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Abstract: The world and its increasing trend is not moved by itself. The world and the individuals become better 

only when they learn, and the knowledge is the biggest individual and social power. The creation, the innovation of 

new values and especially resources in the efforts to be more current are inevitable. The purpose to be successful in 

the world of business perfection has become more powerful than the wish for simple persistence. The new values 

related to the world of the globalization and especially the availability of literally all available information has 

created a new challenge which should be tackled. Having knowledge is an imperative and the changeis the way how 

to instrumentalise and multiplicate the progress. Learning creates new theories, the science checks them, and tehe 

practice confirms them. The power of the educational process and the generation of new knowledge always creates 

power: individual, group and social. The maturitz of the social power and the strengthening of the public awareness 

for the role of the knowledge determines the education as a system, set of activities which additionally raise the 

matrix of the inevitability for strehgthening of the threepatrid funding. Once given the incentives, the process of 

education creates knowledge which raises the individual creating new, more quality view towards the social needs. 

Such knowledge turned into power has an impact on the creation of the continuous spiral of growth, related to the 

three factors for success.  

Key words: power, education, knowledge  

 

ʆɹʈɸɿʆɺɸʅʀɽ  -  ɿʅɸɽɳE  -  ʄʆɵ 

ʇʨʦʬ. ʜ-ʨ ʈʦʙʝʨʪ ɼʠʤʠʪʨʦʚʩʢʠ 

ʄʀʊ ʋʥʠʚʝʨʟʠʪʝʪ, ʉʢʦʧʿʝ, ʈ. ʄʘʢʝʜʦʥʠʿʘ dimitrovski.r@gmail.com 

ʇʨʦʬ. ʜ-ʨ ʃʘʩʪʝ ʉʧʘʩʦʚʩʢʠ 

ʎʝʥʪʘʨ ʟʘ ʩʪʨʫʯʥʦ ʦʙʨʘʟʦʚʘʥʠʝ, ʉʢʦʧʿʝ, ʈ. ʄʘʢʝʜʦʥʠʿʘ 
 

ʈʝʟʠʤʝ: ʉʚʝʪʦʪ ʠ ʥʝʛʦʚʠʦʪ ʥʘʛʦʨʝʥ ʪʨʝʥʜ ʥʝ ʩʝ ʜʚʠʞʠ ʩʘʤ ʦʜ ʩʝʙʝ. ʉʝ ʥʘʧʨʝʜʫʚʘ ʩʘʤʦ ʢʦʛʘ ʩʝ ʫʯʠ ʘ ʟʥʘʝˁʝʪʦ 

ʝ ʥʘʿʛʦʣʝʤʘʪʘ  ʠʥʜʠʚʠʜʫʘʣʥʘ ʠ ʦʧʰʪʝʩʪʚʝʥʘ ʩʠʣʘ.  ʂʨʝʠʨʘˁʝʪʦ, ʠʥʦʚʠʨʘˁʝʪʦ ʠ ʩʦʟʜʘʚʘˁʝʪʦ ʥʘ ʥʦʚʠ 

ʚʨʝʜʥʦʩʪʠ ʠ ʦʩʦʙʝʥʦ ʨʝʩʫʨʩʠ ʚʦ ʥʘʧʦʨʠʪʝ ʜʘ ʩʝ ʙʠʜʝ ʰʪʦ ʧʦʚʝ˃ʝ ʘʢʪʫʝʣʝʥ ʝ ʥʝʦʜʤʠʥʣʠʚʦ. ʎʝʣʪʘ ʜʘ ʩʝ ʫʩʧʝʝ 

ʚʦ ʩʚʝʪʦʪ ʥʘ ʜʝʣʦʚʥʦʪʦ ʩʦʚʨʰʝʥʩʪʚʦ ʩʪʘʥʘ ʧʦʩʠʣʥʘ ʦʜ ʞʝʣʙʘʪʘ ʟʘ ʝʜʥʦʩʪʘʚʥʦ ʦʧʩʪʦʿʫʚʘˁʝ. ʅʦʚʠʪʝ ʚʨʝʜʥʦʩʪʠ 

ʧʦʚʨʟʘʥʠ ʩʦ ʩʚʝʪʦʪ ʥʘ ʛʣʦʙʘʣʠʟʘʮʠʿʘʪʘ ʠ ʦʩʦʙʝʥʦ ʜʦʩʪʘʧʥʦʩʪʘ ʥʘ ʙʫʢʚʘʣʥʦ ʩʠʪʝ ʨʘʩʧʦʣʦʞʣʠʚʠ ʠʥʬʦʨʤʘʮʠ 

ʩʦʟʜʘʜʝ ʧʨʝʜʠʟʚʠʢ ʢʦʿ ʪʨʝʙʘ ʜʘ ʩʝ ʩʦʚʣʘʜʘ. ʇʦʩʝʜʫʚʘˁʝʪʦ ʥʘ ʟʥʘʝˁʝʪʦ ʝ ʠʤʧʝʨʘʪʠʚ ʘ ʧʨʦʤʝʥʘʪʘ, ʥʘʯʠʥʦʪ 

ʢʘʢʦ ʝʣʠʢʩʠʨʦʪ ʥʘ ʥʘʧʨʝʜʦʢʦʪ ʜʘ ʩʝ ʠʥʩʪʨʫʤʝʥʪʘʣʠʟʠʨʘ ʠ ʤʫʣʪʠʧʣʠʮʠʨʘ. ʋʯʝˁʝʪʦ ʩʦʟʜʘʚʘ ʪʝʦʨʠʠ, ʥʘʫʢʘʪʘ 

ʛʠ ʧʨʦʚʝʨʫʚʘ ʘ  ʧʨʘʢʪʠʢʘʪʘ ʛʠ ʧʦʪʚʨʜʫʚʘ. ʉʠʣʘʪʘ ʥʘ ʧʨʦʮʝʩʦʪ ʥʘ ʦʙʨʘʟʦʚʘʥʠʝ ʠ ʛʝʥʝʨʠʨʘˁʝ ʥʘ ʥʦʚʠ ʟʥʘʝˁʘ 

