MoAaae MbPBO 3aJIMYaBaHe Ha
coiiecTByBamsa ET3 (ko kopekmus 2), a KOpeKTHUTE JaHHU ce mojaBat ¢ HoB ET3 ¢
penoBan naHHU (ko1 kopeknus 0). Kopurupamm u 3annyaBaniu ganau 3a ET3 Ha eqHO
mune ce momaBaTr or EMK ma pabortomarens/oprana mo Ha3HadyaBaHETO CaMO CJIET
MO/Ia/ICHU M BIMCAHU PEJOBHU JaHHU 3a CHITOTO JIUIIL.

3akiIoueHne

[To oTHOIIEHWE HAa BBBEXKJIAHETO HA €IMHHHUS C€JICKTPOHEH TPYJOB 3aIlMC KaTo
O(UITMAIICH YIOCTOBEPUTENICH JOKYMEHT 3a TPYIOBHUS CTaX Ha paOOTENIUTE MOJI3UTE Ca
KaKTO 3a paboToAaTeNINTe, TaKa U 32 paOOTEIINUTE:

o MUHUMH3HMpAT CE€ HETaTUBHUTE IOCICIUIN 3a pabOTeIIMTE MpHU 3arydba u
YHUIIO)KaBaHE Ha TPYI0BaTa KHUXKKA;

e OrTmmaga HEOOXOIMMOCTTA OT IT€YaTH U MOJIIHCH;

o HamansBa agMHUHHCTpaTHBHATA TEXKECT 32 pabOTOAATEIIUTE;

o [loBumraBa ce HHBOTO Ha KOHTPOJ IO CHa3BaHE Ha TPYIOBOTO
3aKOHO/IATEJICTBO;

« HamansBane ce jena Ha TPyIOBO-OCUTYPUTEITHA U3MaMH | JIPYTH.
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ELECTRONIC LABOR FILES — NEXT LEVEL ADMINISTRATION
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Abstract: Digitalization enables companies to optimize a large part of the processes related to
personnel administration, such as creating an electronic labor file and electronic labor
documents. The possible innovative solutions related to the digitalization of processes in terms
of employment relations also determine the relevance of the issues considered and the goal set
by the author - to discuss the possibilities for digitalization of processes in the field of
employment relations, in particular the creation and management of electronic labor files and
to highlight the benefits for employers and employees.
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EJEKTPOHHMU TPYJIOBU JOCUETA - AAMUHUCTPUPAHE HA
CJIEABALIIO HUBO

I'n. ac. n-p IlaBamna UBanoBa

Hronomuuecku ynusepcumem — Bapna, bvireapus

BbBeaenue

Bb3MokHOCTTa 3a IUTMTANM3UpaHE HA OMpelesieHa 4YacT OT MPOLECUTE IO
ynpasieHue Ha 4doewikute pecypcu (YUP) npuBnuua Bce noBeue HR-meHMmIKBpH.
Cnopen Buzkan (2016), TpuTe OCHOBHM JABHWXKEIM CHUJIM, KOUTO TJIacKaT OuW3Heca Aa
thpcu UT permennst B cBosita aeitHocT o YUP ca HeoOXoauMOoCTTa OT HaMalsiBaHE Ha
Pa3xoJIUTe, KEITAHUETO 3a MOJOOPEHO KA4eCTBO Ha YCIYTHTE U JKeJaHHUe 3a KyJITypHa
tpanchopmanusa. Ot 2018 r. nacam ,Hapenbata 3a BuIa W W3UCKBAHUATA 3a
Ch3J]aBAaHETO M CHXPAHSBAHETO HA EJNEKTPOHHH JOKYMEHTH B TPYJIOBOTO JIOCHE Ha
pabotHuka wim ciayxurens (O6H. [IB. 6p.40 ot 15 Maii 2018 r.) u npomeHute B
Konekca na tpyzaa (o6H. B JIB, 6p. 85/10.10.2023 r.) mo3BomnsBat mudpoBU3aIusaTa 1 Ha
TOo3u Tpouec. LleneHacoueHoTo AUTrUTaIM3upaHe HAa JEHHOCTUTE MO YIpPAaBJICHHWE Ha
xopa (Koleva, 2023) naBa BB3MOXKHOCT Ha KOMIIAHMUTE YCIHEIIHO Ja TMpuiarat
WHOBATHBHU U T'bBKABHU PEIICHHUs, C TOMOIITa HA KOUTO Ja U30eTHAT OIOPOKPATUYHUTE
MIPOLIEAYPH U TIOJMTUKU U J1a TIOCTABSAT aKIIEHT BbPXY OPraHU3allMOHHUTE WHOBAIIUU U
nosnoopenus (Antonova and Ivanova, 2023).

[lenTa, KOSITO ce OCTaBs € Jia c€ OOCHAAT Bb3MOKHOCTUTE 3a AUTUTAIIA3AIUS HA
MpOIeCUTe B 00JIaCTTa HAa TPYJOBUTE MPABOOTHOIICHHS, B YACTHOCT CH3aBaHETO U
VIPaBICEHUETO Ha EJEKTPOHHU TPYAOBU JIOCHMETa W Jla CE€ M3BeJar IMOJ3UTE 3a
paboTtonarenute u pabOTHUITUTE.

NMeHHO cbh3maBaHeTO Ha eneKTpoHHM TpyaoBu gocuerta (ET/]) mpemocraBs
BB3MOXHOCT Ha KOMIIAHUUTE 32 aAMUHUCTPUpaAHE Ha TPYJOBUTE MPABOOTHOILICHUS HA
HOBO HUBO. Paz0upa ce ki1r040BH BhIIpocH Npu ch3faaBaHeTo Ha ET/l e ocurypsiBaneTo
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Ha CUTYPHOCTTa Ha JAaHHUTE M aJallTUPAHETO Ha PAOOTHUIIUTE U CIYKUTEIUTE KbM
W3TOJI3BAHETO HA €JIEKTPOHHU TPYI0BU JOKYMEHTH. [10 OTHOIIEHHE HA IBPBUS BBIIPOC
ca MPUETH ChOTBETHUTE HOPMATUBHHU PETYJIAIINH, SIBIBAILIM CE TApPAHT 32 CUTYPHOCTTA B
esiekTpoHHUsT 0OMeH (Andreeva, 2019) 1 TeXHOJIOTUYHU 3aIIUTH, a IO OTHOIICHUE HA
BTOPHUSI MOXE Ja Ka)KeM, Y€ TMOMYJISIPHOCTTa Ha TEXHOJIOTMUTE M IIUPOKOTO UM
HaBlIM3aHE B eXeaHeBHeTO pactaT HempectanHo (Nacheva, 2023), koeto B rojsiMa
CTEIEH HamaJjsiBa HECUTYPHOCTTA Y XOpaTa MpHU U3I0JI3BAHE HA IUTUTAIHU PECYPCU U
CJICKTPOHHU IOKYMEHTH.

3. EJeKkTpoHHO TPYA0BO J0CHe

Bb3MoxHOCTTa 3a paboTomaTenuTe ITOKYMEHTH OT TPYIOBOTO JOCHE Ha
PaOOTHUIIUTE U CIYKUTEIUTE J1a C€ ChXPAaHIBAT B €JIEKTPOHEH BUJI € Ch3/1aJICHa OIIIe
npe3 2017 r., a or 2018 r. ¢ B cuma u Hapenbata 3a BuJa W HM3UCKBAHUATA 32
Ch3/IaBaHETO U CHXPAHSBAHETO HAa ENEKTPOHHU JOKYMEHTH B TPYAOBOTO JOCHE Ha
pabOTHHMKA WM CIYXKUATENs, ONpenesslla KOHKPETHUTE TIpaBWja 3a BHAA H
n3uckBaHusATa KM TaX (MBaHoBa, 2024), mpueMaHeTO Ha KOSTO MPEACTaBIsABa BaKHA
CTBITIKA B MOJICPHU3AIMATA HAa TPYI0BOTO HHU 3aKoHOIaTeCTBO (Andreeva, 2018).

EnexTpoHHOTO TpyAOBO JIOCHE € YacT OoT mopTdeitia copTyepHH pelieHus Ha
Ja7ieHa KOMIIaHusl, KaTO MOKE /Ia C€ MHTETpUpa B IPYTH CUCTEMH MPU HEOOXOIUMOCT.
C nomomrra Ha ET/] ce ch3maBar, moAMMCBAaT U U3MpaIiaT JOKYMEHTH JI0CTa 10-0bp30,
OTKOJIKOTO MPHU XapTHEHOTO JOCHE M BCUYKO C€ CIyYBa B PEalHO BpEMeE.

Bunosere qoKyMeHTH, KOUTO MOTAT Jia Ca 4acT OT €JIEKTPOHHOTO TPY0BO TOCHE
ca npencrtaBenu B Tabnuna 1.

Tabauua 1
JloKymenmu, Koumo mozam 0a ca 4acm om eJ1eKmpoHHOmMo mpyooeo oocue

KATEI'OPUA JOKYMEHTH

BUJIOBE JOKYMEHTHU

EnHOCTpaHHU TOKYMEHTH,
CH3IaJICHH OT paboTomaTeNs

Lnvoicnocmua xapakmepucmuxa, 3ano6eou, Y00CmogepeHus,
Yyeepenus, Cnpasku, cryxceOHu OenexcKu, OeKiapayuu u
opyeu, Koumo ca om 3Ha4eHue 3a 6b3HUKGAHEMO,
CbUECm8y8anemo, UsMeHeHuemo u nPeKpamsaeanemo Ha
Mpyoo8omo npasoomHouieHue.

EnHocTpaHnHM JOKYMEHTH,
CH3IaJICHH OT paOOTHUKA WU
CITYKUTEIIS

Monbu, 3as6nenus, dexnapayuu, y8eOOMAEHUS, CbeIACUs,
omuemu, UCKAHUS U OpyeU OOKYMeHmU, KOUMo ca om
3HAYeHue 3d 86b3HUKBAHEMO, CbUeCMB)8AHEMO,
UMEeHeHUemo U NPeKpamsearemo Ha mpyoo8omo
npasoomuoueHue.

JIOKyMEHTH, KOUTO U3UCKBAT
CBIVIACHETO U HA JIBETE CTPAHHU I10
TPYAOBOTO IIPAaBOOTHOILICHUE

Tpyooe 002060p, OoNvbAHUMENHO CROPA3YMEHUE 34
U3BMEHeHUe HA CbUecmBysauy mpyoos 002080p, 002080p 3d
npuoobusare Ha KeArUGUKAYUsl, 002080p 3a NOBUULABAHE HA
Keanugurayuama u 3a npeksanupurayus u opyau
OOKYMeHmu, Koumo ca om 3HayeHue 3a 6b3HUKBAHEMO,
Cvbujecmey8anemo, UsMeHeHuemo u nPeKpamsaeanHemo na
Mpyo08omo npagoomHoueHue.

JloKyMEHTH, U3aJIEHU OT TPETH
JIMIIA, YIOCTOBEpsBalIX (aKTy,
CBBP3aHU C TPYIOBOTO
MIPaBOOTHOIIIEHUE

Hoxymenmu, koumo He ca cb30adeHu om pabomooameinsi uiu
PAbOMHUKA, UNU CTYHCUMEISL, HO CAd OM 3HAYEHUe 3d
8b3HUKBAHEMO, CbWeCM8Y8AHemO, U3MEeHeHUemo u
npekpamsganemo Ha mpyoosomo npasoomHouerue u/uu
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KATEIOPUS JOKYMEHTHU BUJIOBE JOKYMEHTHU

30 6b3HUKBAHE, NOJ36AHE U NPEKPAMASAHE HA NPABA NO He20,
Kamo:

- OOKYMeHmMU, C8bP3AHU CHC 30PABOCTIOBHOMO CLCMOSHUE HA
PAOOMHUKA UMY CLyHCUMENS, U30A0eHU O KOMHemeHMHU
Op2aHu, GKIIOUUMENHO MEOUYUHCKU CEUOEMENCmEa,
OONHUYHU TUCMOBE, PEUUEHUs 3a ONPedeaHe HA
pabomocnocobrnocmma u HeobxXoOUMOCmma om
mMpyooycCmposieane;

- QOKyMeHmu, U30a0eHU om y4eOHu 3a6e0eHust U
opearuzayuu, y0ocmosepasauu npuooouma cmeneH Ha
3a68bPUIEHO 00PA306aHUEe U/UTU 0OYUeHUe UTU CIamym Ha
00yuaemo auye, 8KIIOYUMETHO OUNIOMU, CBUOEmeICed,
yoocmogepeHus, cepmupuramu,

- 0OKyMenmu, u30adeHu om mpemu auyd, KOUmo ca om
3HAueHue 3a YOOCMOBepsI8ane Ha U3NbIHEHU 3A0bANCCHUS HA
pabomooamensi, BKIIOYUMENHO 3A6ePEHU YEeOOMLEHUS U
cnpasxu no KT om Hayuonannama azenyus 3a npuxooume,
nocmanosnenue 3a 00658ane Ha CoUeCmEy8aAHemo Ha
mpyooso npasoomuowernue no 4i. 405a, an. 1 om KT,
3anopHU CboOuWeHust, npedsudenu ¢ ui. 512, an. 5 om
I'pasicoanckus npoyecyanen kooekc,

- Opy2u OOKyMEeHmU, KOUMO Cd OM 3HAYEeHUe 3d
BbL3HUKBAHEMO, CLUEeCMBYBAHEMO, USMEHEHUEO U
NPEeKpamsi8aHemo Ha mpyoosomo npasoomHoOueHuUe.

Hzmounux: Aoanmupano no Hapeoba 3a 6uoa u u3uck8anusma 3a cb30a6anemo u
CLXPAHABAHEMO HA eJIeKMPOHHU OOKYMEHMU 8 MPYyO08omo 0ocue Ha pabomHuKa uiu
caysrcumers

[Ton3uTe OT W3MOJI3BAHETO HA TPYAOBO JOCHE B EJICKTPOHEH BapHaHT CC
u3passiBaT B yJIECHEH U OBP3 HOCTHII 10 JOKYMEHTUTE 10 BCAKO BPEME; CIIECTSIBaHE Ha
BpEME U PEeCcypcH; CIIECTSBaHE HA Pa3XOIH 3a KypHEPCKH YCIYTH;, OCHUTYpsSBaHE Ha
MIPO3PAaYHOCT BHB B3aMMOOTHOIIICHUATA; ChXPaHsIBaHE Ha IOKYMEHTH IPU BUCOKO HUBO
HA CUTYPHOCT; aBTOMATHYHO TOIIBJIBAHE HA TOJISIMO KOJMYECTBO MH(OpMAIUS Ypes
U3MOJ3BAaHE Ha TMPEABAPUTEIHO Ch3AaZeHU (POpMH; EKOoJorochobpasHa padora
(MBanoBa, 2024).

4. IIpakTu4ecku acneKkTH

4.1. IlpaBHa CTOMHOCT M CBHOTBETCTBHE: XAPTUCHUTE U EJIEKTPOHHUTE
TPYZIOBH JOcCHETa uUMaTr enHakBa npasBHa cuna. Ako ETJl ce cwbxpansBar crnopep
HOPMAaTUBHUTE U3MCKBAHUS T€ MOTaT J]a ce U3IOJI3BaT U B chJia uiu npe MHcnekusaTa
1o Tpyna. Bp3MOXHO € TpyJOBOTO AOCHE Ja ChAbP)KA JTOKYMEHTH U Ha XapTus, U B
eNeKTpoHeH Qopmar. JIUruTamsHOTO MOANHUCAHUTE TOKYMEHTH MMAaT ChlaTa MpaBHA
CTOMHOCT, KaKTO M CAMOPBYHO IMOCTABEHUAT MOJIHUC.

4.2. TlonpmucBane. JloKyMeHTUTE MoraT Ja ObJaT TNOJNUCBAaHU B
JTUTUTAJIU3MpaHa cpeia U OT JIBETE€ CTPAHM, KOETO MPaBH Bb3MOXKHO OBP30TO U JIECHO
NOJNMCBAaHE Ha ToJsM Opod pa3iauyHu JOKYMEHTH HaBeOHBXK. Paboromarenurte
NOJNUCBAT HEOOXOAMMHTE JOKYMEHTH C IMOMOIITa Ha KBIM(UIUPAH E€IEKTPOHEH
noanuc (KEIT), a paGoTHuiuTe - upe3 ycbBbpiIeHCTBaH enekTpoHeH noanuc (YEII).
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CHUCTEMHOTO CBh3JaBaHE Ha TE3W IMOAINMUCH HE W3UCKBA JONMBIHUTEIIHU PA3XOAu 3a
paboTogaTenure.

4.3.Cpena Ha mnpuio:keHHe. EJEKTpOHHUTE TpPYyIOBH JOCHETa MOraT Ja
npujaraT OT pa3juyHU IO FOJIEMHUHA KOMIAHUM - MaKpO, MUKPO, CPEIHU U TOJIEMH.
[IpunoxeHneTo UM HEe 3aBUCH OT Opos Ha ciaykutenute. Pasnmuunure morpedburenu
MOTAT Jia UMaT U pa3inyeH A0CThII 10 pyHkimoHanHoctute Ha ET/[. Uma Bb3MOKHOCT
3a OTJlajeyeHa eJIeKTPOHHA UICHTU(PUKALIMS [TPU YCIIOBHE, Y€ Ca CIIa3eHU U3UCKBAHUSATA
3a KYC u AML, a nelicTBusiTa Ha HeTOOpOHAMEPEHHM JIMIIA MOTaT J1a OBJAT CIIPEHU C
MIOMOIITa HAa JIMIIEBOTO pa3lO3HaBaHE U MPOBEPKATA 3a PEaJICH YOBEK.

4.4. CnenupuyHm 3a1bJKEHUs HA padoToaaTesis:

e J1a yBeIOMH pabOTHUKA WITH CITY>KUTENS, 4€ Ch3/1aBa U ChXPaHsBa JUTUTATHHA
JIOKYMEHTHU C HETOBU JJaHHU;

® J1a OTIpe/IeNId TOUYHO KOU JOKYMEHTH I1I€ C€ ChXPaHABaT B TUTHTaJeH (Gopmar;

® J1a MPEeABUAM TEKCT B TPYJIOBHUS JOTOBOP WM Jla Ch3JaJe IPYr HapOYeH
JIOKYMEHT B TUCMeHa (popMa, upe3 KONTO pabOTHHUKA /12 U3pa3U ChITIACUETO CH J1a Obae
ajzipecaT Ha eJICKTPOHHHU U3SIBICHHUSI;

® J1a OCUTYpH BpPBUBAHETO Ha BCEKM €IUH JOKYMEHT uYpe3 yclyra 3a
€JIEKTPOHHA MpenopbyaHa Mouia.

e j1a mocour B [IpaBmitHHKa 32 BETPEIIHUS TPYIOB P BUABT HA CICKTPOHHHUS
MOJIITUC, C KOUTO paOOTHUIIUTE WIIM CIYKUTEIUTE II¢ Ce MOJAINUCBAT B CIyYai, 4e ce
U3M013Ba MH(OPMAIIMOHHA CUCTEMA 32 Ch3aBaHE Ha €NIEKTPOHHU JJOKYMEHTH;

® J1a OCUTYpPH Ha CIYXUTEIUTE CH HENMpEeKbCHAT M Oe3MaTeH IOCTBII [0
JOKYMEHTHTE OT EJIEKTPOHHOTO TPYIOBO JOCHE;

® J1a OCHUTYpPH IOIBPKAHETO HAa MH(OPMAIIMOHHATA CHCTEMA 110 HaYWH, KOWTO
HE MMO3BOJISIBA CIIYYaHO WJIM HE3aKOHHO YHUIIIOKaBaHE HA JAHHU OT Hesl, KaKTOo U /1a He
JIOTTYCKa HEMPaBOMEPEH JIOCTHII 10 CUCTEMATA;

® J1a OCHTYpH, IIPU TIOMCKBAHE OT CIIYKHUTEIl, TOJy4yaBaHETO Ha JOKYMEHT Ha
XapTUEH HOCUTEN, HE3aBHUCHMO OT BHEApPCHATa CHCTEMa 3a CIICKTPOHHU TPYJIOBH
JIOKYMEHTH.

Jlobpa mpakTuka B TOBa OTHOIIEHHE OM Ouio paboromaTenuTe Aa Ch3Aanar
OTJICJICH BBTPEIICH HOPMATUBCH aKT - BHTPEITHA IMOJIUTHKA WJIM IPABWIHHUK, B KOUTO
MoJIpoOHO J1a Ce OMUIIIAT BCUYKHU OOCTOSITENICTBA, CBHP3aHU C €IEKTPOHHUTE TPYIOBH
JIOCHETa U JIa CE OTPEJISISIT: HUBAaTa Ha TOCTHIT, BUOBETE €JIEKTPOHHU TIOJIITUCH, KOUTO
II€ C€ M3MOJ3BaT; Iepro/ia Ha TOCTHI (HAIIPUMEp IajH CIYKUTEITUTE e UMAaT JOCTHIT
JI0 €JIEKTPOHHOTO CH JIOCHUE U CIie]] KaTo HamycHaT padota) u ap. (MBanosa, 2024).

3akJirouenune

BbBekIaHETO HaA EIEKTPOHHO TPYAOBO Jocue B JeiHocTtra no YUYP naBa
BB3MOKHOCT BCHYKHM TIPOIIECH, CBBP3aHH C TPYAOBONPABHUTE OTHOIICHUS
(Ha3HayaBaHe/HAITyCKaHE, yIIPaBJI€HUE HAa OTCHCTBUSA, pa3MsAHa HA JOKYMEHTH H Jp.) Ja
Opaar auruTanuzupand. EQEeKTUTe ca MONOKHUTETHH U 3a IBETE CTPAHH B TPYJAOBUTE
OTHOIIICHUS M Ca CBBbP3aHH C HAMaJIBaHE Ha OIOPOKpPATUYHATA TEXKECT, MNOCTBI JO
uH(pOpPMAIUATA TT0 BCAKO BPEME U MOA00PsIBaHE HA OPraHU3aIlMOHHATA €(heKTHBHOCT.
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Abstract: The chapter explores the application of good practices in human resource
management at Fourth Bulgaria EOOD in the context of digital transformation and the
evolving work environment. The focus is placed on key HR functions such as job design,
recruitment and selection, training, performance evaluation and compensation, as well as the
provision of safe and healthy working conditions. Specific digital solutions are analyzed,
including the use of ATS systems, LMS platforms, electronic personnel files, and automated
tools for recruitment and employee assessment. The study highlights the role of the hybrid work
model and the organization’s efforts to preserve its corporate culture. The conclusions
emphasize the need for a strategic balance between technological innovation and the human-
centered approach in employee management.

Keywords: good practices, HR functions, digitalization, Fourth Bulgaria EOOD

JEL code: M12, M14, M15, L86

JAOBPU ITPAKTUKU ITPU JIUTUTAJIM3UPAHETO HA ®YHKIIUMUTE
1O YITPABJIEHUE HA YOBEIIKUTE PECYPCHU BbB FOURTH
BBJI'APUSA EOO/J

I'a. ac. n-p Beaimna KoseBa

Hronomuuecku ynusepcumem — Bapna, bvireapus

buiasua BestueBa

Fourth Bulgaria

BnBenenue

Fourth benrapus EOO/] e npiiepHo apy>kecTBO Ha riodanHaTa TEXHOJIOTUYHA
kommanusi Fourth Enterprises LLC cwe cenanume B Octun, Tekcac. Opranuzanusra e
crienMagM3upana B pa3paboTKaTa U MPeOCTaBIHETO Ha 00JaYHU COPTYEPHH PEIICHUS
3a XOTEJIHEPCTBOTO U PECTOPAHTHOPCTBOTO, OOCTYKBAaUKH KIUEHTH IO LISIT CBST.

OcnoBana nipe3 1999 r., Fourth o6enunsBa ycunusita cu ¢ HotSchedules u mpe3
2019 r. cp3maBa MBPBUS M €IWHCTBEH MO POJa CH HAIBIHO MHTETpUpaH codtyep ¢
OTIEpPaTHBHU PEIICHMs 3a pabOoTHaTa CWjia M KOHTPOJA Ha Pa3XoAUTEe B 00JacTTa Ha
PECTOPAHTHOPCTBOTO U XOTEAUEPCTBOTO. KOMOMHUPAHUAT MAKET C pEIeHUs 110 MOjiesa
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»copTyep karo ycmyra” (ot aHri e3. ,,Software as a Service”, SaaS) BxirouBa
IaHupaHe, pabOTHO BpeMe M MPUCHCTBUE, MPOCIEAsIBaHe Ha KaHAWIATH, O0yYeHHE,
JIOCTaBKa Ha WHBEHTAp H YMOPaBJICHHUE Ha YOBCIIKH pecypcH, OOHycH |
BB3HarpaxaeHus. Toi Bedue oOcmykBa kiueHTH oT 120 000 obGekTa mo Ui CBAT U ce
noaabpxka ot ekunu B CAILl, BenukoOputanus, benrapus, Kuraii, ABcTpanus u
O6enunenure apadcku emupctBa (OAE).

