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3A MNMPOEKTA

MexayHapoaeH npoekt SPEAR — ,HacbpuyasaHe Ha nosioBaTa paBHOMNOCTAaBEHOCT B aKaZLEMUUYHU U HAYUYHMU
OpraHusaLmMm Ypes BbBeXKAaHe Ha N1aHOBE 33 PaBHU Bb3MOXKHOCTU (Supporting and Implementing Plans
for Gender Equality in Academia and Research) e ¢uHaHCMpaH OT NporpamaTa 3a Hay4yHU M3CnenBaHus U
WMHoBauuK , Xopm3oHT 2020“ Ha EBponeiickna cblos, AenHocT KoopauHMpaHe 1 nogkpena B NpMopuTeTHa
obnact ,,HayKa cbc 1 3a 0bLLecTBOTO".

SPEAR ce ¢oKycupa Bbpxy NoAKpenaTta 3a BbBeXAdaHe Ha N/IaHOBe 3a PaBHOMOCTABEHOCT Ha XeHuUTe u
mbKeTe (GEPs) B eBponemcKkMTe YHWBEPCUTETU B CbOTBETCTBME C WMHCTpymeHTapuyma (GEAR) Ha
Esponeiickua UHCTUTYT 3a paBeHcTBO Ha nonosete (EIGE). SPEAR npunara ToBa PbKOBOACTBO 4pes
YHUKaneH MeToAo/N0rMyeckn noaxon, opueHtupaH Kbm KpeatusHu, OTBOpeHn, OnTumusmpalim,
MpouecyanHu, OTroBopHU, UHTeNnreHTHU u Yctoiumsm npomern (SPEAR's COMPASS).

CbrnacHo BbBeAeHUTE KPUTEPUU 33 IETUTUMHOCT U YCI0BUA 33 PUHAHCUpPaHE Ha NPOEKTM NO HOBaTa
nporpama Ha EC 3a Hay4YHuM nscnenBaHuA n MHOBaAL MM — XOPU3OHT EBpona, oT HayanoTo Ha 2022 r., BCUYKHK
Hay4YyHOM3CNeaoBaTeNckn opraHusauun (RPO), BKAOUMTENHO BMUCILUM YYWUIMLLA, OPraHM3aumMu 3a
dMHaHCcKMpaHe Ha HayyHu nscneasanua (RFO) 1 apyrm ny6aMyYHM OpraHun OT AbprKaBUTE-YNEeHKM Ha EC 1
acouMMpaHnTe CTpaHu, TpAbBa Aa MMaT BbBeaeH MnaH 32 paBHONOCTABEHOCT Ha KeHuTe U MmbKeTe (GEP).

3A KOH®EPEHUMATA

HaunoHanHaTta KoHdepeHLMA Ha TeMa ,,PaBHONOCTAaBEHOCT Ha KEHUTE U MBIKETE B aKaZAEMMUUYHUN U HAYYHMU
opraHusaumm — 0obpun NPakTUKKU, Npean3BUKaTeNCTBa M NepcnekTuBn” ce nposege Ha 15.12.2022 r. B
MexayHapoaHoTo Bucwe 6usHec yumnuuwe (MBBEY). KoHdepeHuusTa e opraHusMpaHa CbBMECTHO C
MnoBauBCKUA yHUBEPCUTET ,Mancuin XmuneHaapckn“ B pamkuTe Ha mexxayHapoaeH npoeKkt SPEAR.

B HeAa ce BKAWOYMXA YYEHW OT Pa3/NYHM BUCLWIM YYMAMLLA W HAYYHW oOpraHu3auum B bBbarapus,
npeacTaBuUTeNM Ha BM3HEca U Ha HEMpPABUTE/ICTBEHN OpraHM3aLmm, paboTelm no NnpobaemmnTe CBbP3aHM
C PaBHOMOCTABEHOCTTA M AUCKPUMMHALMATA. YUacTue B KOHbepPeHUMATa C LOKAaAMN B3eXa NpeacTaBUTENN
Ha aKageMMUYHUTE U HayyHU cpeam (TexHuueckus yHuBepcuteT — Codusn, PyceHCKMA yHUBEPCUTET ,AHren
KbHueB”, BUCLIETO yumnmLLe No TeNeKOMYHMKALMK U Nowwm, MHCTUTYTa 32 MKOHOMMYECKU U3CeABaHUA U
MHcTuTyTa no punocodus n coumnonorma npu BAH, n apyru), Kakto 1 npeacraBuTenn Ha busHeca n HMO
B bvarapums.


https://gender-spear.eu/
https://gender-spear.eu/compass
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GEP AS A MECHANISM AND TOOL FOR INSTITUTIONALIZING GENDER
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EXTENDED ABSTRACT

The Academic Council approved IBS’ Gender Equality Plan (GEP) on March 30, 2022,
and immediately made the document publicly available on institution’s official website [1], along
with other useful resources and documents. The overall goal of the document is to benefit the
organization and create a sustainable model of promoting gender inclusivity and diversity within
the institution. To ensure its implementation, the GEP team at IBS followed necessary steps,
including conducting audit and planning phases, to identify specific areas of intervention and
create a roadmap of context-based objectives and measures. The plan is also available under the
Gender Equality Plan section of the official SPEAR website [2].

The GEP is closely aligned with the strategic aims and values that are held by the institution.
IBS’s Strategy for Development 2030 [3] includes six concrete strategic goals: active participation
in European initiatives; implementation of innovative practices in education, ensuring internal
coherence and continuity regarding the training; creating opportunities for professional
development and fostering a loyal society of graduates; internationalizing training through the
development of national and international networks with leading academic and business
institutions; and establishing and developing IBS as an recognizable international center for
business training and qualification, in accordance with the requirements of the national and
European labor market.

IBS’s vision is based on five indispensable values — People, Relevance, Innovation,
Quality, and Society — which determine our responsibility, commitment, and dynamic at all times.

The GEP aims to establish a gender-equal framework for inclusive growth, prosperity, and
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research integrity, in line with IBS’ core principles of Gender Equality (GE). This represents a
firm step towards prosperity in all levels of development, and is directly related to the five core
values held by IBS.

In relation to people and society GE is a fundamental human right. Achieving GE creates
equal opportunities and fairness, it aims to recognize and overcome the gaps in which women or
men are underrepresented. Establishing GE-related policies also serves to empower women and
eliminate discrimination against women and girls. These agendas are aligned with the 2030
Agenda for Sustainable Development and Goal 5. “Achieve gender equality and empower all
women and girls” [4]. IBS is committed to advancing our way of thinking and social responsibility
as a school that provides equal opportunities. GE intersects with ethnical and socioeconomic
agendas, and thus the implementation of the GEP aims at reducing societal inequalities at the
organization. As an institution that values relevance, IBS strives to be adequately responsive to the
vigorously changing regional, national, and international economic environments, employing
modern teaching methods and technologies for scientific research. This includes recognizing and
presupposing gender aspects in all of these environments.

Regarding innovation and quality IBS’s GEP elaboration is also driven by the 2021 Eu-
ropean Research Area’s (ERA) pact for research and innovation and its core upholding values [5].

The GEP prioritizes research and innovation, aiming to introduce and implement norm-
critical innovation as outlined in the Gendered Innovations 2, Policy Review. Norm-critical or
intersectional analysis opens new doors in achieving excellence in research by questioning “norms,
roles, power relations and power structures that can be linked to different kinds of discrimination,
and reveals who or what is or are included or excluded by implementing various norms” [6, p.
236]. This approach directly reflects on the quality of research and broadens the range of topics
investigated. It is one of the reasons why GE has been introduced in peer-review processes and
strategic publication documents at IBS.

The formal content of IBS’ GEP includes a Word from the Rector, introducing the GE as a
priority at the institution; an /ntroduction divided into four parts; and Areas of Intervention. The
Introduction comprises of Gender Equality in Bulgaria, which provides a brief overview of GE
official documents implemented in the country; /BS History, which showcases some of the main
events in the school’s history; IBS Strategy for Development and Vision, which outlines the overall

vision and correlation between GE and IBS’ values; and Steps in GEP'’s Lifecycle, which briefly



introduces the process of creating the GEP — from planning stage to monitoring and evaluation
stage. This structure was chosen to present the institution and its strategy in strict relation to gender

equality as a priority, leading not only to institutional change but also better research.

The GEP consists of four areas of intervention:

1. The first area of intervention concerns gender equality in organizational culture and
work-life balance, and highlights gendered stereotypes and resistance towards organizational
change. In order to achieve this, IBS introduces GE in different policies and ensures their
implementation in the organization. It consists of three main objectives: (1) awareness raising and
promoting GE and diversity; (2) forming a gender-sensitive organizational culture, and (3)
promoting and ensuring work-life balance. Each objective has concrete measures for its
achievement and indicators. This area corresponds to the SDG’s Agendas 4 (Gender Equality) and
10 (Reduced Inequalities).

2. The second area concerns gender balance in leadership and decision-making bodies and
emphasizes the importance of equal participation of women and men in decision-making to ensure
fairness and transparency. It consist of three main objectives: (1) achieving gender balance in the
leadership of IBS and its decision-making bodies; (2) establishing gender-sensitive and gender-
responsive decision-making structures; and (3) enhancing the visibility of women as potential
leaders and raising gender awareness among female and male leaders. This area corresponds to the
SDG’s Agendas 4 (Gender Equality), 8 (Decent work and economic growth), and 10 (Reduced
Inequalities).

3. The third area deals with gender balance in recruitment, selection processes, and career
progression. It has one main objective — ensuring that women and men get equal chances to develop
and advance their scientific careers. This area corresponds to the SDG’s Agendas 4 (Gender
Equality), 8 (Decent work and economic growth). and 10 (Reduced Inequalities).

4. The fourth and last area concerns with integrating a gender dimension in research and
educational processes and has thee main objectives: (1) promoting a gender perspective in research
activities and processes; (2) improve equal gender representation in publishing processes’ involved
bodies; and (3) awareness raising, promoting, and including a gender perspective in educational
processes and content. This area corresponds to the SDG’s Agendas — 4 (Gender Equality) and 10
(Reduced Inequalities).



Specifically for the last area, we aim to introduce GE considerations in publication
documents and peer-review processes. Our goal is to initially introduce the concept of GE in
research and peer review through established guidelines, such as SAGER Guidelines [7], and then
introduce more in-depth guidelines adapted for the Bulgarian context.

The IBS team recognizes that the GEP is “an ongoing process for improving gender
equality” [8] and with the help of top management it aims at strengthening GE structures and create
a cohesive gender-equal environment, ensuring consistency in providing equal representation for

all staff members.

KEYWORDS: GEP; gender equality; gender equality plans; RPO; HEI
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EXTENDED ABSTRACT

The Gender Equality Plan (GEP) of the University of Plovdiv “Paisii Hilendarski” (PU)
[1] sets a basis of promoting, strengthening, providing, ensuring and preserving equal access for
university students and employees to all activities and opportunities related to education and
research regardless of their gender.

The general objectives pursued in the implementation of the PU GEP are:

* Integrating gender equality (GE) considerations into official university policies and
practices that reflect the needs and interests of both men and women while also providing
an effective mechanism for monitoring and reporting specific mainstreaming outcomes;

= Raising awareness on GE issues and promoting appropriate capacity and collective culture
with zero tolerance to gender-based harassment and violence; and

* Introducing gender dimensions in university educational or research activities and in
management of work-life balance and of supportive work or study environment.

The PU monitoring procedures for GEP implementation [2] are defined by the
following basic parameters: responsibilities, timing, indicators, methods, and use of findings.

Monitoring procedures are driven by the members of the PU Gender Equality Group (GEG)
constituted along with the adoption of the GEP for the period 2021-2024 and whose composition
is updated when approving the plan for each subsequent period. Regarding the implementation of
the current GEP, GEG have the following members with respective obligations and

responsibilities: Team Leading Person; Stakeholder Collaboration Person; Sustainability and

11


https://orcid.org/0000-0003-0296-1297
https://orcid.org/0000-0003-3393-1058
https://orcid.org/0000-0002-0569-9776

Mainstreaming Person; Monitoring and Evaluation Person; Dissemination and Communication
Person; and GEP Implementation Person.

As a primary GE Supervisory Body to which the GEP implementation monitoring findings
are reported is appointed PU Commission on Ethics and Academic Integrity. The Commission, for
its part, reports the result of monitoring to the top management, in the shape of the Academic
Council as a principal managing and decisions making authority of the university.

Other important players in the monitoring activities are the members of the already
established network of gender practice in a local level, called Local Community of Practice
(LCoP). Specific members of PU management (top or middle) may also be assigned
responsibilities in the monitoring process.

To increase the impact over GE status at the organization monitoring procedures are
organized as a continuous process, with progress being tracked and compared over a prolonged
period of time — throughout whole GEP period. To determine the effectiveness of the GEP
implementation the continuous monitoring procedures rely on the pre-defined in the GEP
indicators. Indicators are either quantitative (numeric) or qualitative (descriptive observations).

At the heart of the chosen monitoring method on GEP implementation is the GEP itself. It
is designed so that each measure/activity is presented along with corresponding descriptive
parameters as meaningful numbering by Al, people involved, time frame and indicators for
monitoring of the activity progress and results achieved. These parameters are the basis of the
specially designed monitoring tools (in table format) — Action Plan, Action Plan Performance and
Monitoring Report. All monitoring tools can be considered and applied in an integrated manner.

The Action Plan serves as a tool for planning concrete actions that implement some
planned in the GEP measures for the upcoming period. It includes the following 6 columns with
data:

= Area on intervention (Al);

= Measure/Activity — from GEP along with its numbering;

* Planned indicators — as they are formulated in GEP;

= Action — various actions for implementation of the planned measure, as one measure can
include one or several actions;

= Responsible for Action — for the execution of the action and data collection for monitoring;

= Period — for the execution of the action.

12



Any executed action from the Action Plan is reported in the Action Plan Performance

that serves as a tool for monitoring/reporting the implementation of GEP by actions. The following

data for each implemented action are filled in the Action Plan Performance:

Status due [Date] — on the work on implementation of the action. The status may be Not
started/in Progress/Completed;

Date Completed — when the action is completed;

Quantitative Achievements by Action — values of quantitative indicators achieved;
Qualitative Achievements by Action — qualitative indicators achieved.

The Monitoring report/GEP Implementation Report serves as a tool for reporting the

GEP implementation by measure/activity as in the GEP itself and determining whether it is

necessary to include the measure in the GEP for the next period and continue the work on its

implementation. This report consists of the following key components:

Al

Measure/Activity — from GEP;

Planned Indicators — for the implementation of the measure/activity as they are formulated
in GEP;

Quantitative Achievements by Measure — values of quantitative indicators achieved;
Qualitative Achievements by Measure — qualitative indicators achieved;

Relevance of the Actions — estimated relevance of the actions for the achievement of the
observed outcome on a scale of 1 (not relevant) to 5 (very relevant);

Follow-up needed? — specify if follow-up is needed by indicating Finished or To Be
Continued.

The Monitoring report is filled out once a year as data for the implemented measures in the

current year are cumulated to the document for the previous year. Thus, at the end of the GEP

period, it forms so called GEP Implementation Report. The GEP Implementation report shows

which from the current measures have to be included in the next GEP, whether the results achieved

in all Als are sufficient or some new measures have to be taken, and what new Als have to be

included in the next GEP.

The GEP monitoring procedure is a cycle process consisting of three phases: Preparatory,

Implementing and Reporting.

13



The Preparatory phase includes the following steps: Planning next actions; Assigning
responsibles for actions and time frames; and Creation and adoption of Action Plan.

The Implementing phase takes place within six months and includes steps: Organization
and conducting of actions from Action Plan; Collecting and providing monitoring data; and
Revising Action Plan.

Unlike the other phases, in which the steps are performed sequentially, the steps in the last
phase are complementary. The Reporting & Communication Phase includes components:
Reporting & Communication by action; Reporting & Communication by measure; and Reporting
& Communication GEP Implementation.

The proposed monitoring approach was implemented and the first monitoring report of

GEP implementation was accepted by the PU Commission on Ethics and Academic Integrity.