ʦʪʩʝʢʦʛʘʰ ʩʦʟʜʘʚʘʣʘ ʤʦ˃: ʠʥʜʠʚʠʜʠʘʣʥʘ, ʛʨʫʧʥʘ, ʦʧʰʪʝʩʪʚʝʥʘ. ʉʦʟʨʝʚʘˁʝʪʦ ʥʘ ʦʧʰʪʝʩʪʚʝʥʘʪʘ ʤʦ˃ ʠ 

ʿʘʢʥʝˁʝʪʦ ʥʘ ʩʝʦʧʰʪʘʪʘ ʩʚʝʩʥʦʩʪ ʟʘ ʫʣʦʛʘʪʘ ʥʘ ʟʥʘʝˁʝʪʦ ʚʦ ʜʚʦʥʘʩʦʯʥʘ ʩʧʨʝʛʘ ʛʦ ʜʝʪʝʨʤʠʥʠʨʘ 

ʦʙʨʘʟʦʚʘʥʠʝʪʦ ʢʘʢʦ ʩʠʩʪʝʤ, ʟʙʠʨ ʥʘ ʘʢʪʠʚʥʦʩʪʠ ʠ ʟʘʣʦʞʙʠ ʢʦʠ ʜʦʧʦʣʥʠʪʝʣʥʦ ʿʘ ʠʟʜʠʛʥʫʚʘʘʪ ʤʘʪʨʠʮʘʪʘ ʥʘ 

ʥʝʦʧʭʦʜʥʦʩʪʘ ʟʘ ʿʘʢʥʝˁʝʪʦ ʥʘ ʪʨʠʧʘʨʪʠʪʥʘʪʘ ʬʫʥʜʠʨʘʥʦʩʪ. ɽʜʥʘʰ ʧʦʪʪʠʢʥʘʪ, ʧʨʦʮʝʩʦʪ ʥʘ ʝʜʫʢʘʮʠʿʘ ʢʨʝʠʨʘ 

ʟʥʘʝˁʝ ʢʦʝ ʿʘ ʠʟʜʠʛʥʫʚʘ ʠʥʜʠʚʠʜʫʘʪʘ ʩʦʟʜʘʚʘʿ˃ʠ ʥʦʚ, ʧʦʢʚʘʣʠʪʝʪʝʥ ʧʦʛʣʝʜ ʢʦʥ ʦʧʰʪʝʩʪʚʝʥʠʪʝ ʧʦʪʨʝʙʠ. 

ʊʘʢʚʦʪʦ ʟʥʘʝˁʝ ʧʨʝʪʚʦʨʝʥʦ ʚʦ ʤʦ˃ ʚʣʠʿʘʝ ʚʨʟ ʩʦʟʜʘʚʘˁʝ ʥʘ ʥʝʧʨʝʢʠʥʘʪʘ ʩʧʠʨʘʣʘ ʥʘ ʨʘʩʪʝʞ ʧʦʪʪʠʢʥʫʚʘʿ˃ʠ ʛʠ 

ʠʟʪʦʚʨʝʤʝʥʦ ʥʦ ʠ ʩʫʢʮʝʩʠʚʥʦ ʩʠʪʝ ʪʨʠ ʬʘʢʪʦʨʠ ʥʘ ʫʩʧʝʭʦʪ. 

ʂʣʫʯʥʠ ʟʙʦʨʦʚʠ: ʦʙʨʘʟʦʚʘʥʠʝ, ʟʥʘʝˁʝ, ʤʦ˃   

 

1. ɺʦʚʝʜ 

ʇʦʩʪʦʿʘʪ ʥʝʢʦʣʢʫ ʟʥʘʯʘʿʥʠ ʬʘʢʪʦʨʠ ʢʦʠ ʪʨʘʥʩʬʦʨʤʠʨʘʥʠʦʪ ʧʦʩʪʠʥʜʫʩʪʨʠʩʢʠ ʩʦʮʠʫʤ ʛʦ ʦʜʙʝʣʝʞʫʚʘʘʪ ʩʦ 

ʪʨʝʥʜ ʥʘ ʫʨʛʝʥʪʥʦʩʪ, ʧʨʝʜʠʟʚʠʢʘʥʘ ʦʜ ʤʦʨʝʪʦ ʠʥʬʦʨʤʘʮʠʠ ʨʘʩʧʦʣʦʞʣʠʚʠ ʠ ʜʦʩʪʘʧʥʠ ʩʢʦʨʦ ʟʘ ʩʝʢʦʛʦ. 

ʀʥʬʦʨʤʘʮʠʩʢʦʪʦ ʦʧʰʪʝʩʪʚʦ ʦʜʠʛʨʫʚʘʿ˃ʠ ʿʘ ʩʚʦʿʘʪʘ ʨʦʣʿʘ ʛʦ ʦʚʦʟʤʦʞʠ ʛʣʦʙʘʣʥʦʪʦ ʩʦ ʰʪʦ ʰʠʨʦʢʦ ʩʝ 

ʦʪʚʦʨʠʿʘ ʚʨʘʪʠʪʝ ʥʘ ʝʨʘʪʘ ʥʘ ʟʥʘʝˁʝʪʦ. ɸʢʪʫʝʣʥʠʦʪ ʤʦʤʝʥʪ ʛʦ ʦʙʝʣʝʞʘʘ: ʨʘʟʚʦʿʦʪ ʥʘ ʠʥʬʦʨʤʘʪʠʢʘʪʘ,  

ʠʥʪʝʥʟʠʚʥʠʦʪ ʪʝʭʥʠʯʢʦ ʪʝʭʥʦʣʦʰʢʠ ʨʘʟʚʦʿ, ʣʘʪʝʥʪʥʠʦʪ ʨʘʩʪʝʯʢʠ ʥʝʜʦʩʪʘʪʦʢ ʥʘ ʨʝʩʫʨʩʠ ʠ ʛʣʦʙʘʣʠʟʘʮʠʿʘʪʘ. 