[TpucwsctBuero Ha Fourth B bearapus 3amousa npe3 2015r. ¢ oTkpuBaHeTo Ha
texHosiorndeH Xb0 B Codust. ExkunsT oT Hax 110 cnenuanuctu pa3paboTBa v NOAIBPKA
o0JlayHu TIPUIIOKEHUsI, u3mon3Baiiku TexHosoruu karo .NET, JavaScript, React u
Azure. Kommanusita ce oTiiMyaBa ¢ T'bBKaBa W CKHITHO-OPUEHTHpaHa paboTHA cpena,
AQHTQ)XUMEHT KbM Ka4eCTBOTO U HEMIPEKbCHATO YCHhBBPIIICHCTBAHE HA CBOUTE MPOIYKTH.
JHec T4 e mpu3HATa 3a BOJEI JOCTABYMK HAa WHOBATHMBHM pEIICHHS B cdepara Ha
XOTEJIMEPCTBOTO M PECTOPAHTHOPCTBOTO, KAaTO MPOABIKAaBa Jla paslIUpsBa CBOETO
BIUSHUE W Jla Tpeljiara BB3MOXXHOCTH 3a MPOQPECHOHATHO Pa3BUTHE HA CBOUTE
CITY>KUTEJIH.

Opraam3anusTa pa3padboTBa W BHEApPsSBA €AHU OT HaW-TOOpUTE MPAKTHKUA B
YIPaBJICHUETO Ha YOBEIIKUTE pECypcH B bbiarapus, IUrHTAIM3UPANKH TOIsIMa 4acT OT
JIedHoCcTUTE cU. YacT OT TAX MpeCcTaBsIMe B HACTOAIIUS MaTepHall.

1. IIpakTHYecKku MpUMepH 3a 10OPHU NPAKTUKH

VYnpasnennero Ha uvoBemkute pecypcu BbB Fourth bwearapus EOO/] e
CHBKYIHOCT OT OCHOBHHU (DYHKLIUU U JEHHOCTH, MEKIY KOMTO ChIIECTBYBAT JOTMUYECKU
BPB3KU U 3aBUCUMOCTU. Te ca CBbp3aHU €/1Ha C Jpyra U oOpaszyBaT €JMHHA CHCTEMA,
KOSITO TIpeICTaBsIMe Ha ciieaBamiara cxema (dwur. 1).

[Ipoektupane u
aHaJIM3 Ha Tpyda

Tpynosu,
WHAYCTPHAIIHU
CITyKEOHH

OTHOIICHUS pecypen

ITnanupane Ha
YOBEILIKUTE

MeHnuaKMBHT HA
YOBEHIKHTE

pecypcu

Ouenka 1
BB3HATPAXKICHUE
Ha YOBCIIIKUTEC

pecypcu

Ha6op u nogbop
Ha YOBEUIKHTE

pecypcu

OOyueHue u
KapuepHo
pa3BHTHE Ha
YOBEIIKUTE

pecypcu

Que. 1. Cucmema om ynKuyuu Ha MEHUOHCMBHMA HA YOGEUIKUME PecypCu

Hzmounuk: Paspabomxa na asmopume
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HO-Z[OJ'Iy NpeACTaBAME IMMPAKTUYICCKATA pCain3alusd Ha 1IO-TrojiiMa 4acCT OT TIAX B
KOMIIaHUATA, IPCUMYIICCTBCHO B KOHTCKCTA HA AUTUTAJIU3AalUATA.

1.1. IlpoexkTUpaHe Ha TPyAa, € AKIEHT BBPXY Cb3JaBaHe HA CHJIHA
(¢pupmeHa kyaTypa

[IpoekTupanero Ha Tpyaa € ympaBieHCKa (YHKIHS OT MEHHDKMBHTA Ha
yopewmkute pecypcu (MUP), upes kosiTo ce ch3laBa U yNpaBisiBa ISUIOCTHUST MPOEKT
Ha TpyJla B opranu3anusaTa. Mosxe Ja ce oTHacs 3a Is1aTa KOMIaHus (OpraHu3aluoHeH
JU3aliH): MPU TOJICMH OPTaHHW3AIMOHHHW MPOMEHHU, Ch3/IaBaHE HAa HOBAa OpPTraHM3AIlus,
IUIOCTHA pEOpraHu3alusl WU TMPECTPYKTypHpaHe, CIMBaHUS, pa3pacTBaHMUs,
HEO0OXOJIMMOCT OT 3HAYMTENIHO HaMallsiBaHE pa3Mepa Ha opranuzanusaTa. Moxe na ce
OTHACS W CaMo JI0 IPOSKTHPAHE HA OT/ICTTHU PaOOTHU MECTA: TIPU HYXkKJa OT CIUBAaHE HA
JUTBKHOCTH B JIQJICH OTAEN W HEOOXOIMMOCT OT Mpepaslpe/eieHne Ha paOOTHUTE
3aJ1a4yu, NP Ch3/1aBaHe HA HOBU PabOTHU MecCTa.

[IpomeHuTe B mpoeKTUpaHETO HA Tpya BB Fourth ce ciiydBaT B npoabKeHne
Ha TOJWHU, HO maHaemusaTa oT KoBun-19 npenn3BukBa 3HAYNTEITHA TPaHCHOPMAITUH.
Makap npeu ToBa Jja ChIIECTBYBA U 3aKOHOBO JIa € perilaMeHTUpana paboTara ot joMa
(32 HIKOJIKO THU MECEYHO), BbBEXKJIAHETO Ha M3IJI0 JUCTAHIIMOHHA paboTa MoCTaBs
NpeIn3BUKATEICTBA TIpe] KommaHusta. Fourth e m3BecTHa cbc cBosita (GupMeHa
KyJlITypa, Oa3upaHa Ha TPESKUBSIBAHETO B oduca, KOATO Mpeirojara akTHBHA
KOMYHHKAIUS ¥ XapMOHUYHU KOJIETHAIHU B3aMMOOTHOIIEHUS, BOJICIIH JIO CIJIOTSBAHE
U yJIOBJIETBOPEHOCT B eKumuTe. [lannemMusita mpoMeHs CUTyalusTa — OpraHu3aIusra e
NPUHYJCHA J]a Ce aalThpa U3KIIOYUTEITHO OhP30 KBbM H3ILUIO IUCTAHIIMOHEH PEXHM
Ha pabota. B omut na 3ama3zsT kynrypara cu, ¢ otmymsiBane Ha KoBun-19 Fourth
pelaBar 1a OnuTaT pa3IundHH MOJAXO0IU — OT OPraHU3UpaHe Ha CHbOUTHS K MEPOTIPUSITHUS
B oduca ¢ IeN MpHUBIMYAHE Ha IOBEYE XOpa J0 BBBEXKIAHE HA 3aIBIDKATCITHH
npucbcTBeHH nHU. Kommanusara paszpaboTBa XuOpuzeH pabOTE€H MOJEN, KOWTO
KOMOMHHpa paboTa B 0(pric C BB3MOKHOCTH 32 OT/IaJIeueHa 3a€TOCT - BEIHBK CEIMUIHO
UMa 3aJbDKUTEITHO TPHCHCTBHE Ha €KWIl (BCEKHU JIGH OT CeIMHUIlaTa ce peayBaT
pPa3IUYHKM CKWITH), a BEJIHBX MECEUYHO CE ChOMpAT BCHUYKHU CIYXKHUTETU. B Te3um mHU
0OMKHOBEHO MMa OpraHu3upaHa o(pucHa 3aKycKa, HHTEPECHU UTPU B CHOUTHS, CPEIIH
ot tumna All hands meetings (Ha KouTo ce 0OCHKAAT aKTyaTHH 3a (upMaTa TEMH, 1aBa
ce wuH(poOpMmalMs KakBO Cc€ ClydBa B MOMCHTA, KaKBH cCa IIOCTHDKCHUATA W
NpeIN3BUKATEIICTBATA MIPE/ OPraHM3aIUATa, TPa3HyBaT Ce YCIEXHUTE M ce 0O0CHKIAT
BB3MOXHOCTUTE). [lenTa e Xxopara 1a mpekapar BpeMe 3ae/IHO U Ja C€ OMO3HAsT, KAKTO
¥ J1a IOYyBCTBAT MPUHAIICKHOCT KbM IIEHHOCTUTE HA KOMIIAHUSTA.

Pasrnemano B TakbB KOHTEKCT, JJOKOJIKO JUCTAHITMOHHHUSIT/XUOPHUICH MOJIENT Ha
pabota e epextuBeH? MokeM Ju 1a TBBPANM, Y€ BOJU JI0 MO-HUCKA MPOTyKTUBHOCT B
cpaBHeHHe ¢ pabotara B oprc? OTroOBOPHT Ha EKCIepTa € KaTeropudeH — He3aBUCUMO
JAJIA € B JIOMa CH WJIH B oduca, IEPCOHATHOTO YYBCTBO 32 OTTOBOPHOCT W JIMYHATA
IICHHOCTHA CHCTEMa, pa0OTHUTE HABHUITU U IUCIUTIINHA, KOUTO BCEKU YOBEK € U3TPaIHAI
ca OHOBA, KOETO TPABU €JIMH CITY)KUTEIl aHTAXUPaH KbM paOOTHHS MPOIIEC ¥ BOIH IO
MOCTUTAHETO HA BUCOKU PE3yJITATH.

B onuT ga 3anasar u pa3BUAT GUPMEHATA CH KYJTypa 0 BpeMe Ha MaHIeMUsATa
ot KoBun-19 xomnanusita cb31aBa crienuainu kaHanu B Slack, kpiero cioykurenute
MOTaT Jia C€ BKJIFOYBAT B PA3jIMYHU WHUIMATUBU M BUPTYAHU JIEWHOCTH — HAIPUMEP
ChCTE3aHHUE 3a Hail-mo0pa CHUMKA C IOMAIlleH JIF0OUMeEIl, KaHal 3a CIIOpTyBAaIllX, KaHall
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3a BUPTYaITHO cliefjo0e1HOo Kade Wi BUPTyallHa MeThuHa Oupa u T.H. ToBa moamomara
NOJIbP’KAHETO Ha EKHITHATA KYJTypa U €MOLIMOHATHATA CBbP3aHOCT B YCJIOBUSITA Ha
JTUCTAHIIMOHHA padoTa.

Henocpeacteeno cnen mangemusita Fourth pa3zpaborBa u BHenpsiBa penuia
WHTEPECHU WHUITUATUBU:

A. XaKaTOHU — UHTEH3UBHU 24-4acOBU CHOUTHUS B KOUTO CIIY)KUTEIU pabOTAT
10 MHOBATHBHH NPOEKTU. ['0JIIMOTO MPEAMMCTBO 32 MOOCTUTENNTE € BH3MOKHOCTTA
TEXHUST TPOEKT Ja ObJie peanu3upaH peasHo BBB (upMaTa, KOETO CTUMYJIHpA
KpEaTUBHOCTTA U BHTPEIIHATA MOTHUBAIINS,

B. TexHoJ0rMYHU HMHOBAIMM — YacT OT EKUNUTE ce (OKYCHUPAT BBPXY
WHOBAIIMHM, CBBP3aHU C TEXHOJOTHUTE C KOWUTO paboOTAT, KaTO Taka Ce HAachpYaBa
Pa3BUTHETO HA CIIEU(DUIHU KOMIETEHTHOCTH U HOBATOPCKO MUCIICHE B TEXHUYCCKUTE
3BEHA,

C. Wellness Weeks — 1Ba mbTH F'OJUIIHO C€ OTIECIIS IO CEAMUIIA, IIOCBETCHA HA
3IPaBOCIIOBHUS HAYMH HAa JKUBOT ChC 3aHUMaHUS, CBBpP3aHH C (PUINYECKOTO H
MICUXUYHOTO Ojaromoiiyune. 3a J1a MoraT Te3U aKTUBHOCTH Jia HE CTaBaT MPEABUINMUI
U J1a OTeryaBaT CIYXUTEIUTE Ce ThPCH MOCTOSHHO pa3zHoOOpa3ue — OpraH3upar ce
OHJIalfH KypCOBE IO PHCYBAaHE M TOTBAPCTBO; MPABAT C€ OHJIAWH MEIHUTAIUU H JIOPH
Wora, mwiarec, (PUTHEC KJIACOBE, OpraHU3UpaT ce ChbOUTHUSI HA OTKPUTO (MHUKHUK B
ropara win pa3xojika B 300JI0ruueckaTa rpajgiuHa) u MHoro npyru. [lonactosiem, 3a 1a
ce MOJIbpKa MHTEPECHT M aHTAKUPAHOCTTA HA XOpaTa, BMECTO JIBa IBTH TOJMIIHO,
BCEKH MECEII C€ OpraHu3UpaT MaJIKH aKTHBHOCTH.

KitoubT KbM yCTOWYMBHUS YCIeX Ha Te3W HMHHUIMATHBU € IIOCTOSHHOTO
npocieasBaHe Ha HYXIUTE U MHTEPECUTE Ha XOpara, 3a Jia ce Mpejyiara ChIbpKaHue,
KOETO € aKTyaJTHO, KEJTaHO U BIAbXHOBsBAII0. ToBa mpasu Fourth reBkaBa u aganTuBHA
CIIPSIMO TOTPEOHOCTUTE U HATJIACUTE Ha CIIY)KUTETUTE 3a padboTa.

1.2. HaOop u mogdop Ha nmepcoHaT

HabopbT € cBbp3aH ¢ ycTaHOBSIBaHE, ThPCEHE U MPUBIMYAHE HA MOTCHIIMAIHU
KaHJIMJATH 33 CBOOOIHA TIO3UIUS B OpraHU3aIMsITa, KaTo cies ,,0TCsABaHe ™ ce n3bupar
OHE3H, KOUTO MAaKCHUMAJTHO € JOOIMKaBaT /10 M3UCKBAHUATA HA JUTHKHOCTTA.

[ToxGop BT HA HOBEUTKU PECYPCH € €CTECTBEHOTO MPOABIKEHHE Ha IEHHOCTTA IO
Habop. Upes Hero creaBa Aa ce chbepe nHbopMaius 3a Beue ,,HaOpaHuTe™ KaHIuIaTH
U CJIe]] OLICHSIBAHETO MM C TTIOMOIITa Ha MOJIXOISAIIN TEXHUKH JIa CE OCHIIECTBU U300p U
Ha3HavYaBaHE Ha HAM-TIOAXOMSIIMS 3a KOHKpeTHata pabora. ToBa e mporec Ha
YCTaHOBSIBAHE HAa CBHOTBETCTBUME MEXKIYy HW3MCKBAHUSATA HAa JaJieHa JIBKHOCT U
HEOOXOIMMUTE 3HAHMSI, YMEHHUS U JIMYHOCTHU KAa4eCTBa HA BCEKH €IMH KaHAMJAT 3a
Hesl.

[Ipouiecure mo HaGop W moabop Ha mepcoHan B beiarapus moHacTosieM ce
pa3BUBAT B YCJIOBUS PA3IUYHH OT TE€3U MPEIU HIKOJIKO FOJIMHU — aKO JJOCKOPO Ma3apbT
ce ompenensiie OT KaHIuJaTUTe, TO KbM MOMEHTa ce HalJioJaBa Mo-CKOpO OayiaHc
Mexay kKanauaatu u paboromarenu. [Ipemu Bpeme B UT cextopa Oemie obuuaitHa
MPAaKTUKa XOpaTa 4ecTO Ja CMEHST PO M KOMIIAHHUH, KOETO JOBENE 0 M3KYCTBEHO
HapacTBaHe Ha 3aruiatute. JlHec, MoJ BIMSHHE HA COIUATHO-UKOHOMHYECKHUTE U
MOJINTUYCCKU CHOUTHS B CBETOBEH MaIiad, MHOTO OpraHM3alliy B OpaHIIa KakTO B
CBeTa, Taka W B bwirapusi ca MpUHYACHH Ja CBHST JIEHHOCTTA CH, Ja HAIpPaBsT pe-
OpraHu3aIiy U CbOTBETHO JIa HAMAJISIT IEPCOHAIA.
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KsM MomenTa HaOOp®T 3a cBOOOIHM paboTHH MecTa BbB Fourth bwarapus ce
OCBIIIECTBSABA CPABHUTENHO OBp30, OnarogapeHue Ha €QEeKTUBHOTO H3IOJI3BAaHE Ha
pa3IMyHU KaHalu, Cpesl KOUTO:

e [Ipenopbky Ha HACTOSIIY CITYKUTENIN — Hall-e(PEKTUBHUSAT KaHA;

LinkedIn;

Kapuepna cekiust Ha KOpropaTUBHHUSA yeOCailT;
O0siBU B caliToBE 3a ThpCEHE Ha paboTa;

HR arennun.

[IpoueckT Ha mombop ce aganTHpa CHPSIMO KOHKpPETHATa JJIbXHOCT, HO
0o0nyYaitHO BKJIIOYBA CIIECTHUTE E€Tallu:

e [Ipernen Ha aBTOOMOrpaduu — MBPBOHAYAIHO OT CHEHUANHCT ,,YOBEHIKH
pecypcu’ u mocie oT MEHUKBbPBT 3a ChOTBETHATA POJIS;

e [IbpBO MHTEpBIO C hiring MEHUDKBP — 3a OLIEHKa Ha MOTHBAaLUs, KyJITypHa
CHBMECTUMOCT U OCHOBHHM YMEHHUS;

e [IpakTuuecka 3amaya — 4eCTO M3MOJ3BAHA 32 TEXHUYECKU WIM aHAIUTUYHU
pou;

o QuHANTHO MHTEPBIO C TEXHUYECKU EKCIEPTH — 3a 3a7bJ00YEHA OLIEHKAa Ha
npo(heCHOHANTHNUTE 3HAHUS U CIIOCOOHOCTH.

KakBa e ponsita Ha TeXHOJIOTMUTE B Habopa U 1moadopa Ha nepconan BB Fourth?
Bce ome HsAMa NOBIHO 3aMecTBaHE Ha Xopa OT U3KYCTBEH HHTENEKT, HO
JUTUTAIN3aluATa 3a104Ba J1a UTpae BCe MO-BakHa poJis B Ipolieca:

e Uuctpymentu karo ChatGPT ce mpunarat 3a aHanu3 Ha JaHHH, 00oOIIaBaHe
Ha poduau U IbpBUYHA 00paboTka Ha MHGOpPMALKS, KOSITO Mpeau € Ouia mpaBeHa
3o B Excel;

e YatOoT ce u3nos3Ba 3a OTroBapsHE Ha YECTO 3a/laBaHU BBIIPOCH OT CTpaHa Ha
KaHJIUJaTUTE 32 paboTa, KAKTO U 32 BBTPEIIHA KOMYHHUKALUs MEXAY CIyKUTEIUTE,
KOETO aBTOMAaTH4YHO HaMajsiBa HATOBapBaHETO BBPXY OTAEI ,,UOBEMIKH pecypcHu’ u
JIOpY EJIMMHUHHPA JAOHSAKB/IE HYK/1aTa OT TAaKbB TUII CIIEUAIHNCTH;

e ATS cucrema — codryep, KOUTO ChXpaHsBa BCUYKU KaHAMJIATYpPU MO €HA
poJIs, CTBIIKUTE OT MHTEPBIO IIpolleca, KOMEHTapy Ha UHTepBroupamuTe u T.H. Ha 6a3za
3alla3eHUTE TaHHU MOXKE J1a MIPaBH pa3IMuHU aHAJIM3HU C e 10100psiBaHe mpolieca Ha
mo00p.

Bprpeku aBromaTH3anusaTa BCHYKO CBbP3aHO C YOBEIIKA MpELEeHKa, EMOLMH U
KyJTypHa CbBMECTUMOCT, ocTaBa 0TroBopHOCT Ha HR cnennanucrure.

1.3. OOyueHue u pa3BUTHE Ha NEPCOHAJIA

OOyueHHeTo e Mpollec Ha YUCHE Mpe3 1eUsl KUBOT 3a 000TaTsBaHe 3HAHUATA U
YMEHHUSITA Ha YOBEIIKUTE PECYpCH B pOJISITA UM Ha OCHOBEH AaKTUB, C IeJ
YCBBBPIIICHCTBAHE HA  TPYIOBOTO WM  TMpPEACTaBIHE U TIOCTUTAHE
KOHKYPEHTOCIIOCOOHOCT Ha OpTaHU3aI[uUTE.

KapuepHoro pasButne ce wu3pa3sBa B MEPUOJUYHOTO IPEMHUHABAHE
(mpeMecTBaHE) Ha CIOYKUTEIS OT €IHU TPYJAOBU JIEHHOCTH B JPYrH C M0-00rato
CBhABPKAHHE HA TPYJ, NMPH KOCTO CE M3BBPIIBA U3MCHCHHE B MSACTOTO HA OTJCITHHUTE
JuIa B mpoeCUOHATHO-KBaTU(UKAIIMOHHATA CTPYKTYpa B CbOTBETCTBUE C MHTEPECUTE
Ha OTJIEJIHATA JJUYHOCT U MOTPeOHOCTUTE Ha hupMmaTa.
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OOyuenuero Ha ciyxutenutre BbB Fourth e mpencraBeHO OT WHTEH3WBHU U
no0pe CTPYKTypUpaHH BBBEXAAIM OOy4YeHHUs Ha HOBOHA3HAYCHHUTE (OHOOPAWHT) H
o0Oy4eHus 1o BpeMe Ha HeMOCPeICTBEHUsI paboTeH MpoIiec.

Komnanusita ckopo mpuKIOYd MamadeH OHOOPAMHT MPOEKT, KOWTO BKIIOUBA
HSKOJIKO KJTFOUOBU KOMIIOHEHTA:

e VYeaHaKBABaHE HA MPOLIECUTE 10 BBEXK/IaHE HA HOBOHA3HAUCHUTE CITY KUTEIIN
B pPa3JIMYHUTE JIOKAIIMU Ha OpraHu3anusiTa (pa3InyHuTe IbP:KaBU B KOUTO TS ONEpUpa),
KAaKTO U B Pa3JIUYHUTE OTEIIH;

e OnrtuMu3upaHe Ha MPOIECUTE IO OHOOPIUHT;

e JlurutanusupaHe Ha MPOLIECUTE MO BbBEXKTaHE HA HOBU CITY>KUTEIH.

Omie mpeny HACTHIIBAHETO HA IBPBUS paOOTEH IeH HOBOHA3HAUCHUSAT CITYKUTEI
nojlyyaBa UMEWN ¢ mociaHue ,,JloOpe momba®“, B KOUTO ce ChIbpika IOJIe3Ha
uHopMalnus ¥ HACOKM 3a Mo-Obp3aTa My ajamnrtauus B opraHu3anusara. Ha eran
,[IPEOOPIMHT, TOW Ma Bb3MOXKHOCT JIa CE MPEICTaBH MPEJl €KUIa — Ype3 KPaThbK TEKCT
3a cebe cu U CBOSI CHMMKA. Taka CIy>KUTEJSIT ce MOJTOTBS 3a POJIATa CH, M3rpaxaa
YYBCTBO 32 MPUHAJJICKHOCT U C€ HAMAJISIBAT €BEHTYAJTHUTE IPUTECHEHUSI, KOUTO MOXKE
Jla Ma, TPeIn J1a IPUCTHIN OPUITHAIHO B oduca.

MeHuKBPBT MOATOTBS MEPCOHATM3NPAHA OHOOPIUHT TIPE3EHTAIHS, KOSTO Ce
u3Mpaila B MbpPBUA paOOTEH JIeH Ha HOBUS CIYXXWUTeN. B Hes ca BKIIOYEHU BCUUYKH
BOXHU TEMH MU JIEMHOCTH, KOWTO TO OYAaKBaT Mpe3 cieaBamure 3 go 6 mecema —
BKJIFOUUTETHO CPEIIN, 00yUeHHs, OCHOBHHU JIUIIA 32 KOHTAKT, KAKTO U KOHKPETHHU LIETTH
OTHOCHO M3IBJIHEHUETO HA POJISTA.

[IepBUAT paboTEeH JeH € CTPUKTHO CTPYKTYpHUpaH IO YacOBE — BKIIIOYBA
3alo3HaBaHe C €KUIMa, cpella ¢ MPEeKUs MEHUDKBD U JPYTH BaXKHH B3aUMOJICHCTBUS.
[lenTa e HOBUSAT CIYKHUTEN Jla c€ TIOYYBCTBA OYAaKBaH M Ja ce ajantupa mo-osp3o0. Ha
BCEKH HOBOIIOCTBITMJI C€ Ha3HauaBa U ,,buddy* — kojera, KOWTO OTroBaps 3a HEroBaTa
WHTErpaIys U MOoJKpera o BpeMe Ha oHOopAuHTa. Bcuuko ToBa HaMassBa nepuoja Ha
ajanrtanys, eIMMUHUpA HEICHOTHUTE W H3TPaKJa YBEPEHOCT OIlle B HAYaJIOTO Ha
paboTHUS TpoIec.

OT caMOTO Hayajo CIYyXHUTENAT MMa JOCTBI JI0 pa3HOOOpa3Hu oO0yuyeHus,
OCHOBHO B OHJIaliH U nurutaieH ¢opmat. M3nonssa ce Learning Management System
(LMS mnatdopma) 3a opranu3zaius 1 IpocieasBaHe Ha 00yYUTeIHUS MTPOoIIeC.

3a TexHuueckutre oOydeHMsi akTMBHO ce u3mnoyi3Ba LinkedIn Learning, karo
MOJAYJUTE c€ M30UpaT CIPSMO HYXKIUTE Ha KOHKPETHHs YOBEK wiu ekur. [loBedeTo
o0y4eHus ca MHIAUBUIYATHU U aJIalITUBHU, ChOOPA3eHU C KOHKPETHATA POJIS.