KEYWORDS: gender equality plan; gender equality plan implementation; gender equality monitoring

procedures; monitoring tool
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HucTutyT mo gutocodust U COMONOTHS, hvreapcka akademus Ha HayKume

EXTENDED ABSTRACT

PaBHONOCTaBEHOCT HA KEHUTE U MbKeTe B 0BbJrapcKkaTa HayKa M aKkaJileMU4Ha cpefia

Bunzo or penuna npoyuBanus (Hamp. MHzaekca Ha HEPaBEHCTBOTO MEXy IOJIOBETE Ha
OOH; unnekca Ha EIGE 3a mxenabp paBeHCTBO) bbiarapus n3ocrtaBa 1Mo OTHOLIEHUE Ha
PaBHOINOCTaBEHOCTTA HA KEHUTE U MBXKETE B CPABHEHHE C pEMIla €BPONEICKU CTPaHU U CPETHOTO
3a EC HuBO. B ChIIOTO BpeMme, AaHHUTE 3a PABHOMOCTABEHOCTTA HA JKEHUTE U MBKETE B
akagemMuuHuTe cpenu B bwirapus (Hamp. Shefigures 2021, 2019, 2017) moka3Bart TpaJuIliOHHO
n00Bp 0011 OaaHc MO OTHOIIEHHE HA YYaCTHETO Ha KEHUTE B HAYYHU M3CIIEBaHUs, KapUepHO
pa3BUTHE M y4YacTHE BBB B3€MAaHETO HA PEUIEHUs, CHJIIHO MpUCHhCTBUE B moBeueTo STEAM
JTUCIUILTAHY.

Bb3HuKBa BBIPOCHT Ha KAKBO CE€ ABIDKAT TE3U MO-I00OpU pe3yiTaTH, KOraTo aHAIU3bT
3acAra akaJeMUYHHUTE CpPEeld, a He LSI0TO oO0IIecTBO. BB3MOXKHO M € Ja ca pe3yiarar oT
crenu@uyHa MPOrPEeCUBHOCT, W3MPEBAPBAILO Pa3BUTHE B HAYUHUTE CPEIU WIH, HAIPOTUB — Ha
no-n1o0pe MHTEpHAIM3UPAHW ETAJIUTApHM HArjdacu, WJIBAllM OT  COYUANUCTNUYECKOMO
Hacnedcmeo? Cropen Hac, KaTo TOBa € padoTHA XUITOTE3a — HUTO €IHOTO, HUTO IpYroTo. Bhpeku
HSIKOM OOIIM YrOBOPKH IpeJroiaramMe, ye TPaJIuHOHHUAT OajlaHC MEXIy TOJIOBETe U OT/AaBHA
YCTaHOBEHOTO NPUCHCTBHE HA JKEHUTE B HayKaTa M H3CJIEJBAHMUATA, BCHUIHOCT MPUKPHBAT
JDKEHIbp HEpaBEHCTBaTa B aKaJeMHYHUTE Cpeld M ca pe3ylTaT Haii-Beue Ha CTPYKTYypHHU
po0GJIeMH B MOJIETO U KyJITYPHH HAcJIarBaHus B 0OIIECTBOTO, BOACILH /10 HETIPUBJIEKATEIHOCT Ha

aKaJgcMudHara C(bepa KaTo IIAJ10, a B YaCTHOCT — 3a MBXKCTC.
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[TpuBruaHO MOOPHAT OamaHC M TPATUITMOHHOTO MPHUCHCTBUE HA JKCHUTE B aKaJICMUYHHTE
cpenu, 0cOOCHO B HSIKOW NUCIMIUIMHU, BCBHITHOCT BB3IMPEMATCTBA PABHOTIOCTABEHOCTTA KaTo
MpeNoCcTaBs MPHUBUAHO TMPABIONOAOOCH apryMeH 3a TMpUIbpXKaHe KbM MaTpUApXaHU
KOHCTPYKIMHA M WHCTPYMEHT 3a aKTUBHO NPOTUBOIIOCTaBSHE Ha paBHOMOCTaBeHOCTTa. Hemio
MoBeYE, MACOBOTO MPUCHCTBHE HA JKEHW HE O3HAYaBa aBTOMATHYHO, Y€ PABHOIOCTABEHOCTTA €
camoro ipazouparia ce IeHHOCT. Hikon KoMeHTapy Ha KOJIETH TP AUCKYCHUTE Ha HACTOSIIUTE
1aHoBe, kakto Ha HuBo UDC, Taka u Ha HUBO BAH, moka3axa sicHO Hepa3OupaHe ABIKAIIO Ce,
CHOpe[ Hac, OT €/lHa CTpaHa UMEHHO Ha MPUBUHUA OajlaHC, a OT JIpyra Ha ToBa, ue brarapus e
cpen Hal-3acerHaTUTE OT aHTH-IKeHIbp kammnanuute (Darakchi 2019), KoWTO AOMBIHUTEITHO

YCIOXHUXA TUCKYCHUTE.

PaBHOMoOcTaBeHOCT Ha :KeHNTe U Mb:keTe B UDC-BAH

Bonpekn ye 6amaHChT MEXIY TOJOBETE M PABHHUTE MpaBa BUHATH ca OWUJIM MIPHOPHUTET B
nonutukute Ha WMPC-BAH, HHCTUTYTHT €1Ba HAcKOpO MpeArnpue aKTUBHU MEPKHA Ha
WHCTUTYLMOHAITHO HUBO Upe3 pa3paboTBaHe Ha [1aH 32 paBHOMOCTABEHOCT Ha KEHHUTE U MBKETE.
HacrosmaTta Bepcus Ha [1naHa e pa3paboTeHa B CbOTBETCTBHE C TIETTE MPHOPUTETHU CTHI0A U 10
royisima cterneH ciensa npenopbkute Ha EIGE u unctpymenta GEAR.

NDC tpaguiinoHHO UMa 100pO MPEICTABUTENICTBO Ha KEHH KAaKTO B M3CJIEIOBATEIICKUS
HepCOHaJI, TakKka U B praBI/ITeHHI/ITe OpFaHI/I, HO HAITOCJICABK CC HpOﬂBHBaT " HAKOU CHGLII/I(I)I/I‘-IHI/I
MpeAN3BUKATEICTBA, KOUTO CIIOPE]I HAC Ca JJOCTA OKA3aTeIHHU 32 LSVIOCTHATA [TOCOKA Ha pa3BUTHE
Ha COLMAIIHUTE U XyMaHUTApHU HayKu B bbiarapus, a U Ha akaJIeMUYHOTO T0JI€ y Hac.

Ananmu3bT 1o qaHHu oT 2021 r. mokas3Ba, 4e )KeHUTE ca MAJIKO M0-100pe MpeICTaBeHH, TIPH
Is1aTa TMHAMMKa Ha TOBa M3MEpPEHHE, B OpraHuTe Ha yrpasieHue. Chilo Taka, HaOltogaBa ce
HpeBCC Ha )XCHUTC CHpSIMO MBXKETC B aKaICMUYHHUA CbCTAB U J0CTAa I'0JICMHAU ,Z[HCHpOHOpL[I/II/I HpI/I
MJIQJIATE€ YYEHU U B HUCKUTE HAY4YHU CTENeHH. [0 oTHOIIEHe Ha akaJleMUYHOTO U3pacTBaHE ca
CIa3eHM BCUYKHU YCIIOBHUS 32 PABEHCTBO W BCE TMAK CTIOpE] MPEIBAPUTEITHN JTaHHH ce 3a0emsi3Ba
pasiMka B TEeMIIa Ha KapUEepHO PAa3BUTHE U HU30CTaBaHe Ha keHHUTe. Ch3/aJleHH ca KOHKPETHU
MCXaHU3MH, KOUTO Ja YHGCH}IT 6ancha U CBBMECCTABAHECTO Ha HpO(l)CCI/IOHaHHI/ISI nu CeMeﬁHHH
JKUBOT HA CITyKUTEIUTE, KaTo, mopaau pel BbHIIHU 32 UDC npudyuHU, JUIICBAT TaKUBA, KOUTO
€IHOBPEMEHHO J1a IMoroMarar 0ajaHca 1 J1a TOIPUHACST 3a TI0-100pH Bb3MOKHOCTH 33 KApUEPHO

pasButhe. [lopagu cnenmdukure Ha HaydHUTEe U MpoOIeMHu nosera Ha yueHute B UDC He ce
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perucTpupa XxapakTepHHUAT MMOBCEMECTEH AePUIIUT Ha WUHTEIpUPAaHE HA TeMaTHKaTa B Hay4YHUTE
W3CJIC/IBaHMS a ¥ ce TPOBEXIAT, B pamkute Ha npoekT MILIEU, kypcoBe u 00ydeHusI 10 TeMH,
CBBP3aHU C MOJ U JKeHAbDP. [1o oTHOIIIEHNE HA CeKCyalleH TOPMO3 U HaCUJIMe, OCHOBAHO Ha 10Jia,
ca Cbh3JaJdCHU HeO6XOIII/IMI/ITe MCXAaHU3MHU 3a OOKJIAJABAHC U Ca PA3MIMPCHU MMPABOMOIINUATA Ha
KomucusaTa 1o etuka. Kakro B mnoBeueto HayuHnu opranu3anuu B boiarapus, B UOC He ca mpaBeHH
MOCIIeZIOBATEIHH U3CJIE/IBaHUS Ha aClIEeKTUTE Ha PAaBHOIIOCTABEHOCTTA WIIM PEJIEBAHTHU aCIEKTH
Ha KyJTypHUS M COLMalleH Kiaumar. M3depmarenHo npoydBaHE, OTHACSIIO CE€ OO TE3U

NpeaAU3BUKATCIICTBA, € 3aJI0KCHO KATO KJIIFOYOBA MApPKa B HACTOSAIIUA TIJIaH.

®eMUHHM3ANUATA KATO cnienupuuno npeaussukarencTso npex UOPC-BAH

KakTo Germie ka3aHo, €1HO OT MO-CHEIMPUIHUTE MTPEIU3BUKATEICTBA, C KOUTO CE COMBCKBA
NDC-BAH, e ¢demunuzanmsara, koiaro He Ou Owia mpoOieM, ako He Oele CBHIPOBOJCHA B
IBIATOCPOYCH TUIaH C PeHIia OTPUIATEITHH TTOCIICIUIIN KaTo 3ary0a Ha MPECTHK U HaMallsiBaHe Ha
3arutamanetro B moisieto (Hamp. Crawley 2014; Cacouault-Bitaud 2001). Taka, B uHTEpec Ha
OanmaHca W BKJIIOYCHOCTTA, 33/1a4a Ha YacT OT HACTOSIIUTE MEPKHU Ha TOAUITHUTE MPOTPaMH 3a
u3mbIHeHne Ha [11ana 3a paBHONOCTABEHOCT € yBEJIMYaBaHe Ha IPOICHTHUS JSUT HA MBXKETE CPe
Tpyaeure ce B THCTUTYTa U cpell 3aeMalliTe TO3UINU B PHKOBOJIHU OPTaHH.

Ce3maBa ce TmapajoKcajlHa CHUTyallls, B KOSTO MBXETe ca eIHOBPEMEHHO
MPUBWICTUPOBAHU (XUIOTE3a, CIOPEa MPEIBAPUTEIIHUTE HHU JAaHHU 32 PA3IUKUTE B TeMIla Ha
KapHepHOTO pa3BUTHE U OanaHC MexAy padoTa M CeMEeH JKMBOT) M M3KIIOYEHH (IOKOJIKOTO
MPEACTABISIBAT MMO-MaTbK IPOLIEHT OT o0mus 6poit Tpyneny ce B UDC u mo-Maako BUCIITH W/ WA
OTTOBOPHH UTHXHOCTH CE€ M3IBJIHSBAT OT TIX), a JKEHUTE Ca E€THOBPEMEHHO OINeTeHH (TI0
OTHOIIICHHE Ha OajlaHC MEXIy padOTeH U CeMeeH KUBOT M TEMII Ha KapUEpHO Pa3BUTHE) U TO-
n00pe MHTErpupaHu (JOKOJKOTO MPEACTAaBISABAT MO-TOJSIM MPOLEHT OT o0mus Opoil u ca mo-
no0pe mpeICTaBeHH B PbKOBOHU JUTHKHOCT).

BaxHo 1a ce oTdere, ye mpoOIEeMBbT B ToJIsIMaTa CH YacT c€ ABJDKU MO-CKOpPO Ha (haKTOpH
OT CTPYKTYPHO U KYJITYPHO €CTECTBO, KOMTO TPYIHO OMXa MOTJIH /1a ObJIaT MPEOI0IICHH C IIJIAaHOBE
1 00y4eHUs ¥ KOUTO, CIIOpe] Hac, ca (pakT MMEHHO MOpaay MpoTHyalaTa Beuye GeMuHU3aus y
HAC Ha aKaJleMHUYHOTO IT0JIEe KaTo IISJI0 U HA COLMAITHUTE U XyMaHUTAapHU Hayku. B cTpaHa ¢ Bce
omie mpeoOiamaBaio naTpuapxaiHu pa30oupaHus KaTo bbiarapus conumanHaTa HOpMa JAMKTYBa

MBXKBT J1a ObJIe TJIaBa Ha CEMEHCTBOTO U Ja OCUTYpsiBa (hMHAHCOBATa M3APHKKA, TOKATO KEHATA
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MPEIOCTaBsl eMOIMOHATHA M (U3MYecKaTa Tprka 3a OCTAHAINTE WICHOBE Ha CEMEHCTBOTO.
[To3umnusi, KOSITO HE OCUTYpsiBa (PMHAHCOBA CAMOCTOSITETHOCT ITOPAJM HUCKO 3aIulaliaHe, HO MbK
II03BOJIsIBa CBO60,Z[a B rpa(bmca W HUCKO MUHUMAJIHO HATOBApBAHEC, MPHUBJINYAa OCHOBHO [IBa THUIIA
(Mmazu) xopa: TaKuMBa, 32 KOMTO HUCKOTO 3allialllaHe HE € MpoOJieM, WM TaKuBa, 32 KOUTO
CBOOOHUAT rpaduK € THPCEHO MPEAUMCTBO; M B IBaTa ClIydasi — mpeo0iaaaBaIio KeHH.
BB3HUKBAT HIKOJIKO BaYKHH JMCKYCHOHHU BBIIPOCA Kacaelld MEpPKHUTE 3a HachpyaBaHe Ha
PaBEHCTBOTO M MEXAHM3MHUTE 3a AKaJEeMHUYHO H3pacTBaHE MO MNPUHLMIL 1) B cHUTyauus Ha
(beMI/IHI/ISaI_[I/ISI Ha KOHKPCTHA U3CJICA0BATCIICKA 06H_IHOCT, MCPKUTC 3a IPUBJIMYAHC U U3JITUTAHC Ha
MBKe, HE 3aTBBPIKIABaT JIM BeUYe CHIIECTBYBAIIUTE [UKCHIbD IUCOATIAHCH WM HAIPOTUB — 32
CBIIMHCKA PaBHOIOCTaBEHOCT € HEOOXOJMMO Jla ce ChoOpa3siBaT MEpPKUTE HMEHHO Ha
JIOKQJTHO/CPETHOHUBO, 3aIll[0TO YCPEOHSBAHETO Ha TO-BUCOKM HHUBA (0OII0AKaJIEeMHUYHO,
HAI[MOHATTHO) IPUKPUBA CHIIECTBYBAIINTE qUCOaTaHCH; 2) BH3MOXKHO JIH € BHOOIIIE, MPHIaraiflku
MEpKH JIOKaJHO KbM OIpe/eieHa HWHCTUTYIHUS aJeKBaTHO M B JOCTaThbYyHA CTENEH Ja ce
MUHHMH3HpAT HSKOW COIMATHH TEHACHIMH, BOJCIIM 1O OrpaHWYaBaHE Ha MIAHCOBETE 3a

npodecroHaHN U3SBH Ha )KCHUTE.

KJITOYOBU AYMM: mxeH bp paBHOIOCTABEHOCT; HAYKa; aKaJeMUs
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EXTENDED ABSTRACT

The study of the availability and content of the Gender Equality Plans (GEP) on the
websites of the Bulgarian academic institutions shows the insufficient number of fulfilled this
criterion of the Horizon Europe Program: during the period from 2021 to mid-August 2022, such
plans are publicly available in 12 out of a total of 52 accredited universities and in the Bulgarian
Academy of Sciences (BAS). The obtained result can be interpreted as an indirect indicator of both
the low attitude towards applying for the Program and the lack of interest in the gender issues in
the academic institutions in Bulgaria.

This insensitivity is also manifested in the established low degree of implementation of the
EU recommendation for the integration of gender issues in the content of research and innovation:
according to data from the latest edition of "She Figures" (EC-DGRI, 2021), for the period 2015-
2019 only 1.79% of all publications and 1.92% of the projects under "Horizon 2020" in Bulgaria
included gender dimensions in their content. The same trend is characteristic of the existing
courses and training programs for doctoral students, and of the research conducted in the BAS
units (BAS, 2022). The implementation of trainings and seminars on topics related to the benefits
of gender equality in GEPs, including in the substantive context of research and curricula is
essential for increasing the degree of engagement with this issue of the Bulgarian academic
community.

The same lack of interest is evident when analysing the relative share of academic
institutions publishing information on the implementation of gender equality actions and measures
on their websites — a new indicator proposed in “She Figures 2021”: in 2020, just 48% of the

universities in Bulgaria share such information on their websites, with the lower share in the public
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research sector (PRS) of 21.43%, which is further evidence of weak interest in gender equality
issue. The measures to increase the organizational culture in research and higher education
institutions provided for in GEPS in this direction is an effective tool for overcoming the observed
neglect of the subject.