ɻʣʦʙʘʣʠʟʘʮʠʿʘʪʘ ʠ ʟʥʘʝˁʝʪʦ ʿʘ ʥʘʛʣʘʩʠʿʘ ʫʣʦʛʘʪʘ ʠ ʟʥʘʯʝˁʝʪʦ ʥʘ ʯʦʚʝʢʦʪ ʢʦʿ ʧʦʧʦʣʝʢʘ ʥʦ ʩʠʛʫʨʥʦ ʦʜ ʨʝʩʫʨʩ 

ʩʝ ʧʨʝʪʚʦʨʘ ʚʦ ʧʦʪʝʥʮʠʿʘʣ.   
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ʇʨʦʤʝʥʠʪʝ ʧʦʜ ʜʝʿʩʪʚʦ ʥʘ ʟʥʘʝˁʝʪʦ ʥʘʧʨʘʚʠʿʘ  ,,ʩʝʢʦʿ ʙʠʟʥʠʩ ʜʘ ʙʠʜʝ ʙʠʟʥʠʩ ʥʘ ʟʥʘʝˁʝ, ʘ ʩʝʢʦʿ ʨʘʙʦʪʥʠʢ, 

ʨʘʙʦʪʥʠʢ ʥʘ ʟʥʘʝˁʝ. ɸʤʙʠʝʥʪʦʪ ʟʘ ʨʘʟʚʦʿ ʥʘ ʙʠʟʥʠʩʦʪ ʟʘʚʠʩʠ ʦʜ ʪʠʧʦʪ ʥʘ ʟʘʝʜʥʠʮʘʪʘ ʠ ʥʝʿʟʠʥʠʦʪ ʦʜʥʦʩ ʢʦʥ 

ʟʥʘʝˁʝʪʦ. ʊʘʢʘ, ʤʦʞʘʪ ʜʘ ʩʝ ʨʘʟʣʠʢʫʚʘʘʪ: 

- ʂʨʝʘʪʠʚʥʠ ʟʘʝʜʥʠʮʠ ʚʦ ʢʦʠ ʬʦʢʫʩʦʪ ʝ ʩʚʨʪʝʥ ʢʦʥ ʟʥʘʝˁʝʪʦ, ʦʙʨʘʟʦʚʘʥʠʝʪʦ ʠ ʥʘʫʢʘʪʘ. ɺʦ ʪʘʘ 

ʬʫʥʢʮʠʿʘ, ʚʘʢʚʠʪʝ ʟʘʝʜʥʠʮʠ ʨʘʟʚʠʚʘʘʪ ʦʜʥʦʩ ʢʦʥ ʩʦʟʜʘʚʘˁʝ ʥʘ ʥʘʿʜʦʙʨʠ ʠʥʬʨʘʩʪʨʫʢʪʫʨʥʠ ʧʦʛʦʜʥʦʩʪʠ: 

ʠʥʬʦʨʤʘʮʠʩʢʠ ʩʪʨʫʢʪʫʨʠ ʠ ʫʩʣʦʚʠ ʟʘ ʢʦʨʠʩʪʝˁʝ ʥʘ ʥʦʚʠʪʝ ʪʝʭʥʦʣʦʛʠʠ; 

- ʀʥʚʝʥʪʠʚʥʠ ʠ ʠʥʠʮʠʿʘʪʠʚʥʠ ʟʘʝʜʥʠʮʠ ʚʦ ʢʦʠ ʠʤʘ ʠʟʛʨʘʜʝʥ ʦʜʥʦʩ ʢʦʥ ʟʥʘʝˁʝʪʦ, ʥʦ ʧʦʨʘʜʠ ʥʝʤʘˁʝ 

ʥʘ ʜʦʚʦʣʥʦ ʩʨʝʜʩʪʚʘ, ʘʢʪʠʚʥʦʩʪʠ ʠ ʧʨʠʪʠʩʦʢ, ʨʝʘʣʥʘʪʘ ʩʦʩʪʦʿʙʘ ʝ ʥʝʰʪʦ ʧʦʤʝʺʫ ʜʝʢʣʘʨʘʪʠʚʥʦʩʪ ʠ ʨʝʘʣʥʘ 

ʧʦʜʜʨʰʢʘ. ʂʘʿ ʥʠʚ ʥʝʜʦʩʪʘʩʫʚʘ ʨʝʘʣʥʘ ʧʦʜʜʨʰʢʘ ʦʜ ʢʣʫʯʥʠʪʝ ʘʚʪʦʨʠʪʝʪʠ ʢʦʠ ʩʝ ʩʚʝʩʥʠ ʟʘ ʪʦʘ, ʥʦ 

ʘʢʪʠʚʥʦʩʪʠʪʝ ʛʠ ʜʚʠʞʘʪ ʩʦ ʜʦʟʘ ʥʘ ʚʦʟʜʨʞʘʥʦʩʪ; 

- ʀʤʠʪʘʪʠʚʥʠ ʟʘʝʜʥʠʮʠ (ʘʢʚʠʟʠʮʠʿʘ ʠʣʠ ʝʜʥʦʩʪʘʚʥʦ ʧʨʝʟʝʤʘˁʝ), ʢʦʠ ʙʨʟʦ ʛʠ ʧʨʝʟʝʤʘʘʪ ʠ ʘʜʘʧʪʠʨʘʘʪ 