KoMmmnanusta umMa siCHO W3rpajieHa OpPTaHU3aI[MOHHO-YMPABIEHCKA CTPYKTYpa,
KoATO AedUHUpA HUBATA U JUTHKHOCTUTE Ha CIYXUTEIUTE. B MOMEHTa akTMBHO ce
paboTu 1o BHEApsIBaHE Ha CHCTEMaA 3a ,,career pathing® — pazpaboTBaHe Ha MPO3paYHU
U JIOTUYHU KapuepHH MbTEKH, KOUTO MOJIOMAratr CIy>KHUTEIUTE B TBJITOCPOYHOTO UM
pa3BUTHE U PaCTEk B PAMKHUTE Ha OpTaHU3alUITA.

1.4. OmueHka 1 Bb3HArpa;KIeHHe HA MePCOHAJIA

OneHkata € OOCKTMBHO HEOOXOIWMa JEHWHOCT, CBBp3aHa C TpeleHKa Ha
TPYJIOBUTE KaueCTBa, HOBEJACHUETO B TPYAOBUS MPOLIEC U PE3YJITATUTE HA 3a€TUTE JIUIIA.
3a 1a ObJ1e OIEHEHO TPYIOBOTO MPEAICTABSIHE € HEOOXOAMMO M3TPAXKIAHETO Ha CUCTEMA
OT KPUTEPUH, NOKA3aTEIN U U3MEPUTEITHUA CKaJIH, C TIOMOIITa Ha KOUTO Jla C€ YCTAHOBH
MOCTUTHATOTO CHOTBETCTBHUE MEXOYy pEATHUTE TIOCTIDKCHUS ¢ TPEASBEHUTE
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M3UCKBaHUS KbM OLICHABAaHUTE, KaTO CUCTEMATa Clie/iBa Ja OTrOBaps Ha YyBCTBOTO 32
CIIPABEAJIUBOCT Ha CIY>KUTEIHTE.

Bo3narpaxknenus — paboTHaTa 3aruiata € Bb3HArPaKJIEHUETO 3a TMOJIOXKEHUs
TPY/I U CE OTpeieis B ChOTBETCTBUE C JOTOBOP MEX Ay paboToaarelis U paOOTHHKA, U B
ChOTBETCTBHE C HAIIMOHAJIHOTO 3aKOHOJAATeNcTBO. ToBa € cymara, KOSITO
paboTomaTensT MPeIoCTaBsi HA CIYXKUTEIUTE 3a Bb3ME3AsBaHE Ha Tpyda, KOUTO ca
MOJIOKHUJIU TIPU U3ITBIHEHUE HA BB3JIOKEHATA UM padoTa.

OcHOBHO cpencTBO, KOETO ce u3noii3Ba BB Fourth 3a ynmpasnenue Ha mporeca
10 TIOCTaBsIHE Ha IIeJI U OIICHKA Ha MIPEJICTaBIHETO, € MHCTPYMEHT OT naketa Microsoft
Office. CnyxuTenanTe caMOCTOATETHO BhBEXKAT CBOUTE 1IETTU B CUCTEMATa, KOSITO ClIe]
TOBa I'M aHAJIU3UpPa AaBTOMATHYHO, M3Mpallla HAIOMHSIHUS U TeHepupa o00OIIeHHS 3a
MEHUKBpa. B ChIUsS HHCTPYMEHT C€ BBBEKIAT U KPAHHUTE OIEHKH.

BaxHo e na ce or6enexu, ye eeKTUBHOCTTA HA TTOJIOOHU CHUCTEMH 3aBUCH Hai-
BEUE OT TOBA JIOKOJIKO T€ ca ChOOPA3eHM ChC CTPYKTYypaTa U KyJITypaTa Ha KOHKpeTHaTa
opraHuzanus. AKo elHa CUCTeMa HE € MPABIIHO MOAOpaHa U BHEAPEHA, TS MOXKE J1a Ce
NPEeBbpPHE B JOIIBIHUTEIIHO HATOBAPBAaHE, BMECTO J1a yJIECHSIBA MPOIIECHUTE.

3a ompezensHe Ha Bb3HArPXKICHUATA KOMIAHUATA 3aKyMyBa Ma3apHU JaHHU,
CBBP3aHH CBC 3arvlaliaHeTo B bbarapusa, ¢ uen Jga MNOAAbpKAa KOHKYPEHTHH H
CIpaBe/JTMBY HHBA Ha 3aruiatd. KbM MOMEHTa HsIMa CHIIECTBEHNW MHOBAIUU B TTOCOKA
JTUTUTATIN3allKs Ha TPOIECUTE MO0 Bh3HArPAXKICHUE, KaTO UMa MOTEHINAI 32 Pa3BUTHE
B Ta3M 00JIaCT 4pe3 MO-aBTOMATU3UPAHU U UHTETPUPAHU PEIICHUS.

1.5. 3apaBoc/ioBHU M 0€30IIaCHHU YCJIOBHS HA TPYI

3npaBociioBHU U Oe3onacHu ycioBus Ha Tpya (3bYT) ca onesu yciioBus Ha Tpy .,
KOUTO HE BOJAT A0 NpodecroHanHu 3a00JIIBaHUS U 3JI0TIONYKH MpU padoTa U Ch3aaBaT
MPEINoCTaBKa 3a MBIHO (PU3NYECKO, TICUXMUECKO M COIMAIHO OJjaromnoiydyve Ha
paboremmre nUIA. 3IPaBOCIOBHU Ca YCIOBHITA HA TPYyA, KOUTO OTCTpPaHSIBAT
BPEIHOCTUTE B TPYyA0BaTa ACHHOCT. be3omacHu ca yciaoBHsTa Ha TPy, KOWTO 3aIra3BaT
bu3nUecKus U ICUXUYECKUS HMHTETPUTET Ha CITY)KUTEINTE.

[Mangemusita or KoBun-19 ce npeBbpHa B KaTaIM3aTOp 3a AUTUTAIH3AIMATA HA
peavna BBTpemHOPUPMEHH Tpoliecd BbB Fourth, BkmtounTenHo u B cdepara Ha
3JIpaBOCIOBHUTE U O€30MMAaCHM YCIOBUS Ha TPyA. B OTroBop Ha Hy»XJaTa OT afanTaius
KbM JIUCTAHIIMOHHATA paboTa, KOMIIAHUATA — B ChTPYIHUYECTBO C topuctu u CioyxbaTa
o0 TPYyJI0Ba MEIHMIIMHA — Pa3pabOTH CJICKTPOHHA JCKJIapaius, KOATO periaMeHTHpa
yCIIOBHUSATA 32 paboTa OT pa3CTOSIHUE.

B nexnapanusita, cabpxkaiia Haj 30 KOHKPETHU TOYKH, CIIYKUTEIAT TPsiOBa /1a
OTIHIIIEC ¥ TIOTBBP/IM YCIOBUSATA B JIOMa CH, CBbP3aHU C pabOTHATa Cpe/ia — OCBETIICHHUE,
paboOTHO MSICTO, €PrOHOMUSI, HAIMUKE HAa He0O0XouMa TexHuka u ap. Cren mperies Ha
JOKYMEHTa, TOW WMa BB3MOXKHOCT Ja MPUEME WM OTXBBHPIM YCIOBHUATA, KATO CE
pasmuIe TUTUTaIHO.

AKO CIy)KHTENAT TPEICHH, Y€ JoMallHata My cpela He € TOIXOoJsIia 3a
edexkTuBHA U Oe30macHa paboTa, My Ce TIPEAOCTaBsl Bb3MOXKHOCT Ja paboTu OT oduca,
NIPH ClIa3BaHE Ha BCUYKU M3UCKBAHUS 32 OE30MacHOCT.

1.6. Eaexrtponno tpynoso aocue (ET/)

Ome npe3 2020 r. Fourth BBenie €1EKTPOHHOTO TPYIOBO AOCHE - TO CIIECTSBA
PBYHOTO BBBEXKJIAHE Ha MH(OpMAIUS U KOMHMpPAHETO OT pasnuyaure codpryepu. C
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HEroBa IMOMOII] C€ Ch3/1aBaT, MOAMKUCBAT U M3MPAIIAT JOKYMEHTH HSKOJKO IMbTU TO-
Obp30, OTKOJKOTO T@pPU U3MOJ3BAaHETO Ha XapTHeHo jocue. Cb3gaBaHETO U
YVOPaBIsSBAHETO MYy MOraT Jia c€ CIy4BaT H3LSJI0 JAWTUTATHO B pPEalHO BpEME.
JIOKyMeHTUTE OT TPYJIOBUTE JOCHETA HA HA3HAYEHUTE CIYKUTEIH Ca C JIECEH JIOCTBII,
KaTo MOCJEAHUTE CHIIO MOTAT J1a TH OTBAPAT U MOAMKUCBAT C MOMOIITA HA €JIEKTPOHEH
MOJITTHC.

EnexTpoHHOTO TpYI0BO JOCKME MMa MHOTO MIPEAUMCTBA Mpej XapTueHoto. ETo
MO-BaXXHUTE OT TSIX 32 KOMITAHUSTA:

e HaMmaJsIBa pa3XxoAUTe HAa paboTonaTels;

® U3KJIIOYBAa HEOOXOJMMOCTTAa OT Ha3HauyaBaHE Ha JOIBJIHUTENIEH I[EpCOHAI,
KOMTO /Ja ce 3aHMMaBa ¢ 00paboTka U OOMEH Ha JOKYMEHTH MEXIy padoTojaTel u
CITLYKUTEJL;

e 1aBa Obp3, yI00EH U JIECEH JOCTHII 32 CIIPABKY;

e CIiecTsiBa BpeMe, 3alloTo uMa (QYHKIIUS 32 MHOXKECTBEHH JICHCTBUS;

e yMa MHOrO OIIMU - Ch3JaBaHe, OOMEH, IOJIKCBaHE, OJOOpeHHe u
ChXpaHsBaHE Ha JOKYMEHTH;

e JaBa JOCTBI 10 00pa3u Ha JOKYMEHTH, KOMTO 4YECTO CE€ Hajara Ja ce
MOAMKUCBAT MIPU TPYIOBO-IIPABHU OTHOIIICHHUSI;

e JaBa Bb3MOXKHOCT 32 Ch3/]aBaHE Ha JIOI'BJIHUTEIHU 00pa3Iy;

® JaBa BH3MOXXHOCT 32 B3UMaHE Ha €KOChOOpA3HO pEellIeHUE 3a yrnpaBlieHUuEe U
ChXpaHECHHE Ha TIOKYMEHTH;

® JaBa JIOCTHI JO apXUB, KOWTO € OpraHu3upaH Taka, y€ MaKCUMajIHO OBP30,
JIECHO W yJIOOHO J1a MOTaT Jja ce MPaBAT CIPABKU U U3BJICUCHUS;

e ONTUMHU3HpA ce paboTaTa Ha oTAea “HoBeHIKH pecypcu’”, U JIp.

Exeronno Fourth bearapus npasu oguT B rimo0aneH Maiiad Ha BCUYKH ICHHOCTH
B 00J1aCTTa HA YOBEIIIKHUTE PECYPCH BHB BPph3Ka C TOBA JAIM OTrOBaps Ha M3UCKBAHUATA
3a CHTYPHOCT M Ha MPOIECUTE, KOUTO € HEOOXOIMMO Jia CJIC/IBA.

3ak/roueHue

Fourth Bwvarapus EOOJ] nemMoHCTpupa BHCOKAa CTENEH Ha I'bBKAaBOCT U
alaliTUBHOCT B YIPAaBJIECHUETO HAa YOBEIIKUTE PECYpPCH Ype3 YCIELIHO BHEIPSBAHE U
U3I0JI3BaHE HA Ppa3IM4YHM HMHCTPYMEHTH 3a auruTanusanus. OpraHuzanusra
TpaHcpopMupa Mojiena cu Ha paboTa, BbBEKIaliku XxubpujeH gopmat ¢ Gokyc BbpXy
3ama3BaHeTo Ha (hupMeHaTa KyJlTypa U aHTaKUpaHOCTTa Ha ciyxurenute. [Ipouecurte
1o noA0op 1 o0yueHHe ca CTPYKTYpUPaHH, JUTUTAIN3UPAHH U IEPCOHATU3UPAHU, KATO
ce usnon3Bar mojepau uHcTpyMeHTu: ATS, ChatGPT, LMS u LinkedIn Learning
wiar¢popmu. Komnanusita pa3BuBa LSJIOCTHA OHOOPAMHI CTpAaTEerusi C €JIEMEHTH Ha
JTUTUTAIN3ANUsS U padOTH MO M3rpaXkIaHe Ha JIOTUYHU KapuepHU MTeKU. BuBeneHO e
eJIEKTPOHHO TPYAOBO J0OCHe, KoeTo yiecHsiBa u yckopsiBa HR mpouecure. Ouenkara
CBIIO € JUTUTAIM3MpaHa, KaTo MMa IOTEHLMAal 3a pPa3BUTHE HAa aBTOMATHU3WPAHU
pelieHusl ¥ B MOCOKa Ha Bb3HArpaxjaeHusTa. KioubT KbM ycmexa € MOCTOSHHOTO
NpoCIIesIBaHEe HYXKIUTE Ha CIYKUTEIUTE U MOAIbPKAHETO HA BUCOKA aHTaXHPAHOCT
4ype3 MHOBALMU, IPO3PAYHOCT U TPHKa 3a 0JarochbCTOSHUETO.
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PROCESS THROUGH ARTIFICIAL INTELLIGENCE SOFTWARE
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Abstract: Integrating artificial intelligence (Al)-based software into the hiring process can
improve efficiency, reduce Human Resources professionals’ subjective opinions, and improve
decision-making. However, it poses challenges such as fairness, transparency, compliance with
legal requirements and applicant experience. Good practices include mitigating bias through
diverse training data sets, regular audits, and human oversight. Transparency is critical for
recruiters and candidates to understand Al-driven solutions. Legal and ethical considerations,
such as anti-discrimination laws and data privacy regulations, are also challenging when using
such tools. Al should complement human judgment, not replace it.
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JOBPU ITPAKTHUKHU ITPU HABOPA N ITIOJABOPA HA CJIIYKUTEJIN
YPE3 COPTYEP, BASBUPAH HA UBKYCTBEH UHTEJIEKT

I'n. ac. 1-p Panka HaveBa

Hronomuuecku ynusepcumem — Bapna, bvireapus

BbBenenue

N3kycrBenusT untenekt (M) ce mpeBbpHa B MONyJspEH HHCTPYMEHT B
mpoiieca Mo yrnpaBJIeHUE Ha YOBEHIKH pecypcH (Ha aHri. e3. ,,human resources — HR)
nopajay NOTEHIMalIa CH Jia pallMOHAIM3KUpa JIEHHOCTH 110 Ha0op U moA0op Ha MepcoHal
(Ha aHrI. e3. ,,recruitment and selection process‘), Aa Hamanu cyOeKTUBHATA MpPELIEHKa
Ha CHEUUATMCTUTE, aHTAXKHpPAaHU C Te3W JAEHMHOCTH, M Ja MojoOpu B3eMaHETO Ha
peumenus. IlogoGeHn codryep Moxke Aa aBTOMaTH3Upa MOBTApsIIM c€ 3aJadyd, Ja
no00pH CHIIOCTABSIHETO HAa KaHAUJATH U J1a TeHepupa aHAJIM3U U OTUETH, Oa3upaHu Ha
JTAaHHUTE, MPEIOCTaBeHN OT Kanauaarute. OT npyra crpasa, npen HR cnenumanucture
Cce MOCTABSAT U MPEAN3BUKATENICTBA, CBbP3aHHU C IPUIATaHETO HA HEUCKPUMUHALIMOHHU
NPAKTUKA 10 NPHUBJIMYAHE HA KaHAWAATH 3a JaJ€Ha [O3MLMs, KAaKTO W IpHU
U3BBPIIBAHETO HA OLEHKA U N300p Ha HAl-MOAXOIAIIUTE KaHAUIATH U3MEXKAY BCUUKH,
KOUTO ca KaHAWJATCTBAIM 3a AajneHa no3uuus. [lonoben copryep 6u cnomoruan npu
rapaHTupaHe Ha IpO3pavyHOCTTa IPU KOMYHHMKAIMATA ¢ KAaHAWJATUTE U CIIA3BAHETO HA
3aKOHOBara ypenoa. B Ta3u riaBa Ha ppKOBOJACTBOTO ce 0000IIaBaT KIIFOUOBH MPAKTUKU
3a rapaHTUpaHe Ha €TUYHO W eekTuBHO npuiaraHe Ha MW B mponeca Ha Habop u
no10op Ha ciyxkurenu. Te ce cBexaar J0:

1. M3non3Bane Ha ynpasisiBanu oT MM MHCTpyMeHTH 3a aBTOMaTH3UpaHE Ha
MOBTAPAILH Ce 3a7a4u;

2. [lopo6psiBaHe Ha aHaNU3a HA CHBIAJACHUE HAa KaH/IUJATHUTE;
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3. IIpenocTraBsiHe Ha aHAJIU3H, OA3MpPAaHU HA JTaHHU OT KaHAHUJIaTUTE;

4. OcurypsiBaHe Ha 3aKOHOCHOOPa3HOCT;

5. OcurypsiBaHe Ha MPO3PAYHOCT M KOPEKTHOCT B IIpoleca Ha HaeMaHe.

Llex Ha Ta3u rj1aBa oT PLKOBOJACTBOTO € J1a MIPEICTaBH JOOPU MPAKTUKHU MPH
Habopa u moAdopa Ha KaH/IUJIaTU B OPTaHU3ALMKUTE C IIOMOIITa Ha CPEJICTBA, Oa3UpaHu
Ha M3KYCTBEH MHTEJNEKT. Pasrimeganu ca v momysisipHU cOPTyepHH MPOIYKTH, KOUTO
MoOraT JIa C€ MHTETPHpaT B MPAKTUKATa HA CICIIHAIUCTHUTE TI0 YIIPABICHNE HA YOBEIIKU

pecypcu.

1. JloOpu nmpakTuKH

1.1. U3non3Bane Ha ynpaBiasiBanu oT UMW uHCTPpyMeHTH 32 aBTOMAaTH3HpPaHe
HA MOBTAPSIIIM Ce 3a/1a4H

W3non3BaHeTo Ha YIpaBJIsBAHW OT M3KYCTBEH MHTENEKT HHCTPYMEHTH 3a
aBTOMATH3UPAHE HA MOBTAPAILIM CE 33/1a4U B IIPOLIECUTE 110 yIPABIECHUE HA YOBEIIKUTE
pecypcu peBOJIIOLMOHN3HPa HAOMPaHETOo U 110100pa Ha IepcoHall ype3 NoJo0psiBaHe Ha
e(peKTUBHOCTTA, HAMAJIIBAHE Ha YOBEIIKUTE IPELIKU U MO3BOJIABA HA CIIELUATUCTUTE
[0 YOBEIIKH PECypcH Ja C€ ChCPENOTOYaT BBPXY B3EMAHETO HA CTPAaTErHYeCKH
penieHus, 6e3 na ry0aT U3JIUIIHO BpeMe B U3IIbJIHEHUE Ha TEXHUYECKH 3a1auu. EqHo ot
OCHOBHHTE IpuiioxkeHus Ha MU B yoBemkure pecypcu € aBTOMAaTU3UPAHETO Ha 3a]auu
KaTo Iperjes Ha aBroOuorpaduu, IiaHupaHe Ha HHTEPBIOTA U OILICHKH Ha KaHAWUJATH.
Te3n TexHONOTMM ca MpeaHa3HayeHU Ja oO0paboTBaT roysiM oOeM 3asBICHUS, Aa
uAeHTUGUIMpAaT  Hall-kBanuUUUpaHUTE  KaHAMJATH M J@  [PEJOCTaBAT
NEepCOHATM3UPAHN B3aMMOJECHCTBUSA, KaTO MO TO3M HAUYMH ONTUMU3UPAT ISUIOCTHHUS
Ipolec Ha HaeMaHe Ha XOopa B OpraHu3aluuTe.

[IpoBepkara Ha aBTOOMOrpaduara, TPAAUIMOHHO TPYJOEMbBK IIpoLEC, €
nognomorsata ot MM-0a3upanutre WHCTPYMEHTHM Upe3 CKaHUPAaHE Ha XWISIU
aBToOMorpaduu 3a KpaThbK nepuol oT Bpeme. M3pnuya ce 6a3zoBa uHpopmarms 3a
KaHJIMJATUTE CIOpE]l M3UCKBAHUATA 32 CHOTBETHHUTE IMO3MIMHM M C€ KJlacupaT Bb3
ocHOBa Ha choTBeTcTBHETO ¢ Te3u m3uckBaHus (Upadhyay and Khandelwal, 2018).
Upes npunarane Ha 00paboTKa Ha €CTECTBEH €3UK U AITOPUTMU 32 MAITUHHO O0y4eHHUE,
T€3U UHCTPYMEHTHU UACHTUPUIMPAT KIOYOBH IyMH U YMEHUS, KOUTO ChOTBETCTBAT Ha
JUTbKHOCTHUTE XapaKTEPUCTHKH, KAaTO IOMarar Ha CHEUAIMCTUTE IO YOBEIIKH
pecypcu J1a HamalsT BpPEMETO 3a HaeMaHe Ha padoTa M Jla ce ChCpelaoToYaT BBHPXY
JNEMHOCTH C IMO-BUCOK MpuoputreT. ToBa HaMmansBa pHUCKa OT IPOIYCKAaHE Ha
KBaJIM(PUIIMPAHU KaHAUAATHA IOpaJu rojieMusi o0eMa Ha KaHIUJaTypuTe, KOETO € YECTO
cpelaH npooiieM MpH TPAIUIIMOHHOTO HAOMpPaHEe Ha TIEPCOHAT.

[Io chmusg HauMH, 3aJBWXKBAHUTE OT U3KYCTBEH MHTEJIEKT 4aTOOTOBE
TpaHchopmMupaT HaurHa, o koiTo HR cnermanuctuTe yrnpaBiasiBat B3auMoACHCTBUSTA
¢ KaHnauaarure. YarboToBere ce U3MOoI3BaT IPHU U3IIBJIHEHUETO HA PYTUHHHU 3aa4H 110
BpEME Ha HAYAJIHUTE €TalM, KaTo OTTOBApSAT HA YECTO 3aJaBaHU BBIPOCH, IPOBEKIAT
NPEIBAPUTEIIHM OLEHKM M aBTOMAaTMYHO HAacpoyBaT HUHTEepBIOTa. Te3um cucremu
OCHUTypsABAT HAMYHOCT 24 Yaca B JICHOHOIIMETO, 7 THU B CEIMUIIATA, OCUTYPSBAUKU
10-0bp3U OTTOBOPH M TO-A00pa aHTAKUPAHOCT HA KAaHIUAATUTE, KaTO CHIIEBPEMEHHO
HaMaJsiBaT HAaTOBapBAaHETO Ha ekumnuTe mo 4yoBemku pecypcu (Black and van Esch,
2020).

Bwopexku ToBa, nokaro ympasisBaHata oT MM aBromarusamus noBHIlaBa
e(peKTUBHOCTTA, OCTABAT OMACEHUATAa OTHOCHO CIPABEJIMBOCTTA M IPO3PAUYHOCTTA IIPH
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CeJIeKTUpaHeTo Ha KaHmuaatute. CHCTEMHTE C HM3KYCTBEH HWHTEJIEKT MoOraT Ja
BB3MPOU3BEKIAT OTKJIOHEHMSI, IPUCHCTBAILIM B TEXHUTE NAaHHU 3a 0OydeHHE, KOETO
BOJM 0 JUCKPUMHUHAIIUS CPEIly KaHIUIATHTE Bb3 OCHOBA HA TOJI, paca WM JPYrH
nepcoHainu xapakrtepuctuku (Raghavan et al., 2020). ToBa Hasiara ocbhiliecTBsIBaHE HA
KOHTPOJI OT CTpaHa Ha CHEIHAINCTUTE MO YIPaBJICHUE HA YOBEIIKH PECYPCH, 3a J1a Ce
rapaHTupa, 4e aBTOMATU3UPAHUTE PEIICHUS Ca IPUBEJACHU B ChOTBETCTBUE C ETUUHUTE
CTaHJApTH 3a HaeMaHe Ha ciyxutenu (Binns, 2018). Opranuzanunte TpsiOBa peJOBHO
Jla OANTHPAT HHCTPYMEHTHTE, 3aABMXBaHU OT MU, 3a Hayimuue Ha MPUCTPACTHS | Ja TH
KOPHUTHUpAT, 3a J1a N30erHaT CUCTEMaTUYHOTO TUCKPUMUHUpPAHE Ha KaHJAUIaTH.

OnuThT Ha KaHAMIATUTE € BaxeH ¢akTop npu Habopa W moadopa Ha
noTeHnuanHu ciryxurennd. UM nactpymenTute TpssOBa na 6anancupaT eeKTUBHOCTTA
C TIEPCOHATM3UPAHETO, 32 J1a TAPAHTUPAT, Y€ KAaHIUAATUTE CE€ TyBCTBAT IICHEHH H Ja Ce
n30srBa JIOIIO OTHOIEHHWe B Tpomeca Ha cenektupane (Hunkenschroer, 2021).
CrnemoBaTenHO MOIBbPKAHETO Ha YOBEIIKO OTHOILICHHE, 0COOCHO B MO-KbCHUTE €TaIN
Ha HaOMpaHeTo Ha KaJIpH, OCTaBa OT CHIECTBEHO 3HAUYCHUE 32 €PEKTUBHOTO OTKPHUBAHE
Ha TaJIaHTH.