A review of national GEPs in the academic institutions, titled in most of them (in

Bulgarian) as plans for "equal treatment of women and men", shows a certain degree of

misunderstanding of the real state of the problem. This contradicts not only the European
terminology talking about gender equality, but also the current situation in academia in Bulgaria,
where unequal treatment of women has been missing for years, there are no prerequisites for
disregarding the issue of equal treatment of the male and female staff in the institutional normative
documents and practice, as there are only known some gender differences and imbalances.

This is confirmed by the results of the author's previous research (2013 and 2020), as well
as by the 2022 analysis with a focus on the PRS. According to available data from "She Figures
2021" for 2018, the representation of women and men in doctoral studies and in employment in
the academic sphere in Bulgaria is characterized by complete gender balance. In parallel with this,
a persistent negative trend towards feminization of the PRS is observed — the share of women
approaches 60% and is on the verge of breaking the gender balanced representation. One of the
reasons is a tendency for men to leave the PRS — for the period 2010-2018, the average annual
growth rate of male employment in PRS was -3.6%. Unfortunately, although at a lower rate of -
1.6%, this trend has also affected women researchers in PRS in the last few years: with the
exception of medical and social sciences, where their number is increasing, in all other fields of
science there is a drop between -1.8 to -3.84%, which is significantly higher in men. This situation
in the PRS in Bulgaria brings to the fore the issue of retaining researchers of both sexes, as well
as attracting young scientists.

The feminization of the PRS is even more visible when analysing their participation in
different scientific fields. During the same period, progress was made in achieving the previously
missing gender balance in engineering sciences — the representation of women reached 40.12%,
as well as maintaining such, albeit with a slight predominance of women, in natural sciences, where
women are 53.76%. In all other scientific fields there is an over-representation of women, which
continues to grow: in 2018, women were 83.18% in medical, 66.67% in social, 65.06% in

agricultural sciences and 63.85% in humanities. This is an indicator for horizontal segregation of
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men in the sector with all the negative consequences for the research potential and talent in the
PRS in Bulgaria. That requires taking the necessary actions, including through the GEPs, to retain
and attract research staff with priority to men with a view to achieving a balanced gender ratio in
the various fields of science. It is noteworthy that the deviation from the gender balance to the
detriment of any gender has negative consequences with a view to utilizing the nation's research
potential and building a fair and competitive European research area.

Regarding the vertical segregation of women in academic positions and their participation
in the scientific and administrative management bodies, Bulgaria is significantly better than the
EU member states. This is mainly observed among professors: the representation of women in the
EU-27 is only 26.18%, while in Bulgaria we have almost achieved gender balance with 39.7% of
women. The increase of nearly 6 points in 2018 compared to 2015 of female professors ranks
Bulgaria according to this indicator in 7th place among 32 member states and associated countries
included in the “She figures 2021 survey. Vertical gender segregation in the sphere of decision-
making in academic institutions in Bulgaria has practically been completely overcome: in 2019
Bulgaria is among 10 EU member states and associated countries in which women make up more
than 40% of the heads of various management bodies in academia.

However, the further preservation of established traditions and good practices in the field
of gender equality in the academic sphere in Bulgaria require an increase in the commitment of
academic employees as well as implementation of the measures foreseen in GEPs to increase the

sensitivity of the organisational culture to that issue.

KEYWORDS: gender equality plan; gender sensitivity; academic institutions; public research sector
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EXTENDED ABSTRACT

BnBenenue

Teopuute 3a MUAEPCTBOTO JATUPAT OIll€ OT HAYAIOTO Ha 18 BeK M BCsAKa €llHA OT TAX
aKIEHTHpa BbPXY KOHKPETHM KauecTBa M XapaKTePUCTUKH, KOHTO OTIMYaBaT JUAepa OT
ocrananure. ChlEeBpeMEHHO 00aye JIUIepCTBOTO BeUe HE € TPYIIOB MPOLIEC, a MPOLIEC, OMpeAesi]
MUCHSITA, BU3UATA, LIEHHOCTUTE, LEIUTE U JIEHHOCTTAa Ha opraHuzanusTa. B ycrioBusita Ha
Wupyctpust 4.0, To ce nposiBiBa He OTBBTpE HaBBH (KakTo Oe 10 90-te roguau Ha 20 Bek), a
OnmarojapeHue Ha BIMAHUETO Ha TJIOOANHUTE BBHINHU (AKTOPH, BB3ACUCTBAILU BBPXY
BBTPEIIHATA Cpela Ha opraHuzauuute. JIMaepcTBOTO OT HOB TUIl € IU(POBO, pa3BUBa ce B
JTUTHTATHA WU XUOpUIHA (CMECEeHa) cpe/ia, He M3MCKBa KoMyHHKanus face to face.

B Te3u nuHaMUYHM YCIIOBHSA, aKaJIEMUYHUTE HHCTUTYIIMU B BbIrapus ca u3npaBeHu mpex
HOBM TIPEIM3BHUKATEICTBA, MPOM3THYAINM OT 3acHjBallaTa ce II00ajHa AWTHTAIM3alus, OT
nangemusita KoBun-19, or poOoTuzamusita M HaBIM3aHETO HA M3KYCTBEHHUS HMHTENEKT B
MKOHOMHMYECKUTE U MPOU3BOJCTBEHUTE MPOLIECH, OT peopMUTE BbB BUCLIETO 00pa3oBaHUeE, OT
M3HCKBAHUATA 332 AKaJEMHUYHA KOMIIETEHTHOCT M KamlalHUTeT, OT HAayKOMETpHUYHATa paMKa M
M3UCKBAHUATA HAa 3aKOHOJIATENICTBOTO. TOBa Hajara ThpCEHETO Ha ONITUMAITHUS JIUJSPCKU PO
HAa pPBKOBOOUTENS B aKaJIeMUYHUTE HMHCTUTYLMM, KOWTO HMa KaudecTBaTa, MHOTpeOHU 3a
e(eKTUBHOTO yNpaBjeHHe Ha OBIrapcKuTe BUCIIY yuuiauiia. ToBa Hanara u3cjieIBaHeTo Ha 6a3a
MOJI Ha JHUAEPCKUS CTWI Ha YINpaBiIeHWE Ha JHUIaTa, 3aeMallly YyMNpPaBICHCKU MO3UIUH B

OBJIrapCKUTE BUCIIHN YUMUIHIIA.
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MeToauka Ha u3c/IeIBaHe Ha JIUAEPCKHUs CTHJI HA yIIPaBJIeHHe HA MbiKeTe U JKeHHTe,
3aeMally PbKOBOJAHHU NO3UIUHU B OBJrapcKUTEe BUCIIM YYUJIHMIIA

W3cnenBaneTo Ha TMAEPCKUS CTUI Ha YIIPaBIeHUE HA (POPMATTHUTE JIIEPU — MBXKE U )KEHU
B aKaJIeMMYHUTE MHCTUTYLMHU € MPOBEIEHO MO Meroaa Ha teopusta Ha SMART nuaepctBoTo
(Temenkora 2017). M3BagkaTa Ha U3CJIEIBAHETO € TIpeAcTaBUTENHA 1 oOxBara 10% oT BucmmTe
yumnuuia B bwiarapus. M3cnensaHero € MpoBeJeHO MO METOJa HAa AHKETHOTO IPOY4YBaHE B
nepuona mapt 2022 roauna — 1ouu 2022 roguna u ce 6azupa Ha oTroBopute Ha 70 mpenoaBarent,
3aeMallld PbKOBOJHM MO3HUIMHU (PBKOBOAMUTEN KaTenpa, A€KaH, IUPEKTOp Ha JIemapTaMeHT, 3aM.
PEKTOp, PEKTOP) B M3CASABAHUTE BUCITN yueOHU 3aBeieHus (35 Mbxke U 35 KeHn).

Ilenta Ha m3cnenBaHeTo € Ja ce JeUHUpPAa MAKCUMAJIHO TOYHO JIMAEPCKHUS CTHI Ha
yIpaBJIeHUE HAa MBKETE U )KEHUTE — aKaJeMHUYHU PHKOBOAUTENIN ChOOPA3HO MIECT CTPATETUUECKU
npomennuBH (akropa (Temelkova 2017) — cnopen ¢okyca uM KbM 4YOBeHKHUS (HaKTOp, KbM
pe3yaTara, KbM aKaJeMUYHHUTE IEHHOCTH U KyJITypa, KbM JMHAMUKaTa Ha BbHILHATA CpeJa, KbM
IpEeJU3BUKATENICTBATa HAa BBTPEIIHATa cpeja U KbM HICHTU(UKALUATA Ha JMYHOCTTA C
OpraHu3aIHATA.

AHKeTHaTa KapTa c€ CbCTOM OT 42 BBIpOca, OTUMTAIIM CHUJIaTa HA OpPHEHTALUs Ha
IIPEJCTaBUTEIINTE Ha aKaJEeMUYHHUTE PBKOBOJACTBA OT 1 10 7 3a BCEKM OT IIECTTe (akTopa,
dbopmupamy kpaitHus nuaepcku ctun Ha ynpabinenue (Temelkova 2018) B Owiarapckute
aKaJIeMUYHU MHCTUTYLUHU. B pe3ynraT Ha mpuiaraHeTo Ha Ta3u METOAMKa, Oa3upaHa Ha Mojena
Ha CMapT JIMJEPCTBOTO, Ce TeHepupa mect uudpex kox, Bapupani ot 1.1.1.1.1.1. no 7.7.7.7.7.7.,
JaBal MHGOpMaLUs 3a JUJIEPCKOTO MOBEIeHHE Ha (JOPMAITHUTE JIUAEPH B U3CICABAHUTE BUCILU
YUWIMILIA.

Pesynrature OT M3CIEOBAaHETO TOKAa3BaT CHUJIHHUTE CTPAHU OT JIMACPCKUS CTHJI Ha
aKaJIeMUYHUTE PHKOBOJICTBA, JIMJCPCKUS MM MOTEHIMAT U cIabocTuTe, JOMYCKaHH OT TiIX IO
OTHOLICHME Ha JIMAEPCKUS MM TMOBeleHYeCKH Mojen. CBhIIEeBPEMEHHO pe3ylaTaTuTe OT
U3CJIEIBAHETO TO3BOJISIBAT CHOTHACSAHETO MM C II0Ja Ha W3CJEIBaHUTE JMIAa U Ha Ta3u Oasa
(bopMHpaHEeTO HA U3BOAM M OTKPOSBAHETO HA TEHACHIIMH MO OTHOIICHUE NMpUJIaraHus JUASPCKU

CTWJI Ha YIIPABJICHUEC OT MBIKETC U ) KCHUTC — PbKOBOJAUTCIIN B 6’b.HI‘apCKI/ITe BUCIIN YUYHJIMIIIA.
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Pe3ynraTu oT M3cjeABaHETO HA JIMIEPCKUS CTHJ HA YNpaBJieHHEe HA MbKeTe H
JKeHHUTe, 3aeMallll PbKOBOJHH MO3UIUM B OBJTrapcKUTe BUCHIN YUHJIMILA

Jedunupanero Ha TuaepcKus cTui, choOpazno Moaena Ha SMART nunepctBoTo, naBa
SICHAa ¥ TOYHA TIPEJICTaBa 3a CWJIHUTE M CJIabu CTpaHU B MOBEACHUYECKUS MOJIET HA M3CIICIBAHUS
akaJieMuueH pbkoBoAuTen. ToBa MO3BOJIABA OT €/1HA CTpaHa Ja ce OLCHH JUACPCKUS MOTEHIIHAI,
BBPXY KONTO € 0a3upaH JUAEPCKUAT CTUI KbM HACTOSIIMS MOMEHT, a OT JIpyra - Jla Ce IPOrHO3Hpa
MOTEHI[MATHATa Bb3MOKHOCT Ha aKaJIeMUYHUS PHbKOBOAUTE Ja Peallu3upa BbPXOBH MOCTUKEHUS
U cuHeprus B ObAeI IbJIrocpoueH nepruoa. ChIeBpeMEHHO, OTKPOSBAHETO HA XapaKTEPUCTUKUTE
Ha JTUAepCKUs poduit 1aBa HHGOPMAITUS U 32 YA3BUMOCTTA Ha JIUJEpa, ChOOPa3HO ONPEIeIICHUTE
10 UHAMKATOPH OlleHKH. [Ipunoxennero Ha meroaukarta Ha Monena Ha SMART-nuaepcTBoTO B
OBATapCKUTE BUCIIM YYHIUIIA MO3BOJISIBA J]a CE ONPEACTH HACTOSIIUS CTHJ Ha aKaJeMUYHUS
PBHKOBOJIUTEN W Ja ce HaOenexar ObAelmuTe IEHCTBUS 1O OTHOIICHHE IPEMaXBaHETO Ha
MOBEICHYECKUTE MPOSIBU M Ka4ecTBa, BOJACIIM /0 YSI3BUMOCT Ha KayeCTBOTO Ha JUAEPCTBOTO B
YCIIOBHUSATA HAa CHJIHO JUTMTalIM3MpaHa, poOOTH3MpaHa U JAMHAMUYHA TiiobamHa oOpa3zoBaTesiHa
cpena.

W3cnenBanusita Ha JIMAEPCKUS CTUI HA YNPaBIEHUE HA MBXKETE M JKEHHUTE OT
aKaJeMHYHUTE DPBKOBOACTBA B M3CJIEIBAHUTE BUCHIM YYWIHIIA T[OKa3BaT, Y€ MBXKETe —
PBKOBOIUTENH c€ (DOKYCHpAT MPEAUMHO OKOJIO JTUACPCKH CTHII OT THMa 4.6.5.6.5.5., a )keHuTe ot

aKaJIeMUYHUTE PHKOBOJICTBA MPUJIATraT JIMACPCKU CTUII OJIM3BK A0 THma 6.5.6.5.6.4.
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(Dnrypa 1. .]II/IIlepCK](l CTUJI Ha YHNPaBJACHHUEC HA MBKETC M KCHUTEC OT aKaJCMHUYHUTE

PBKOBOJCTBA B U3CJICABAHUTEC BUCHIN YUYUIHUILIA
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[TonydyeHuTe pe3ynTaTu codar, 4e MbXKeTe, 3aeMallld PbKOBOAHU MO3ULIUU B OBJITapCKUTE
BUCIIN YYWIUINA PETUCTPUPAT KyMYJIaTUBHO:

v CpellHa CTETEH aHTa)XKMMEHT KbM YOBEIIKUTE PECYPCU BbB BUCILETO YUHINLIE, KATO
ce CTpeMST Jia MOIbpXKAT MPUBUIHO JT00pPO OTHOIIEHHE C TAX, Oe3 ToBa 0baye Ja 3aTpyaHSIBA
CBILIECTBEHO paboTHMA rpaduk M TpyaoBara (GYHKIHS, KAaTO PBKOBOAMTENAT M3MOJI3BA B
OTHOILIECHMATA CH C MOAYMHEHUTE CH NMPUHLUIINTE Ha KOMIPOMHCA, MOAIbPKAHETO Ha OanaHca
MEXy INPOTUBOPEUMBUTE M IPOTUBOINOJIOXKHUTE TIJIEAHM TOYKM M B3E€MAHETO HA pEILIECHUE
cb0Opa3Ho ,,[IPUHIIMIIA HA MHO3UHCTBOTO

v CHJIHA YCTPEMEHOCT KbM IIOCTUT'aHE Ha pe3ynTaT, e(pEeKTUBHOCT U €(UKACHOCT OT
aKaJleMU4HaTa MHCTUTYLMA, KaTo ce MOAAbpXkKa Kypc KbM YIOBJIETBOPSIBAaHE Ha IUIAHUPAHUTE
LIEIM HAa UHCTUTYLMSTA Ype3 CUHEPTUYHU PE3YITaTH B ABITOCPOYEH NEPUOM, YCIIEXU U BPXOBU
MIOCTH)KEHUS, KaTO CHUJIHATAa AaHTaKUPAHOCT Ha JIMAEpa C OPraHMU3alMOHHUTE CTPATErHYeCKU
OpPHEHTUPU JaBa J100Bbp NpUMEp HA INOJYMHEHHTE My M TU YBIMYa B DPEAIU3UPAHETO Ha
OpraHU3alIOHHUTE BU3Us, LIEIU U CTPATEruH;

v MaJKO HaJ CpeJHa CTENEeH Ha aHTaKUMEHT KbM OpraHu3allMOHHAaTa KyJITypa,
CBIIPOBOJIEH C OTHOCUTEIHO CHJIHO IPUIIO3HABAHE HA OPraHM3AllMOHHUTE LIEHHOCTH, HOPMHU U
CTaHJAPTH KaTO JMYHM HJIM IMOHE KaTo 4yacT OT JIMYHATa KyJITypa U HPaBCTBEHO-LIEHHOCTHA
cucTeMa, HO € HaJuIle JBYSKOCT Ha OTHOILIEHMETO Ha JHMJAepa KbM KyJlTypaTa BbB BHUCILIETO
YUYWIMIIE — OT €JHa CTpaHa >XeJNaHHeTO 3a HISHTH(PULIUpaHE HA JUYHU C OPraHU3AIMOHHH
KYJTYPHO-LIEHHOCTHH OPUEHTUPHU CE MPEIJIUTA C KEJIAHUETO 32 HEMPUKOCHOBEHOCT HA JINUHUTE
Harjacu, [IeHHOCTH, MPeICTaBH, yOeKIeHHUs, HOPMHU U CTaHJApTH, KaTo JUAEPHT Ce CTPEMH Ja
n30erHe BCSIUECKH KOH(MIMKTH MEXIy JIMYHM W OPraHU3allOHHM KYyJITYpHH MpPEACTaBH U
BB3NPUATHS;

v CWJIEH CTPEMEX aJIEKBaTHO Jla C€ OTpa3siBaT IIPOMEHUTE BBHB BHHIIHATA Cpela B
CTpaTETMUECKUTE OPUEHTUPH HA MHCTUTYLMTA, KaTo € HaJuIEe JOpHM TOTOBHOCT Ja ce
[IPEOPUEHTHPA OPraHU3ALUOHHOTO LieJIeNoJlaraHe, CTUra ToBa J1a HOCH €()eKTUBHOCT Ha BUCILETO
YUWIMIIE U J1a IPOU3THYA OT TEHICHIUUTE, 00YCIOBEHH OT BHHIIIHATA MaKpOpaMKa, KaTo Taka ce
yBEJIM4aBa CHOCOOHOCTTa HAa MHCTUTYIHTA Ja MOCTUTa CHHEPTUsi, KOHKYPEHTOCHIOCOOHOCT H
BBPXOBHU PE3YJITATH B JBITOCPOUCH MEPUOI.