ʛʦʪʦʚʠʪʝ ʨʝʰʝʥʠʿʘ ʦʜ ʜʨʫʛʠ ʩʨʝʜʠʥʠ ʥʝ ʨʘʟʚʠʚʘʿ˃ʠ ʩʦʧʩʪʚʝʥʦ ʟʥʘʝˁʝ. ɿʘʚʠʩʥʦʩʪʘ ʫʩʣʦʚʫʚʘ ʩʝʢʦʛʘʰ ʜʘ ʙʠʜʘʪ 

ʥʝʢʦʣʢʫ ʯʝʢʦʨʠ ʟʘʜ ʢʨʝʘʪʠʚʥʠʪʝ ʟʘʝʜʥʠʮʠ; 

- ɼʝʢʘʜʝʥʪʠ ʟʘʝʜʥʠʮʠ ʚʦ ʢʦʠ ʥʦʚʠʥʠʪʝ ʩʝ ʩʣʫʯʫʚʘʘʪ ʩʦ ʩʝʨʠʦʟʥʦ ʟʘʜʦʮʥʫʚʘˁʝ. ɹʝʟ ʦʛʣʝʜ ʥʘ 

ʩʧʦʩʦʙʥʦʩʪʘ ʠ ʤʦʞʥʦʩʪʠʪʝ ʟʘ ʩʦʟʜʘʚʘˁʝ ʥʘ ʩʚʦʝ ʟʥʘʝˁʝ, ʥʝʜʦʚʝʨʙʘʪʘ ʢʦʥ ʧʨʦʤʝʥʘʪʘ ʠ ʥʦʚʦʪʦ ʫʩʣʦʚʫʚʘ 

ʢʦʨʠʩʪʝˁʝ ʥʘ ʪʫʺʠ ʟʥʘʝˁʘ ʢʦʠ ʩʝ ʜʦʢʘʞʘʣʝ ʥʠʟ ʫʧʦʪʨʝʙʘʪʘ ʠ ʢʦʠ ʚʦ ʤʦʤʝʥʪʦʪ ʥʘ ʧʨʝʟʝʤʘˁʝʪʦ ʩʝ ʚʝ˃ʝ 

ʧʦʣʫʟʘʩʪʘʨʝʥʠ. ʇʨʦʤʝʥʠʪʝ ʩʝ ʟʘʢʦʨʘʚʝʥʠ, ʧʨʝʜ ʩ¯ ʧʦʨʘʜʠ ʥʝʜʦʩʪʠʛ ʥʘ ʩʚʝʩʥʦʩʪ ʰʪʦ, ʢʘʢʦ ʠ ʢʦʛʘ ʜʘ ʩʝ ʧʨʘʚʠ. 

ʊʨʛʥʫʚʘʿ˃ʠ ʦʜʥʦʩʦʪ ʢʦʥ ʟʥʘʝˁʝʪʦ ʩʝ ʦʪʚʦʨʘ ʝʜʥʘ ʚʘʞʥʘ ʜʠʣʝʤʘ: ʢʦʣʢʫ ʪʦʘ ʩʝ ʧʨʠʤʝʥʫʚʘ ʠ ʢʘʢʦʚ ʝ ʦʜʥʦʩʦʪ 

ʢʦʥ ʥʝʛʦ ʧʦʩʝʙʥʦ ʚʦ ʙʠʟʥʠʩ ʩʝʢʪʦʨʦʪ?  ʆʜʛʦʚʦʨʦʪ ʠ ʧʨʘʢʪʠʢʠʪʝ ʩʝ ʜʠʚʝʨʛʝʥʪʥʠ ʘ ʧʦʚʨʟʘʥʠ ʩʦ ʢʫʣʪʫʨʥʠʪʝ ʠ 

ʪʨʘʜʠʮʠʦʥʘʣʥʠʪʝ ʚʨʝʜʥʦʩʪʠ ʥʘ ʘʤʙʠʝʥʪʦʪ ʢʘʜʝ ʙʠʟʥʠʩʦʪ ʩʝ ʦʜʚʠʚʘ, ʠʘʢʦ ʛʝʥʝʨʘʣʥʦ  

  

2. ʆʙʨʘʟʦʚʘʥʠʝ 

ʆʙʨʘʟʦʚʘʥʠʝʪʦ ʢʘʢʦ ʦʩʥʦʚʥa  ʜʝʿʥʦʩʪ ʚo ʦʧʰʪʝʩʪʚʦ ʥʘ ʟʥʘʝˁʝ ʠʤʘ ʠʛʨʘʥʦ ʠ ʩʝ ʫʰʪʝ ʠʛʨʘ ʚʘʞʥʘ ʫʣʦʛʘ 

ʚʦ ʬʦʨʤʠʨʘˁʝʪʦ ʠ ʦʙʫʢʘʪʘ ʥʘ ʧʦʝʜʠʥʝʮʦʪ ʚʦ ʪʝʢʦʪ ʥʘ ʥʝʛʦʚʦʪʦ ʧʦʩʪʦʝˁʝ. ʇʦʚʝ˃ʝ ʘʚʪʦʨʠ ʚʦ ʩʚʦʠʪʝ ʜʝʣʘ ʿʘ 

ʥʘʛʣʘʩʫʚʘʘʪ ʚʘʞʥʦʩʪʘ ʥʘ ʦʙʨʘʟʦʚʘʥʠʝʪʦ. ɾʘʥ-ɾʘʢ ʈʫʩʦ (1996) ʠʟʣʝʟʝ ʩʦ ʜʝʬʠʥʠʨʘˁʝ ʥʘ ʦʙʨʘʟʦʚʘʥʠʝto, 

ʧʦʯʥʫʚʘʿ˃ʠ ʦʜ ʪʨʠ ʦʩʥʦʚʥʠ ʠʟʚʦʨʠ: ʧʨʠʨʦʜʘʪʘ, ʣʫʺʝʪʦ ʠ ʧʨʝʜʤʝʪʠʪʝ. ʉʧʦʥʪʘʥʠʦʪ ʨʘʟʚʦʿ ʥʘ ʥʘʰʠʪʝ ʦʨʛʘʥʠ ʠ 