1.2.TlogoOpsiBaHe HA aHAJIM3a HA ChBIIaJlecHUE HA KAHAUIATHTE

[TomoOpsiBaHeTO Ha aHAJIM3a 3a CHBIIA/IEHNE HA KAHIUJATH € €IHO OT KIFOYOBUTE
npunoxxenus Ha UM nmpu HaGupaneTo Ha kaapu. Upes u3non3Bane Ha MU u anroputmu
3a MAaIIMHHO 00YyYeHWE, OPTraHU3aIMUTE MOTAT MO-TOYHO Ja CHIIOCTABSIT KaHAUJATHTE
ChC CBOOOJIHUTE paOOTHHU MECTa Bb3 OCHOBA HA TEXHUTE YMEHHS, OMUT U MOTEHIIUAT,
BMECTO JIa pa3uuTaT €AMHCTBEHO Ha TPAJAMIIMOHHU METOJIM, KAaTo CHhBIAJCHUE Ha
KJIIOYOBM JYMHU WM pbuU€H Imperjen Ha aBroouorpaduure. ToBa mnomoOpsBa
e(eKTUBHOCTTA Ha IIpOIleca, HaMalsiBa BpEMETO 32 HaeMaHe U yBeIn4YaBa BEPOSTHOCTTA
3a 1300p Ha KaHIIMJATH, KOUTO Ca Hal-TTOAXO/ISIIN 32 CBOOOIHATA TTO3UITHSI.

EaHO 0T OCHOBHUTE MPEMMCTBA HA CHIIOCTABSTHETO HA KAHUIATH, YIIPABIIIBAHO
OT M3KYCTBEH MHTEJEKT, € CIIOCOOHOCTTa Jia C€ HaIXBBHPIU THPCEHETO MO KIFOYOBU
JyMH U JIa C€ ChCPEIOTOYH BbPXY ChBIIAJIEHUETO, Oa3upano Ha ymeHus. [Inmargpopmure
C M3KYCTBEH HHTENEKT H3IO0J3BaT alrOpUTMU 3a 3a7bJI004YeHO OOydeHue, 3a Ja
aHAM3WUpaT [eiaus TpoQuI Ha KaHAWIATa, BKIIOYHATEIHO TEXHUS TPYAOB OIIWT,
o0pa3oBaHME W MEKH yYMEHUS, BB BPh3Ka C M3MCKBAaHHUATA 3a 3all0YBaHE HA padora
(Upadhyay and Khandelwal, 2018). Te3u uHCTpyMEHTH MOraT CBHIIO TaKa Ja BIUSAT
BHPXY TOBa KaK YMEHHSTA Ha KaHAMUJATUTE C€ ChIVIACYBAT C MO-IIMPOKHUTE IEIH Ha
KOMIIAHHUATA, KaTo T[oMaraT TeKyIIHUTe HYXIH, HO W HAa JIBITOCPOYHOTO
npucrnocobsiBaHe KbM pabOTHATA cpejia.

NN cwimo nogoOpsiBa mpolieca Ha HaeéMaHe Ha KaJipu upe3 uAeHTUUIMpaHe Ha
HETPATUIIMOHHN KaHJIUJIATH, KOUTO MOXKE Ja HE OTrOBapSAT HA BCHYKH CHCIUPUIHH
W3MCKBAHMUSA 32 TTO3UIIMSTA, HO IPUTEKABAT MOTSHIIMANA 1a CE CIPABAT OTIIMYHO Ha 0a3a
HA TEXHHUTE MEPCOHAIHU KayecTBa. Ta3u Bb3MOXKHOCT MPOU3THUYA OT CIIOCOOHOCTTA Ha
N na ananu3upa rojieMd HaOOpHW OT JaHHU 33 MUHAIHM CEJEKIUU U PE3YyIATaTH OT
NPE/ICTaBSIHETO, 32 J1a MPEIBUIN KOW TUTIOBE KaHIWIATH € HAl-BEpOSTHO Ja YCHEsT,
HE3aBUCUMO Jalld OTroBapsT Ha TpaauunoHeH monen (Raghavan et al., 2020).

OcBeH TOBa MOBTOPHOTO OTKPWMBAaHE Ha KAHAWUJATH € BAXXKHO MPEIMMCTBO Ha
ynpasnsBaaute or MU cucremu. Te3nm MHCTpYMEHTH MOTaT Ja NpecsBaT MPEIULTHU
KaHIUIATH WM CIY)KHTEIH B CHCTEMaTa 3a TpoCleisBaHe HAa KaHIUAATH Ha
OpraHu3aIusiTa, 3a 1a uIeHTU(GUIUpAT KaHAUIATH, KOUTO MOXE JIa ca MOJXOISAIIH 32
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HOBU paboTHU MecTa. ToBa HamaisiBa HEOOXOAMMOCTTa OT HaMHpaHE Ha HOBHU
KaHJIWJATH U TaKa c€ yCKOpsABa Mpolieca Ha HaeMaHe W ONTUMHU3UPA U3MOJI3BAHETO Ha
cwiiecTByBamuTe nanuu (Black and van Esch, 2020).

Brrpeku npeaumcTBaTa obade, MOXKe J1a Bb3HUKHAT IPOOJIEMH M TIPH TO3H THIT
npakTukd. CHCTEMUTE C WM3KYCTBEH HMHTEJIEKT MOraT Ja ce oOydaT MOTpeurHo jaa
UICHTUDHUIMPAT TMOAXOASIIM KaHAUAATH W Ja BB3MPOU3BEAAT OTKJIOHEHHUS OT
UCTOPUYECKH JIaHHM 3a TMPEIXOJHU CEJCKIHMH, OCTaBAWKM W3BbH H3BajJKaTa
MOTEHIIMATHO noaxoaamu kanauaatu (Binns, 2018). CnexoBaTeHo peJOBHUTE OJAUTH
Y YOBEIIKHAT HAJ30p Ca OT CHIIECTBEHO 3HAUYCHHE 3a TApaHTHPAHE Ha CIPaBEITUBOCT
B IIpoIieca Ha ChIIOCTaBsAHE, yrpaBisiBad oT U.

1.3. IlpenocraBsiHe HA aHAJM3M, 0a3UPAHU HA JaHHU OT KaHIAMIATHTE

[IpenocraBsHeTO Ha aHAINW3HM Bb3 OCHOBA HAa JaHHM 3a KaHAWJATH € €JHO OT
3HAYUTEIHUTE TPEAUMCTBA, KOUTO M3KYCTBEHHUAT HHTEIEKT HOCH B IIpolieca Ha
HaOupaHe 1 mo00p Ha MepcoHajl. AHAIU3UTE, YIPABISABAHU OT U3KYCTBEH MHTENEKT,
MO3BOJISIBAT Ha MPO(PECHOHAINCTUTE B 00JIACTTa HA YOBELIKUTE PECYPCH Ja U3BINYAT
3HAYMMH aHAJIHU3H OT FOJIEMH MAaCUBH OT JaHHHU, TO100psIBaiiku B3eMaHETO Ha pelIeHus,
1o/1I00psABaiiKM CTpaTeruuTe 3a HaOMpaHe Ha MEepCOHANl U MPOTHO3MpANKM ycliexa Ha
KaHauaaTure. Ype3 aHaiu3upaHe Ha TEHJAEHLUHU, MOJENIN U KIIOYOBHM MOKa3aTelu B
JAHHUTE 3a KaHJIUJAaTUTe, WHCTPYMEHTUTE C M3KYCTBEH MWHTEJIEKT IomaraT Ha
OpraHu3alMUTe /12 B3€MaT M0-00EKTUBHU PEILIEHUs 32 HaeMaHe, 0a3upaHo Ha JIaHHU.

basupanure na U1 ananutuynm miatrgopmu npeanarat cTaOuiIHA Bb3MOKHOCTH
3a cpOupaHe U 00pabOTKa Ha JaHHM 3a KaHIUAATU. Te3u MHCTPYMEHTU aHaJIU3UpPaT
aBTOOMOrpaduu, KaHIUAATypH 3a paboTa, OTTOBOPH Ha MHTEPBIOTA U APYTH TOUKU OT
JAHHU, 32 J1a OCUTYpPST IMpeAcTaBa 3a MPUTOJHOCTTA Ha KaHIUAATUTE, BKIIOUYUTEIHO
ChBIAJCHUE HAa yMEHUs, NpodecHoHaleH ONUT M KYJITYpHO CBhOTBETCTBUE.
CrniocoOHOCTTa J1a OLIEHSBAT MEKUTE YMEHHUS Ha KaHIUAATUTE, KaTO KOMYHHKAIUs U
pabora B e€Kul, C MOMOLITAa Ha aHalu3W, ynpasiasBaHu ot MU, nomara Ha
npodecruoHanucTuTe B 00JacTTa Ha YOBELIKUTE PECYpPCH [a HAJAHUKHAT OTBBA
OCHOBHHTE KBaJH(PHUKAIUH, TMOJAbPKAUKU MO-ISUIOCTEH MOTJIEA BbPXY KaHAMJIATHTE
(Upadhyay and Khandelwal, 2018).

Enna ot kmodoBute oOnactu, B kouto MM aHamm3uTe ce okas3BaT IICHHU, €
npe/ICKa3yeMoTO HaeMaHe. AITOPUTMHUTE 32 U3KYCTBEH MHTEJIEKT MOTraT J1a aHaJIu3upaT
UCTOPUYECKHU JAaHHU, 32 Ja WACHTU(OUIUPAT MOJEIH MPH YCHEIIHN HAaeMaHHUs, KOETO
MO3BOJISIBA HA CIELMATUCTUTE MO MOA0O0p Aa MpeAcKakaT KoM KaHIWJATH € Hai-
BepoiATHO Ja ycmesaT B naneHa pois (Black and van Esch, 2020 r.). Hampumep
1aTOpMuUTE U3MOI3BAT MAIIMHHO O0yUYeHHeE, 3a Ja OLCHAT KaKTO TBbPAUTE, Taka U
MEKUTE yYMEHHUS, CPaBHSABAWKM MPOPUINTE HAa KAHIUAATUTE C TE3M Ha YCIEIIHUTE
CITyKUTEJIH, 3a J]a Ipe/IcKakaT eeKTUBHOCTTA U CTENEHTa Ha 3aabpkaHe. To3u moaxos
yBeJIMYaBa BEPOSATHOCTTA 3a MU300p HA KaHAMJIATH, KOUTO HE cCaMO Ie OTroBapsT Ha
M3HMCKBAHUATA Ha POJIATA, HO U III€ OTIOBAPAT HA OPraHU3allMOHHATA KYJITypa.

1.4. OcurypsiBaHe Ha 3aKOHOCHOOPA3HOCT

OcurypsiBaHeTO Ha 3aKOHOCHOOPA3HOCT B Mpolieca Ha HaOMpaHe Ha MEPCOHAN C
NN e xputuueH npoOieM, Thi KaTo KOMIIAHMUTE Bce noBede npuemar MU
MHCTPYMEHTH 32 pallMOHAJIM3MpaHE Ha HaeMaHETO Ha Kaapu. [[okaTto ynpaBisiBaHOTO
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ot M nabupane Ha mepcoHal mpeajiara 3Ha4YUTelHU MPEAUMCTBA B €(DEKTUBHOCTTA H
B3EMaHETO Ha pEUIeHMs, TO BbBEX/]a CIOXHHU NMPABHU NPEIU3BUKATEICTBA, C KOUTO
opraHu3anuuTe TpsOBa J1a ce CIpaBsT, 3a Ja U30erHarT TUCKPUMUHAIUS, Ja 3allUTsT
JAHHUTE Ha KaHAUJATUTE U J1a CI1a3BaT HAIIMOHAIIHUTE U MEXKIYHAPOIHH pa3nopeou.

OcHoBHO npaBHO npenu3BukarencTso npea MW npu nabupanero u nondopa Ha
MEepCOHAN € CIa3BaHeTO Ha aHTUIUCKPUMUHAIIMOHHUTE TIPAKTUKU C IIeJl OCUTypsIBaHE
Ha paBHU Bb3MOXKHOCTH 32 3a€TOCT. OOIIUAT peryiaMeHT 3a 3amurta Ha janaute (GDPR)
B EBpona HaOnsdra Ha mpo3payHOCTTa U CIPABEAJIUBOCTTAa IPU aBTOMATHU3UPAHOTO
B3€MaHe Ha pelIeHUs], U3UCKBAWKHU OT OPraHU3AIMUTE J1a IPEIOCTABST SICHH OOSICHEHHUS
3a ToBa kKak MW anroputmurte oreHsBar kanauaatute (Parviainen, 2022). U
WHCTPYMEHTUTE, aKO HE ca MpaBUJIHO MNPOCKTUpAaHW U HaOIIOJaBaHU, MoraT Jaa
BB3MPOU3BEAT OTKJIOHEHHUS], TPUCHCTBAIM B UCTOpUUYECKUTE AaHHU. [IpoyuBaHusTa
nokaspat, ye M Moxke 1a M30CTpu MOHSKOTa CyOeKTUBHATA IMpelieHKa B mpoleca Ha
HaeMaHe Ha KaJipu, KOETO MOXke J1a AoBejae 1o nuckpumunanus (Raghavan et al., 2020).
B pesynTaT Ha TOBa OpraHu3anuuTe TPsIOBa PEIOBHO J1a OAUTHPAT U KOPUTUPAT CBOUTE
WU cuctemu, 3a 1a OCUTYPST CHOTBETCTBUE C AHTUTUCKPUMUHAITMOHHHUTE MTPAKTUKH.

Corinacio GDPR kanaupaTtuTe mMat mpaBo Ja 3HasT kora MU ce u3mnonsBa B
ISJIOCTHUSL TIPOlleC Ha HaeMaHe U Kak ce B3emar pemieHus (Parviainen, 2022). Tosa
M3HUCKBa OT KOMMaHuuTe 1a BHeApAT M uHCTpyMEHTH, KOUTO TO3BOJIABAT OOSICHUMHU
pellleHus, KaTo rapaHTUpaT, 4e CIeUaIuCTUTE 10 Ha0op U MoAO0p Ha MepCOHA MOTaT
Jla IPEIOCTaBAT SICHU MIPUYUHU 321110 OMPeIeTIeH KaHAUAAT € U30paH Wi OTXBBPJICH.

OcBeH TOBa 3amUTaTa Ha JAHHUTE U MOBEPUTEIIHOCTTA Ca PEIIaBaIld MPaBHU
ChOOpaKeHUs MpU HabupaHETO Ha mepcoHan, ympasiasBaHo ot UU. U cucremure
00paboTBar rojemMu 00eMU JIMYHU JAHHU, BKIIOUUTEITHO YyBCTBUTEIHA WH(OpMAIIHs
3a kanaupature. CeriacHo pasnopendbu kato GDPR opranumsamuure tpsioBa na
MOJTy4aT ChIVIACHE OT KaHAUIATUTE 32 CbOUpaHe Ha JaHHU U J1a TApaHTHUPAT, UY€ TAaHHUTE
Ce W3MOJ3BaT €IMHCTBEHO 3a IeNWTe Ha HaOupaHero Ha mnepcoHan. [IpaBuiaHHUTE
MpeArna3Hul MEpPKHU, KaTo aHOHMMU3UpaHE Ha JaHHW Ha KaHAUJATH W TpHJIaraHe Ha
CTPOTH MPOTOKOJIM 3a CHUTYPHOCT Ha JaHHUTE, Ca OT CBHIIECTBEHO 3HAYCHHUE 3a
rapaHTUpaHe Ha cra3BaHeTo Ha noBeputenHoctTa (ElBaih, 2023).

W B TO3M cilyyail YOBEWIKUAT HAA30p UTPAe KPUTHYHA POJIS 33 MOAAbPHKAHETO HA
3aKOHOCHOOpa3HOCTTa Mpu Habupaneto Ha mepcoHan ¢ MU. Yosemkoro yuactue
rapaHTHpa, Y€ aBTOMATHU3UPAHUTE PEIICHHUS CE OLCHSIBAT 3a CHPAaBEUIMBOCT U 4Ye
MIPaBHUTE PUCKOBE Ca CBEJICHU O MUHUMYM.

1.5. OcurypsiBaHe Ha IPO3PAaYHOCT U KOPEKTHOCT B MPoIleca HA HAeMAaHe

OcurypsiBaHETO Ha MPO3PAYHOCT M CHPABEAIUBOCT B Tpolleca Ha HaOoOp U
noabop e apyr kputudeH npooOnem. Jlokato MM wmma moTeHInuana aa moao0pH
€(eKTUBHOCTTA U 0OEKTUBHOCTTA, TOM CBHIIIO TaKa KpUE PUCKOBE, CBBP3aHU C JIUIICA Ha
MPO3pPavYHOCT. 3a Jla HaMajsAT TE€3W PHUCKOBE, OpraHu3alMuTe TpsOBa 1a MpuUeMar
CTpaTeruu, 3a Ja rapaHTupar, 4ye ymnpaisBaHute ot MU cuctemu HachpuaBaT
CIIpaBeyIMBU M TPO3payHU TMPaKTUKU 32 HAaeMaHe Ha Xopa B OpraHU3AIUUTE.
Opranuzanunte TpsAOBaA Ja MpHiIaraT TEXHUKH 32 HaMaJlsiBaHEe Ha CyOeKTUBU3MA, KaTo
HaIpUMep M3IOJI3BaHE Ha Pa3HOOOpa3HM W TPEJCTABUTEIIHH HA0OpW OT JaHHH 3a
o0y4eHHe 1 MPOBEXK/IaHEe HA PEIOBHU OJIUTH HA IPUCTPACTHS, 32 JAa HIACHTU(UIIUPAT U
KOPUTHPAT BCSIKAKBU JUCKPUMHHAIMOHHU MOJIENU TP B3eMaHeTo Ha pemenus ¢ MU
(Mehrabi et al., 2021).
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OcwurypsiBaHeTO Ha MPO3PAYHOCT € KIIYOBO Mpenu3BukarencTso npu WU
IrOPUTMHUTE, KOUTO GYHKIIMOHUPAT KaToO ,,4EPHHU KyTHH"‘, B3EMalKH PEIIEHUs, KOUTO
ca TpyAHHU 3a pa3bupaHe win o0sicHeHHe OT Xopara. JIurncara Ha MPo3pavyHOCT Ch3/1aBa
npoOsieMH, 0COOEHO KOrato KaHJIWJATHTE C€ CTPEMST Ja paz0epar 3amo ca u3dpaHu
WIA OTXBBPJICHU.

CrpaBe/UIMBOCTTA MPU CEICKTUPAHE HA KaHIUAATH € CIa3BaHETO Ha MPaBHU U
eTHUYHH CTaHAapTH, kKaro OOmMs periaMeHT 3a 3alluTa Ha JaHHuTe B EBpomneickus
cb103. GDPR nHanara npo3padHocT npu aBTOMAaTU3UPAHOTO B3EMAHE HA PEIICHUS U J1aBa
Ha KaHIUJATUTE MPaBOTO Ja pa3depaT Kak allfOPUTMUTE BIMSAT HA IIAHCOBETE UM B
mporieca Ha Habop u moadop Ha kaHauaatu (Parviainen, 2022). Kato cma3Bar Te3m
pasnopenOu, OpraHM3alMUTe MoraT Ja HachpuaBaT CIIPaBEAJIMBOCTTa, KaTo
rapaHTHparT, 4e ynpasisBanute or U pemenns 3a HaemaHe ca HE caMO 3aKOHHH, HO U
CTHYHHU.

B 3akmioueHue, OCUTYpSBaHETO HA TMPO3PAYHOCT W CIPABEMIUBOCT TpHU
HaeMaHeTo, ynpaBisiBaHo oT MU, n3nuckBa cpaBsiHe ¢ alTOPUTMUYHHUTE HEJOCTATHIN
Ha CHCTEMHUTE, MpeAocTaBsiHe Ha o0sicHuMu pemieHus ¢ MU, cna3Bane Ha mpaBHUTE
HOpPMU U TOAJIbPKaHE Ha YOBEIIKM Haa30p. Bb3npueMailku Te3W MPaKTUKH,
OpTraHM3alMUTE MOTAT Jia C€ BB3IMOI3BAT OT MpeauMcTBaTa Ha Al, KaTo ChIIEBPEMEHHO
HachbpyYaBaT CIpaBeJIMB U MPO3PaUeH MPOIeC Ha HaOMpaHe Ha IEPCOHAT

2. HO}IXO[[HIII HHCTPYMECHTApPUYM, 6a3npaﬂ Ha H3KYCTBCH HMHTCICKT, B
MMOMOIIl HA IMpoIeca HAa HaeMaHEe Ha CIYKHTEC/IN

B Tta3su Touka pasriexmame npumepu 3a MI-0a3upaHu MHCTPYMEHTH, KOHTO
Morat na ObJaT HW3MOJ3BAaHM B Ipolleca MO HAa0Op U MOAOOpP HA CIIYXUTEIH.
[IpencraBeHn ca OCHOBHH XapaKTEPUCTUKH Ha BCEKU cOPTyep, KAaKTO U ouIraieH yeo
caiT. TpsOBa ;1a ce 0TOCIICXkKH, e TOBA € HEM3UEPIIATEICH CIIMCHK Ha ChIIECTBYBAIIUTE
copTyepHH pEIICHHsI, KOUTO MOTAT JIa C€ M3I0JI3BaT B IIporieca 1o Habop U Mmoaoop Ha
KaHIUATH.

2.1.HireVue

HireVue e Bonema nmnardgopma, ynpasisBada oT Al, kosTo nogo6psiBa mporeca
Ha HaOMpaHe Ha IEPCOHAJ Ype3 BUJICO HHTEPBIOMPAHE M MHCTPYMEHTH 3a olleHKa. EqHo
OT OCHOBHHTE NPEAUMCTBA € €(EeKTUBHOCTTA - T03BOJIABA HA KAHIUAATUTE J1a 3aHCBAT
OTIOBOPHU Ha MPEJIBAPUTEITHO 3aaJIEHH BBIIPOCH 32 HHTEPBIOTO, KOTaToO UM € y100HO, a
OpPraHM3alMUTE MOTAT 3HAYMTEIHO Jla HAMAJAT BPEMETO, MPEeKapaHO B IUIAHUPAHE U
NPOBEXKJIaHE HA MHTEPBIOTA. Ta3u (yHKIMS MO3BOJISIBA HA CHEIUATUCTUTE 110 11000p
Jla TIperyiexaar Obp30 MHOXKECTBO KaHMIaTH, pallMOHAIM3UPANKH Ipolieca Ha To00p
Ha KaJIpH.

Jlpyro mpenMMcTBO ca aHaJIM3UTe, yInpaBisBaHu oT JaHHU. HireVue u3nons3sa
WU anroputmu, 3a 1a aHaau3upa BepOATHNUTE U HEBEpOATHUTE 3HAIM HA KaHAUJATHTE,
NPEOCTaBANKY aHAJTU3 Ha TEXHUTE KOMYHUKAIIMOHHU YMEHHsI, HUBA HAa aHTQ)KUPAHOCT
10 BpeMe Ha MHTEPBIOTO W JAJIU ca TOAXO/SAIIM 32 OTBOPEHATa No3uIus. ToBa momara
Ha paboTomarenuTe 1a B3eMaT MO-UH(OPMUPAHU PELICHHUS Bb3 OCHOBA Ha OOEKTHBHU
naHHU, a He Ha cyOekTuBHHM Brieyatiaenus (Upadhyay and Khandelwal, 2018).

Od¢unuanen yed caiit: https:// www.hirevue.com/platform/online-video-
interviewing-software (mocieaes noctsn Ha 20.05.2025 r.).
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2.2. Pymetrics

Pymetrics e nHoBaTHBHa maTdopma 3a HabupaHe Ha IEPCOHA, YIPaBIsiBaHa OT
WU, kosaTo e 6a3upaHa Ha UTPOBH OLICHKU HA YMEHUSTA Ha KaHIAUAATUTE, KATO U3MO0JI3Ba
MOBEJICHYECKH aHAJIM3W W aHAIM3M Ha E€MOLMHUTe, 3a Ja Ce m3rpaau mpodui Ha
KaHauaature. EMHO OT OCHOBHUTE MpPEeIUMCTBA Ha coTyepa € CioCOOHOCTTa My Jia
MPeIoCTaBsl MO-1ISIIOCTHO pa30upaHe 3a MEepCOHAIHUTE OCOOCHOCTH Ha KaHAHUIATUTE,
YUUTO YMEHUS U TUYHOCTHU XapaKTEPUCTUKA Ca B ChOTBETCTBHE C OpPraHU3aIMOHHATA
KyJITypa Ha KOMIIAHUATA M W3UCKBAaHHUATA 3a paboTHaTa Mmo3unus. To3W IMOAXOX
HachpyaBa MPAKTUKUTE 3a MpuoOlliaBaHe KbM paboTHaTa cpena, kaTto ce (okycupa
BBPXY MOTEHIIMAJIa HAa KaHIUAaTUTE, a He BBpXY TexHus npousxon (Obaid, Farooq and
Abid, 2020).

Jlpyro mpeIuMCcTBO € HamalieHaTa CyOeKTHBHA MIPELIeHKa B ITpolieca Ha HaeMaHe.
Pymetrics u3nosns3Ba anropuTMu, KOUTO IPUOPUTHUZUPAT CHOTBETCTBUETO HA MPOPUITUTE
Ha KaHIWJIATUTE BBH3 OCHOBA HA TIXHOTO MPEJICTAaBSHE B WUIPHUTE, KOETO MOXE Ja
TIOMOTHE 3a TI0-100po pazOupaHe Ha MEKHTE YMEHUs, KOUTO mpuTekaBaT (Raghavan et
al., 2020).