v MaJIKO HaJ CpelHa CTENEH aHTraXHMMEHT KbM OTpa3siBaHe B OpraHM3allMOHHATa

CTpaTerusd Ha IMPOMCHUTC Ha BBTPCIIHATA CPE€lad, KaTO aKaICMUYHUAT PBKOBOJUTEI € PA3KbCBAH
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OT JIBa MPOTHBOIIOJIOKHA MOTHBALMOHHH (haKTOpPa — JKEJIAHUETO J1a IOCTUTa BEPXOBHU PE3YITaTH,
NPOM3TUYAIIO OT TOTPeOHOCTTa OT ChoOpas3siBaHE Ha OPTaHU3ALMOHHHUTE CTPATETHYECKH
napaMeTpd ¢ HM3MEHEHHUsATa BBB BBTPEIIHATA Cpela M IKEJIAaHMETO 3a HEHapyllaBaHE Ha
CTaTyKBOTO, CBBP3aHO ¢ HEOOXOIUMOCTTA OT CIIOKOICTBHE U JIMIICA Ha CTPEC.

v He 0COOEHO BHCOKH YCHJIHS 33 WACHTH(UIMPAHE Ha aKaJIEMUIHNS PBKOBOIUTEI C
BUCIIETO YYWIMIIE BBB BBTPEIIHATA U BBHIIHATA MYy Cpela, KaTo MOJIbpXkKa CTaTyKBOTO U HE
&KeJlae a ce 0OpeMeHsBa ¢ MHOBAaTHBHM WJEHM W MOJMTUKH, BOJACIIM J0 pajHKalHa MpOMsSHA B
HETOBUS JIMYEH UMUK U B OpaHa HA MHCTUTYLMATA, KaTO MPHJIara yMepeHa MociIeJ0BaTeIHOCT
IpY TPOBEXKIAHETO HA MOJMTHKATA Ha HAJaraHe Ha JHMJEPCTBOTO KaTo OpaH[ BHB BHHINHATA U
BBTPEIIHATA CPEAa Ha BUCILIETO yUMIIHUIIE.

XKenwnre, 3aeMariy pbKOBOAHM MO3UIUHN B OBITapCKUTE BUCIIM YUYHIIHUINA PETUCTPUPAT
KyMYJIaTUBHO:

v OTCTBITYMBOCT, OT3UBYMBOCT U THPCEHE HA CHIVIACHE NPH PEIIABAHETO HA BAKHU
npoOiemu BBB Buciueto yuuiumie. [Tonabpxane Ha 70OpHs TOH, OTHOIIEHHATA M KOMYHUKAIIUUTE
ca 1o0pH, HO JIOLIUTE HOBHHU U HEYCIIEXUTE HE c€ KOMEHTUpPAT W aHainu3upar. ToBa Boau 10
Ch3/1aBaHETO Ha MMPUBHIHO 100pa OpraHU3alOHHa aTMOCc(epa, HO TPOBOKKPA MO-aMOUITO3HUTE
YJICHOBE Ha aKaJeMUYHUS CHCTaB Ja S HAIlyCHAT, ThH KAaTO TIACHKBT HA €KHIa, 00YyCIOBEH OT
I'bPBOHAYAIIHO JTOOPUTE MPUBUIHU OTHOIICHUS, OTMHHABa. JIumcara Ha OTKPOBEHOCT, YECTHOCT
Y OTKPUTOCT JIUIIABA HHCTUTYIHUATA OT Bb3MOKHOCTTA 32 MIOCTUTAHE HA CUHEPTHSI B IBJITOCPOYEH
aCIIeKT.

v Han cpemHa cremeH Ha aHT@KUMEHT KbM 33/auUT€ M KBbM IIOCTUTAHETO Ha
HaNpeabK U pe3ysTar, KaTo aKaJIeMUYHUAT PHKOBOIUTEN CE€ CTPEMH J1a JEMOHCTPHPA aKTUBHOCT
U aHTQKUMEHT KbM €(EeKTUBHOCT M pe3yNTaTHOCT, 0e3 ToBa oOaye na BOAU 10 CHIIECTBEHO
Hanpe)XeHUe OT HeroBa cTpaHa. Hamuile e IBYSIKOCT Ha OTHOLICHWETO HAa PBKOBOIUTENS KbM
pabOTHHS TIpoIeC W IeNMTEe Ha HMHCTUTYLUSATa — OT €IHa CTpaHa >KEJIAHHETO 33 BBPXOBHU
MOCTIDKEHUS CE IMPEIUINTa C JKEJTAHHUETO 3a HEeOOE3MOKOSBAHOCT M PaBHOMYIIME B pabOTHATa
cpena. PpkoBomuTenAT uenu wu30SrBaHe Ha HANPEKEHUETO, CTpeca W IPECHpPaHEeTO Ha
ChTPYAHHULUTE U HE € TOTOB Jia IOCTUTra pe3yJTaTH C LeHaTa Ha BCUYKO. AKaJEMUYHUAT
PBKOBOJMTEN Mpwiiara B paOOTHHS MpPOLEC MPUHIUINTE Ha KOMIIPOMHECA, MOAIBPKAaHETO Ha

OanaHca ¥ B3eMaHETO Ha pelieHne ChoOpa3Ho ,,IPUHITMITA HA MHO3HHCTBOTO .
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v CuitHa 00BBP3aHOCT C OpraHU3alMOHHATA KYJITypa. AKaJIEeMHUYHUIT PHKOBOIUTEN
CTOAETST OPTraHU3AIMOHHUTE KYJITYPHO-IIEHHOCTHA HOPMH W CTaHAAPTH KaTO JIMYHH HarjacH,
NpeaCcTaBu, yOSKICHHS M MOJICH M ChyMsIBa J1a BOJM OpPraHU3alusATa KbM CHHEPTUYHU PE3yITaTH
B JIBJITOCPOYEH IMEPHOMA, ThH KAaTO JaBa NMpPUMEp HAa CHTPYIAHUIUTE C HUACHTUDHUIIMPAHETO U
NPUITO3HABAHETO Ha OpraHW3allMOHHATa KYyITypa, JIEMOHCTpHpa JMYHAa yOeaeHOCT U
CBIIPHYACTHOCT KBbM HPABCTBEHO-CTUYHU IPOOJIEMH, TMPOM3THYAIIM OT TPyJOBaTa IACHHOCT,
COIlHaJTHA aHTAKUPAHOCT, OJIATOTBOPUTETHOCT U APYTH ICHHOCTH, 3aCHJIBAIIM HMUJIXKA Ha JIUepa
Y OpraHu3alysTa BbB BHHIIIHATA U BHTPEIIHATA 32 MKOHOMHUYECKHS CYOEKT cpejia.

4 Haxg cpemnata creneH cbhoOpa3siBaHe Ha OpraHH3allMOHHATa CTPATETHs C
JMHAMHUKaTa Ha BBHINHATA cpena. AKaJIEMUYHUAT PHKOBOIUTEI C€ CTPEMHU Ja TIOCTHTa BhPXOBU
pe3yJiTaTH, HO U € CHJIHO TMOBIUSH OT CTaTyKBOTO. ba3upa MOBEJIEHHETO CH Ha PEUICHUSITa Ha
MHO3WHCTBOTO OTHOCHO II€JIECHOOPa3HOCT U €PEKTUBHOCT.

v CuiieH cTpeMex aJieKBaTHO Ja ce 0Tpas3siBaT MPOMEHUTE BB BHTPEIIHATA Cpelia B
CTpaTETHYECKUTE OPHUEHTUPU HA BHUCIIETO YUIJIHUINE. AKAJIEMUYHUSAT PHKOBOAUTEIN € I'bBKaB U
CKJIOHCH KbM mpedopMaTrpaHe Ha BbTPEIIHATA Cpeia ChOOpa3HO M3MEHEHUSTA U JTMHAMUKATA Ha
BbHIIHATA. [0 TO3M HAYMH BUCHIETO YUWIIMIIEC YBEIM4YaBa CIIOCOOHOCTTa CH Jla MOCTUTHE
CHHEPTHsSI M KOHKYPEHTOCIIOCOOHOCT B TJI00ATHOTO 0O0pa3oBaTEIHO MPOCTPAHCTBO, KaKTO
CBIICBPEMEHHO C€ MOTUBHUPA aKaJIEMUYHHUS CHhCTaB J1a IPUTIO3HAE MHUCHUSTA, BU3UATA U IIEITUTE HA
UHCTHUTYIIHATA.

v He ocobeHo BUCOKM ycuius 3a HACHTH(DUITMPAHETO HA aKaJIEMHUYHHS PHKOBOUTEI
C BHCIIETO YYWIWIIEC BBHB BBTPEIIHATA M BBHIIHATA cpela. AKAJIEMUYHUAT PHKOBOIUTEI
MOJUTEPIKa CTAaTyKBOTO U HE jKeJlae Jja ce 00OpeMeHsIBa C MHOBATHBHH MW M TIOJUTUKH, BOJCIIN
710 pajJiiKajHa MPOMSHA B HETOBHSI JIMYCH MMHDK M B OpaHaa Ha opranusaiusata. C ymepeHa
MOCJICIOBATETHOCT, TOM MPOBEXk/1a MOJUTHKATA Ha HAJIaTaHEe Ha JIMJICPCTBOTO KATO OpaHI B MUKPO
¥ MaKpoO OpraHM3allMOHHATA Cpea.

3akir0oueHue

B pesynrar Ha u3ciaeaBaHETO Ha JUACPCKHSI CTUI Ha yIIPABICHUE HA KCHUTE U MBIKETE —
PBKOBOAUTENN B OBJITAPCKUTE BUCIIN YYMIIUIIA, MOXKE Ja ce 000011H, Je:

v KoHcTaTupanute pazianyus B JIMACPCKUS CTHII HA MBXKETE U )KEHUTE — aKaIEMIIHU

PBKOBOAUTEIIN HE Ca (bYH,I[aMCHTaJ'IHO Pa3HOIIOCOYHH, KOCTO O3HA4YaBa, Y€ U MBXKETEC, U KCHUTC
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U3X0XKAAT OT oOmia ¢yHIaMeHTalHa 0a3a MpH YIPaXKHSBAHETO Ha YIMPABICHCKHS TPOIEC B
OBJITapCKUTE BUCIIH YUMITHIIA.

v OTkposBar ce pa3Indus, MPOU3TUYAIIH OT XapaKTePHHUTE 3a [10J1a KauecTBa, KOUTO
Hail-apKo ce nepuHupat npu hakropa GOKyc KbM YOBEIIKUTE PECYPCH.

v CrnenBa 1a ce ThbpCH NMPUYUHATA 32 OTHOCUTEITHO HHCKAaTa MISHTH(UKALWS, U Ha

MBXKETEC, U HA )KCHUTC — aKaACMUYHHU PBKOBOAUTECIN, C MHCTUTYLIUATA, KbBM KOATO IIPUHAAJICKAT.

KJIHOYOBU IYMM: nuaepcku CTUIT Ha yIIPABICHUE; MBXKE; AKEHHU; aKaJeMUYHU PbKOBOIUTEH; BUCIIN
YUIITAIIA
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EXTENDED ABSTRACT

Pa3BuTHeTOo Ha masapHaTa MKOHOMMKA B bbirapus € B 3HaUMTENHA CTENEH YCIEUIHO
MOJKPENEHO OT JKEHHUTE IMpeANpUueMaud, KOUTO HENPEKhCHATO [OKa3BaT, 4e JUajorbT 3a
PaBHOINOCTaBEHOCTTa MEX/1y IMOJIOBETE € moBeye oT HeoOxomuM. [IpobiemuTte Ha paBEeHCTBOTO
MEXIy mojioBeTe ce ucaensat ot I nobanuus [Ipeagnpuemauecku MOHUTOPUHT, B YUHTO JOKIA
3a 2021 — 2022 roguHa ce M3BEXKIAT aHAJIM3U 3a TVIOOATHOTO U PETHOHATHOTO CHCTOSHHUE Ha
MpeanprueMayecTBOTO CPEl )KEHUTE, a ChIO Taka U 3a BIMSHHETO Ha maHaemusita oT Kosua-19
BbpXy TexHus 6uznec (GEM 2022). [To ganau ot 2010 roguna Ha HanmoHamHUS CTaTUCTUYECKU
MHCTUTYT JKEHWUTE npennpuemadu B bwarapusa ca Hax 60 xwisiau. o 2017 romuna Te ca ce
YBEIMUWIM € OKoso 25 xumisaum, a npe3 2021 roauHa OenbpT Ha JKEHUTE MpeArnpueMadu
npenacranisBa 35,8% ot Bcuuku camocrosTenHo 3aetu auna (HCU 2022). [IpenqnpuemayecTBOTO
Cpel )KEeHHUTE ce U3CJIe/[Ba, pPa3BUBA U YKPENBa OT AbP:KaBHU MHCTUTYIIMU, HAYUYHU OpraHU3aluu
U M3CJICJOBATENICKU JIaDOpaTOpuUM, HO Bce ouie B bbirapus He € HamUyHA IEJOKYIHA
CTaTUCTHYECKa HH(POpPMAIKS 32 ChIIHOCTTA, CTPYKTypaTa U 3HAUMMOCTTa Ha OM3Heca, phbKOBOIEH
OT THIX.

BakeH acniekT B Hay4yHUTE HU3CIIEBAHUS 10 MMPoOIeMaTHKaTa Ha UHTEH3UBHOTO y4acTue
Ha JKEHHUTE B CBETa Ha OM3HEca € pa3KpUBAHETO Ha OCHOBHUTE XapaKTEPHU YEPTH, IPEIUMCTBA U
MPEANoCTaBKU 3a Ta3W mpeanpuemaudecka aktuBHOCT (Georgieva 2021, 16 — 17), xakto u
COIMATHO-UKOHOMHUYecKOTO M 3HaueHne (Camelo-Ordaz, Dianez-Gonzalez, Ruiz-Navarro 2016).