ʢʦʤʧʝʪʝʥʮʠʠ ʝ ʦʙʨʘʟʦʚʘʥʠʝ ʦʙʝʟʙʝʜʝʥo ʦʜ ʩʪʨʘʥʘ ʥʘ ʧʨʠʨʦʜʘʪʘ. ʀʩʢʦʨʠʩʪʫʚʘˁʝʪʦ ʥʘ ʦʚʠʝ ʥʘʜʣʝʞʥʦʩʪʠ ʦʜ 

ʜʝʥ ʥʘ ʜʝʥ ʝ ʟʘ ʦʙʨʘʟʦʚʘʥʠʝ, ʧʨʝʥʝʩeno ʜʦ ʥʘʩ ʦʜ ʩʪʨʘʥʘ ʥʘ ʜʨʫʛʠ ʣʫʺʝ. ʃʠʯʥʦʪʦ ʠʩʢʫʩʪʚʦ ʩʪʝʢʥʘʪʦ ʦʜ ʘʣʘʪʢʠ 

ʠ ʥʝʰʪʘʪʘ ʦʢʦʣʫ ʥʘʩ, ʝ ʟʘ ʦʙʨʘʟʦʚʘʥʠʝ, ʦʙʝʟʙʝʜʝʥo ʦʜ ʩʪʨʘʥʘ ʥʘ ʦʥʘ ʰʪʦ ʥʝ ʦʧʢʨʫʞʫʚʘ.
1
 

ʈʝʯʥʠʢʦʪ Larousse (1995) ʛʦ ʜʝʬʠʥʠʨʘ ʦʙʨʘʟʦʚʘʥʠʝʪʦ, ʢʘʢʦ ʜʝʿʩʪʚʠʝ ʥʘ ʬʦʨʤʠʨʘˁʝ ʠ ʦʙʫʢʘ ʥʘ ʠʥʜʠʚʠʜʫʠʪʝ 

ʩʦ ʮʝʣ ʟʘ ʧʨʠʤʝʥʘ ʥʘ ʩʪʝʢʥʘʪʠʪʝ ʟʥʘʝˁʘ. ʇʦʚʝ˃ʝ ʘʚʪʦʨʠ ʛʦ ʘʢʪʫʝʣʠʟʠʨʘʘʪ ʬʘʢʪʦʪ ʜʝʢʘ ʪʘʿʥʘʪʘ ʥʘ ʠʜʥʦʪʦ 

ʦʧʰʪʝʩʪʚʦ ʝ ʧʝʨʤʘʥʝʥʪʥʦʪʦ ʦʙʨʘʟʦʚʘʥʠʝ (LLL), ʩʦ ʮʝʣ ʜʘ ʩʝ ʩʪʝʢʥʘʪ ʩʫʧʝʨʠʦʨʥʠ ʢʦʤʧʝʪʝʥʮʠʠ ʠ ʚʝʰʪʠʥʠ  

ʢʦʠ ʦʙʨʘʟʦʚʥʠʦʪ ʧʨʦʮʝʩ ʥʘ ʩʝʛʘʰʥʦʩʪʘ ˃ʝ ʛʠ ʦʙʝʟʙʝʜʠ ʟʘ ʠʜʥʠʪʝ ʧʦʪʨʝʙʠ. 

ʅʘ ʛʣʦʙʘʣʥʦ ʥʠʚʦ, ʦʙʨʘʟʦʚʘʥʠʝʪʦ ʩʝ ʩʤʝʪʘ ʟʘ ʬʝʥʦʤʝʥ, ʢʦʿ ʧʨʝʢʫ ʩʚʦʠʪʝ ʘʢʪʠʚʥʦʩʪʠ ʦʙʝʟʙʝʜʫʚʘ 

ʚʦʩʧʦʩʪʘʚʫʚʘˁʝ ʥʘ ʙʣʠʩʢʠ ʢʦʤʫʥʠʢʘʮʠʩʢʠ ʚʨʩʢʠ ʤʝʺʫ ʨʘʟʣʠʯʥʠʪʝ ʟʝʤʿʠ, ʛʝʦʛʨʘʬʩʢʠ ʧʦʜʨʘʯʿʘ ʠ ʨʘʟʣʠʯʥʠ 

ʢʫʣʪʫʨʠ. ʉʝʧʘʢ ʦʙʨʘʟʦʚʘʥʠʝʪʦ ʥʝ ʝ ʩʘʤʦ ʟʘ ʩʪʘʚʘˁʝ ʥʘ ʧʦʝʜʠʥʝʮʦʪ ʚʦ ʢʦʥʪʘʢʪ ʩʦ ʦʧʨʝʜʝʣʝʥʠ ʚʨʝʜʥʦʩʪʠ, ʪʫʢʫ 

ʠ ʧʦʜʠʛʘˁʝʪʦ ʥʘ ʥʠʚʦʪʦ ʥʘ ʦʚʠʝ ʚʨʝʜʥʦʩʪʠ, ʢʦʠ ʦʜ ʠʥʜʠʚʠʜʫʘʣʥʘ ʪʨʝʙʘ ʜʘ ʩʝ ʧʨʝʪʚʦʨʘʪ ʚʦ ʦʧʰʪʝʩʪʚʝʥʘ 

ʜʠʤʝʥʟʠʿʘ. ʅʘ ʦʚʦʿ ʥʘʯʠʥ ʪʦʘ ʜʦʙʠʚʘ ʧʦʛʦʣʝʤʘ ʚʨʝʜʥʦʩʪ ʠ ʨʝʘʣʥʘ ʬʫʥʢʮʠʦʥʘʣʥʦʩʪ. 