Eaun ot HemoctaTpuute Ha Pymetrics € BallMgHOCTTa HA TEUMH(PUIIUPAHUTE
ornieHKH. CTiopel KPUTUIIUTE HA TO3HM IMOAXOJ MPEJICTABIHETO B UTPHUTE MOXKE J1a HE
IpeJICKake TOYHO MPEJICTABSIHETO Ha paOOTHOTO MSCTO WIIM MOXKE J1a OJIaronpusaTCTBa
kaHauaaTt ¢ onut B urpute (Obaid, Farooq and Abid, 2020).

Od¢unuanen yed cait: https://www.pymetrics.ai/candidates (mocneaeH 10CTbI
Ha 20.05.2025 1.).

2.3.Eightfold.ai

Eightfold.ai e 6asupana na WM mnnardopma 3a ymnpaBieHHUE Ha TaJaHTH,
npeIHa3HaueHa Jla ONTHUMHU3Wpa HAOMPAHETO, 3aTbPKAHETO M IUTAHHPAHETO Ha
paboTHaTa cuna. ENTHO OT OCHOBHHUTE My MpPEIUMCTBA € CIIOCOOHOCTTA J1a TIPEIOCTaBs
3a1bJI00YCH aHaJIU3 32 YMCHUSTA M ONWTAa HAa KaHIUJIATHTE, KOETO IO3BOJISABA Ha
OpraHW3allMUTe Ja HaAMEPAT MOIXOJANIUTE KAHAWAATH C TOIXOJSAIIM YMEHHUS 3a
OTBOpPEHUTE MO3UIMHU. Upe3 u3non3BaHe Ha yChbBBPIICHCTBAHU aJITOPUTMHU 32 MAIIIMHHO
obyuenne, FEightfold.ai anamusupa ronmemu oGemu naHHU OT aBTOoOMOTpaduu U
JUTB)XHOCTHH XapaKTEPUCTUKH, KaTO II03BOJIIBA HA HAOWpaNIUTe TEepCOHAT Ja
UACHTH(PUIIMPAT TOTCHIIMATHU KaHIUJIATH, KOUTO MOXE Ja HE OTroBapsAT Ha
TPaJIUIIMOHHUTE KPUTEPUH, HO MPHUTEKABAT HEOOXOJUMUTE YMEHHUS M MOTECHIIMAI 3a
yCIIex.

Eightfold.ai e mo3BosnisiBa ynpasiieHue Ha aHAJIM3H 3a TaJaHTH BbB BCUUKH €TaIu
Ha paboTHuUs UKBA. [IpegocTaBs crenuanHo U3rpajJeHu OTYETH U aBTOMATU3AIHS OT
KOPIOpPaTUBHU JIaHHU, Tla3apHU JIaHHU MW TOTPEOUTENICKH B3aUMOJCHCTBUS.
[TnardopmaTa moamomara mpoecuTe Mo 3aJbpKaHe, aHTAXUpaHe W HaChpyaBaHE Ha
CITYXKUTEIIUTE, pa3paboTBaHe HA KapUePHU IIbTHH KApPTH, HAMHPAHE HA CIY>KUTEIH C
MPABWJIHUTE YMEHHUS 32 BHTPEIIHNA PA0OTHH MO3UIIUH (TIPU TIPOMSIHA HA POJIUTE BHTPE B
opraHu3anusara). MTHCTpyMEeHThT mpejyiara Bb3MOXXHOCTH 3a O0YYCHHE M Pa3BUTHE U
CBBP3Ba CIYKUTEIUTE C TIOIXOJAIINTE 3a TAX B3MOXHOCTH 32 MPUI00MBaHE HA HOBH
YMEHHUS U MpeKBATHPUKAITHS.

O¢unuanen yed caimrt: https://eightfold.ai/products/ (mocnmenen ngoctbn Ha
20.05.2025 r.).
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2.4.X0PA Al Recruiter

XOPA Al Recruiter e ychbBBpIIIEHCTBaHA M1aTgopMa 3a HaOUpaHe Ha MepCcoHal,
KOSITO M3MO0JI3Ba U3KYCTBEH MHTEJIEKT, 3a Ja MoJA00pU Ipolleca Ha HaeMaHe Ha KaJlpH.
Enano ot xirouoBuTE MpeauMcTBa € Oa3upaHUsST HA JAHHU TOJXOJ 3a HaMUpaHE U
noabop Ha kaHguaatu. XOPA u3non3Ba aaropuTMu 3a MallMHHO OoOydeHHeE, 3a Ja
aHau3Mpa aBToOnorpaduu, IIHKHOCTHU XapaKTEPUCTUKH U IPYTH MOAXOASAIIN JaHHH
CIIOpE]1 MO3UIIMUTE, KOETO IMO3BOJISIBA HA CHICI[UATUCTHUTE MO MOAOOP Ja UACHTUDUIIUPAT
Hal-MOAXOAAIIUTE KaHAUAAaTH. ToBa moMara 3a HaMaJisiBaHE Ha BPEMETO 3a HaeMaHe U
mo00psBa IsJI0oCTHATA €(pEeKTUBHOCT Ha HabupaHeTo Ha epconai (Jha, Jha and Gupta,
2020).

XOPA mpepnnara IsUI0CTHO pellieHHe 3a HaemaHe Ha pabota. W anroputmure,
KOUTO HM3I0JI3Ba, LEIAT O€3MPUCTPACTHO HAOMpaHe Ha MEPCOHA, CIIECTSIBAUKU BpEME U
HaMaJIsiBallku pa3XoAuTe MO OpraHM3MpaHe Ha MHTEpBIOTa. Pasmonara ¢ momayn Net
Promoter Score, KOWTO OTYMTA yIOBJIETBOPEHOCT HA KaH/IUJIATUTE MIPU IPOBEXKIAHE HA
cenekuus. [Inatpopmara uma u npucwvaen Al Verify ceptudukar, koeto e mokazaren
3a MOCTUTHATa IMPO3PavyHOCT, CIPABEIJIUBOCT, OTYETHOCT W HajaexaHocT B WU
penieHusTa.

XOPA BxmrouBa moaynu kato Al Recruiter, Al Recruiter Lite, XOPA ROOM u
Al for Academia 3a oOxBallaHe Ha pa3IMYHHU ACTIEKTH OT Tpolieca o Habop U MoOop
Ha kagpu. Al Recruiter aBTomatusupa paGotHute 3amaun Ha HR cmeumanucrute,
nokato Al Recruiter Lite e onexoTena Bepcusi 3a Majku U cpeHu npeanpusitus. X0PA
ROOM no3BoJisiBa HAa MEHUDKBPUTE IO HAEMaHE Ja KaHAT W IPEIBAPUTEITHO
mpoBepsiBaT KaHAuAATHTEe Ha 0a3a Ha BUACO M TEKCTOBM 3aJlayM, HA KOUTO Ja Ce
noctaBsT oueHku. Al for Academia e pemienue 3a oOpazoBaTeIHH WHCTUTYLUHU 3a
yIpaBjeHUE Ha HAEMAHETO HAa KaHAWAATH C BHCIIE OOpa30BaHME U OTIIyCKaHE Ha
CTHUIICH/IMU HA CTYJICHTH B3 OCHOBA HA TEXHUTE YMEHUS, IPEANOYNTAHUS 1 TOTCHITHAI.

O¢unuanen yed caiit: https://xOpa.com/ai-recruiter/ (mocieIeH JOCTHII Ha
20.05.2025 r.).

2.5.hireEZ

hireEZ e mmargopma 3a ThpceHEe Ha TaJaHTH, KOSTO W3IOJ3BA HM3KYCTBEH
MHTEJIEKT, 3a Jla palMoHalIM3upa Mpoleca Ha HaOupaHe Ha nepcoHald. EnHo ot
OCHOBHUTE TIPEAMMCTBA Ca BB3MOKXHOCTHTE 32 aBTOMAaTH3UPAHO HAMHpPAHE Ha
kagauaatu. hireEZ wsnonssa MU anroputmu 3a ThpceHE B MHOXKECTBO OHJIAMH
WU3TOYHUIIM, BKJIIOYUTEITHO COLMAIHM MEAUH, MPO(PECHOHATIHH MPEXH U OOSBU 32
pabota, 3a 0bp30 UACHTHUUIIUPA TTOTCHIIMATHN KaHAUAATH. TO3M MOJIX0]1 MO3BOJISBA
Ha CIIENUAIUCTUTE IO HaOWpaHe Ha MEePCOHAN Jla U3TPakaaT epuKacHO Pa3HOOOpa3HU
HAO0OpH OT TallaHTH, HAMAJIIBAKU BPEMETO, Pa3XOABaHO 3a PHUHO THPCEHE B
nocouenute u3tounui (Paramita, Okwir and Nuur, 2024).

Hpyro npeagumcTtBo Ha hireEZ ca 3aapia6o4enuTe ananu3u, 0a3upaHu Ha rojieMu
obemu nannu. [Inardopmara npenocTaBst Ha CISIUAIMCTUTE 110 HAOUPAHE Ha TEPCOHAT
Jla U3BBPIIBAT aHAIW3M, KOUTO TMOMAaraT 3a TNpOCe/sSBaHE Ha aHTAXUPAHOCTTa Ha
KaHJAWJATUTE [0 BpEeME Ha HMHTEPBIOTaTa, KOETO IIO3BOJISBA B3EMAaHETO Ha TIO-
nH(OPMHUpAHU PENICHHs] NPH HaeMaHe Ha Kaapu. Te3nW NaHHW MOorar Ja mojo0psT
IJIOCTHUTE CTpaTeruy 3a HaOWpaHe Ha MEepPCOHAN W J1a JOBEAAT JO IMO-KayeCTBEHU
pesyntatu (Sivathanu and Pillai, 2019). Ilnatdopmara pasnonara u ¢ 4atdb0OT, KOUTO
croco0CTBa 3a OpraHU3MpaHe Ha HHTEPBIOTA.

49


https://x0pa.com/ai-recruiter/

O¢unuanen yed caiit: https:/www.hireez.com/ (mocieaeH I0OCTbI Ha
20.05.2025 r.).

3akirouenune

NN moxe na monoOpu mpolueca Ha HabupaHe W MOAOOp Ha MEpCoHal U JAa
IIOMOTHE Ha OpraHU3alMUTE J1a UAeHTUUUUpaT Hail-nobpute TamaHTH (Alam et al.,
2024). Bphpeku ToBa € H3KIOYHUTEIHO Ba)XXHO Npu u300pa Ha KoHKpereH MU
MHCTPYMEHT J1a CE aHAJIU3HUPaT Bb3MOKHOCTUTE My 3a FapaHTHPaHE Ha CIIPaBEAJINBOCT,
IPO3pPavyHOCT ¥ ChOTBETCTBUE ChC 3aKOHOBUTE ypenou. JlodpuTte npakTuku no Habop u
noabop Ha mepcoHan ¢ UM mmargopmu BKIIIOYBAT HaMalsiBaHe Ha CyOEKTHMBHATa
NpEeLeHKa, U3I0JI3BaHE HAa PA3JIMYHU HAOOPH OT JIAHHU 3a CEJIEKTUpPaHE Ha MOIXOALIN
KaHJIMJAaTH, OCBLIECTBABAHE HA YOBELIKH HAA30p C LIEJI IPO3pa4HOCT Ha U3I0JI3BAHE HA
WU, cnazBane Ha AHTUMCKPUMUHALMOHHUTE MTPAKTUKH, TIOBEPUTEITHOCT HA TAHHUTE U
JOKyMeHTHpaHe Ha wu3nomsBaneto Ha WM. Kanaummatutre TtpsioBa npa Obaar
uH(pOpMHUpaHU 3a u3noa3BaHeTo Ha MU nmpu mpoBexaaHe Ha CeJIeKIMUTE U J1a UM Objie
npeocTaBeHa oOpaTHa Bpb3Ka B PEalHO BpeMe, aKo MMAaT CbMHEHUS 3a Bb3HHUKBAaHE Ha
cyOekTHBU3bM. Upe3 mnpuiaraHeTo Ha Te3W MPaKTUKU OpraHu3aluuTe MoraT Ja
u3non3ear MU, 3a na HampaBsST cBOS MpolEeC Ha HaeMaHe Ha KaJpu MO-e(EeKTUBEH,
po3payeH U MpHOOINaBall], KaTo ChIIEBPEMEHHO MUHUMU3HPAT PUCKOBETE, CBBP3aHU
C IIPUCTPACTHSL.

MN3ITOJI3BAHA JIMTEPATYPA / REFERENCES

ALAM, M.S. ET AL. (2024). Artificial intelligence (Al) for talent acquisition. International
Journal of Human Capital and Information Technology Professionals, 13(1), pp. 1-18.
https://doi.org/10.4018/ijhcitp.303950.

BINNS, R. (2018). Fairness in machine learning: Lessons from political philosophy.
Proceedings of the 2018 Conference on Fairness, Accountability, and Transparency, pp.
149-159.

BLACK, J.S. AND VAN ESCH, P. (2021). Al-enabled recruiting in the war for talent. Business
Horizons, 64(4), pp. 513-524. https://doi.org/10.1016/j.bushor.2021.02.015.

ELBAIH, M. (2023). The role of Privacy Regulations in Al Development (A discussion of the
ways in which privacy regulations can shape the development of AI). SSRN Electronic
Journal. https://doi.org/10.2139/ssrn.4589207.

HUNKENSCHROER, A. (2021). How to Improve Fairness Perceptions of Al in Hiring: The
Crucial role of Positioning and Sensitization. Al Ethics Journal, 2(2).
https://doi.org/10.47289/aiej20210716-3.

JHA, S.K.,JHA, S. AND GUPTA, M.K. (2020). Leveraging artificial intelligence for effective
recruitment and selection processes. In Lecture notes in electrical engineering, pp. 287—
293. https://doi.org/10.1007/978-981-15-2612-1 27.

MEHRABI, N., MORSTATTER, F., SAXENA, N., LERMAN, K., & GALSTYAN, A. (2021).
A survey on Bias and Fairness in Machine Learning. ACM Computing Surveys, 54(6), pp.
1-35. https://doi.org/10.1145/3457607.

OBAID, I., FAROOQ, M.S. AND ABID, A. (2020). Gamification for Recruitment and job
Training: model, taxonomy, and challenges. IEEE Access, 8, pp. 65164-65178.
https://doi.org/10.1109/access.2020.2984178.

50


https://www.hireez.com/

PARAMITA, D., OKWIR, S. AND NUUR, C. (2024). Artificial intelligence in talent
acquisition: exploring organisational and operational dimensions. International Journal of
Organizational Analysis, 32(11), pp. 108—131. https://doi.org/10.1108/ijoa-09-2023-3992.

PARVIAINEN, H. (2022). Can algorithmic recruitment systems lawfully utilise automated
decision-making in the EU? European Labour Law Journal, 13(2), pp. 225-248.
https://doi.org/10.1177/20319525221093815.

RAGHAVAN, M., BAROCAS, S., KLEINBERG, J., AND LEVY, K. (2020). Mitigating bias
in algorithmic hiring. FAT* ’20: Proceedings of the 2020 Conference on Fairness,
Accountability, and Transparency, pp- 469-48]1.
https://doi.org/10.1145/3351095.3372828.

SIVATHANU, B. AND PILLAI, R. (2019) 'Leveraging technology for talent management,'
International Journal of Sociotechnology and Knowledge Development, 11(2), pp. 16-30.
https://doi.org/10.4018/1jskd.2019040102.

UPADHYAY, A.K. AND KHANDELWAL, K. (2018). Applying artificial intelligence:
implications for recruitment. Strategic HR Review, 17(5), pp. 255-258.
https://doi.org/10.1108/shr-07-2018-0051.

51



GREEN COMPETENCE IN TODAY'S ECONOMY:
THE POLISH EXAMPLE

Assoc. Prof. Anna Drab-Kurowska, PhD

University of Szczecin, Poland

Abstract: The article outlines the challenges faced by modern economies under the influence of
a changing environment. In particular, attention is paid to climate change and sustainability
issues in the context of the desired green competencies of today's workforce.

Keywords: climate change, sustainability, future competence, green competence

JEL code: Q01, 056, JOI1

3EJIEHA KOMIIETEHTHOCT B CbBPEMEHHATA UKOHOMMUKA:
IO TPUMEPA HA I1OJILHA

Hou. n1-p Anna [{pa6-Kyposcka

[ueyuncku ynueepcumem, llonwa

Introduction

The current economy is developing dynamically, which brings with it threats to
the environment, especially in the context of climate change. Some managers are
reflecting on the need to take pro-environmental measures that could reduce the negative
impact of all economic processes on the human environment. Pro-environmental
initiatives are becoming more and more prominent. Therefore, it can be assumed that
their implementation will not be possible without appropriately shaped competencies
oriented towards environmental aspects (called green competencies) in the subsequent
stages of human resource management processes. The analysis of the environment
carried out has shown that entities taking pro-environmental measures place their
expectations of green employee competencies in the first place already at the recruitment
stage.

This chapter aims to explore the challenges faced by modern economies under
the influence of a changing environment.

1. The Essence of Green Competence

Green competencies are a consequence of the green transformation. It should be
emphasized that they can be horizontal - they occur regardless of industry or job
position, as well as they can relate to specific skills and knowledge, or formal
qualifications, required for a given position. In the context of the labour market and
labour demand, green transformation affects both the total number of jobs in the
economy and the structure of employment (in terms of industries, occupations, as well
as qualifications and competencies). It should be stressed that many of the professions
that arise as a result of the green transformation are not reflected in official
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classifications - e.g. the Classification of Occupations and Specialties for the labour
market, which is used in Poland for analyses of labour demand and employment in the
occupational cross-section. This limits the possibility to make forecasts on changes in
the size and structure of labour demand resulting from the green transition. Moreover,
even in the case of existing occupations, the change in the content of work and tasks
performed by employees (because of the qualifications and skills required of them)
means that the names of these occupations do not correspond to the actual characteristics
in everyday work. This situation is a powerful challenge, as employers are looking for
people who are able to work in a given occupation and on a given position (which is
conditional on having the necessary qualifications and skills) (Ziétkowska 2024) It
should be emphasized that currently the education system provides such specialists to a
limited extent. What remains, therefore, are extracurricular methods - training, or on-
the-job training. This in turn requires time and financial resources. With regard to the
issue of green competence, it is important to define it. The literature defines it as a
compilation of three main components, which include green knowledge, skills and pro-
environmental attitudes (Subramanian et al., 2015).

Green competence encompasses multiple dimensions (Cabral et al. 2019):

e green knowledge - refers to general knowledge of the natural environment;

e green skills - skills of a professional as well as general nature that are
necessary primarily for green jobs, but also for other professions affected by the green
transition;

e green awareness - refers to the awareness of the impact of human activities
on the environment (Economy and Environment and Ecology, 2007), including air
pollution, carbon footprint, etc;

e green attitudes - understood as individuals' perceptions of the value of
environmental protection;

e green capabilities - important for self-development and increasing
productivity in the green economy;

e green behaviours that support environmental sustainability.

The published European Competence Framework for Sustainable Development
distinguishes 12 competencies within 4 competence areas, the formation of which is
essential for a green transformation (European Commission 2022) (Fig. 1).

The analysis of the Polish labour market (market observation and interviews with
employers conducted in 2022-2024) has shown that the positions created as a result of
the green transition include mainly managerial and specialist positions requiring a high
level of qualifications. This conclusion is confirmed by the employers' assessment of
the required skills and qualifications for these positions. A common feature for
managerial positions is the possession of a university degree in a specific field - in
particular technical (e.g. in energy) or economic education. In addition, among the
sought-after skills were those relating to RES (in particular, renewable energy
technologies (such as photovoltaics and wind turbines), ESG knowledge (including
legal regulations), technical qualifications, and the ability to calculate a carbon footprint.
In contrast, for jobs that are not central to the green transition, employers identified the
following competencies that have increased in demand due to the decarbonization of the
economy: the ability to think ‘more broadly’, to think analytically, to think strategically;
environmental awareness; understanding sustainability; flexibility; adaptability;
continuous search for energy saving methods; recycling. It can be seen that these
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competencies fit into the different dimensions of green competencies defined by Cabral
et al. (2019).

EMBODYING THE VALUES OF SUSTAINABLE
DEVELOPMENT

- Values of sustainability
- Promoting fairness
- Promoting nature

UNDERSTANDING THE COMPLEXITY OF
SUSTAINABLE DEVELOPMENT
- Systems thinking

ACTION FOR
SUSTAINABLE DEVELOPMENT
- Understanding the political agenda

. . - Critical thinking
- Collective action

- Problem identification taking into account

- Individual initiative . . .
environmental considerations

PREVIEW
SUSTAINABLE DEVELOPMENT
- Scenarios for the future
- Adaptability
- Cognitive thinking

Fig. 1. Competence scheme for sustainable development
Source: Own elaboration

The majority of employers where new green transition jobs have evolved have
indicated the difficulty of recruiting employees with the competencies required for these
positions. A key reason for this is that there are few people with these specialised
competencies on the market. This is the result of an educational gap. These competences
are not formed in the school education system -1/3 of companies indicated this problem.
It is worth noting the statement of one of the respondents, who said that competencies
related to green transformation are very complicated, as they require a combination of
strategic planning skills and technical knowledge.
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To address the learning gap, multi-faceted support is needed (Fig. 2).

educational gap in green
competence

Fig. 2. Example of a model for securing an educational gap in green competences

Source: Own elaboration

2. Discussion

It should be emphasized that the formation of green competences is one of the
priorities of the European Union - the Recommendation of the Council of the European
Union on learning for green transition and sustainable development identifies actions to
promote the education of skills necessary for green transition and sustainable
development in member states at all levels of education, including non-formal education
(Council Recommendations). In Poland, the Integrated Skills Strategy 2030, which has
the character of a public policy, defines three groups of skills in the context of future
competences: basic (understanding and creation of information; multilingualism;
mathematical; in natural sciences, technology and engineering), transversal (e.g. digital;
civic; in entrepreneurship; leadership; in critical thinking and complex problem solving)
and professional (related to the performance of specific tasks on the job), without
explicitly referring to green competences (ZSU, 2019, pp. 15-18). At the same time,
sustainability issues have been included for years in the core curriculum from pre-school
to secondary education. However, the analyses carried out indicate that the content of
environmental education is implemented in practice and the issue of sustainable
development is not at the core of the Polish educational system (Batorczak and Klimska,
2020). Of course, we are primarily referring to basic and transversal skills, not
professional skills related to a specific (green) workplace.

Green vocational skills can be acquired within the school or non-school system.
In the school system, this takes place within the framework of learning at first- and
second-level vocational schools, secondary technical schools and also within the
framework of higher education.

Conclusion

There is a shortage of green competencies in the Polish labour market, which
poses a serious challenge for the lifelong learning system as well as for enterprises. With
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insufficient education in the school system in the area of green professions and
competencies, it is necessary to create these competencies within the framework of
extracurricular education - through courses or training, often organized and financed by
employers. There is no doubt that without the support of public funds, including those
of the European Union, the green competence transformation in Poland will take place
at a pace insufficient for maintaining the competitive position of the Polish economy
internationally.
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Introduction

The surrounding world is embedded in digital reality. Society is a gigabit society
(Budziewicz-Guzlecka, 2019), although there is still a phenomenon of digital exclusion
in society (Budziewicz-Guzlecka, 2020). Modern humans and artificial intelligence (Al)
are intertwined. Technological progress is accelerating, and the pace of change is much
faster than at any time in human history.

Artificial intelligence affects many aspects of life. It supports and helps people in
many areas. Increasingly, advanced technology is replacing humans in everyday,
repetitive activities. There are extreme opinions among the public, ranging from
admiration and interest in new technologies to growing concerns. In particular, this is
due to the increasing sophistication of technology, which is precisely artificial
intelligence and its use.

The automation potential of an occupation depends on the extent to which the
activities performed within it are routine in nature. Tasks that involve predictable,
routine and repetitive activities, both mental and physical, show tremendous potential
for automation - regardless of the sector of the economy. The former type of tasks can
be taken over by automated systems operating on the basis of artificial intelligence, the
latter by the increasingly flexible learning robots of the new generation. Thus,
automation poses the greatest threat to those occupations in which workers perform
repetitive tasks and the least to those that rely on creativity, negotiation skills and
interacting with people (Sledziewska, 2020). Certainly, less sensitive to automation will
be those occupational activities in which contact with other people is habitually valued,
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such as education. This makes it worth investigating whether artificial intelligence is
being used by university employees.

The purpose of this chapter is to present the changes in the role and use of
artificial intelligence by university research and teaching staff in their scientific work
and teaching work.

1. Main Issues

New digital technologies are developing exponentially, so the biggest benefits
(but also risks) are still ahead for society, economies, and organizations. Today's
workforce will have the opportunity to experience something that earlier people didn't
even think about - namely, the creation of true machine intelligence and the connection
of all people into a single digital network (Brynjolfsson, 2015).

The widespread development of technology, including artificial intelligence,
causes the author to investigate whether university employees use artificial intelligence.
Subsequently, a survey was conducted among university employees using artificial
intelligence to determine to what extent artificial intelligence is used for scientific
purposes and how for teaching processes. The structure of responses is shown in Figure
1. A survey and in-depth interviews were adopted as the research method. The survey
was conducted in January 2024 among research and teaching staff of the Faculty of
Economics, Finance and Management at the University of Szczecin (Poland). The
research method included a questionnaire, which was completed by 98 respondents. In
addition, interviews were also conducted. The interviews were conducted in a face-to-
face manner.

m use of Al m not using Al no, but is planning to use Al

Fig. 1. Use of Al by university employees

Source: own research

To the question: do you use Al, 58% of respondents answered in the affirmative,
14% of respondents answered that they do not use AI, while 28% of respondents
indicated that they do not use it, but plan to start using it in the near future.