JlpacTHYHMAT CKOK Ha TUTHTalHAaTa TpaHchopMaius Ha IpeanpueMadeckara JeHHOCT

pasupsBa Bb3MOXKHOCTUTE Ha OM3HEca U Ch3/aBa yCIOBUs 3a HeroBus pactex. Cropen 3naTeBa
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(Zlateva 2021), pa3BUTHETO Ha W3KYCTBEHHS HMHTEJICKT Cb3/IaBa MPEIINOCTaBKA KAaKTO 3a
nonoOpsiBaHe Mpolleca HAa B3eMaHE Ha pelIeHUs B KOMIIAHWUTE, Taka U 3a MpeoOpa3yBaHe Ha
W3MOI3BAaHUTE OW3HEC MOJAENHM M EKOCHCTeMH, KOeTO J00aBs CTOWHOCT U yBelIMYaBa
MOTPEOUTENICKOTO U3KUBsSBaHEe. B Ta3u Bpb3ka, IMHAMUYHO pa3BUBAIaTa ce u(PPOBa UKOHOMHKA
MpeIn3BUKBAa BKJIIOYBAHETO HA HOBH OW3HEC MOJAENM B HHCTPYMEHTapuymMa Ha >KCHUTE
npearnpueMayn.

enTa Ha HACTOSIIMS JOKJIAA € Ype3 U3sACHIBAHE HA MPeIU3BUKATEIICTBATA MIPE )KEHUTE
npeArnprueMadn J1a ce pa3kpue CTENEeHTa Ha MOJKpena Ha *KEHCKOTO IpeArnpueMayvecTBo, Aa ce
U3BeNaT SICHU U e(PEeKTUBHH pelleHusl Mpej 3aTpyJIHEHUsTa UM, KaKTO U Jla c€ MOCTPOU MOCT
MEXy TPAAULMOHHUTE MPEANpPUEeMadyl U UHOBATUBHUTE AUTUTATHUA OM3HECH.

XapakTepUCTUKUTE HA TPEIPUEMadecTBOTO, CBBP3aHH C HEOOXOIMMOCTTA J1a C€ MHCIIH
MOCTOSTHHO 32 OM3HEeca, BHCOKATa aHTaXHPAHOCT U OTTOBOPHOCT 3a YCIENIHOTO U YCTONYMBO
pa3ButTHe Ha pupmaTa, KaKTO M PUCKOBETE, KOUTO TMHAMUKATa Ha TPOMEHSIIAaTa ce Ia3apHa cpeaa
HOCH, YECTO OTMHUBAT MbpBOHAUalIHMUS eHTycua3bM. Cropen nokinaa Ha [nobanHus
[Ipeanpuemauecku Mounutopunr (GEM  2022), xeHutre ca TmpeTbprnend cnaa B
IIpeANpUeMaUecKUTe CH HamepeHus B pesyataTr Ha nangemusta or COVID-19 (ot 19.1% mpes
2019 na 16.7% npe3 2021). )Kenure, KouTo ce pemaBaT Ja npeanprueMar Ou3Hec HHUINATHBA, Ce
HYXJasT He caMO OT MOJKpena Ha MHCTUTYLMOHAJIHO HHMBO, HO U J]a YCETSAT HAachpyaBaHE U
€MOLIMOHAIHO CHJICUCTBUE OT CTpaHa Ha CBOUTE ceMeilcTBa, pomHuHU u npustennu (Georgieva
2021, 16 — 17; Jouad, Moufdi 2022). AHraxxupaHocTTa U OTTOBOPHOCTHTE B CEMEHCTBOTO CHIIO
Ch3JaBaT NPENNOCTaBKa >KEHUTE MO-psSAKO Ja MpeAnpueMar CThIKa 3a cTapThpaHe Ha
npeanprueMayecka akTUBHOCT, OTKOJIKOTO CPEIIyNOJ0KHUS Moj. UecTo milaguTe W HEONHUTHU
KEHH MPEANPUEMadd ThPCAT MEHTOP, KOWTO Jla TM PHKOBOAM B TO3H MPOIIEC, TaKa Y€ JTHYHUSAT
IIpUMEp 3a TSAX € ChIIECTBEH M cTUMyaupamnl. B Tasu Bpb3ka, mpe3 2006 roauHa ce mocrass
Ha4yaJIOTO Ha AcoIManusATa Ha )KeHUTE IpennpueMad B boirapus ,,Cenena’, kosto o0eanHsBa,
MOJIKpEIsi 1 MOTHBHpPA COOCTBEHHUUKHUTE Ha OM3HEC J1a BbPBAT Hampes. Upe3 paznudyHu chbOUTHUs
T€ MPEACTABAT OM3HECUTE CU U CH3J]aBAT KOHTAKTH, KOUTO MOTAT Jla IPepacHaT B MapTHbOPCTBO.

ChlleBpEeMEHHO HayYHU H3CIEABAaHUS IO BBIPOCA 3a MKEHCKOTO MPEanpUeMadecTBO
MpaBsT CpaBHEHHME MEXJy JBaTa IoJia 3a COIMajHAaTa aHTaKUPAHOCT Ha Ou3Heca CHpsSMO
ChCPEAOTOYABAHETO EAMHCTBEHO B MKOHOMUYECKUTE pesynraTu. JKeHuTe ca Mo-CKIOHHHM Ja

CTapTHUpaT ColualiHa IIPCANIPUCMAUCCKa ﬂCﬁHOCT, KOCTO CC CBBHpP3Ba C B'b3,£[eI7[CTBI/IeTO Ha
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JTUYHOCTHHTE KadecTBa U criocoonoctH (Georgieva 2021, 16 — 17; Jouad, Moufdi 2022). MaTepec
OyaM TBBPICHHUETO, Y€ BHIPEKH HEOIArONMpUsATHUTE YCIOBHUS B pe3ysTaT OT nanaemusta KoBuu-
19 u mocnenBanara UKOHOMHUYECKAa KpH3a B bhirapus, MoBEYETO KEHH MPOABIDKABAT J1a UMAT
KeJlaHWe U BB3MOXKHOCT J1a IpeAnpueMar Ou3Hec AeWHOCT B cepaTa Ha THPTOBUATA U YCIYTHTE
(BSMEPA 2022). Hakou npumepu 3a ycrienHu ou3Hecu B cepaTa Ha YCIYTUTE, KOUTO HAMUPAT
CBOETO MSICTO B JUTUTAITHUS CBST, Ca CBbP3aHM ¢ padoTaTa Ha areHIIMUTE 33 HEJBKUMH UMOTH,
KOHCYJITAaHTCKH YCIIyTH, OHJIaiiH oOyueHusa. Yecto obaue ce HabmomaBa HEOOXOIUMOCT OT
pa3BUBaHe Ha JONBIHUTEIHM YMEHHS U KOMIETEHTHOCTH OCBEH CBBP3aHHUTE C OCHOBHATa
CTOmaHcka JieiiHocT. Hali-uecto nmricata Ha cnelMUYHA TUTUTAIHU YMEHUS, KaTO HampuMmep
M3rpaxKIaHe Ha MOJIXOSIIO ChIbpKaHUE, U3IOJI3BaHE Ha CIICIHATU3UPaH copTyep 3a paboTa B
MHTEpHET (M3KYCTBEH MHTEJIEKT) WIM YMEHUS 3a Ch3JaBaHe M M3rpa)<JIaHe HA OHJIAlH OpaH], B
roJisiMa 4acT OT JaMHUTE BB3MHPa HU3JIN3aHETO UM B TTIOOAIHUS HHTEPHET CBSIT.

B aurutanHus CBAT KIMEHTHTE Ca U3KIIOYUTEITHO JIECHO TOCTBITHU, HO CaMo B CITy4ai, 4e
ca HaJIWIEe HEOOXOMUMHTE YMEHHs 3a paboTa ¢ WHTEpPHET pecypcure. Pexiamure ce
NEPCOHATM3UPAT CIPSIMO TEXHUTE JKEIaHus, MoTpeOHocTH M ThpceHe. ChINO Taka upe3
U3rpaXxKaHe Ha MOAXOJIIO0 ChABPKaHHE (UpMaTa MOXKE J1a Ce 030BE HSIKOJIKO KPadyKH Ipej
KOHKYpPEHTHUTE CH. BB3MOXHOCTUTE, KOUTO IUTHUTAIM3AIMATA TMpeajiara Ha BCeKH Ou3HecC, ca
orpoMHH. HOBOCTHTE B pBIIETE HA MPOTPAMUCTHUTE, KOUTO U3TPaXIaT UHTEPHET CTPAHUIIUTE, Ce
MIPOMEHSIT C MHANBUIYATHUTE KETaHUs Ha prpMaTa, KaKTO ¥ 3apajid HECTUXBAIIUS TEXHOIOTHUEH
nporpec.

Jpyr orpaHWuaBam ¥ MPEIU3BUKATEIIEH acleKT B Pa3BUTHETO Ha IKEHCKara
npeanprueMadecka MHAIMATHBA € TPYIHOTO Havallo, KOTaTo BCe OIlle COOCTBEHUYKATA € TIpUeMaHa
CKENTUYHO, OM3HEC HAeATa € TOJKOBAa HOBA, HEMO3HaTa, YaK IUlamienia 3a MOTEHIMAIHUTE
KJIMEHTH, KOHWTO CSKall HE BSIpBaT B HEWHOTO OCBILECTBSIBAHE MM HEOOXOIUMOCT OT
M3IIOJI3BAHETO M. BCHYKO TOBa ce MpexXBBpJs M B TUTUTAIHUS CBST, KBJETO OW3HEC UJICUTE ca
CBIINTE KaTO BBB (DU3WYECKHS, KAKTO W IUIAHUPAHETO, OPTaHM3MPAHETO, PBHKOBOJCHETO M
KOHTponupaHeTo uM. KaTo wu3KIouMTeNTHa MNPUAOOMBKA B JTUTHTATHHUS CBSIT CE sBSBA
BB3MOKHOCTTa OLIEe NMPHU CTapTHpaHeTo (upMaTta Ja cTaHe MHTEpHALMOHAJHA, Ja H3Jie3e Ha
BBHHIIIHY [1a33apH U J1a CTIIEYeNId OTPOMEH 00eM TedasiOu, KIMEHTH U MOPHYKH.

[Ipenu3BuKaTencTBaTa Mpej KEHUTE MPEANPUEMadd, KOUTO CTAPTHPAT U PAa3BUBAT CBOS

OousHec B AUTUTAJIHUA CBAT, CC yBCIMYaBAT C JUHAMUYHOTO PAa3BUTUC HaA I/IHq)OpMaLII/IOHHI/ITe
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EXTENDED ABSTRACT

The topic of labor power has taken more important place in business development,
especially in smaller and remote areas. For this, the reasons are many and they have accumulated
over the years, as a result of market mechanisms, state decisions, and a bunch of other objective
reasons. Local businesses are finding it increasingly difficult to find both qualified and unqualified
staff. Businesses are forced to look for alternative approaches to this problem. One possible
solution can be women who have survived domestic or intimate partner violence. Although there
are no official statistics, according to the institutions that deal with the problem, every third woman
is a victim.

Based on results of a survey of gender-based violence — EU-GBV conducted by the NSI in
2021, over 45% of women who have experienced domestic violence are of working age. Of the
women surveyed from the target audience, 36.3% are aged 18-29, 22.5% - 30-44 years and 17.3%
—45-64 years. All these women have a long horizon of employment ahead of them and with proper
work with them and their inclusion in qualification and retraining can become a solution to the
problems with labor force deficit.

In particular, these women take care of one or more children themselves, and some of them
also for their parents. They are certainly looking for security and a protected environment and if
an employer can provide them with stability and regularity of income, the opportunity for flexible
working hours, services to support the care of children will certainly have responsible and loyal
employees in place. Not a small part of these girls after leaving the toxic relationship are looking

for options to continue their education.
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A large number of employers perceive them as a risk group because of frequent absences
from work, they are not always careful about their tasks (often their thoughts are in another
direction), the abuser can disrupt the labor rhythm. Very often, these worries go away after
overcoming with the help of specialists, getting out of an aggressive relationship and preparing for
an independent life. In the period of escalation and recovery from the aggressive relationship, very
often these women are not able to assimilate what is happening to them. Too often, the problem of
domestic violence is downplayed to physical trauma, which is visible and tangible, rather than

relying on the other effects that have its economic effect:

- Isolation (inability to go to work, school, see family and friends);

- Financial control (introducing dependence and making a woman extremely vulnerable);

- Threatening;

- Emotional abuse (deprives a woman of self-confidence, makes her subservient, makes her
dependent and weak;

- It destroys the victim's sense of autonomy.

All this has an impact on the value system of these women and they certainly become much
more responsible to the steps they take, the fulfillment of their commitments and contacts with
people. These women more realistically assess the situations in which they find themselves and
seek security and predictability. This is especially important for some businesses when we talk
about the routine of the production process and following a predetermined process.

Another issue that is directly related is poverty. It is already an indisputable fact as a result
of observations and analyses that poverty is mainly associated with women. This problem becomes
even more sensitive by adding the vulnerability resulting from survived violence. In addition, it
can also be economic, mental and emotional, as well as violence experienced in the workplace.
The data shows that the average employment rate for women is rather lower than that for men.
There is a much higher probability of part-time work. Disproportionately higher is the share of
women in sectors that are usually also underpaid and characterized by limited career opportunities
or slow salary increases — mainly in care services. The risk of precarious employment has also
been raised.

Observations after the COVID pandemic also show a much higher rate of vulnerability to

women, especially those victims of violence. When this woman is also a mother, there is also a
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need to care for a vulnerable child who has experienced trauma, which makes it much more
sensitive to anxious people and those who are recovering from some trauma and in this direction
could be an invaluable assistant to restore emotional balance within a collective.

The potential of women survivors of violence should also be considered in relation to some
of the teams or staff of a company that are currently in a violent relationship. But in order to make
the best use of this potential, businesses must be sensitive to the topic and go beyond the mass
understanding that «domestic violence is a family problem». And to seriously think about the
financial result of the sick leaves, which are paid to women after an aggressive act, their reduced
working capacity, the impeded production process if the abuser and the victim work together, etc.
In order to counteract this problem, there is a need for collective counteraction of all interested
local persons.

One of the best examples in this direction is the signed in March 2021 in the city of Plovdiv.
Ruse territorial protocol supported by 15 institutions and business representatives, including Ruse
Municipality, University of Ruse, business organizations, trade union structures, etc. Members of
their teams participated in a series of trainings to recognize the symptoms of living in an aggressive
environment, the basics of economic empowerment of women from the vulnerable group. Last
year, a social enterprise was registered in Ruse to provide hourly childcare, the services in which
will be offered by women survivors of domestic violence, who have successfully completed a
series of trainings. Currently, a program for economic empowerment of these women is being
developed, in which the acquired knowledge and developed methodology within the last 6 years
of purposeful work will be invested, as well as the various developments in diversity management

— practice in a number of multinational companies.

KEYWORDS: labour force, economic empowerment, diversity management
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EXTENDED ABSTRACT

Temara 3a TpyJoBaTa cuiia 3a€Ma B3e M0-BaKHO MSCTO B Pa3BUTHETO Ha OM3HEca 0COOEHO
B IIO-MaJIKUTE U OTJAJICYCHH OT CTOJIMIIATa HACeJIEH! MecTa. 3a TOBa IPUYMHUTE ca MHOTO U T€ ca
HaTpylaHU C TOJUHUTE, B Pe3yJTaT Ha Na3apHU MEXaHW3MHU, IbP/KaBHUUYECKU PELICHMS, U OLIE
KyI JApYrH OOeKTUBHHU Npu4yrHU. Ha MecTHUS Ou3Hec My cTaBa BCe MO-TPY/IHO Jla HAMEPU KaKTO
KBaM(ULIMpaH, Taka W HEKBaIU(UIMpPaH NepcoHal. bu3HeChT € MpuHYJIEeH JAa TbpcU
QITEPHATUBHU MOAXOIU KBbM TO3U MpoOiieM. EMHO OT BB3MOXHUTE pEIIeHHs ca >KEHUTE,
IIPEKUBEIN JOMAIIHO WIM HACUIME OT MHTUMHMS NapTHhOp. Makap M Ja HE ChILECTBYBa
ouimanHa CTaTUCTHKA, M0 JaHHU Ha MHCTUTYLUHTE, KOUTO C€ 3aHMMAaBaT ¢ Mpobiema BCsKa
Tpeta keHa € xeptBa. Ot nposeaeHo npe3 2021 roauna ot HCU «3cienBane Ha HACUIIUETO,
ocHoBaHo Ha mnoi — EU-GBV» nHag 45% oT keHuTe, NMpEKHUBEIU JOMAIIHO HACHUIIUE ca B
TpyaocnocoOHa Bb3pacT. OT aHKETUPAHUTE KEHHU OT IieneBata ayautopus 36.3% ca Ha BB3pact
18-29 ron., 22.5% — 30-44 1. u 17.3% - 45-64 r. Bcuuku Te3u EeHU UMAT mpej cede CH IbIbr
XOPU30HT Ha TPYAOBa 3a€TOCT M MpH MOAXoAsma padoTa ¢ TAX M BKIIOYBAHETO UM B
KBaMUKaMs U HpekBanudukanmys mMoratr Ja ce MpeBbpHAT B pELICHHE Ha MpoOiieMuTe ¢
neguuuT Ha TpyAoBa cwia. B romsMara cu 4acTHOCT TE3M JKEHM €€ TPUXKAT CaMH 3a €JHO WU
[IOBEYE JIella, HAKOM OT TSAX MOEMaT U aHTaXUMEHTH 3a CBOUTE pOAMTENH. Te C¢hC CUIypHOCT
TBPCIT CUTYPHOCT W 3alllUTEHa cpeda M aKo JaJeH paboTomarenl MOXe Ja UM IOACUTYpHU
CTaOMIHOCT U PEJOBHOCT Ha JIOXOAMTE, BH3MOXKHOCT 3a I'bBKaBO pabOTHO BpeMe, YCIYTH B