 ɾʘʢ Hallak (1990), ʛʦʚʦʨʠ ʟʘ ʦʙʨʘʟʦʚʘʥʠʝʪʦ ʢʘʢʦ ʯʦʚʝʢʦʚʦ ʧʨʘʚʦ, ʙʠʜʝʿ˃ʠ ʚʦʜʠ ʢʦʥ ʠʥʜʠʚʠʜʫʘʣʥʘʪʘ 

ʢʨʝʘʪʠʚʥʦʩʪ, ʩʦ ʰʪʦ ʩʝ ʟʛʦʣʝʤʫʚʘ ʫʯʝʩʪʚʦʪʦ ʥʘ ʝʢʦʥʦʤʩʢʠʪʝ, ʩʦʮʠʿʘʣʥʠʪʝ, ʢʫʣʪʫʨʥʠʪʝ ʘʢʪʠʚʥʦʩʪʠ ʚʦ 

ʦʧʰʪʝʩʪʚʦʪʦ, ʧʨʠʜʦʥʝʩʫʚʘʿ˃ʠ ʥʘ ʪʦʿ ʥʘʯʠʥ ʢʦʥ ʧʨʦʮʝʩʦʪ ʥʘ ʯʦʚʝʢʦʚʠʦʪ ʨʘʟʚʦʿ. ʉʧʦʨʝʜ ɸ. Toffler (1995) "ʛʦ 

ʞʠʚʝʝʤʝ  ʤʦʤʝʥʪʦʪ ʚʦ ʢʦʿ ʮʝʣʘʪʘ ʩʪʨʫʢʪʫʨʘ ʥʘ ʚʣʘʩʪ ʢʦʿʘ ʛʦ ʜʨʞʠ ʩʚʝʪʦʪ ʟʘʝʜʥʦ ʩʝ ʨʘʩʧʘʺʘ,  ʩʝ ʨʘʺʘ ʥʦʚʘ 

ʩʪʨʫʢʪʫʨʘ ʥʘ ʤʦ˃, ʢʦʿʘ ʚʣʠʿʘʘʪ ʥʘ ʯʦʚʝʯʢʦʪʦ ʦʧʰʪʝʩʪʚʦ ʥʘ ʩʝʢʦʝ ʥʠʚʦ. ʊʘʘ ʩʪʨʫʢʪʫʨʘ ʥʘ ʚʣʘʩʪ ʟʥʘʝˁʝʪʦ.
2
 

ɱʘʩʥʦ ʝ ʜʝʢʘ ʦʧʰʪʝʩʪʚʦʪʦ ʟʘʩʥʦʚʘʥʦ ʥʘ ʟʥʘʝˁʝ ʫʰʪʝ ʧʦʚʝ˃ʝ ˃ʝ ʛʠ ʨʘʟʚʠʚʘ ʨʘʟʚʠʝʥʠʪʝ ʟʝʤʿʠ, ʘ ʦʙʨʘʟʦʚʘʥʠʝʪʦ 

˃ʝ ʠʤʘ ʩʝ ʧʦʟʥʘʯʘʿʥʘ ʫʣʦʛʘ ʚʦ ʧʦʜʠʛʘˁʝʪʦ ʠʣʠ ʥʘʤʘʣʫʚʘˁʝʪʦ ʥʘ ʩʪʝʧʝʥʦʪ ʥʘ ʨʘʟʚʠʝʥʦʩʪ. 

ʆʙʨʘʟʦʚʘʥʠʝʪʦ ʚʦ ʦʧʰʪʝʩʪʚʦʪʦ ʙʘʟʠʨʘʥʦ ʥʘ ʟʥʘʝˁʝ, ʪʨʝʙʘ ʜʘ ʛʠ ʧʦʜʛʦʪʚʠ ʧʦʝʜʠʥʮʠʪʝ ʥʘ ʨʘʟʣʠʯʥʠ ʥʠʚʦʘ,  ʜʘ 

ʩʝ ʘʜʘʧʪʠʨʘʘʪ ʥʘ ʧʦʪʨʝʙʠʪʝ ʠ ʥʦʚʠʪʝ ʫʩʣʦʚʠ ʥʘ ʨʘʙʦʪʝˁʝ. ɽʢʦʥʦʤʠʿʘʪʘ  ʙʘʟʠʨʘʥʘ ʥʘ ʟʥʘʝˁʝ ʠ ʦʧʰʪʝʩʪʚʦʪʦ ʩʝ 

ʧʨʦʤʝʥʠʿʘ ʥʘ ʧʦʣʠʪʠʯʢʠʪʝ, ʝʢʦʥʦʤʩʢʠʪʝ, ʩʦʮʠʿʘʣʥʠʪʝ ʠ ʤʦʨʘʣʥʠʪʝ ʧʦʟʘʜʠʥʘ ʥʘ ʩʚʝʪʦʪ. ʅʦʚʦʪʦ ʦʧʰʪʝʩʪʚʦ ʝ 

ʩʠʛʫʨʥʦʩʪ ʠ ʝ ʝʜʥʘ ʦʜ ʦʨʛʘʥʠʟʘʮʠʠʪʝ, ʢʘʜʝ ʰʪʦ ʥʘ ʦʩʥʦʚʥʠʦʪ ʨʝʩʫʨʩ ʝ ʟʥʘʝˁʝ. ɸ ʦʧʰʪʝʩʪʚʦ ʙʘʟʠʨʘʥʦ ʥʘ 

ʟʥʘʝˁʝ ʟʥʘʯʠ ʛʦʣʝʤʘ ʧʦʙʘʨʫʚʘʯʢʘ ʥʘ ʧʨʝʤʥʦʛʫ-ʢʚʘʣʠʬʠʢʫʚʘʥʘ ʨʘʙʦʪʥʘ ʩʠʣʘ, ʧʦʨʘʜʠ ʰʪʦ ʥʘʩʝʣʝʥʠʝʪʦ ʜʘ 