On the other hand, a survey was conducted among research and teaching staff
who use Al to gather information on how they use Al in their teaching and research
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activities, as well as to gather information on how Al could be used in research and
teaching.

2. Practical Examples of Good Practices

2.1. Use of Al in Teaching Work

The progressive development of technology and, consequently, hybrid reality,
combining the real and virtual dimensions, has generated the need and opportunity to
implement Al-assisted education. The application of Al in educational processes can
significantly improve their quality, as well as increase efficiency, compared to
traditional forms (Fitria 2021, Celik, 2022). It can support the development of students'
competencies and skills by supporting their individualized needs and abilities. By
collecting data on individual learning, social context and personal motivations, it can
analyze data on interactions in education, which teaching staff can then use in teaching
processes. While many advantages can be identified from the implementation of
artificial intelligence into educational processes, the use of Al in processes related to
skills or the acquisition of social competencies raises significant ethical, moral or social
concerns even at this stage of its application.

Among research and teaching staff during the survey, they were asked to indicate
which artificial intelligence tools they use in their teaching work and which they plan to
use. They were indicated:

e creating descriptive tasks for students,
creation of unusual, interesting tasks for students,
creation of interesting graphics,
creation of wrong answers to test questions,
creation of images of spaces, landscape elements that no longer exist to better
explain changes and their consequences to students,
contribution of didactic creativity,
automation of conducting credits,
support for online teaching,
comparing student-created and Al-created projects,
developing educational games,
for analyzing Al-created texts to alert students to errors and inaccuracies.

2.2. Use of Al in Scientific Work

Among research and teaching staff during the survey, they were asked to indicate
which artificial intelligence tools they use in their scientific work and which they plan
to use. They were indicated:

e text translation,
data analysis,
assistant for multi-criteria analysis,
statistical analysis assistant,
use of Al's graphical capabilities.

Certainly, the operation of huge databases, allows the algorithm to quickly select
specific information and draw conclusions based on it. Accelerating the processing and
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analysis of data, will allow researchers to do more experiments and focus on
interpretations and further directions of consideration.

Respondents also strongly indicated concerns about the use of artificial
intelligence in scientific work in the future and the lack of regulation and control.
Concerns about artificial intelligence, such as the replacement of scientists in their work
or the self-development of science by artificial intelligence, can be exploited by the
university so as to raise its potential.

2.3.Results of a Survey of Research and Teaching Staff Who do not Use Al
In-depth interviews indicated that those who have not used Al and do not intend
to use it pointed to the following reasons, namely:

e lack of sufficient digital competence,

e anxiety and fear due to lack of knowledge related to Al,

e age, explaining that they won't be able to keep up with the changes that have
already taken place anyway,

e lack of willingness to understand the possibilities offered by Al, due to the
pessimistic picture of the world they imagine when Al is used.

2.4. Results of a Survey of Research and Teaching Staff Who do not Use Al
but Plan to Use it

In-depth interviews among university employees who are not using but plan to
start using in the near future indicated:

e the need for training in the use of Al,

e noted the need for training at different levels of Al use: from basic to more
advanced,

e training courses, webinars, or various forms of self-education to increase
digital competence,

¢ the need to better understand the younger generations, who are definitely more
competent in the use of Al,

e training on the safety of using Al.

3. Discussion and Conclusion

Today's society is society 5.0 (Budziewicz-Guzlecka, 2021). According to Kai-
Fu Lee, there are three human traits in which Al will not surpass humans even in twenty
years, these are (Lee, 2022):

e creativity,

e empathy,

o agility.

As for creativity, Al does not know how to create, plan strategically, or act
creatively, and does not use common sense (Budziewicz-Guzlecka, 2013). When it
comes to empathy - Al doesn't understand human feelings as well as a human can
understand another human - a parent, friend, teacher or lecturer; moreover, in many
emotionally difficult situations, humans usually prefer to interact with other humans
than with robots. On the other hand, when it comes to dexterity, in complex physical
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work that requires precision, especially in unfamiliar and unstructured spaces - humans
still prevail over Al.

Lacking the ability to stop or oppose the changes taking place, the concentration
of forces should be placed in the search for the best opportunities to seize the chance of
dynamic development, as well as to create a university that is up-to-date for today's
times. In discussions of artificial intelligence in education and science, the need to
carefully consider the scope and means of its implementation should be emphasized.
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JAUTUTAJIN3ALIUA B OBJIACTTA HA HR U HABUPAHETO HA
HEPCOHAJI

Tuxomupa Benukosa, Kpucruna Camaposa

Blue Lynx

BnBenenue

B Blue Lynx e arenius 3a mog0op Ha TMEpPCOHAJ, KOSTO OpPraHU3HMpa IEIHS
mpollec Ha Moa00p Ha KBadu(UIMPaHW KaJpH 3a HaAIIUTe KIWEHTH. Pasmosnarame c
roJjisMa Mpexka OT eKCIEepPTH U HEKBATU(UIIMPAHU KAJIPHU B Pa3IUYHU 00JIaCTU, B KOSITO
HaMupaMe TOYHHUTE X0pa, COPSIMO 3aJaJCHUTE OT TAX KpUTEpUU. B areHumsita BUHATH
CMe IIPUBETCTBAIM HOBUTE HAYMHH Ha pab0Ta M CE CTPEMHM J1a M3I0JI3BaME Bb3MOKHO
HA-TOJISIM CIIEKThP OT MHCTPYMEHTH, KOUTO TEXHOJOTUUTE TpeiaraTt. B Tasu Bpb3ka
1[eJITa, KOSTO CH IOCTaBsIME € Jla CIIOJICINM OIUTa CH B HOBaTa e€pa Ha 1o100p Ha KaJapH,
KOWTO CE CJIyYBa MOYTH M3IISJIO IUTUTAITHO KAaTO MPEICTaBUM JOOPH IIPAKTUKHU CIIPSIMO
pa3IMYHUTE AaCHEKTH Ha PEKPYTMbHTA, OMNUCAHU [0 HAYMHUTE, MO KOWUTO ca
aBTOMATU3UPAHU U TUTUTATU3Upanu npoiecute B Blue Lynx.

1. loOpy npakTUKu Npu HA0MPaHETO U MOA00PA HA KA/APH
1.1.CucremaTu3upase Ha NPOPUIN HA KAHAUAATH
B Blue Lynx pasnonarame cbc Customer Relationship Management (CRM)
cuctema 3a cbOupane u oOpaboTBaHe Ha KaHIUAATYpH, HAIpaBeHa CIICIIMAIHO 3a
HY>K/IMTE Ha HallaTa KoMnaHus. Ts € IUPEeKTHO CBbp3aHa C MopTalia 3a pErucTpalus Ha
HalMs yeOcaT u momara Ha KaHAMIaTUTE /1a C€ OPUEHTHUPAT JIECHO CTHIIKA MO CTHIIKA.
Hammst CRM e o6opynsan ¢ ATS (Applicant Tracking System) wiu t.Hap. Cuctema
3a pocieAsiBaHE Ha KaHAUAAaTuTe. Y CbBbplIeHCTBaHA ¢ Al, Ta3u cuctema:
* ABTOMaTU4HO MOMbJIBAa JaHHUTE HA KaHAMJaTa B mpoduia My 1Mo Bpeme Ha
perucTpanusiTa Ha 0a3a Ha KJII040BU TepMUHU B CV-TO;
* [To3BOJIsIBa HA CTIELUATIUCTUTE 110 TOAO0P /12 THPCAT CEMAHTUYHH CHBIIAJICHUS C
M€ Ha MO3ULIUATA, KJIIOUOBU JyMHU U YMEHHUSL.
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1.2. MapkeTHHI HA OTBOPEHU MO3UIHU

* Omnaaiin muatgopmu 3a padora - qurutanauTe mwiathopmu kato Linkedln,
Indeed u np. mpoMeHnxa U3LIIO Mpolieca 10 ThPCEeHe U KaHAUIaTCTBaHe 3a padora. Ha
ObJTapcKud Ma3ap nazapa uMa yTBbpAeHU Juaepu kato Jobs.bg 3a Thpcene Ha pabora;
zaplatomer, 3a mpoBepka Ha HMBOTO Ha 3aruiamiase; U Bgrabotodatel 3a mHeHus 3a
paboTonarenuTe OT OMBIIM U HACTOSIIM CiIyXuTeau. ChIIECTBYBa JIOpHU U Iu1atdopma
3a HaMmHpaHe Ha paborta npe3 Baiobp - Vibelobs, kakTo U NpUIOKEHUE 32 JUPEKTHO
NOCPEHUYECTBO MEXy paboTonarenu M Thpcewu pabora, nPloy. Hue usnomnsBame
iatpopMuTe 3a paboTa, 3a ThPCEHE U KOHTAKT C KaHIUAATH, PEKIaMUpaHe Ha 00sBU
3a paboTa U MJIaTeHU KaMIIaHUH ¢ 005BY;

* PekpyTMBHT NOCPEACTBOM COLMATHUTE MPEKHU - KOMIIAHUUTE U areHITUUTE
KaTo HAac YEeCTO H3IOJI3BAaT COLMAIHUTE MEAUM 3a Ja Ce€ MOMyJsIpu3upaT Karo
pabotonaren - taka HapeueHus: Employer Branding, HO cbIllo ce mpaBsT U IUIATCHU
KaMIIaHUM 3a peKjiaMupaHe Ha KoHKpeTHH no3unuu. Hue ocsen B LinkedIn, wecto
IpaBUM IUIaTeHU KaMmnaHnuu BbB PelicOyk u MHcTarpam 3a KOHKPETHH MO3ULINH.

1.3. TbpceHe n moAOOP HA TAJAHTH

« CucremMn 3a mpouec 3a mogdOp - momaraT MHOTO C OpraHu3anusTa Ha
nporeca 1o nmoadop, Karo LEeHTpaIHa JOKaus 3a LsaaTa MHPopManus 3a Mo3uLusaTa u
kaHauaatute. [loHskora moMaraT U C MO-yChBBPIICHCTBAHU (DYHKIIUU, TIPOYUTAHE HA
CV-T0 upe3 U3KyCTBEH UHTEJEKT, Mpe-CeIeKTUPaHE C KIIFOUOBH IyMHU, U IP.;

* Onnaiin niargopmu 3a paéora - nopaau (akra, ye T€ ce MPEBPHIIAT B
[EHTPAU3UpaH U3TOYHHK 3a peKiiaMa Ha OOSBU U 32 PETUCTpAllMM Ha KaHIUAATH, B
MOCIIEJICTBUE MOTAT Jia CIy»KaT KaTo M3TOYHUK Ha MHOpMalus 3a ma3apa Ha Tpyna B
MOMEHTa (HampuMmep: 3a KOHKPETHA MO3UIIMS, KOJKO OOSIBU MMa, KOJKO KaHIAUAATH,
KaKBO € CPEHOTO 3aIllalllaHe, KakBa € aKTUBHOCTTA Ha KaHIAUJATUTE U T.H.).

2. 1o0pu NPaKTHKH, CBbP3aHU C JAeHHOCTHTE II0 YIPaBJIeHHE Ha
YOBECLIKHTE PecypcH.

2.1. OtnanedeH noaodoop

Cnen manzmemusTa, rojiiMa 4yacT OT Mpolieca MO HaMHpaHe U MOJA00p Ha
KaHJAWJATUTE C€ MpoBexkJa onnaiH. ToBa ce ciyuBa upe3 miaaTGopmMu 3a BHUIECO
pasroBopu kato Zoom, Microsoft Teams u ap. OcBeH BHIEO MHTEPBIOTA, YECTO CE
W3M0J3BaT M OHJIAMH TECTOBE 3a OLICHKA HA YMEHMATAa W JMYHOCTHUTE 4YEPTH HA
kaHauaature. Taka paboTomaTrenuTe MOraT Ja OLEHST HE caMO MNPOQECUOHATHUTE
Ka4yeCTBAa, HO U NMOTEHIMAJIA 32 CbBMECTUMOCT C KOPIIOpAaTUBHATA KYJITYpa.

2.2. OrtpajneyeH OHOOPAMHI

Cren ycnemHu MHTEPBIOTA CJ€/lBa MPOLECHT HA OHOOPAMHI, KOMTO 4ecTo €
U310 BUpTyasieH. HoBOHa3HAaYeHHWTE CIY>KUTENW IMOJydaBaT IOCTBII /0 BHUICO
MaTepHualii, KOUTO 00SCHSBAT BETPEIIHUTE MPOIEAYPH U KYJITypaTa Ha KOMIaHusTa. B
nombiHeHue, HR cniennanuctuTe opranu3upaT Cpery npe3 BUaeo miarGopmu, KbIeTo
HOBHTE CITy>KUTEJIM MOTaT Jia 3a/1aBaT BBHIIPOCH U JIa C€ 3all03HAasT ¢ exuna cu. Yecrto ce
U3I0JI3BaT U CHEIHMATU3UpaHu COPTYEpPHHM pEIIEeHUs 3a yNpaBiICHHE Ha 3aJadd U
JOKYMEHTH, KOUTO YyJIECHSIBAT TpOIleca Ha aJanTalus ¥ OCUTYpPSIBAT TUIABEH IMPEXOJ
KbM HOBaTa pabOTHa cpeja.
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2.3. EjexkTpoHeH moanuc

Beue n B bbirapus nmoanucBaHeTO Ha JIOTOBOPU €IEKTPOHHO € PEaNHOCT C
Enextponen kBamuduuupan noamnuc. OcBeH Obp3MHA W YI00CTBO, Ta3W INpaKTHUKa
IPEeOCTaBs MOBUILIEHA CUTYPHOCT 4pe3 KpUNTOrpaCKh METOAU 3a aBTEHTUYHOCT U
HENPUKOCHOBEHOCT Ha JaokyMmeHtuTe. [loakpersiMe Tasu NpakTuKa, ThH KaTo ce
CTPEMHUM MAKCUMAJIHO Ja HAMaJIUM OTII€YaThKa CH BbPXY OKOJIHATA CPEAA.

2.4. Cucremu 3a ynpanJienne Ha YoBemkure Pecypcu

[To3BonsIBAaT ChXpaHsBaHE Ha EJIEKTPOHHO JOCHE Ha IMepcoHaja, HO C TOBa €
BB3MOXKHO U JIa c€ ChOupa U aHaim3upa uHpopmalus 3a mojadopa, 3a IpeIcTaBsHETO,
aKTUBHOCTTA Ha TIEpCOHAIA M 32 HAYMHUTE KaK Ja ce 3aabpxu. [lo To3u HaumH, Morar
Jla ce B3UMaT HH()OPMUPAHU pEIlIeHUs BB BPh3Ka C HOBELIKUS KAUTAJ U J]a CE MPaBsIT
MIPOTHO3H M 3aKITIOUYCHUSI.

2.5. Cucremu 3a CBbpP3BaHe HA NePCOHAIA

Intranet mopTaiy ¥ UHCTPYMEHTH 3a KOJIabopalivs, MO3BOJISBAT HA KOMITAHUUTE
Jla MOTaT Jia MOJIbPKAT €KUM Ha JaJIeYHU Pa3CTOSHUS, KOUTO Ja MOraT Ja padoTsT
3aeHO MO MPOEKTH, O€3 J1a UM Mpeun NUCTaHIUATA. B HamaTa KoMmaHus U3M0JI3BaMe
coptyep Ha Microsoft 3a exenHeBHa KOMYHHUKalUs, KaKTO M HWHCTPYMEHTH 3a
yIpaBJeHUE Ha TPOCKTH.

2.6. Omuiaiin oOpa3oBaTtesnu miaTGopmMu

[To3BonsiBaT HaATpaXKAaHe HA 3HAHUATA HA CIYKUTEIUTE WIA PpUI0OMBaHE Ha
HOBH, BbB BPEMETO U C TEMIIOTO, KOETO UM € y100HO. B Blue Lynx Bunaru nogkpensime
npuI00MBAaHETO HA HOBU 3HAHMUS CBBpP3aHU C MHpodecHusra M KOMIIAHUATA, YECTO
¢buHaHCUpa TaKkWBa WHUIMATUBU Ha CiyxuTenute. [IpuMep 3a ToBa ca IUIATEHUTE
ypouu B miatdopmara Ha LinkedIn, 70 KOUTO Cy>KUTENUTE HU MOTy4YaBaT TOCTHII.

MN3ITOJI3BAHA JIMTEPATYPA / REFERENCES
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GOOD PRACTICES IN PEOPLE MANAGEMENT
IN AKKODIS BULGARIA

Elitsa Dimitrova
Akkodis Bulgaria

Abstract: Akkodis is a global digital engineering company and Smart Industry leader. The
company enables clients to advance in their digital transformation. Our 50,000 tech experts
across 30 countries combine best-in-class technologies and cross-industry knowledge to drive
purposeful innovation for a more sustainable tomorrow. With more than 19 years of experience
in Bulgaria, Akkodis Bulgaria is the biggest and most mature Delivery Center of Akkodis. Our
over 900 experts deliver technology solutions to 45 clients in the IT, Software, Cloud, and
Digital fields. The company develops and implements good practices in people management,
using its own know-how and researching world best tendences. Below you can see some of the
good practices in people management.

Keywords: human resources, digital transformation, IT services

JEL code: O15, O33

JOBPU ITPAKTUKU B YIIPABJIEHUETO HA XOPA
B AKKOIUC BbJI'APUA

Eauua lumMutposa

Axkoouc bvaeapus

BnBenenue

Axxonuc e rmobamHa KOMIAHUS 3a JUTUTATHO WHXKEHEPCTBO W JUJep B Smart
Industry. Kommanusita 1aBa Bb3MOKHOCT Ha KJIMEHTHTE J1a HANpEIHAT B JUTUTATHATA
cu Tpanchopmarus. B Hes paborar Hag 50 000 rexHuuecku excrieptd B 30 gAbprKaBu
KOMOMHHpAT Hal-TOoOpUTE B KJIaca CH TEXHOJIOTHH ¥ MEXIYWHIYCTPUAIHH TTO3HAHMSI,
3a Jla CTUMYJIMpAT IIeJIEHaCOUYEeHN WHOBAIIMH 3a Mo-ycToiunBo Obaemie. C noseue ot 19
roauHu onut B beirapus, Akkoauc bbarapus € Hail-roJieMUsiT LIEHTHP 3a JO0CTaBKa Ha
Axkomuc. Hag 900 excnepra HOCTaBAT TEXHOJOTMYHM pElIeHUs HAa 45 KIHWEHTa B
obnactra Ha UT, codryepa, obnauante u iudpoBH TEXHOJIOTHH.

Kommnanusita pazpaboTBa U BHEApsBa Hal-TOOpUTE MPAKTHKU B yIPABICHUETO
Ha X0pa, U3MOJI3Baiiku COOCTBEHO HOY-Xay ¥ MPOYyYBAHKH CBETOBHUTE TCHICHIIUH.

B Ta3u rinaBa Ha PbKOBOJICTBOTO Ce NMPEACTABAT J00PH NMPAKTHKHU, KOUTO
KOMITAHUSITA IIpUJIara fpyu ynpaBiIeHUETO HA XOpa.
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IIpumepu 3a 106pu NPaAKTHUKHA
1. ®upmena Kyjarypa

Wsrpaxknane u nojakpena Ha pupMeHa KyjiaTypa, B KOSITO TaJaHThT Ce MOYUTA U
ce npuema pazHooOpazuero. Cily)KUTEIUTE ca B OCHOBaTa Ha yclexa Ha KOMITaHUATA,
KOSATO UM MPEAOCTaBsl Bb3MOXKHOCT JIa ObJaT aBTEHTUYHU 10 BpeMe Ha pabdoTa.

Cna3Bar ce HAKOH HeHHOCTH: Cmpacm, Cvmpyonuuecmso, [Ipuemane, Kypaoc,
Ilocmasane na kiuenma 6 cvpyemo cu.

2. Pa3Butue

KomnanusTa ochliecTBsiBa MOJKpeNa Ha CIyKUTEIUTE Jja pa3BUBAT YMEHHTA
CH 3a 10-100pO MPEACTABSHE U Pa3BUTHE.

2.1. IlpouechbT Ha ynpaB/ieHHe HA IPeACTABSHETO € pa3zeiicH Ha eTanu. ToBa
ca:

e [Ipe3 mbpBUsI cU Mecell HAa MO3ULMATA BCEKHU CIYXKHUTEN CH 3ajiara pabOTHU
LEeNH, a HErOBUAT MEHUKbp TM aJanTupa cropen OW3HeC LEeNUTe Ha eKuna U
OpraHu3alusTa.

e 2 @ObTM B TOJMHATAa BCEKU CIY)KUTEJI IMpEMUHAaBa IIpe3 OLIEHKa Ha
NPEJCTABSIHETO CIIOPE]] MbPBOHAYAIHO 33/1aICHUTE NHIUBUIYATHU LEIH.

e B HauanoTo Ha HOBaTa rojiHa Ce 3ajlaraT HOBU T'OJMILIHY LIEJH.

B cnyuaii ye, city)KUTENAT HE ycIiee Aa HOCTUTHE LIETTUTE CH 32 HAKOJIKO MOPEIHU
Mecella, HErOBHAT NPSK MEHWIKBbP MOXe Ja 3aJeiicTBa IulaH 3a M0J00psiBaHE Ha
IPEJCTABSIHETO.

2.2. 360 — rpagycoBa o0paTHa Bpb3Ka

Lenta Ha 360-rpamycoBaTta oOpaTHa Bpb3Ka € Jla MPEJAOCTaBU Ha MEHHUKBPUTE
B Akkonuc boirapusi OamaHcupaHa TpeacTaBa 3a TEXHHUTE CHIHM CTPAHU W
BB3MOXHOCTH 3a pa3BUTHE. 32 11e]ITa, BCEKH PBbKOBOJUTEN B OPraHU3aIMATa 0JydyaBa
aHOHMMHa OOpaTHA BPB3Ka OT Pa3INYHU 3aMHTEPECOBAHU CTPAHU, C KOUTO pabOTH Hail-
4yecTo (IPEeKU CIY>KUTEIH, KOJIETH Ha ChIIOTO HUBO U JIPYTU BHTPEIIHU KIUEHTH). To3u
MOIXO0J U3MEpBa KIIOYOBH JIMJIEPCKH KOMIIeTeHIIMHU. [IpoBexaa ce mpe3 AeKeMBpU U
SHyapHu.

3. Y4yeHe U pa3BUTHE HA TAJAHTH

3.1.3a HOBH CJIY:KUTEJIU ce mpuJiara ,,I [porpama 3a BbBEXJaHE U alaniTUpaHe ‘.

3.2.3a ciy:kuTesiu, HaBJe3/JM B pa0OTHHS NPo1eC, ce MPeI0CTABAT:

e besnnaTHu BETPELIHU U BHHILHU KYpPCOBE;

e TexHuueckd, OH3HEC U €3WKOBM aKaJeMHMHM 3a T[IOBUIIABaHE Ha
KBaIM(pUKAIUSATA;

e MeHTOpCKa Iporpama.

3.3. 3a ppbKOBOAUTEJIN CE MPUJIATAT:
e [Iporpamu 3a pa3BUTHE HA JTUAECPCTBO;
e MeHTOpCKa IpOorpama;
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WNuunmatuu u cp0uTus 3a Pasnoo6pasue u [IpuoOuiaBane;
[Tporpama 3a ono3HaBaHe Ha MEXIYKYJITYPHH pa3IndMs;
E3ukoBu akagemuu (HEMCKH €3UK);

360- rpagycoBa oOpaTHa Bpb3Ka;

[InanupaHe Ha TPUEMCTBEHOCT;

Koy4uHT 3a pbKOBOAUTENN HA U3I'BJIHUTEIHO HUBO;

DISC npodun (MHaAMBUAYATICH U €KUIICH);

ExuneHn Kkoy4uHr.

3.4. JleHfHOCTHTE HA HUBO OPraH3U3alUs Ce CBEKIAT /10:
Karanor ¢ o6yuenusi;
LinkedIn/Udemy mnatdopmu 3a eneKTpoHHO 00y4YeHUE;
Cucrema 3a ynpasieHue Ha 00yYEHUETO;
LleHTBp 3a pa3BUTHE U OLICHKA,
OpraHuzanroHeH aHaIKU3 3a HyKJaTa OT 00y4eHHE;
[TaptapopcTBo ¢ Akkodis Academy u Global L&D oburHocrT;
e ChTpymHHYECTBO C YHHUBEPCHTETH W BBHIIHM OpraHM3allMd  3a
NOMTYJIIPU3UpPaHe Ha AKKOJINC KaTO MapKa;
e VYmpaBlieHHE Ha IPEJICTABIHETO HA CIYKUTETU/ PbKOBOIUTEIN.

3.5. KapuepHu nbTeKH

Konuenuusi na Kapuepna nbreka - Kapra Ha Metpo (®Quwur. 1):

e KapuepHo pa3Butue - pa3HOOOpas3ue OT MPOrpamMu 3a KapruepHO Pa3BUTHE 110
BEpTUKAJIa U XOpHU30HTaNa. IHMIIMaTUBUTE ca MpeHa3HAUEHU Ja aJaT Bb3MOXHOCT
Ha XoparTa Ja YCKOPST Npo(EeCHOHATHOTO CH ,,TbTyBaHe";

e Bceku nma Bb3MOXKHOCT J1a HalpaBH COOCTBEH “‘M3aiiH” Ha CBOS KapuepeH
II'bT B OpPraHu3alusiTa;

o CnyxuTensT MOXe Ja pa3depe Kbje € Herorara poyisi KbM MOMEHTa B
OpraHu3anusaTa U B KOsl IOCOKa OM MCKaJ Jla Ce pa3BUBA;

e [IpenoctaBs ce BUIUMOCT MO KapUEPHUTE MHTEKH M BB3MOXKHOCTUTE 32

pacTCiK B KOMITaHUATA.