MNOAKpCIIa Ha IrpuiKara 3a J€laTa CbC CUT'YPHOCT HIC MMa HAcCpC€lia CH OTrOBOPHU U JIOAJIHH
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ciyxurten. He Manka 4yacT oT Te3u MOMHUYETA CIIe]l U3JIM3aHEeTO CU OT TOKCUYHATa BPb3Ka ThPCAT
BapHaHTH 3a NMPOIbJKaBaHE Ha 0OPa30BaHUETO CH.

lonsma gact or paboromarenuTe TH BB3MPHEMAT KAaTO PUCKOBA TpyIa 3apagdl YECTHUTE
OTCBHCTBUS OT pabOTa, HE BUHATH Ca BHUMATEIHH 110 OTHOIIIEHHE Ha CBOMUTE 3aJa4uH (4€CTO MbTH
MUCJIMTE UM ca B pyra MOCOKa), HACUJIHUKA MOJKeE J1a HapyllaBa TpyIOBUS PUTHBM. MHOI0 4ecTo
T€3U MPUTECHEHUs OTMUHABAT CJIE]] MPEOO0JIIBaHE C MOMOINTA Ha CIEIUAINCTH U3JIU3aHETO OT
arpecrBHaTa Bpbh3Ka M TOJrOTOBKATa 3a CaMOCTOSITENICH XUBOT. B mepuona Ha eckamamus u
BB3CTAHOBSIBAHE OT arpecMBHAaTa BpPB3KAa MHOTO YECTO TE3W JKEHH HE Ca B CHCTOSHHUE [a
acCUMHJIIpaT KakBO MM ce clyuBa. IBbpAe uYecTo mpobieMa C JOMAIIHOTO HACHIHE Ce
oMaJioBakaBa J10 (hu3nueckara TpaBMa, KOsATO € BUJUMA U 0Ce3aeMa, a He Ce Pa3uuTaT OCTaHAJIUTe
e(eKTH, KOUTO UMAT U CBOSIT UKOHOMHYECKH e(DEeKT :

- MW3zomanus (HEBB3MOXKHOCT J1a Cc€ XOAW Ha paboTa, YUYWIHWINE, Ja BHXKAA CEMEHCTBOTO H
MIPUSATEITUTE CH);

- @uHAHCOB KOHTPOJ (BbBEXK/IaHE Ba 3aBUCUMOCT U IIPABU JKEHATa, U3KIIOUUTEIHO YA3BUMA);

- 3amamiBaHe;

- Emonmonanna 3noynorpeba (IuinaBa keHaTa OT CaMOYBEPEHOCT, Kapa s Ja paboJemHuyH,
MIpaBy s 3aBUCHMA U ci1aba;

- PaspymaBa ycenianeto 3a aBTOHOMHOCT y JK€pTBaTa.

Bcuuko ToBa maBa oTpakeHHE BBPXY IIEHHOCTHATA CHCTEMa Ha TE3HW JKEHH M T€ ChC
CUTYPHOCT CTaBaT J0CTa MO-OTTOBOPHH KBbM CTBIIKUTE, KOUTO TMpEANprUeMar, U3ITbITHEHHETO Ha
MOETUTE OT TAX aHTAKUMEHTHU M KOHTAKTH CH ¢ Xopa. Te3u KeHU J10CTa MO -peatHo MpeleHsIBaT
CUTYallMUTE, B KOUTO C€ HAMUPAT U ThPCAT CUTYPHOCT U IpeaBuauMocT. ToBa 3a HIKou OU3HECH
€ 0T 0COOEHO 3HaUEHHE KOTaTO TOBOPUM 33 PYTUHHOCT Ha MPOU3BOJICTBEHUS MIPOIIEC U CIICABAHE
Ha TPEIBAPUTEITHO PA3MUCAHH MIPOIIEC.

Hpyr BBIIpOC, KOWTO € B NpsKa Bpb3Ka € To3u ¢ OeqHocTTa. Heocropum ¢akt € Beue B
pe3yaTaT Ha HaOJI0ICHUS ¥ aHAJIM3H, Y€ OCTHOCTTA C€ CBBP3Ba OCHOBHO C )KeHHUTE. T03u mpoodiiem
CTaBa OIIIe MMO-IyBCTBUTEIICH, KATO MPUOABUM U YSI3BUMOCTTA B PE3yJITAT HA MPEKUBSIHO HACHITHE.
OcBeH Qu3ngecko ToBa MOXeE J1a ObIe 1 MKOHOMUYECKO, U TICHXUIECKO U €eMOIIMOHAITHO, KAKTO U
HACWJINe, IPEXXUBIHO Ha paOOTHOTO MsICTO. JlaHHUTE MTOKAa3BaT, ue CPEAHOTO HUBO Ha 3a€TOCT MPU
KEHHTE € JI0CTa MO-HUCKO OT TOBa MpHU MBxkeTe. JlocTa mo-royisiMa € BeposiTHOCTTa OT paboTa Ha

HEN'bJIHO padOTHO Bpeme. HemponopluoHamHO Mo-rojisiM € JENIbT Ha KEHUTE B CEKTOPU, KOUTO
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OOMKHOBEHO Ca M TO-HUCKO IUIATEHW M C€ XapaKTepu3upaTr ¢ OTPAHMYCHH BBH3MOXKHOCTH 3a
MpoeCHOHAIHO pPa3BUTHE WM OABHO IOBWINCHHWE Ha 3aIlIaTUTE — OCHOBHO B YCIYTHTE IO
obrpuxBane. [ToBUIIIEH € U PUCKBT OT HECUTYPHA 3a€TOCT.

Habmonenusra cnen mannemusita ot KOBU/I moka3BaT 1 MHOTO MO-BHCOK MPOIEHT Ha
YA3BUMOCT IO OTHOIIIEHHE Ha )KEHUTE, Hail -Be4e Ha TE3U MPEKUBEIN HACUITHE.

KoraTo Ta3u »xeHa e u Maiika Bb3HUKBA U HEOOXOAMMOCTTA OT I'PHIKa 3a YSI3BUMO U JIETE,
MPEKUBSIIO TPABMa, KOETO € IPABH JIOCTA MIO-UyBCTBUTEIHA KbM TPEBOKHHU XOPa U TAKUBA, KOUTO
Cce BH3CTAHOBSBAT OT HSAKAKBA TpaBMa M B Ta3u MOCOKAa OMXa MOTIU Aa OBAAT HEOICHHM

IIOMOIITHUK 3a Bb3CTAaHOBJIBAHC Ha €MOIITMOHAJITHU OajaHC B PAMKHUTE Ha JaACH KOJICKTUB.

[lorennuana Ha >XEHWTE, NMPEKUBEIM HAcHIUEe TpsOBa na Obae pas3miIexknaH U IO
OTHOIIIEHHE HAa YacT OT €KUIIUTE WM NEPCOHAa Ha Ja/JieHa KOMIaHHUsS, KOUTO B MOMEHTA ca B
HACWJICTBEHa Bpb3ka. Ho 3a ;a ce u3mon3Ba TO3M MOTEHLIMAJ ONTUMANHO OW3Heca TpsiOBa Ja e
YyBCTBUTEJIEH KbM T€MaTa M HaJICKOUYM MacOBOTO pa30HpaHe, ue «IOMAITHOTO HACUIIUE € CEMEeH
npobiemM». A CepHO3HO Ja ce 3aMHCIH 32 (UHAHCOBHS pPe3ysTaT OT OOJHUYHUTE, KOUTO Ce
M3IUIAIAT Ha JKEHUTE CJeJ IMPEeKUBSH arpecHBeH akT, HamaleHaTa MM TPYyIOCIOCOOHOCT,
BB3NPENATCTBAHUS MPOU3BOJICTBEH MPOIEC aKO HACHIIHUKA U KepTBaTa padOTAT 3a€JHO U T.H.

3a ;1a ce MpOTUBOACICTBA HA TO3H MPOOJIEM UMa HYKJ1a OT KOJIEKTHBHO MPOTHBOICHCTBUE
Ha BCUYKH 3aUHTEPECOBA MECTHU JIULIA.

Enun ot noOpure nmpuMepH B Ta3M MOcCoKa € noanucanus npes mapt 2021 roguna B rp.
Pyce teputopuanes npoTokos MoAKperneH oT 15 UHCTUTYLIMY U IpeACTaBUTEIN Ha OU3HEca, Cpell
tax O6muna Pyce, Pycencku YHuBepcutet, OM3HEC OpraHu3aiiy, CHHANKATHA CTPYKTYPH U T.H.
UneHoBe Ha €KUITUTE UM y4yacTBaxa B MOpPEIHIIa OT 0OyueHHs 3a pa3lo3HaBaHE HA CUMITOMUTE
Ha XUBOT B arpecHBHa CpeJa, OCHOBUTE Ha MKOHOMUYECKOTO OBJIACTSIBAHE HA KEHHUTE OT
ysi3BuMara rpyna. [Ipe3 munanara rogusaa B Pyce 6e peructpupato U colaiHo NpeArnpusTue 3a
MpeoCTaBsiHE Ha MOYacoBO TJIeJaHe Ha Jela, YCIyrHTe B KOUTO IIe ce IpeliaraT OT KEHH,
IIPEKUBENIN JOMAIIHO HACWJIME, KOUTO Ca MPEMUHAIN U YCIEIIHO 3a 3aBbpLIMIM MOpEeauna OT
o0yuenus. B MmomeHTa ce u pa3paboTBa nmporpama 1o MKOHOMHUYECKO OBJACTsABAaHE HA TE€3M KEHHU,
B KOSITO Ie OBbAaT BIOXKEHH MPUAOOUTUTE 3HAHUA M pa3pabOoTeHa METOAMKa B pPaMKUTE Ha
MOCIeAHUTE 6 TOIMHY LieJIeHacOYeHa padoTa, KaKTo U pa3IMdHUTE pa3paboTKH 10 yIpaBieHHe Ha

pa3H006pa31/1eT0 — I[MPpAaKTHUKa B peaulia MyJITUHAIIMUOHAJITHA KOMITAHHU.
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EXTENDED ABSTRACT

B Oparapckus HCTOPHUECKH KOHTEKCT JKEHUTE y4acTBaT JEHHO BBB BCSAKA €HA JAEHHOCT
OT CeMeiHHs 10 MyOJUYHHUS JKUBOT, HO TSIXHATa AaKTHUBHOCT € TIOCTaBEHAa B paMKHUTE Ha
CBILECTBYBAILIOTO TPAJAMIIMOHHO NPABO M IAaTpuapxajiHa Tpagulus. bwirapkara € BceoTAacH
YYacCTHUK B OOpOMTE Ha HAapo/la HY 3a IIbPKOBHA U TTOJIMTUYECKa He3aBucUMOCT. [Ipe3 XIX B. uma
naHHU 3a 50 >KeHH BOEBOJM HA XaWIYyIIKH YeTH, TMYHOCTH KaTto baba Tonka OOpereHosa, Paiins
Kusiruns, Amnacrtacusi IlackaneBa, bona I'aneBa-CrtanueBa, Benuuka XamHoBa, Mapus
HuxomyeBa-CupakoBa U MHOTO JPYTW IOKa3BaT PEUIMTEIHOCTTAa Ha Objirapkara jga He Oble
MIPOCTO MAaCHUBEH YYAaCTHHUK B UCTOPHSTA, a OOpPAaTHO, HEWH JABUTaTeNl.

Cnen OcBoOOXkIeHHETO Ha cTpaHaTa HU oT OcMaHCKaTa UMITEpHUsi OBITAPCKUTE KEHU ca
M3KJIIOUYEHHU OT OOLIECTBEHMSI, UKOHOMUUYECKHUS U TIOJIUTHYECKU XKHUBOT Ha cTpaHata. [Ipe3 1901 r.
ce ch3aaBa bearapcku KEHCKU CbHI03, YUATO LET € ,, YMCMBEHO U HPABCMEEHO NO08OUcaHe Ha
JIceHama u no0ooOpeHuemo HetiHomo noodicerue b8 ecaxko omuouenue “ (Jlackanona 2012). C
ycuivsaTa M akThuBHata JerdHocT Ha AHa Kapuma, Exarepuna Kapasenosa, IOnus ManuHoBa,
Kuna Konoga, Pana Cranuiicka, Bena bnaroesa, ce uzBoroBar peauiia npasa 3a xenute. [Ipe3
1937 1. ce naBatr u30upaTeNHU MpaBa HA XEHUTE — OMBKEHH, pPa3BeCHH WU BIOBUIM. [Ipe3
noclieBallliTe TOAMHM Ha TOTAJIMTApHO YIIpaBlIeHHWE ObJrapckara >KeHa ce ,,c1o0uBa‘“ ¢ ole
IpaBa U MO TO3M HAYUH ,,KEHCKHUAT BBIPOC € pemeH. HoBure ynpapisBamy mnpearpuemMar
IIPOMEHU B 3aKOHOJATEJICTBOTO, KOMUTO Ca HACOYEHM KbM M3paBHABAHE Ha /Barta noia. [Ipuerara
Hapenba — 3akoH 3a W3paBHsSBaHE MpaBaTa Ha JumaTta ot asata mona (16.10.1944 r.) u HOBaTa
» JAMUTPOBCKA* KOHCTUTYIHS (1947) naBaT Ha )keHUTE U30MPATEITHU TIPaBa, MPaBo Ja padoTAT U
J1a IToJIy4yaBaT paBHO 3aIllalaHe 3a paBeH TpyAd. [lonutrnueckoro yyactre Ha )KEHUTE CE TapaHTUupa

OT KBOTEH MPUHITUI, KOKUTO ¢ HIBAHETO Ha JeMOKpaIusTa e mpemMaxHaT. ToBa ce oTpa3siBa Ha Opost
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Ha KEHUTE B MOJIMTUYECKUS KHUBOT Ha cTpaHata. [IponeHThT Ha KeHUTE JemyTaTH HaMalsiBa OT
21% mnpe3 1986 r. no 8% mnpe3 1990 r. Ilpe3 cienpammTe roAMHU Y4acTUETO Ha JKEHHUTE B
yrpasiaeHueTo octaBa HUCKO (1991-1994 — 14%; 1995-1997 — 13%; 1997-2001 — 11%, 2001-2005
—26%, 2005-2009 — 21%, 2009-2013 — 22%, 2013-2014 — 26%, 2014-2017 — 21%, 2017-2021 —
27%, 45HC — 24,8%, 46HC — 24,6%, 4THC — 23,75%, 48HC — 24%. Ilponecute Ha U3TIaCKBaHE
Ha KEHUTE OT UKOHOMUKATa U MOJIUTUKATA C€ IbJIKAT Ha (pakTa, 4ye JIMICBA YYBCTBUTEIHOCT 10
BBIIPOCUTE 3a PABEHCTBOTO HA JKEHUTE U MbxeTe. Ch3aazeHara Haraca 3a MpOTEKIUs U JIMIca
Ha peaJlHa aKTUBHOCT Ha XOpara, Mpe3aTBbp)KJaBa Hariacara, ue /[vporcasama € Ta3H, KOSTO
CJIeM 332 PaBHOIOCTaBEHOCTTa Ha MBkeTe U keHute. Cb3maneHata e Ilaptus Ha Obarapckure
xenute (1997 1.) u pa3nuyHU HEMPaBUTEICTBEHN OpPTraHU3aIluy, HE ce OOpAT 3a paBHONPaBUE HA
MOJIOBETE, a JIEHHOCTTa MM € HAaco4YeHa WJIM KbM IPOrpaMHAa/3aKOHOBA NMPOMSHA WIH KbM
olpezesieHa rpyna >keHu (>KEHU POMKH, MHOTOJIETHU MalKH U IIp.).

[TpaBUTENCTBEHUTE MOJIUTUKA HACOUEHU KbM BBIIPOCHUTE HA T0JI0BATa PABHOIIOCTABEHOCT
3amouBar cien 1995 roawna, xorato beiarapus moammcBa Jlexnapammsta u I[lnatdopmara 3a
neucreue, npuetd B IlexuH. IIvpBusar HamuonaneH 1utan 3a JOEWCTBHE M U3IIBJIHEHUE Ha
noanucanata Jlexnapanus e npuet npe3 1996 r. IIpe3 1997r. nopaau cepro3Hata UKOHOMUYECKA
KpH3a U HACTHIWINTE MOJUTUYECKH IPOMEHH B CTpaHaTa, INIAHUPAHUTE MEPKH 3a MOCTUTaHe Ha
M0JIOBA PABHONOCTAaBEHOCT CTaBaT YacT OT OOLIUTE COIMAJIHU BBIOPOCH. AKIEHTBT BBPXY
MKOHOMHYECKHM M TIOJIMTHYECKHM TNpoOIeMH HU3MecTBa TeMara 3a PaBHOIOCTABEHOCTTa Ha
IIOJIOBETE.