ʥʘʫʯʘʪ ʢʘʢʦ ʜʘ ʨʘʙʦʪʘʪ ʩʦ ʠʥʬʦʨʤʘʮʠʠ ʠ ʟʥʘʝˁʝ. ɿʘʪʦʘ, ʨʘʟʚʦʿ ʥʘ ʦʧʰʪʝʩʪʚʦʪʦ ʥʘ ʟʥʘʝˁʝ ʚʨʟ ʦʩʥʦʚʘ ʟʘʚʠʩʠ 
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ʦʜ ʩʦʟʜʘʚʘˁʝ ʥʘ ʟʥʘʝˁʝʪʦ, ʥʘ ʰʠʨʝˁʝ ʥʘ ʩʚʦʿʘʪʘ ʧʨʝʢʫ ʦʙʨʘʟʦʚʘʥʠʝ ʠ ʦʙʫʢʘ ʠ ʥʘ ʥʝʿʟʠʥʦʪʦ ʰʠʨʝˁʝ ʧʨʝʢʫ 

ʢʦʤʫʥʠʢʘʮʠʿʘ ʠ ʟʘ ʥʝʛʦʚʦ ʚʢʣʫʯʫʚʘˁʝ ʚʦ ʪʝʭʥʦʣʦʰʢʠʪʝ ʠʥʦʚʘʮʠʠ. 

ʇʦʩʝʙʥʦ ʝ ʚʘʞʥʘ ʦʧʰʪʝʩʪʚʘʪʘ ʧʦʜʜʨʰʢʘ ʠ ʯʦʚʝʯʢʠʦʪ ʢʨʝʘʪʠʚʝʥ ʧʦʪʝʥʮʠʿʘʣ, ʩʦ ʰʪʦ ʩʝ ʟʛʦʣʝʤʫʚʘ ʚʘʞʥʦʩʪʘ ʥʘ 

ʠʥʦʚʘʪʠʚʝʥ ʧʨʦʮʝʩ ʠ ʟʥʘʝˁʝʪʦ ʥʘ ʧʨʦʮʝʩʦʪ ʥʘ ʰʠʨʝˁʝ ʚʦ ʤʦʜʝʨʥʘʪʘ ʝʢʦʥʦʤʠʿʘ.  ɺʨʩʢʘʪʘ ʧʦʤʝʺʫ 

ʦʧʰʪʝʩʪʚʦʪʦ ʙʘʟʠʨʘʥʦ ʥʘ ʟʥʘʝˁʝ ʠ ʩʘʤʦʪʦ ʦʧʰʪʝʩʪʚʦ ʝ ʥʘʧʨʘʚʝʥʘ ʧʨʝʢʫ ʯʝʪʠʨʠ ʠʩʧʨʝʧʣʝʪʝʥʠ ʝʣʝʤʝʥʪʠ: 

ʟʛʦʣʝʤʫʚʘˁʝ ʥʘ ʟʥʘʝˁʝʪʦ, ʪʨʘʥʩʬʝʨ ʥʘ ʦʙʨʘʟʦʚʘʥʠʝ ʠ ʦʙʫʢʘ, ʠ ʩʧʦʜʝʣʫʚʘˁʝ ʥʘ ʠʥʬʦʨʤʘʮʠʠ ʠ ʥʠʚʥʘ ʧʨʠʤʝʥʘ 

ʚʦ ʪʝʭʥʦʣʦʰʢʠʪʝ ʠʥʦʚʘʮʠʠ. ɾʠʚʝʝʤʝ ʚʦ ʚʨʝʤʝ ʥʘ ʛʣʦʙʘʣʥʦʪʦ ʦʧʰʪʝʩʪʚʦ ʚʦ ʢʦʝ  ʘʤʦʨʪʠʟʘʮʠʿʘʪʘ ʥʘ ʟʥʘʝˁʘʪʘ, 

ʚʝʰʪʠʥʠʪʝ ʠ ʩʧʦʩʦʙʥʦʩʪʠ ʠʤʘ ʩʠʣʥʦ ʪʝʤʧʦ. ʊʦʘ ʫʧʘʪʫʚʘ ʥʘ ʧʨʦʤʝʥʘ ʥʘ ʩʪʨʘʪʝʛʠʠʪʝ ʠ ʚʦʩʧʦʩʪʘʚʫʚʘˁʝ ʥʘ ʥʦʚ 

ʧʨʠʩʪʘʧʠ ʚʦ ʦʙʨʘʟʦʚʘʥʠʝʪʦ, ʠ ʥʝʛʦʚʘ ʪʨʘʥʩʬʦʨʤʘʮʠʿʘ ʚʦ ʜʦʞʠʚʦʪʥʘ ʦʙʨʘʟʦʚʥʘ ʠʥʩʪʠʪʫʮʠʿʘ. ʉʧʝʮʠʬʠʢʠʪʝ ʥʘ 

ʩʦʚʨʝʤʝʥʘʪʘ ʝʢʦʥʦʤʠʿʘ, ʠʥʩʠʩʪʠʨʘʘʪ ʣʫʺʝʪʦ ʥʝ ʩʘʤʦ ʜʘ ʩʝ ʦʩʪʨʫʯʘʪ ʧʨʝʜ ʚʣʝʟʦʪ ʥʘ ʧʘʟʘʨʦʧʪ ʥʘ ʪʨʫʜ ʪʫʢʫ ʜʘ 

ʿʘ ʧʨʦʜʦʣʞʘʪ ʚʨʩʢʘʪʘ ʩʦ ʫʯʝˁʝʪʦ ʠ ʧʦ ʚʨʘʙʦʪʫʚʘˁʝʪʦ. ʆʙʨʘʟʦʚʘʥʠʝ, ʥʠʟ ʠʩʪʦʨʠʿʘʪʘ ʠʤʘʣʦ ʛʦʣʝʤʠ 