JOoB
FAMILY

qst gnd [

JOB TITLE

Que. 1. Mooen na Konuyenyua na Kapuepna nomexa- Kapma na Mempo

Hsmounux: Akkodis Bulgaria (2025)
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Ha ®ur. 2 ca o0o3HaYyeHWM METPO JIMHUHUTE 3a€JHO C TAXHOTO IIBETOBO
CBhOTBETCTBHUE.

. JOB FAMILY

JOB SUB FAMILY

JOB TITLE

JOB SENIORITY

INDUSTRY

SUCCESS MAKER ROLE

. REGION

Due. 2. Jlezenoa na Kapma na Mempo om mooena na @ue. 1

Hsmounux: Akkodis Bulgaria (2025)

4. IIpakTuku Ha eKkun ,,YoBewiku pecypcu* busnec naprusopu

4.1. 3agbpiKkaHe HA CIAYKUTEJNTE — KOMIIAHUATA Pa0dOTH 32 3aJbpKaHe HA
CAY:KUTeJUTe W Hail-no0pute TadaHTU. VHUIMATUBH 3a aHTaXUpaHe Ha
CIy>)KHTEJINTE CE CBEXAAT JO:

Well-being nporpama;
Well-being komurer;

¢ Online conuanna niatgopma 3a rpynu Mo UHTEPECH;

e [Iporpama Grow Smarter 3a KapuepHO pa3BUTHUE.

OcpnIniecTBsBa C€ PETYJISIPHO ChOMpaHe Ha oOpaTHA BPBh3Ka HA CIIY)KUTEIUTE B
pa3nuyHu Qa3u OT )KUBOTA UM B OPTaHU3AIUATA!

e (OOpaTHa Bpb3Ka 32 BbBEXKIaHE Ha CIYXKUTEIU B paborara;

e EjxeromHo nmpoyuBaHe Ha aHTAKUPAHOCTTA Ha CITY)KUTEIUTE;

e lI3X0/1HU MHTEPBIOTA IIPH HAITyCKaHE.

Oxa3zBa ce moJKpena KbM pbKOBOIUTENN M CITYKUTEITH:

e PenoBHU cpemy ¢ MEHHDKBPH 3a MOJKpena B TXHaTa paboTa, CIIoJIeNIsTHe Ha
no0pH MPAKTHUKH 32 YIIPABJICHUE HA XOpaTa B €KUIIA U 3aJ]aBaHe Ha IEJIH 32 aJpecupaHe
Ha oOpaTHaTa Bph3Ka HA CIYKUTEIHTE,

e Menunpane Ha KOHQIMKTH W TOJKpPENa Ha CIY)XKHTETH 3a YCIEIIHO
U3ITBJIHEHUE Ha TUTAHOBE 3a MO00psBaHe HA MPEICTaBIHETO;

o [logkpema Ha CIyXHTENH C 1€l TpepasNpeie]ieHHe IO TMPOCKTH B
KOMIIAHUSTA.

[IpaBu ce peryisipeH aHaTu3 Ha BETPEITHA M BHHIITHA HHPOPMAIIHS:
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e OruMTaHe M aHAINU3 HA IPUYMHU U TEHJCHIMH B IPOLECA [10 HAIlyCKaHE;

e [IpoyuBaHe Ha ThPCEHU M IpEJJIaraHyd COLMAIHU NMPUAOOMBKH Ha Ma3apa Ha
TPYa;

e VYwyacTue B €XXEroJHO IIPOYYBAHE Ha [1a3apa Ha Bb3HAIPAKICHUATA B CTPAHATA.

4.2. IlpocaensiBaHe u ynpasJieHHe HA NIPoLieca 1o HallyCKaHe B KOMIIaHUSATA

e [IpocnensBa ce peryiasipeH aHajau3 3a IPUYMHU U TEHACHIIMH 32 HAITyCKaHE;

e Hanmyckammre ciayKuTenu JaBaT oOpaTHAaTa CHU Bpb3Ka 3a paboromarens
OHJIAlH M3XOJAUIM HHTEpBIOTA. Pe3ynrarure ce aHan3upaT U C€ CIOAEINAT
PBKOBOJIUTENINTE HA EKUITH.

[~}

4.3.1Ipouec mo Harpa;xaaBaHe U NPU3HAHUE

PbkoBomuTENIMTE B OpraHM3alMsATa HOMHHUPAT CBOWUTE CIYXKUTEIH U
MEHUDKBPU C TMApUYHU OOHYCH W TPAMOTH 3a H3KIIOYUTEIHOTO IPEICTaBsHE
CHHXPOH C OpPTaHU3aIlMOHHUTE IIEHHOCTH Ha!

e Meceunu Harpaam: Bceku mecell OT KajeHJapHaTa TOJWHA CIIY>KUTEIUTE
UMaT BBH3MOXXHOCT Ja ObJAaT HOMUHUpAHU B cieAHUTE Karteropuu: CIy>KUTeNn Ha
Mecena; Exum Ha mecenia; MeHUIXbp Ha Mecella.

e ['ogmmuu Harpaam: B kpas Ha Bcska KaJeHJapHa TOJIMHA CE€ BpbUYBAT
WHJUBUyaTHW WIM €KUIHKW Harpagu B Karteropuu: CiayXuTea Ha TOJUHATa,
PbKoBOIMTEN HA €KUM HA TOAWHATA, Exknn HA roguHara, MeHUKbp HA roauHara, 10-
roJIMIIIHMHA B KOMITaHUATa, ClieluaaHa Harpajia 3a pu3HaHue.

or}

4.4. IIporpama Grow Smarter

[Iporpamara ce hokycupa BbpXy CIIOAEISHE Ha OMUT MEXY KOJIETH, C Pa3IHueH
KapuepeH IbT B opranu3anusira. Llenra e 1a ce coensT Bb3MOKHU KapUepPHU TBTEKU
B OpraHm3alusaTa, [EeHHH NpodeCHOHATHW 3HAHUS M HOY-Xay, KOMTO Ja JajaT
BB3MOXKHOCT 3a HampeabK B KapuepaTa, 3a pa3BUTHE Ha TAJAHTH, KaKTO U Ja Ce
NOAABPKA KyJIATypa, KOSITO MOJAKPEIs BbTPEIIHOTO KAPUEPHO PA3BUTHE U CTUMYJIHPA
pacTexa.

4.5. Well-being IIporpama

Well-being mnporpamara mnpuiara ISJIOCTEH IMOAXOJ KbM  JIMYHOTO
onarononyune. KoMmnanusta mogakpens uiaesta, ue 3[paBeTo, KakTo Ha yMa, Taka U Ha
TAJIOTO, Ca €IHAKBO 3HAUYMMHU U CJIEIOBAaTEIHO 3acily’kaBaT e€IHakBO BHHMaHue. [lo
nporpamara ce OpraHu3upar akTUBHOCTU M MHULIMATHBH B CJICTHUTE HAIIPABJICHUS:

e Be Mindful: [loBuiaBa ocBeJOMEHOCTTA 32 ICUXUYHOTO 3/IpaBe U HachpyaBa
NpeBaHTUBHA Tcuxojoruuecka nonakpena. Kommanusita mpenocrass Ilporpama 3a
NOJKpeNna Ha CJAYKHTeJuTe - Oe3[JIaTHU ICUXOJOTMYECKH KOHCYITaluu 3a
CIy>)KUTEJIM U TEXHUTE CEMEICTBa, U OHJIaiH yeOMHApH OT ONMUTHU IICUXOTEPAIIEBTH.

e Be Social: 1Usrpaxkga Bpb3ka MeXAy €KHUIIUTE, [IOBUIIABA MOTHBALUATA U
chTpyAHHUYecTBOTO. [IpoBexknaT ce 3a0aBHM MPEAM3BUKATENICTBA, BUKTOPUHH,
(bOTOKOHKYpCH, TEHUC TYPHHMPH, IPA3HUIM N0 MoBOJ JleHs Ha neTreTo B AKKOIUC 3a
JieraTta Ha CIyKUTEIUTE.

e Be Active: HacbpuaBa ¢usmueckara akTUBHOCT, NMPEAOCTaBsl OOyueHUS U
ChbBETH KaK CIYXHUTEIUTe Ja MNoJoOpsAT ¢uanyeckoTo cu 3apaBe. llpoBexpar ce
WHUIIMATUBU Ha OTKPUTO, TIOXO/IH, CIIOPTHHU IEHHOCTH, ¥ OTBOPEHHU YEOHUPH C ONTUTHH
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cneruayctd. ChINO Taka KOMITAHHUSTA TOJKPEIS JBa BBTPENIHH oTOOpa mo MuHH-
byTo607I.

4.6. Well-being komuTeT

ToBa e BpTpEILIEH OpraH, aHraKUpaH C OpraHu3MpaHe Ha MHUIIMATUBH, KOUTO J1a
OTrOBapsT Ha HY>KJUTE Ha CIIy>)KUTEJINTE, HaChbpUyaBaliKi 0cBeJOMEHOCTTa 3a well-being
AKTUBHOCTH.

5. Bb3MOKHOCTH 32 CTAPTHPaHE HA KapHepa B KOMIIAHUATA

e OCHOBHU TEXHOJIOTHH, KOUTO C€ pa3BHBAT B OpPraHM3aNUATa OT TJ.T. Ha
nmporpaMHu e3uiy, ca: Java, React u Node.js;

e ®dokyc kbM OekeH U QysicTak pazpadoTBaHe Ha cOPTyep;

e Poym mo mpoekTu: PaGora 1mo HAKOM OT HAl-HOBAaTOPCKUTE MEXIYHAPOIHU
IIPOCKTH;

o [locrossHaM posu: [To3umuu B onepanuure, MpoaaKOUTe U KOHCYJITAITUHITE;

e VYwyactue B KapuepHH POpyMH.

6. IlpunoduBku B Akkoauc buarapus

Pa6oTHa cpena:

e 20 - 25 nHU roguIIeH OTIYCK;

e ['bBKaBO pabOTHO BpEME;

e XuOpuaeH Mojen Ha padoTa WM M3LSIO JUCTAHIIMOHHA paboTa. MoaepHu
opucu B Codus u IlnoBmuB. ['bBKaBOCT, MO3BOJSABAINA OalaHC MEXAY JIMYHO
CHTPYJAHUYECTBO U TUCTAHIIMOHHA paboTa.

HNuTepBro U Ha3HAYaBaHe:
¢ BB3MOXHOCT 332 AMCTAHIIMOHHO UHTEPBIO U JUCTAHIIMOHEH OHOOP/IMHT .
IIpuxoduBkm:
e bonycu, 6a3upaHu Ha NpeACTaBsSHE;
o JIOMBIHUTETHY JHU IJIATCH TOAMIIEH OTITYCK;
e [Iporpama 3a moamomMaraHe Ha CIy)XHTeIU- O€3IUIaTHO ICUXOJIOTMYECKO
KOHCYJITHPAHE;
e BoHyC 3a HOBOPOJEHO MJIM OCUHOBEHO JIETE;
e Bayuepu 3a xpaHna;
e [Iporpamu 3a TOBHWIIABaHE Ha KBaTU(UKAUATA W TpEeKBAIM(UKAIUI U
LEHTHP 3a €JIEKTPOHHO O0yUYECHHE;
e KapuepHo pa3Burue;
e [Iporpama 3a mpu3HaHHE U HATPAXKIABAHE;
e [Iporpama , IIpenopsuaii npusren;
AbGonamenT 3a Myntucnopt u cioptau kaptu Cool fit;
Discount Club: Cnieunanuu GpupMeHH OTCTBIIKH;
MenuiuHCcKa 3aCTpaxoBKa 3a epcoHaa;
Ocwurypenu Bojaa, kade u oduc urpu.

70



7. UnTerpanust Ha Xopa cbC cnenuajHu norpednoctu. Ilogxox m no0pu
NMPAKTUKH.

e EjxeromHo ompenensiHe Ha pabOTHU MECTa, MOAXOMISIIN 32 TPYI0YCTPOsSBaHEe
Ha JIa ¢ HamaneHa paborocrnocoOHocT (wi. 315 ot KT);

e JlocThnHa (U3MUECKa W BHpTyallHA cpeda 3a XOpa CbC CIEHHATHU
NOTPeOHOCTH;

e OcurypsiBane Ha pabOTHO 000py/IBaHE 3a XOpa ChC CHEIUATHU NOTPEOHOCTH;

e VYcToliuMBa 3a€TOCT Ype3 OCUTypsiBaHE Ha 4-6 yacoBH pabOTHU CMEHHU U
rbBKaB rpaduk, B3eMaiiku npeasua TEJIK npeanucanus v npenopbKy 3a IPEBEHIIUS
OT 3a00JISIBaHUS;

e 3-MeceueH OHOOPIMHT MPOIEC U O0yUYCHHE HAa BCUUKH JIUIIA, KOUTO CTAPTUPAT
CBOsITa Kaprepa B AKKOAUC - KITI0YOB (PakTop 3a MoAoOpsiBaHE HA UHTETPALUATA UM;

e OOparHa Bpb3Ka OT CIY>KUTENsI U MPOyYBaHE HA HETOBOTO MPEKHUBSBaHE Ha
BCHUYKHU €Tany OT )KU3HEHUS HUKbJ B KOMIIAHUITA;

e Penosuu 1:1 cpemm Mexny CiayKUTENN U PbKOBOIUTEINH;

e [Iporpamu 3a aHTaXXKMpaHe U 3a0bpP>KaHE HA CITYKUTEIIUTE.
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JIOBPU MPAKTUKHA B UMEJUC EOOJI, YACT OT IO KEM KU

JI-p Anexcanabp Hopaanos

Hxonomuuecku ynusepcumem — Bapua, bvneapus

BnBenenue

UKG e OusHec opraHmzaius, paboTera B o0JlacTTa Ha YIPaBICHHETO Ha
YOBEIIKUTE PECYPCH U ONTUMHU3UPAHETO HA MPOIIECUTE, CBHP3aHU C YIIPABICHUETO HA
paboOTHHUTE 3aljlaTU U CUCTEMHUTE 3a BpeMme W mpuchcTBue. llpenmara codryepHu
pEIIeHus 3a BOJICIM CBETOBHU OpraHU3AINK, HE3aBUCUMO OT TEXHHS Maliald, KakTo U
KOHCYJITaHTCKH YCIyTH B 00acTTa.

B Ta3u ri1aBa ce u3BbpUIBA NperJie] HA OCHOBHM NMPO0JIeMU IPU YIIPABJICHUE
Ha CITyKUTEJIUTE B MEKIYHAPOHA KOMITAHMUSI.

1. IlpakTHYecKku MpUMepH 3a 10OPHU NMPAKTUKH

Komnanusita € ocHoBana mpe3 anpun 2020 r. B pe3yjTaT Ha CIMBAHETO Ha
Ultimate Software u Kronos Incorporated. Ha 20 ¢epyapu 2020 r. Ultimate Software
u Kronos Incorporated o0sBsiBar, ue ce ciopa3zyMmsBar Jia Cb3/1aaT HOBO MPEAIPUATHE
3a 00JAYHM HW3UYMCIIEHUS, CIELHUAJIU3UpPaHO B YNpaBIEHUETO Ha paboTHara cuwia U
yIOpaBJICHUETO Ha 4YOBemIKus Kanutal. KomOumHMpaHaTa KOMmaHus, OllEHEHAa Ha 22
MWJIMapJa J1ojlapa, € e€Ha OT Hail-rojeMuTe KOMIIaHWHW, Oa3WpaHHu Ha MPHUHILMIA Ha
00JaYHUTE CUCTEMU.

UKG e u3BecTHO chC cBOsITA MpUoOIaBaiia, 1uBepcuduupana paboTHa cujia u
OpHEHTHpaHa KbM 00IIHOCTTA paboTHa cpena. OT rienHa Touka Ha J0OpHUTE MPAaKTUKH,
UHTETPUPAHU M M3MOJ3BaHM OT KOMIIAHUATA, CIEABA Ja C€ OTOENEeKH, 4Ye OTHEN
»HJOBEIIKM pecypcu™ € TO3U, KOWTO € OTrOBOpPEH 3a HUMIUIEMEHTHPAHETO |
MOJTEPYKAHETO UM.
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Otpen ,Yosemku pecypcu € OTOENbT B KOMIIAHUATA C HAM-MHOIO
noapaszaeneHus. Hiakoll oT crenuanu3upaHUTe €KUM Ca HACOYEHW KbM Ppas3IM4HH
WHULIMATUBYU U TPYIHU KaTo:

e Ekun mo xapuepHo pazsutue (people solutions) - Crennanu3upadnu KypcoBe
Y UHULUATUBU, OPraHU3UPAHH OT BBTPELIHUTE EKWUIIH, Ch3JaJEHH 32 KApUEPHOTO
pa3BUTHE HAa BCEKU €AMH OT CIYXKUTEJIUTE Ha KoMmaHusTa. Kato moarpyna Ha To3u
OTJIeJ € eKUITHT 110 MHUIIMATUBUTE HA OTIMYUETO, UEISAIIH 33 IbJDKUTETHO 00ydeHne Ha
KOHKPETHU TPYINH CIYKUTEIH.

e Exun no Bb3HArpaxaeHUsTa — QyHKUUATA My € AUCKYTHPAHETO Ha TEMH,
00BBP3aHU C TAKETHUTE Bh3HATPAK/ICHUS HA CIIYKUTEINUTE, KAKTO U TIOJICUTYPSIBAHETO
Ha KOHKYPEHTHHSI UM XapaKTep.

e IlenTsp o mpuHaaIeKHOCT U BKItouBaHe (Belonging and inclusion Center) -
Exuri, 0OTTOBOpEH 3a NpHUOOIIABAHETO HA CIYKUTEIUTE OT HOBU MPUA00MTH KOMIAaHUU
B Opranusauuara. bu3HechT ycrsBa, KOraTo BCHYKHM XOpa Ca yBa)KaBaHU, BCUUYKHU
IJIACOBE C€ UyBAaT U BCUYKH CIYXKUTEJIHM UMAT MOJAKpPENara U pecypcuTe, He0OXOauMH,
3a Jga mnpoub@TsIBaT Karo MNpodeCHUOHAIWCTH W KaTo xopa. PasHooOpasuero,
pPaBHOMOCTAaBEHOCTTa, MpHoOmaBaHeTo U mnpuHamiexkHoctra (DEI&B) B UKG ce
doxycupa BBPXY H3TpakJaHETO Ha MPUOOINaBaila Cpela, B KOATO pazluyusTa ce
3a4MTaT ¥ HAILUAT HOBATOPCKU JyX € OTKIIIOUEH.

e Exunu, ¢poxycupanu Bbpxy ESG. ToBa e unHumaruBa, aklieHTHpaIla BbpXy
TpU acnekTa - EKONOrn4yHu, conuaiHu U ynpaBieHuyecku. OT KOMIIaHMSTa TBBPJO
BApBAT, Y€ MPAaBST MPABUIHOTO HEMIIO 332 CBOUTE CIYKUTEIH, KIMEHTH U OOIIHOCTH.
Lenra Ha ESG nporpamara € 1a KOOpAMHUPA U ONTUMHU3UPA MHOKECTBOTO JEUHOCTH,
KOUTO Ca yIpaBJIIBaHU B MOJKpENa Ha BIPBAaHUATA HA KOMIIAHUATA, 1a UIEHTUULpa
BB3MOXXHOCTUTE 33 PACTEeX M YKpenBa (PUPMEHUTE aHTAKUMEHTHU, AEMOHCTPHUpPAUKH
MOJIOKUTEITHUTE Bb3JEUCTBUS, KOUTO CE€ MTOCTUTAT YPE3 U3MEPUM HAIIPEABK U OCE3aEMHU
pesyntatu. [Ipe3 nekemBpu 2021 r. UKG craptupa cBosita nnunuarusa Close the Gap
(Cxben paznmikaTa) - KaMIlaHus Ha CTOMHOCT 3 MHJIMOHA Jloyiapa, (PMHAHCHpaHa OT
KOMIIaHMATA 32 CIIpaBsiHE C HEPABEHCTBOTO B 3aruiatute Ha padotHuure B CAIL, no-
CIEIMAIHO 32 KEHUTE U IBETHOKOXKHTE.

C uen peanu3upane Ha BCUYKM MHUIIMATHBH OT CTpaHa Ha OT/eJIa 110 yIpaBlieHHE
Ha YOBELIKUTE PECYpPCHU Ca U3IOJI3BAHU MHOKECTBO BOJEIIM MHCTPYMEHTH, KOUTO ca
JIOCTBITHU U 32 CIIY)KUTEJIUTE B KOMIAHUSATA.

e Linked in Learning — Bceku €JMH OT CIIyXKUTEJIUTE HAa KOMIIAHUATA MOXE Ja
ce BB3MOa3Ba OT Oe3ruiaTHUs aboHameHT KbM Linked in Learning, kbrero mMoxe aa
HaMepu pa3zHoOoOpa3ue OT KypcoBe M OOy4YeHHs, Ha KOUTO MOXKE Jla NMPUCHCTBA B
MOCJICICTBUE MPUI00UE cepTUhHUKAIHS.

e Service Now — crucreMa 3a yrnpaplieHUE Ha 3asIBKUTE, UPE3 KOSATO CIIYKUTEIUTE
Ha KOMITAaHHUATA MOTaT Jia 3a/1aBaT CBOMTE BBIPOCHU 1O OTHOLLIEHUE HA TEMH, HA KOUTO
OPEeKUIT UM PBKOBOAMTEN HE OM MOrwia jaa momorHe. Ilmardopmara ocwuiecTBsiBa
BpPb3KaTa Ha CIYKUTEJIUTE ChC CUETOBOHUS ekuIl, I'T oTaena, 4oBemku pecypcu u Jip.

e Talent Central — B mnatdopmara morat ga 0b1aT OTKPUTH ClIELUATU3UPAHU
KypCOBE M MHULIMATUBH, LEJSAIIN N0J00psBaHE HA KAPUEPHOTO Pa3BUTHE HA BCEKU €IUH
OT CIIy’KUTEJIUTE Ha KOMITaHUSITA.

e Open Air — ocueTOBOASIBaHE Ha PAa3XOAU M DPA3MpEACNsHE HAa BPEMEBUTE

pecypcu.
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['onsiMa yacT OT M3MOJI3BAHUTE OT CIIY>KUTEIUTE HAa KOMIIAHUSITA HHCTPYMEHTH,
ca BCBHIIHOCT YacT OT MPOAYKTUTE, KOUTO KOMIAHUATA NMPEAOCTaBS HA KIMEHTHUTE CH.
[Ipumep 3a takuBa npoayktu ca UKG Pro u UKG Pro WFM, kouTo mo3BoJisiBaT Ha
CIIY)KUTEJIUTE Ja aKTyaJu3upaT JMYHaTa CU MH(OpMAIHs, KAKTO U HEOOXOAUMUTE 3a
yIpaBJIEHUE Ha BPEMETO U NpuchcTBUeTo KomnoHeHTH (Time and attendance system).

[Tornex BbpXy MHTETPUPAHUTE MPOIIECH B KOMITAHUATA, KaCaelll Pa3BUTUETO Ha
HEHHUTE CIYKUTENH, pa3KpUBa CIEHU(PUUHOCTTA UM, LI0 CE OTHAcs 10 BHU3MITA
pabOTHUTE B3aUMOOTHOIIECHUA Aa ObJAT 3alla3€HU U Pa3BUBAaHU B JABJITOCPOUEH ILIAH.
He e 3aabJKUTENHO CITy)KUTENUTE Jla c€ 3aJbpiKaT Ha €Ha KOHKPETHA MO3MIHS 3a
nwaro Bpeme. [logxoau kato job enrichment (o6oratsBane Ha paboTaTa) u job rotation
(potanus B paboTaTa) ca mpuBeTcTBaHU. Hamuie ca MHOXXECTBO OHJIAlH O0yUeHHs Ha
T€3W NMPUHUUIM, Aa ObJaT pa3BUBAHU YMEHUs, KOUTO Ca HE TOJKOBA J100pe MO3HATH
M3HAYaITHO.

[lo oTHOmEHME Ha HAATrPakJaHETO Ha BEYE CBHIIECTBYBAIIM YMEHHS U
HEO0OXOJIUMOCTTA OT cepTU(UKALMS, BbTPEIIHUTE IPOLECH O CMsIHA Ha JIBKHOCTTa
HE ca TOJIKOBA OMPOCTEHH, KAaKTO Osixa mpu cTapT-bl (azata. Thi KaTO KOMIAHUITA €
4acT OT Kopriopaius, ce 3a0elsi3Ba MOBHINIABAHE MPU HUBOTO HA CTPYKTYPUPAHOCT U
cinoxHocT. Hanuue ca W KypcoBe nMIle B JMIE, KaKTO M H3BBH paMKUTE Ha
opraHuzanusTa. Berpeku ye akieHTHT € MMOCTaBeH BhPXY T€3U KypPCOBE, KOUTO HOCST
BBTpeIHO-PupMeHa ceptudukanus. [lo To3u HaunH pupmaTa ce mpeanasBa OT TOBa
CIIYKUTEJIUTE Ja U3MO0J3BaT HATPYNAHUTE YMEHUS U3BbH OpraHu3aluaTa.