TpsabBa na ce ordenexu, ye B mepuoda Ha MPEXOa OT TOTAIUTAPEH KbM JEMOKpaTHUYeH
MOJIe]l Ha yHpaBieHHEe HACTBIIBAT CEPHUO3HH MPOMEHU U B KYJITYypHO-COIHaIHATa cepa, KOUTO
crioMarar 3a IIpOMsIHa Ha HSKOM HAarJIacu U IIEHHOCTH U Ch3JaBaT HOBH.

Hacrosiiero n3cnensaHe ThbpCH OTIOBOP Ha BBIIPOCA — KaKBO OKa3Ba BIUSHUE BBPXY
MOJINTUYECKOTO yYacTHe Ha ChbBpEMEHHATa ObJIrapcka *eHa.

OcHoBHHUTE (DaKTOpHUTE ca pa3/ieJeHd Ha BbTPEUIHU U BbHIIHU. Cpell BbHIIHUTE (HaKToOpu
CE OTKpOSIBAT CHILIECTBYBAIM OOLIECTBEHW HAIVIACH U CTEPEOTHUIIM 3a XKEHWUTE B IOJMTHKATA, a
Cpell BBTPELIHUTE CAa MHTEPUOPU3MPAHUTE HAIJIACH HA CAMHUTE JKEHHU, Y€ IOJUTHKAaTa HE €

MMOAXOIAII0 IOIMPHUIIEC 3a TAX.

KJIFOYOBU IYMMU: xeHu; MONIUTUYECKU ITPaBa; OBJIACTSIBAHE; U3CJIECIBAHE; LICHHOCTH
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YBoa

[IcuxuyHaTta TmOJOBa WIASHTHU(HKAIMSA 3aMo4yBa Clie[l paXJAaHETO W Tpead TOBa, B
MpPeHATaTHUS TEPHOJ, KOraTo POJUTEINTE Ype3 CBOUTE TyMH, B IOCJIEICTBUE U TIOBEICHUS
3a/lecTBaT MEXAaHM3MUTE 3a OCh3HABaHE IMPUHAJUISKHOCTTA HA JETETO, W IMOJIoMarar
(dbopMupaHEeTO Ha HATJACH 3a COIMAIIHO JETePMHHHUpAHATa MY POJisi, HACHTUYHOCT U chepa Ha
JIEHCTBYE HA MBX WM Ha JKeHa B 001IecTBOTO. B TOBa mapasienHo m3rpakiaHe Ha TICUXUYCH U
COIMAJICH TIOJI, JAETETO MPHI00MBAa HE CaMO Ch3HAHWE 33 WUIASHTUYHOCT, HO ompenens cede cu
COpSIMO JAPYTUTE, W H3TPaXKJa MHUCIOBHU MATpPHUIM, Ype3 KOUTO MHUCHH cBera. Ilpu ToBa
U3rpakaaHe 0baye CsKall MUMOXOJOM, B COITMAIHUTE B3aUMOJCUCTBUS C JTUIATa YYaCcTBAIN B
mporieca Ha HETOBOTO OTIVICXKaHE, BE3MUTAHUE U COIMATIU3aIlNsl, TO CTaBa CBHJIETE HA YacT OT
TPAIUITMOHHUTE CTEPEOTHITH TI0O CMHUCHJIAa HAa PO30BOTO 32 MOMHUYEHIIA, CHHBOTO 32 MOMYCHIIA.

CourOonoJIOBUTE CTEPEOTUITH, KATO YCTOMUMBU KOTHUTUBHU CXEMH Ca OHE3H ,,lIpU3paru’’,
KOUTO MPECh3/aBaT, MOJCIUPAT U MPOEKTUPAT Pa30UPAHETO 3a MBKKO U HKEHCKO MPOCTPAHCTBO,
MOBEICHUE, NEHUCTBUE, 3aHATHE W mpouee. DaKT, KOUTO MOCTaBd aBTOMATUYHO JIEUHOCTUTE —
Tpr>Ka 3a Jerara, JOMaKHHCTBOTO B CEMEMCTBOTO, U T€3H 110 OCUTYpSIBaHE Ha JIOXOIH, TIeUeIIeHe
Ha Mapu U CBOOOJHO BpeMe, B HAJOXKEHUTE ,,00pa3iu‘ 3a MBKKH U KeHCkH poiu. Ilogobna
CollMajHa U KyJITypHa 00yCIIOBEHOCT B OTTOBOPHOCTH HE PSIKO MOCTABSI MO BBIIPOC KAYECTBOTO
Ha ceMeWHus XUBOT W Omaromosyuueto Ha jaemara (Kabar-3un 2017, 50), koero Hamara

peBU3MpaHe Ha POAUTENCTBO, O CMHUCHIA HA OCH3HATOTO MapTHHpaHe B mojsi0ata Ha
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MapKUpaHUTE MAEHHOCTH. 3a TOCTHTaHETO Ha Ta3W Iell BBBEXKJIAM TEPMHUHA CIOJEIICHO
POAUTEINICTBO, KOETO KbM HACTOSIINS MOMEHT HE IIPUCHCTBA B HAYYHUTE pa3padoTK B bbarapus.
B pamkuTe Ha akajeMHYHATa KOPEKTHOCT I YTOYHS, Y€ TOM ce M3MOoi3Ba y HAc, HO KaTo
IOPUINYECKO MOHATHE, CAHOHUM Ha ChbBMECTHO YIPaXXHSIBAHE Ha POJIUTENICKHU MpaBa. B chmus
KOHTEKCT TEpMHHA IPUCHCTBA B ITpaBHATA pobiemarnka U Ha 3amaja. CHoaeneHo poauTeIICTBO,
KaKTO U TIOHSATHETO PABHO CIIOJEJIICHO POAMTEICTBO HA NPAaKTHKa MPUCHCTBAT B HAYYHHUTE U
nyOmuuucTUYHUTE pa3paboTku Ha aBTopu KaTo: Francine Deutsch, Marc and Amy Vachon u
Malia Jacobson.

B nHacTosmara myOnaukanus 3aMMCTBaM TEPMHHA, 3a Jia TO pasriiefiaM B KOHTHHyyMa Ha
COIIMAJHNTE OTHOIIEHHMS, B YCIOBHATA Ha ChbBPEMEHHOTO OBJITApCKO CeMEHCTBO, pa3dupaH KaTo
pPaBHO TOJENIEHO ydYacTHe, KaTO CBh3HATETHO POAMTEICKO MapTHUpPAHE B OTIJICKIAHETO U
BB3IUTAHUETO Ha Je11aTa, JOMAaKUHCKUTE 3aIbJKEHNUs, OCUTYPSIBAHETO HA JOXOAU U CBOOOAHOTO
BpeMe. CIoJIeTIeHOTO POANTEINCTBO, € CPABHUTEITHO HOBO MOHATHE HA OCH3HATO CHTPYAHUYECTBO,
Ha TaHJEM, B KOMTO HSMa OLIETCHM M OLIETSABAINM, a CHMONO03a HeJOMycKalla MpeXBbpisiHe Ha

OTTOBOPHOCT HUJIM BMCHSIBAHC HA BUHA B cnyqaﬁ Ha HCCIIPAaBAHEC B IOCTUTC OTTOBOPHOCTH.

Iea u xunore3u

Karo yHuBepcuTeTCKM MpernojaBaTell MHOIO 4YeCTO B T'OJUHHUTE, CTaBaM CBHUJAETEN Ha
IBIIOOKO BKOPEHEHW YOEXKIEHUs, KOUTO KOPECTIOHAMPAT C HACIEAECHUTE OT TPaaUuIUsATa
CTEPEOTHUIIH, TIPU KOUTO KEHATa Ce TPHKH 32 JIellaTa B CEMEHCTBOTO, a MbXKa 32 MAaTEPUATHOTO My
obe3nevyaBane u (uHaHcoB komdopT. B mpocnemsBaHeTo Ha TOJOBO-POJICBUTE MOJETH U
CTEpEOTUITHOTO MOBEJCHUE M3JI0KEHHETO C€ M030BaBa Ha MPOBEIECHO EMIIMPUYHO H3CIIEBAHE.
AHanM3bT Ha JAHHHUTE OT HETO pealn3upa IIeNiTa, 1a CE OTKPOSAT POJICBHTE PA3MpPEICIICHUS B
CEMEMCTBOTO OTHOCHO OTIVICKJTAHETO Ha JIellaTa ¥ IOMaKHHCKUTE 33IbJDKEHUS. 32 pAMKUPAHETO
Ha oOxBaTa Ha W3CJIEIBAHUTE JACHHOCTH € BBBEACH TEPMHHA CHOOENEeHO pOoOUmeIcmso,
pasriieXxaH B KOHTHHYyMa Ha COI[MAIIHUTE OTHOLICHHUS, B YCJIOBHITA Ha OpayHO WK 0e30payHo
CHKUTEJICTBO.

Hacrosimara ny6nukanust GopMyiaupa JBe B3aMMO3aBUCHMHU XHUIOTe3H: 1) nomycka, ye
U3CIIeABAaHUTE JIUIIA 1€ 3aTBHPIAT CHIIECTBYBAIINUTE MOJOBO-POJIEBH CTEPEOTUIIN 32 MBXKETE U
KEHHUTE U 2) MpeArnoiara, 4e OTIJIekKIaHeTo Ha Jierata U JOMakMHCKaTa paboTa MpoIbKaBa 1a

ObJe IPUOPUTET HA JKEHATa, HO U JIOITyCKa HAIMYMETO Ha MPOMSHA, pa30upaHa KaTo CIoJIeIEHOCT
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Ha 3aABJDKCHUATA, U YHYACTHC HAa MDBXKCETC B MAPLHCIUPAHUTE OT TpaauluiaTa THUIIMYHO XCHCKH

JIEHHOCTHU.

MeTtoauka
[IpencraBenn ca pe3ydaTaTd OT CaMOCTOSTETHO ©MIHPUYHO H3CIEABAHE, KOETO
MPOCIIE/IBa HATMIMETO WIIM OTCHCTBUETO HA MTOJIOBO-POJICBU HATJIACH M CTEPEOTHITH 32 MBXKETE U

xenure. J[aHHuTE ca BbBeJeHH U 00paboTeHu che ctaTuctuueckus copryep IBM SPSS Statistics

23.

N3caensanm auna

[IpoBenenoro HoemBpu 2018 — dpeBpyapu 2019 ronuna uzcnenBane BkitoyBa 240 nuna,
cryneHtu ot creruanHocT Comwmonorust u Ilcuxonorus B KOro3anagen ynusepcurer ,,Heoput
Puncku®, Texuure poautenu, 6adM M ASMOBIM. YYaCTHETO HAa TPU TEHEpaIlMW JUIA IEIH Ja
MPOCIIEIM  MOKOJEHYSCKUTEe Harjack W HAJIMYMETO Ha 3ay4eHH COIMOIIOJIOBH  POJIU

BB3IMPOU3BCIKAAIIU CTCPCOTUITHO TTOBCACHUC.

AHaJu3 Ha pe3yJITaTUTe

[TpoBeneHOTO M3CieBaHE HE € MPEACTABUTETHO, HO OTYUTA COLMOMIOIOBH CTEPEOTUITH U
HarjacH B OTTJIEKJIAHETO Ha Jielara, ¢ KOeTo Croco0CTBa I0Ka3BAHETO Ha 3asBEHOTO 3arjaBue U
AOIIYCHATUTC XUIIOTC3U.

ConuanHo-neMorpaCKusT aHaJIu3 Ha HAli-4ecmo cpewjaHume Cmepeomunu 3a JsceHume u
3a Mvorceme, MapueIupa TAXHOTO y4acTHE B OMO3UIIMATA BHTPEIIHO — BHHIIIHO IIPOCTPAHCTBO, B
JIEWHOCTUTE B M U3BBH CEMEHCTBOTO. [ pusica 3a 0oma u cemeticmeomo, U 0meneldcoOanemo Ha
deyama, KakKTo U obe3neuasam GUHAHCOB0 U neuensm nogeye napu, IOCOUYEHH KaTo ,,IpUCHIIN‘
KEHCKU U MBXKKU POJIM OTUYUTAT MPEBEC 32 BCUUKH BB3PACTOBU Tpynu. M3BeaeHUTe cTepeoTunu
3aeMaT Hal-BHUCOK Jsi71 B OTTOBOPUTE Ha CTYIEHTUTE, CIE€IBaH OT TO3U HAa POAUTETUTE, KOETO
IpeArnojlara Hay4yaBaHE Ha COLMOIIOJIOBU pPOJM B CEMEUCTBOTO. Bb3mpou3BOACTBO Ha
INOBECACHUCTO, HO II0 JIMHUATA Mauka — ABLICPS MMOKa3Ba U BUCOKUSA J4JI HaA pa36HpaHH51Ta, e
MbIiceme He yuacmeam 6 cpuxcama 3a oeyamad, U He pabomam 0oMaKumucka paboma, MOCOYEH
OKOJIO JIBa, U JiBa ITbTHU MOBEYE OT KEHUTE CIPAMO MbkeTe. To3u npeBec B MHEHHATA HA JKEHUTE

ce Ha6mo;[aBa " 3a OCTAHAJIMTC TBBPACHUSA B CKAJIUTC OT OTTOBOPH.
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N3BeneHnTe TEHICHIIMM C€ OTYUTAT U B MpoBeAeHoTOo npe3 2017 roauHa mpoyyBaHe Ha
EBpobGapomersp. Hali-BaskHaTa poJisi Ha MbXKa Oa neuenu napu M KeHaTa 0a ce puic 3a 0oma u
cemericmeomo (Gender Equality 2017, 15 — 16) e mocodena ot 81% ot ObATapuTe, KOETO HU
npeBpbla B pekopasopute Ha EBporneiickus cpro3. He Tps6Ba na Hu n3HeHanBa u GpakTwT, ue 78%
OT ChHAPOJHUIIMTE HU TBBPIAT, Ue CEMEHHUTE 3abJKEHHs] OTpaHUYaBaT CBOOOJHOTO BpeMe Ha
x)eHute. Hamure € 1 0Cb3HATOCT CIIPSIMO JOMAaKHHCKHUTE 3aIbIDKCHHS - 74% OT nuiaTa o100psiBaT
MBKa Ja UMaT paBeH I ydactue B Tax. CrojeneHocTra npojnyaBa U B MHEHHETO Ha 68% oT
OBarapuTe 0100pABAIIM MBXKETE /1a B3eMaT OTITYCK 3a ornexxaane Ha jete (Ibid.).

To3u mpux HU BpbIA KbM H3CIIEIBAHETO, B KOETO 0000IIEHNUTE JaHHU 32 OTTOBOPHOCTTA
pU omenedxcoanemo Ha Oeyama pPa3BEeHUYaBa MUTA, Y€ TS € MPUCHIIA OCHOBHO Ha KEHHTE.
KonmdecTBeHOTO M3MEpeHUE TTOKa3Ba, ue 2/3 OT auIiaTa BbB BCHYKH Bb3PAaCTOBHU IPYIU MOCOYBAT
OTroBOpa 08amama no pasHo, KaTo HAM-BUCOK € JeNla Ha CTyJIEHTHUTE CJeABaH OT TO3U Ha
ponutenute. BUCOKUAT pBCT € U 3a o0siacTeH I'pall, CleBaH OT Ipal, CeJI0 U CTOJHUIA, KOETO
TOBOPH 32 IPOMSIHA B MaTpUAPXATHUTE MPEANNCAHUS B MAJIKUTE HaceJIeHU MecTa. ToBa ce oTHacs
M 3a MoKazaTess moji, oT oduro 179 numa 75 MbXke MOcouBaT CHOAEIECHOTO POAMTENICTBO, U
pazuynBar ,,0OKOBHTE Ha JOMUHHUpalus o0pa3 3a sxeHata. I[IpoMsHarta ce mposiBiBa U MO
OTHOIIIEHWE HAa OTTOBOPUTE HPeOUMHO HA dHceHama TocodeHa OT 18 mMbxke u 28 xeHu, u

eOUHCMEEHO Om JceHama TI0COUEHa OT 5 MBIKE U 2 JKEHU.

HN3B0oau M 3aKJIl0YeHue

Peann3upaHoTo u3cieqBaHe U MPUBEICHUTE JTaHHW MOKAa3BaT OTYETIMBO YHACJIEAEHOTO
CTEPEOTUITHO MHCJIEHEe, KOETO 3aJaBa IpPOCTPAaHCTBEHATa IIOJIOBAa CErperauuss B POJIUTE,
HeﬁHOCTHTe 1 IIOBCACHHUCTO HA MbXXa U XCHATA. HOTB'prLI/I C€ U O4YAaKBAHCTO, Y€ HU3CJIICABAHUTC
JINI[a me u3Bcaar yHaCHeﬂeHI/ITe HarjiaCu 3a TUIIMYHO KCHCKUTC U MBXKHUTC pOJIeBI/I O4YaKBaHUA,
HO O¢ M3Be/IeHa W TCHICHIIMS Ha TIOBEJICHUECKO MYJITHIUTHIIMPAHE 110 JTUHUATA POJUTEIN — JIelIa,
KOSITO OM MOTJIa J1a TPOIBKH BB3IMPOU3BOACTBOTO HA CTEPEOTHUITHO TTOBEACHHE.

EMnupuuHuTe AOKa3aTelNCTBa pa3KpuBaT M HAcOKara Ha pPAa3BUTHE KbM NPOMSHA B
pa3OupaHusATa Ha MBXKETe, [EKIapHupalld >KelaHHe 3a CIOACICHOCT B POAHUTEICKUTE U
JIOMAaKMHCKUTE 3aJbJDKCHHS. B crmojeneHocTra Mo OTIJIEKIAHETO Ha Jelara IMpPeBeC UMar
MJIaJIATE MBXKE, KOETO 3aJaBa HOBA JIMHHUS B OTHOIICHUSTa B CEMEHCTBOTO, HO M OYepTaBa

IPOMSHATA B CTEPEOTUITHOTO pa30HpaHe 3a PoyIATa Ha )KEeHaTa.
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B 3axmodenue. ..

CBbBMECTSIBAaHETO Ha JCHHOCTHTE IIEe MPOXBIDKM Ja HMPOMEHs BKOPEHEHOTO pa3OmpaHe
MIPEMUCBAILO 110 €CTECTBEH HAaYMH JOMAaKUHCKUTE 33IbJDKEHHS Ha KEeHaTa, Thil KaTo paXaa Jena
(Yuiikc 2017, 319). Taka cnoaeneHOTO pOAMTEICTBO HE CaMoO, Y€ LIE PEBU3MPA BH3IPUETUTE
COIIMO-KYJITYpHH 00pa3d 3a JKEHHTE W MBKETe, HO W II¢ BB3MHTA MOKOJICHHE MJIAJH XOpa,

HEOOPEMEHEHH OT CTEPEOTHUITHUTE POJIEBU MOJICIIH B OOIIECTBOTO.
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[Ipe3 mocineaHOTO AECETHSIETHE HW3CIEeNOBATEIIMTE CTaBaT BCE IO-3aMHTEPECOBAHH OT
MPOYYBAHETO HA MHOTOTO ACMEKTH HA TMOJOBHTE CTEPeOTHUNH. ENHA KOHKpeTHa 00Jact, BbPXY
KOSITO € (JOKYCHPaHO BHUMAHHETO, 3acsra MMEHHO ,,CTEPEOTUITHUTE * BApBaHUS 3a xeHute Belk
(1980). HapactBammTe M3MCKBaHHUS OT CTpaHa Ha TMOTPEOMTETUTE B paszaudyHUTE chepu Ha
OM3Heca, M3NPaBAT MEHUDKBPHUTE MPE]T JTUIcaTa Ha KOHKYPEHTHOCT, KOETO OT CBOSI CTpaHa Hajara
pa3paboTBaHETO HA WHOBATHBHH M I'bBKABH CTPATETWYECKU TUIAHOBE 3a yIpaBlieHUE. bposT Ha
JKEHUTE 3aeMallld yMpaBICHUYECKH MO3UIMM HApacTBa M BCE IOBEYE OPraHU3alMU TOCTaBST
aKIeHT BBPXY pPa3HOOOpa3WeTO B YIPABICHHUETO M TOCJEBaIlaTa IMPOMsSHA, O0COOEHO BBHB
BB3IPUEMAHETO Ha )KEHUTE KaTO JIHJIEPH.

Cropenl XUIOTE3UTE 32 PA3IUUUATA U MPUIHKUTE, KOUTO Ca Pa3riekIaHu OT aBTOPUTE
Basow (1980) u Hyde (2005), >keHuTe U MBXKETE ca 3HAUUTEITHO PA3TMYHU MICUXOJIOTHIECKH, HO
CBIICBPEMEHHO HMMAT CXOJCTBO IO TIOBEYETO IICHXOJOTHYECKH IMPOMEHIMBU. B mpoBemeH
YETUPHUJIECET U IIECT METa-aHaIM3, MOJYYSHUTE Pe3yJITaTH MOJKPEISAT XUTIOTe3aTa 33 PUITHKHTE
MEXIy ToJoBeTe. BbIpeku ToBa M3CleABaHUATA MOCIENOBATEIHO IMOKA3BaT 3a0eIeKUTETHO
pa3IMYHUTE BAPBAHUS, KOUTO XOpaTa UMaT 3a MBXKETe U KEHUTe. B Te3u rpynoBH CTEPEOTHUIIH €
BUJHO, Y€ MBXKETE ca MO0-aKTUBHH, ChCTE3aTCIHM W WHIWBUAYAIMCTHYHH, TOKATO YKCHUTE Ce
MpueMar 3a Mo-u3pa3uTeTHN U OOUTUTETHH, MK U TprkoBHU Diekman et al. (2000).

CKOpOIIHO M3CIIeBaHE LEIAIO Aa MPOYYU U UASHTHPHULIKpPA MPOOIEMUTE U IPUINHHUTE,
IpeJl KOUTO ca U3MPABEHU JTUACPUTE BbB BUCIINTE yueOHH 3aBeieHus B [IeHmkad ycTaHOBsIBA, OT

¢iHa CTpaHa, Y€ PBKOBOAUTCIUTC BBB BHUCIIUTC AKAJCMHUYHUTC HWHCTUTYLUHU NPCKUBABAT
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©XKEIHEBHU MPEIU3BUKATEIICTBA BKIIOYUTEIHO; aJMHHUCTPATHBHH, JMYHH, HEJOCTHT Ha
(GUHAHCOBH M (PU3MYECKH pPECYpCH W JIMTICAa MM HEJOCTUT Ha TEPCOHAN, a OT Jpyra CTpaHa
3asBsBAT HY)XJlaTa OT ONPECHUTEIHH KypCcOBe U 00y4eHUsI, KOUTO JIa MOTaT Jia MOJ00PAT TEXHUTE
CMOCOOHOCTH M J1a MOTaT Jia UrpasT pojsaTa CU Ha agMHHHCTparop no-epextuBHO (Bibi et al.
2021).

[Mpunaraifiky TeopusiTa 3a COIMAIHUTE POJIM KbM MBXKETE W KCHUTE, Ce Ch3aBaT IBE
IIPOTHO3M 32 BB3MpPUEMaHaTa MPOMsIHA: ITbPBO BB3MPHEMAIIUTE TPsIOBA 1a CMATAT, Y€ MOJIOBUTE
pa3nu4us ce pa3MUBAT MOPAIU HapacTBalllaTa MPUIKKA HA POJIUTE HA MBXKETE U )KEHUTE U BTOPO
KEHCKHAT CTEPEOTHIT TPSIOBA J1a € OCOOCHO TWHAMHYEH MOPAIN MO-TOJIsSIMa TIPOMSIHA B POJTUTE Ha
KCHUTE, OTKOJIKOTO Ha MBXKeTe. Teopusita € MOTBBPIACHA B IMET EKCIEPHUMEHTa, B KOUTO Ce
u3cieaBaT BB3MPUATHATA 32 POJIUTE U JMYHOCTTA, KOTHUTHUBHUTE M (PH3MUECKUTE pa3Iuyus Ha
MBKETE M )KEHUTE MOTJIeIHaTH 1pe3 puiaThbpa Ha MUHANO0, HacTosme U Obaenie Diekman & Eagly
(2000).

PaznuuHm aBTOpHM pas3riexaaT BIUSHHETO HA I0JIa BBPXY TPYINOBUTE OTHOIICHUS,
JIETePMUHAHTUTE HA Pa3lIMUMATa MEXIY IOJIOBETE, CTHJIOBETE Ha OOLIyBaHEe, BH3HUKBAIIOTO
JUIEPCTBO M KOMIIETEHTHOCTTA Ha MBXETe U >KeHHTe. B eqHO TakoBa NMpoydBaHE aBTOPHUTE
3aKIII0YaBaT, Y€ Pa3IUKUTE B CTaTyca W POJIUTE HA KEHHUTE M MBXETE B OOIIECTBOTO BOJAT JIO
MOJICIM Ha B3aMMOJICHCTBHE B CMECEHH TIOJOBH TPYIH, OPUEHTUPAHM KBM 3a/la4d, KOUTO
MOCTABSIT KEHUTE B HepaBHOCTOWHO nonoskenue Carli (1999).

B nuteparypaTa ce OTKpHUBAT M JOKa3aTeJCTBA 32 POJUTE Ha MOJIOBETE U BIUSHUETO HA
CTEPEOTHITHTE BBHPXY HWHAMBHIYaJHUTE NPEHEHKH M TIOBEJACHHWE. EMIUpHYEH aHamu3 OT
MIPOBEJICHO M3CIIE/IBaHE ChC COOCTBEHHMIIUTE HA OM3HECH B JIECET CTPAHU PA3KPHBA, Y€ KCHUTE
npearnpuemMay, KOUTO ce UACHTHU(HUIMUPAT C )KEHCKU YEPTH U MPHUIKCBAT CHIIHO MBKECTBEHU
XapaKTepUCTUKH Ha MPEANPHEeMadecTBOTO, OYAKBAT TEXHUSAT OM3HEC Ja pacTe C IO-HUCKA
CKOpOCT. BimsHmMeTo Ha CcTepeoTHNUTe € YMECTHO camMO B HHIYCTPHH, B KOUTO
MPEACTAaBUTEIICTBOTO HA )KEHHUTE MpeanpremMadn € ciado Martiarena (2020).

PesynraTure OT MHOTO IIPOYYBaHUS YCTAHOBSIBAT KaK ITOJIOBOTO Pa3HOOOpa3ne  MEeCTHATa
KyJITypa 00yClIaBsT KOTHUTUBHUTE CTHJIOBE HA MEHUKBPHUTE U BIUSHUETO UM BbPXY MPOIIECUTE
Ha B3emaHe Ha pemeHus B opranm3anuute llie, Cardoza (2018). B mpoyuenute pa3iukud B
CTHJIOBETE Ha MHCJICHE TIO TI0JI, He C€ OTKPUBAT PA3JIMKH B CTUJIOBETE HAa MUCIICHE WJIH B3EMaHETO

Ha pCIICHUA MCKAY MBKCTC U JKCHUTC HA €IHO U CHIIO0 YIIPABJICHCKO HHUBO.
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B 3akmrouenue, Moxke na ce OTOENEkKHM, Y€ KOTHUTHBHHST CTHJI Ha MEHUDKBPUTE U
0c00EHO TeXHUST HAUYMH Ha Bh3NpUEMaHe Ha HHPOPMALUs UMAT €PEeKT BbPXY CTPATETHHTE, KOUTO
TC MpeaArnounTar. Hannynu can AaHHHU, Y€ JIUACPCKUAT CTHUII € CUIIHO IMOBJIUSAH OT I[eMOFpa(I)CKI/ITe
U IuaHuTe KadectBa. Ilo HOI[OGCH HAaYWH IOJBT HAa PBKOBOAUTCIIM CHINO MMa 3HAYCHUC B
agMuHUCTpaTUBHUTE TTpakTUku Alpha & Vincent (2011).

[Normeanato, TUIEPCTBOTO MEKAY MBKETE U KEHUTE UTPAc BayKHA POJISl B YIIPABICHUETO
Ha Jiea Ha elHa opranu3anus. M nBaTta noja uMar kanauuMreTa Ja npuiarat IpoOMeHH, KakTo U 1a
PBKOBOAAT IMOAYUHCHUTC OpraHu3anus 3a IMMOCTUI'aHC Ha INIOCTAaBCHUTC MNCJIM U 3adayu.
ChInecTByBalMTe MEKAYIOJIOBH PA3JIMKA UMAT HE3HAUMTENICH NMPHUHOC KbM JIMJIEPCTBOTO U HE
MoraT Ja c€ HM3IOJ3BaT 3a MpEeTeryisiHe Ha COoCOOHOCTTa HA €IUH WHAMBHI 3a MOCTUTAHE Ha
JKCJIAHUTC PE3YJITAaTU B €AHO MMPCAIIPUATHUC. HGI[OCTaT"b‘-IHOTO MNpEaACTAaBUTCIICTBO HA JKCHUTC KAaTO
JTUJIEpU HE € Pe3yJITaT OT HUCKO JOBEPHUE MIIM HECTIOCOOHOCTTA MM JIa PHKOBOJSIT, a C€ ABJIKU Ha
CTEpPEOTHITHA IPUBBP3AHOCT, Ue )KEHUTE HE MOTaT Ja ce m3rpamsiT kato edexkruBau aunepu. [1o-
CIEMANIHO 3a TOCTUTaHe Ha OaJaHCHUPaHO TIOJOBO JIMAEPCTBO, € HEOOXOIUMO ISIIOCTHO

BB3IMPUCMAHC HA JKCHUTC U €IHAKBO OTHOIICHUEC KbM JIBaTa I10Jia.

KJITOYOBU IYMM: KOTHUTUBHY CTUIIOBE; TIOJIOBU CTEPEOTUITHU XapaKTEPUCTUKH; JIUJIEPCKH CTUIIOBE;
MEHUKBPCKH CTPATETHUH; YIIPABIEHCKO PEIICHUE
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EXTENDED ABSTRACT

At Paysafe Diversity and Inclusion is considered a strategic priority and the company is
committed to creating a working environment where everyone’s unique contribution is valued.

In promoting equality, diversity, and inclusion, we want everyone to have access to jobs,
training, development, reward and work-related social opportunities, and for all people to be
treated equally. We are committed to creating an inclusive work environment, in which each
employee is able to fulfil their potential and maximize their contribution. We recognize and value

the creative potential that individuals of different backgrounds and abilities bring to their work.

We demonstrate our commitment via:

* Diversity and Inclusion Strategy Committee

* Diversity and Inclusion Operational Committee which will promote equality, diversity,
and inclusion.

* Provide regular internal communications and updates regarding equality, diversity, and
inclusion.

* Implement monitoring systems to track if we progress and where we need to improve

* Opportunities for employment, promotion, transfer, and training. All applicants will be
welcomed, irrespective of gender, marital/family status, race, color, nationality, ethnic or national
origin, disability, age, sexual orientation, religion, belief or any other characteristic protected by

the law.
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* Ongoing training and development on the need for, and positive impact of, equality,
diversity, and inclusion at all levels throughout Paysafe.

Global gender diversity is one of the key areas our D&I strategy is currently focusing
on. Paysafe drives programs designed to support its objective of developing more women leaders
into larger roles and helping the organization inch toward becoming a more gender-balanced
workplace. Main objective of the initiatives is to enhance leadership capabilities of women in
Paysafe by providing more focused mentoring and coaching opportunities, combined with
learning-on-the job and various trainings.

There is a dense network called Women@Paysafe, which boasts over 200 members,
driving various initiatives in that direction, sharing good practices, and undertaking strategies
coping with the gender inequity at the workplace. Along with it, the so-called Diversity and
Inclusion Steering Committee is actively working on the D&I topics and sustaining Paysafe’s
commitment in that direction. In order to introduce its D&I position on the subject and to
familiarize and empower employees to raise their voice in the face of injustice and any form of
racism or discrimination, the Diversity & Inclusion policy has been crafted. The distinct difference
between equality and equity does matter and our forward thinking must apply the principles of
equality at workplace but strive to achieve equity in the end of the day.

Workplace equity is the concept of providing fair opportunities for all our employees based
on their individual needs. With equity, an organization will recognize that each employee has
varying access to resources and privileges. And those with less access may need more support in

order to take fair advantage of opportunities within a given company.

We strive to:
o Enhance our employees’ experience by encouraging diverse ideas and perspectives and
foster greater innovation, creativity, and empowerment.
o Improve our customers’ experience by better understanding their specific and unique needs;
and

o Ultimately grow our business results.
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Various D&I initiatives, training modules, policies and regular corporate pulse surveys
come to help us in our aspiration to create a working environment where everyone’s unique
contribution is valued.

Although Paysafe operates in a different field, the D&I topics are being lived and felt in
the same manner and sharing our multi-cultural experience could be of help, could emulate and

“lead by example” to be applied while tackling the same issues in the academic institutions.

KEYWORDS: diversity and inclusion; workplace equity; women in tech leadership
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