3akirouenune

VYcnemHoTo paspacTBaHe M pa3BuUTHME Ha Kopropamus ot craryra Ha UKG
M3HCKBa CTPOro (OpMYJIMPAHU MPOLIECH, 33 YUETO CIIa3BaHE OTTOBOPHOCT € JieJerupata
Ha KOHKpeTHM eKMNH. OT CBhIIECTBEHO 3HAYEHUE € OCBEAOMEHOCTTa C BOJAELIUTE
CBETOBHM MPAKTUKU B APYT'H TOJIEMHU OPraHU3alMy HE CAaMO Ha aMEPUKAHCKUS, HO U Ha
cBeTOBHMA mazap. IlazappT Ha 4YoOBEHmIKM pecypcM HOCH CBOWUTE OTIMYMTEIIHH
cnenu(uKm, HO MPEeIU BCUUKO MOXKE J1a C€ Bh3IPUEME KaTo Ma3apHa CTPYKTypa, B KOSTO
MHTEPECUTE Ha MIPEACTABUTEIINTE HA TBPCEHETO A0 roJiAMa CTENEH ONPENEIIAT T My
Ha pa3BuUTHE. B KOHKypeHTHa cpela KaTo Ta3W Ha Ia3apa Ha YOBEUIKH PEeCypcH,
MHTETPUPAHETO Ha JOOPU MPAKTUKH C 1€ TOBUIIABAHE HA ISUIOCTHOTO OJaronoiyque
Ha CIIY’KUTEII B KOMIIAHUATA, € C BCE M10-KJIF0Y0BA U 3HAYUMa POJIA.
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Abstract: Biometric technologies are increasingly transforming Human Resources
Management (HRM) by enhancing identity verification, time tracking, and access control.
Their application streamlines Human resources (HR) processes, reduces administrative errors,
and improves organizational security. Common devices such as fingerprint scanners, facial
recognition systems, and iris readers are integrated into modern HR platforms for efficient
workforce management. However, the collection and use of biometric data raise significant
ethical and legal concerns, particularly regarding privacy, consent, and algorithmic bias. Best
practices—such as informed consent, data minimization, and regular audits—are essential to
ensure compliance with regulations like the General Data Protection Regulation (GDPR) and
the California Consumer Privacy Act (CCPA). Ethical deployment also requires transparency
and fairness to maintain employee trust and organizational integrity. This paper explores both

the benefits and the ethical responsibilities involved in implementing biometric technologies in
HRM.
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BUOMETPUYHU TEXHOJIOI'U ITPU YIIPABJIEHUETO HA
YOBEIIKUTE PECYPCHU: 1OBPU IPAKTUKHU U ETUYHU
CBbOBPAKEHUA

I'n. ac. n-p Pagxa HaueBa

Hrxonomuuecxku ynusepcumem — Bapna, bvineapus

IIpo¢. a-p Maprapuna Mapus Menaec Poapurec

Eeponeiicku uncmumym 3a sucwe oopazosanue, Pagh, [lopmyeanus

Introduction

In the digital age, Human Resources Management (HRM) is increasingly
utilizing biometric technologies to enhance efficiency and employee management.
These technologies enable precise identification and verification through physical or
behavioral characteristics like fingerprints, facial features, and iris patterns (Sharma and
Elmiligi, 2022). They are essential tools in modern HR practices for timekeeping, access
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control, and authentication for sensitive operations (Abduhari et al., 2024). However,
challenges such as data protection, consent, and ethical oversight arise. The collection
and processing of sensitive biometric data raise questions about employee privacy and
potential misuse of information (European Commission, 2024).

This chapter explores the current use of biometric systems in HRM, outlines
best practices for their implementation, and discusses relevant legal and ethical
considerations. The goal is to provide a comprehensive understanding of how to harness
the benefits of biometric technologies while ensuring compliance with regulations and
protecting individual rights.

1. Biometrics in Human Resources Management

1.1. Practical Applications

According to some studies, the global biometric technology market is expected
to reach $59.31 billion by 2025, driven by the increasing adoption of biometric solutions
in various sectors, including workforce management (Vorecol Editorial Team, 2024;
Williams, 2024). Biometric time clocks use unique physical traits like fingerprints,
facial recognition, or iris scans to verify employee identities, reducing buddy punching
and time theft, improving payroll accuracy, and saving businesses significant costs
(Ibid). Biometric technologies have found application in a wide range of HR functions,
each aimed at improving efficiency, reducing administrative burden, and enhancing
organizational security (Sutrisno, 2023). Fig. 1 describes the general process on which
the biometric systems are based. In existing systems, various methods have been
developed by most of the researchers using different biometric features (Banerjee et al.,

2014).
Biometric Storage
Enrollment Database

Biometric

Biometric

Devices

Biometric Application

Human Beings / People

Verification

Devices

Fig. 1. General Process in Biometric Systems

Source: (Banerjee et al., 2014)

Biometric systems, which collect and analyze physiological or behavioral data
like fingerprints, iris patterns, facial geometry, or voice, offer automation, security, and
accuracy, making them ideal for HRM functions like identity verification, attendance
tracking, and secure access (Jain et al., 2025; FaceOnLive, 2024). Their capacity to
replace manual procedures that are prone to fraud or error is one of the main factors
driving their acceptance in HRM. Biometric time tracking, for instance, increases
dependability by guaranteeing that only the appropriate person can report their
attendance (Kavanagh and Johnson, 2017). Biometric attendance systems are other
digital technology used in various organizations to monitor and record employee
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availability (Tyagi et al., 2021). They automate attendance verification, reducing payroll
disputes. These systems use physical characteristics, such as fingerprints, to identify
individuals, unlike traditional methods that use spreadsheets or self-recorded attendance
(Ibid). Such systems also streamline HR operations by integrating directly with payroll
and scheduling software.

On the other hand, biometric verification can be used during recruitment to
confirm candidate identities and credentials, thereby reducing identity fraud (Andersen
and MoldStud Research Team, 2024). Biometric authentication uses unique biological
traits or behavioral characteristics like fingerprints, facial recognition, or voice patterns
to verify identity (Balamurugan, 2024). This method offers enhanced security and
convenience without the need for passwords or additional devices (Ibid). The same
source states that it also has privacy concerns, as biometric data is susceptible to
compromise and can be influenced by physical appearance or environmental conditions,
potentially leading to recognition errors. Background checks and digital onboarding
processes often integrate fingerprint or facial recognition for secure access (Koppireddy,
2025).

HR departments automate tasks like timekeeping and attendance, allowing them
to focus on key activities for increased production (Saini, 2023). Al automation provides
real-time information on employee attendance and productivity. Biometric systems are
highly effective for recording employee work hours and preventing some common
issues in manual reporting. Devices using fingerprint or facial scans ensure accurate
timekeeping and eliminate dishonest practices like “buddy punching” (Kavanagh and
Johnson, 2017). This leads to more accurate payroll processing and improved employee
accountability.

Biometric authentication secures entry to restricted areas such as data centers,
labs, or executive offices, as well. Biometrics allow for the automated verification of an
individual’s identity based on physiological or behavioral characteristics and allows for
confirmation based on “who they are” rather than possession or memory (Khan and
Efthymiou, 2021). Al can assist in face detection and image analysis, further enhancing
efficiency and innovation in biometric systems. Organizations use iris scanners and
facial recognition terminals to ensure only authorized personnel access sensitive areas
(Alzahrani and Alsolami, 2019).

Some employers use biometrics to monitor workplace behavior, such as time
spent in specific zones or interactions with machines. While such tracking can improve
workflow, it raises ethical concerns about surveillance and autonomy (Garvie, 2016).
Employers must ensure that such monitoring is justified, non-invasive, and transparent.
Some empirical studies highlight the emotional and practical impact of false results from
biometric access technologies, particularly on marginalised and disadvantaged groups
(Ball, 2021). According to this source, older workers and manual workers face
difficulties verifying their identities due to the fallibility of fingerprint scanners. On the
other hand, electronic monitoring can impact employees through various dependent
variables, including job satisfaction, stress, performance, and counterproductive work
behavior (Siegel, Konig and Lazar, 2022). The same study has shown a significant
correlation between these variables and overall outcomes, highlighting the importance
of considering these factors.

In this sense, biometric systems must be tested for accuracy across diverse user
groups to avoid bias, particularly in facial recognition software. Vendors should be
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vetted for compliance with ethical artificial intelligence practices (Al-Kfairy et al.,
2024). Furthermore, algorithmic bias and erroneous rejections are issues that might
disproportionately impact people depending on their gender, age, or ethnicity, especially
in facial recognition systems (Garvie, 2016). An algorithm’s results might favor or
disadvantage some people or groups more than others without providing a valid
explanation for the disparity (Kordzadeh and Ghasemaghaei, 2021). These issues
emphasize the importance of transparent practices and regular auditing to ensure the
ethical use of biometric tools in the workplace.

By following these best practices, HR departments can ethically and effectively
implement biometric systems while respecting employee dignity and meeting legal
obligations.

1.2. Ethical and Legal Implications

The use of biometric technologies in HRM raises critical ethical questions related
to privacy, consent, and fairness. Biometric data — such as fingerprints, facial features,
or iris scans — is inherently sensitive and uniquely tied to individuals. Unlike passwords
or ID cards, biometric identifiers cannot be changed if compromised, making data
breaches particularly damaging. In this sense, biometric template protection techniques
need to be applied. They include encryption, hashing, salting, and secure storage (Paul,
2024). Encryption prevents unauthorized access, while decryption keys are securely
managed (Ibid). Hashing generates unique identifiers, salting adds random data, and
secure storage uses hardware security modules or cryptographic protocols (Ibid).

Finding a balance between operational objectives and employee rights is essential
for the successful implementation of biometrics in these domains, necessitating a strong
framework of regulations and protections. The use of biometric technology in HRM
must adhere to accepted best practices based on ethics, privacy, and regulatory
compliance to optimize advantages and reduce risks. Workers need to know what
biometric information is being gathered, how it will be used, and their rights. Clear
communication builds trust and mitigates concerns about misuse (Sahoo, 2024).

Before collecting biometric information, organizations should get clear and
written consent. To ensure that participation is voluntary and legal, people who choose
to opt out should be given alternative identifying options (European Commission, 2024).
To avoid unwanted access, biometric data must be safely kept and encrypted. Following
the General Data Protection Regulation’s (GDPR) data minimization concept, only
information that is necessary for the purpose should be gathered (Sahoo, 2024).
Nevertheless, biometric data is considered sensitive personal data under GDPR and must
be handled with extreme care (European Commission, 2024). Consent must be informed
and freely given, and organizations must implement robust data protection protocols,
including encryption and secure storage.

Conducting Data Protection Impact Assessments (DPIAs) helps organizations
identify potential risks and address them proactively (Friedewald et al., 2022).
Continuous audits ensure ongoing compliance and effectiveness of security measures
(Kavanagh and Johnson, 2017). The GDPR mandates a DPIA for new projects involving
high risk to personal information (Wolford, 2025). Organizations must follow numerous
rules to protect personal information. Non-compliance can result in fines of up to $20
million or 4% of annual revenue (Ibid). The same source states that DPIAs must include
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a systematic description of processing operations, an assessment of necessity and
proportionality, and a risk assessment of data subjects' rights and freedoms.

Another example of the legal framework is the California Consumer Privacy Act
(CCPA), a state-level privacy law enacted in 2020 that grants California residents
greater control over their personal data (State of California Department of Justice, 2024).
It is a local framework example and gives individuals the right to know what personal
information is being collected, request its deletion, and opt out of its sale to third parties.
Businesses in the US are required to disclose their data collection practices and ensure
adequate protection of consumer information to remain compliant.

One major ethical concern in biometrics usage is informed consent. It is crucial
for biometric data collection and use, but many users may not fully understand the
implications, especially when consent is hidden within lengthy service agreements or
privacy policies (Paul, 2024). Organizations should improve transparency and clarity by
providing clear explanations, obtaining explicit consent, and allowing users to opt-out
or revoke consent at any time (Ibid). Employees’ voluntary permission may be
compromised if they feel under pressure to use biometric technology, particularly if no
other options are provided. It is crucial to be open and honest about what information is
gathered, how it will be used, and how long it will be kept (European Commission,
2024).

Employee monitoring and surveillance are similar management practices, but
they differ in their scope and ethical concerns related to biometric systems (Eurofound,
2020). Monitoring focuses on work-related activities, while surveillance uses a broader
range of information. Surveillance is associated with dystopian characteristics and can
lead to individuals adjusting their behavior (Ibid). According to the same source,
employers must ensure that biometric monitoring is proportionate and respectful of
individual dignity.

Biometric systems can be biased due to factors like race, gender, or age, leading
to discriminatory outcomes. This can disproportionately affect certain demographic
groups, perpetuating existing inequalities and reinforcing discriminatory practices (Paul,
2024). To address biases, ensure diversity in data, conduct regular testing and audits,
and be transparent about system limitations to enable informed decision-making (Ibid).

The ethical deployment of biometrics in HRM requires balancing organizational
goals with respect for individual rights, emphasizing fairness, transparency, and
responsible data stewardship.

2. Biometric Applications and Devices

Biometric technologies have become essential tools in HRM, offering both
hardware and software solutions that enable secure, efficient, and accurate employee
verification and workforce management. These systems utilize unique physiological or
behavioral identifiers, including fingerprints, facial features, iris patterns, and voice
recognition, to perform a range of HR functions such as attendance tracking, access
control, and identity verification (Jain et al., 2025). Modern biometric devices are
integrated with robust Human Resource Information Systems (HRIS) that facilitate
centralized management of employee data. HRIS is a comprehensive HR system that
manages employee data, automates payroll, tracks attendance, manages recruitment and
onboarding, facilitates performance management, and generates reports for improved
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HR decision-making (Panjaitan, 2023). It offers efficiency, accuracy, compliance, and
scalability, allowing HR staff to focus on strategic initiatives. Benefits include
efficiency, accuracy, compliance, and scalability, ensuring that HR processes comply
with labor laws and regulations, supporting small businesses and large enterprises.
Software solutions such as SAP SuccessFactors, UKG Ready (formerly Kronos
Workforce Ready), and ADP Workforce Now provide end-to-end HR functionalities
with embedded biometric support.

SAP SuccessFactors is a comprehensive cloud-based HRIS platform that offers
solutions for core HR functions such as recruitment, onboarding, performance
management, and employee development (SAP, 2025). It integrates seamlessly with
various third-party biometric systems, allowing for automated attendance tracking and
secure identity verification. Known for its scalability, SAP SuccessFactors supports
large enterprises and provides advanced analytics to optimize workforce management
and decision-making.

UKG Ready is a cloud-based HRIS that combines workforce management with
HR functions like time and attendance, payroll, and scheduling (UKG Inc., 2025). It is
known for its user-friendly interface and seamless integration with biometric devices,
improving payroll accuracy and employee productivity. It also offers powerful reporting
tools and real-time analytics to help HR teams make informed decisions based on
workforce data.

ADP Workforce Now is an integrated HRIS platform designed for mid-sized
businesses, offering services like payroll, benefits administration, talent management,
and time tracking (ADP, Inc., 2025). It supports biometric time clocks for accurate
attendance and integrates with HR modules to streamline payroll and compliance
management. With its flexible reporting tools and mobile capabilities, ADP Workforce
Now helps HR teams manage employee data, benefits, and compliance efficiently.

Devices from manufacturers such as ZKTeco, uAttend Staffing, and BioEnable
are frequently deployed in both SMEs and large enterprises. ZKTeco offers a wide
range of biometric devices, including fingerprint scanners, facial recognition terminals,
and palm vein readers (ZKTeco Co. Ltd., 2025). Their products are known for fast
authentication, high accuracy, and integration with time attendance and access control
systems. Popular in both small and large organizations, ZKTeco devices are valued for
their affordability and scalability.

uAttend Staffing provides cloud-based biometric time clocks that support
fingerprint and facial recognition features (Workwell Technologies, 2025). These
devices automatically sync data with an online portal, enabling real-time attendance
tracking and remote workforce management. uAttend is widely used by SMEs due to its
user-friendly interface and seamless payroll integration.

BioEnable specializes in advanced biometric solutions such as multi-modal
biometric terminals using fingerprint, iris, and facial recognition (BioEnable, 2025).
Their systems are designed for secure authentication in high-security environments,
including government and enterprise settings. Known for innovation, BioEnable devices
support complex HR workflows like visitor management and secure access control.

Facial recognition terminals have gained popularity due to their contactless
nature and quick authentication. Particularly during the COVID-19 pandemic, demand
for contactless attendance and access systems surged (Wang et al., 2023). Vendors like
Hikvision and NEC have developed terminals with facial recognition, mask detection,
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and even temperature scanning to support health and safety protocols. Hikvision's facial
recognition terminals have advanced features such as mask detection and temperature
screening, supporting workplace health and safety compliance (Hangzhou Hikvision
Digital Technology Co., 2025). These devices use deep learning algorithms for accurate
identification, even under challenging lighting or when partially obscured. Widely used
in offices, schools, and healthcare settings, Hikvision terminals also integrate with
access control and attendance systems.

NEC's biometric terminals utilize proprietary facial recognition technology
known for its high speed and exceptional accuracy, even with face masks or aging facial
features (NEC Corporation, 2025). Their solutions often include temperature scanning
and mask detection, making them ideal for pandemic-resilient workplace environments.
NEC devices are commonly deployed in corporate, public sector, and high-security
environments due to their robust Al and compliance with global data standards.

For high-security environments, iris and retina scanners offer advanced accuracy
and resistance to spoofing. These devices are commonly found in research facilities,
government buildings, and data centers where traditional biometric solutions may fall
short. Some examples include IriTech and EyeLock devices. IriTech, a company
specialising in iris recognition, offers devices such as the IriShield series, which are used
for identity verification, access control, and time attendance (Iritech, Inc., 2025). Their
scanners capture high-resolution iris images even in low-light conditions and are
certified by organizations like Standardisation Testing and Quality Certification and
FBI. IriTech devices are widely used in national ID programs, banking, and border
control due to their reliability and compact design.

EyeLock develops advanced iris authentication systems like the EyeLock Nano
NXT, designed for seamless access control in enterprise environments (eyeLock LLC,
2025). The device performs rapid iris scanning from a short distance and integrates
easily with existing security infrastructure. Known for its high accuracy and non-contact
design, EyeLock is often used in data centers, labs, and corporate offices requiring
stringent security.

Voice recognition systems are also emerging in HR settings, especially in remote
work environments. These tools allow users to log into HR portals or authenticate
identity over phone systems, reducing the risk of unauthorized access. Nuance
Communications (2025) offers Dragon NaturallySpeaking, a voice recognition system
known for its high accuracy and speed in transcribing speech to text. This system is
frequently used for remote HR applications, enabling employees to dictate documents,
emails, and forms, reducing manual data entry. It also integrates seamlessly with HRIS
platforms, streamlining the onboarding process and reducing administrative tasks for
HR departments.

Verint’s Voice Recognition System leverages artificial intelligence to
authenticate employees’ identities during phone interactions, providing an added layer
of security for remote work environments (Verint Systems Inc., 2025). The system is
designed to understand voice patterns, ensuring that HR systems are accessed by
authorized personnel only. Its integration with HR software allows for the secure,
efficient handling of remote employee requests and automated call routing in HR service
centers.

All the above-mentioned platforms ensure real-time data processing, compliance
tracking, and employee self-service options. Moreover, features like role-based access
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control, data encryption, and audit trails help organizations meet global data protection
standards such as the General Data Protection Regulation. While these tools provide
substantial efficiency and security, they also demand responsible usage. Organizations
must implement measures for data minimization, ensure informed consent, and provide
opt-out alternatives where feasible. Regular system audits and updates are necessary to
mitigate risks related to data breaches and algorithmic bias (Garvie, 2016).

In summary, biometric HR devices and software are reshaping workforce
management. When used responsibly, they enhance operational integrity while
respecting legal and ethical obligations.

3. Discussion

Biometric technologies need to be applied in HRM process carefully and only in
alignment with the ethical and legal frameworks. In this regard, we can provide a
comparison of above-mentioned technologies and their application in HRM process
(Table 1).

Table 1
Comparison of Biometric Technologies in HRM
Technology Key Features Applications
SAP - Scalable for large enterprises Used for recruitment,
SuccessFactors - Integrates with biometric systems | onboarding, employee
- Advanced analytics and workforce | development, and performance
optimization management with biometric
support.
UKG Ready - User-friendly interface Popular for small and medium
- Real-time analytics enterprises, enhancing payroll
- Seamless biometric integration and employee management
with biometric time clocks.
ADP Workforce - Flexible reporting tools Used for payroll, benefits,
Now - Mobile capabilities compliance, and attendance
- Integrated with HR modules for management, especially in mid-
compliance management sized businesses.
ZKTeco Devices | - High accuracy Popular in small and large

- Fast authentication
- Affordable and scalable devices

organizations for time
attendance and access control.

uAttend Devices

- Cloud-based syncing
- Real-time attendance tracking
- User-friendly interface

Widely used by SMEs for
employee time tracking and
payroll integration.

BioEnable
Devices

- Multi-modal biometric terminals
- Secure authentication
- Supports complex HR workflows

Used in high-security
environments, including
government offices, for secure
access control and HR
functions.

Hikvision Facial
Recognition

- Mask detection

- Temperature screening

- Deep learning algorithms for
accurate identification

Used in offices, schools, and
healthcare settings for
contactless access control and
attendance tracking.
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- Easy integration with existing
security systems

Technology Key Features Applications
NEC Facial - High-speed facial recognition Ideal for pandemic-resilient
Recognition - Mask detection workplaces, commonly used in
- Temperature scanning corporate and public sector
environments.
IriTech Iris - High-resolution iris images Commonly used in government
Scanners - Low-light certification buildings, national ID
- Compact and reliable programs, and border control.
EyeLock Iris - Fast iris scanning Used in high-security
Scanners - Non-contact design environments like data centers,

labs, and corporate offices.

Nuance Dragon

- High accuracy

Frequently used in remote HR

NaturallySpeaking | - Speedy transcription applications for document
- Seamless HRIS integration dictation, reducing manual data
entry.
Verint Voice - Al-based voice pattern recognition | Used in remote HR
Recognition - Secure access control environments for secure
System - Automated call routing identity authentication and

handling employee requests.

Source: own research

Table 1 highlights the analyzed biometric technologies available for HR
management, each tailored to different organizational needs and environments. SAP
SuccessFactors and Kronos Workforce Ready are robust HRIS platforms that
seamlessly integrate with biometric systems, offering scalability, real-time analytics,
and improved accuracy in employee management. Devices like ZKTeco and uAttend
cater to both small and large enterprises, providing affordable and user-friendly
biometric solutions for time attendance and access control. In contrast, high-security
environments benefit from advanced systems like IriTech and EyeLock, which offer iris
and retina scanning for secure identity verification and access control. Additionally,
voice recognition technologies like Nuance and Verint enhance remote HR operations
by providing secure authentication and streamlining administrative tasks, making them
suitable for remote work.

Based on Table 1 and the research explored in the previous two sections, we can
provide some main insights.

* Biometrics Enhance Operational Efficiency in HRM

By automating identity verification, access control, and attendance, biometric
technologies greatly simplify HR procedures. Decreasing administrative mistakes and
unethical behaviors like buddy punching promotes more responsibility and a more
accurate payroll. The efficiency of workflow is further improved by their interaction
with payroll and scheduling software.

» Security Benefits Are Paired with Privacy Risks

By using distinct physiological characteristics, biometric identification provides
high security and makes identity fraud challenging. However, breaches are particularly
dangerous because, unlike passwords, biometric data cannot be altered once
compromised. Therefore, to reduce these privacy threats, encryption, safe storage, and
permission processes are necessary.

83



* Ethical Use Requires Transparency and Consent

Ethical biometric technology implementation depends on free, informed
permission and open communication with staff members. Employees have a right to
know what information is being gathered, how it will be used, and how to opt out.
Without openness, businesses run the danger of losing the trust of their employees and
breaking the law.

* Legal Frameworks Guide Biometric Data Protection

A legal basis for the ethical use of biometric data is provided by laws like the
General Data Protection Regulation. For high-risk processing, these regulations require
data reduction, specific consent, and data protection impact assessments (DPIAs). There
may be severe legal and financial repercussions for noncompliance.

* Biometric Surveillance Raises Ethical Dilemmas

Monitoring employees using biometrics might be unethical, especially if it seems
like spying. Monitoring ought to be reasonable, balanced, and considerate of workers'
autonomy and sense of worth. If not, stress, a decline in work satisfaction, or a sense of
ongoing monitoring might result.

* Bias and Discrimination Must Be Addressed

Across genders, ages, and ethnic groups, biometric technologies (particularly
facial recognition) can exhibit errors. This may foster inequality in the workplace and
result in biased effects. To guarantee equity and inclusiveness, frequent testing, a
variety of training data, and algorithm audits are essential.

* Responsible Implementation Requires Balanced Strategy

Organizations must strike a balance between operational objectives and regard
for individual rights if biometrics are to be both ethical and successful in HRM.
Technical protection, adherence to the law, and ethical consciousness are all components
of a responsible approach. Developing systems that are both safe and human-centered
is essential for effective adoption.

Conclusion

Biometric technologies offer HR management benefits like enhanced security,
efficiency, and accurate employee verification. They streamline operations and reduce
fraud. However, these benefits come with ethical and legal responsibilities.
Organizations must prioritize transparency, obtain informed consent, ensure data
security, comply with regulations like GDPR, and address algorithmic bias and intrusive
surveillance. When implemented responsibly, biometric technologies can support a
future-ready HR infrastructure. Success depends on ethical deployment, continuous
evaluation, and a commitment to balance innovation with individual privacy and
dignity.
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