ʪʨʘʥʩʬʦʨʤʘʮʠʠ, ʨʘʟʚʠʚʘʣʦ ʥʦʚʠ ʤʝʪʦʜʠ ʠ ʤʦʜʝʣʠ ʠ ʦʧʩʪʦʿʫʚʘʣʦ ʪʨʘʥʩʬʦʨʤʠʨʘʿ˃ʠ ʛʦ ʠ ʤʦʜʝʨʥʠʟʠʨʘʿʢʠ 

ʩʠʩʪʝʤʦʪ ʥʘ ʫʯʝˁʝ. ɻʝʥʝʨʠʨʘʿ˃ʠ ʠʥʦʚʘʪʠʚʥʠ ʠ ʨʘʟʚʦʿʥʠ ʘʢʪʠʚʥʦʩʪʠ ʚʦ ʟʘʚʠʩʥʦʩʪ ʦʜ ʩʦʮʠʿʘʣʥʠʪʝ ʧʘʨʪʥʝʨʠ 

ʦʙʨʘʟʦʚʘʥʠʝʪʦ ʩʦ ʧʦʤʦʰ ʥʘ ʢʨʝʘʪʠʚʥʦʩʪʘ ʪʨʝʙʘ ʜʘ ʦʙʝʟʙʝʜʘʪ ʩʪʠʤʫʣʠʨʘˁʝ ʠ ʧʨʦʤʦʮʠʿʘ ʥʘ ʘʢʪʠʚʥʦʩʪʠʪʝ 

ʩʧʨʦʚʝʜʝʥʠ ʦʜ ʩʪʨʘʥʘ ʥʘ ʠʥʜʠʚʠʜʫʘʣʮʠʪʝ. 

ʌʠʣʦʟʦʬʠʿʘʪʘ ʥʘ ʦʙʨʘʟʦʚʥʠʦʪ ʩʠʩʪʝʤ ʩʪʘʥʫʚʘ ʢʣʫʯʥʘ ʢʦʤʧʦʥʝʥʪʘ ʥʘ ʦʧʩʪʘʥʦʢʦʪ, ʘ ʥʝʿʟʠʥʘʪʘ ʤʠʩʠʿʘ 

ʢʦʨʝʩʧʦʥʜʠʨʘ ʩʦ ʨʝʘʣʥʘʪʘ ʠʜʥʠʥʘ.  ʉʧʦʩʦʙʥʦʩʪʘ ʜʘ ʠʥʦʚʘʮʠʿʘ, ʩʧʨʝʤʥʦʩʪʘ ʟʘ ʩʦʨʘʙʦʪʢʘ, ʧʦʜʠʛʘˁʝ ʥʘ 

ʩʦʧʩʪʚʝʥʠʪʝ ʧʝʨʬʦʨʤʘʥʩʠ ʿʘ ʦʙʝʟʙʝʜʫʚʘ ʧʨʦʤʝʥʘʪʘ ʠ ʧʦʟʠʮʠʿʘʪʘ. ʉʝʪʦ ʪʦʘ, ʚʢʣʫʯʠʪʝʣʥʦ ʠ ʢʨʝʘʪʠʚʥʦʩʪʘ ʠ 

ʠʥʠʮʠʿʘʪʠʚʥʦʩʪʘ ʥʘ ʭʫʤʘʥʠʪʝ ʧʦʪʝʥʮʠʿʘʣʠ ʢʘʢʦ ʧʨʦʤʝʥʘʪʘ ʥʘ ʥʘʯʠʥʦʪ ʥʘ ʤʠʩʣʝˁʝ ʠ ʦʜʥʝʩʫʚʘˁʝ ʜʠʨʝʢʪʥʦ 

ʚʣʠʿʘʘʪ ʥʘ ʠʜʥʠʥʘʪʘ ʥʘ ʩʠʩʪʝʤʦʪ. 

ʌʘʢʪ ʝ ʜʝʢʘ ʩʪʨʫʯʥʦʪʦ ʦʙʨʘʟʦʚʘʥʠʝ ʠ ʦʙʫʢʘʪʘ ʩʦʟʜʘʜʦʘ ʝʢʦʥʦʤʩʢʠ ʠ ʩʦʮʠʿʘʣʥʠ ʙʝʥʝʬʠʮʠʠ ʧʨʝʢʫ ʧʦʨʘʩʪʦʪ ʥʘ 

ʣʠʯʥʠʪʝ, ʛʨʘʺʘʥʩʢʠ, ʩʪʨʫʯʥʠ ʢʦʤʧʝʪʝʥʮʠʠ, ʟʘ ʨʘʟʚʦʿ ʥʘ ʧʨʝʪʧʨʠʝʤʥʠʰʪʚʦʪʦ. ʆʙʨʘʟʦʚʘʥʠʝʪʦ ʙʠʣʦ ʠ ʝ ʦʜ 

ʩʫʰʪʠʥʩʢʦ ʟʥʘʯʝˁʝ ʟʘ ʩʝʢʦʿʘ ʝʢʦʥʦʤʠʿʘ, ʧʘ ʟʘʪʦʘ, ʚʦ ʦʧʰʪʝʩʪʚʦ ʦʜ ʠʜʥʠʥʘʪʘ, ʦʙʨʘʟʦʚʘʥʠʝ ˃ʝ ʪʨʝʙʘ ʜʘ 

ʥʘʧʨʘʚʠ ʜʦʧʦʣʥʠʪʝʣʥʠ ʥʘʧʦʨʠ ʟʘ ʜʘ ʿʘ ʟʘʜʨʞʠ ʢʣʫʯʥʘʪʝ ʫʣʦʛʘ ʚʦ ʩʦʟʜʘʚʘˁʝʪʦ ʥʘ ʥʦʚʠʦʪ ʥʘʯʠʥ ʥʘ ʞʠʚʦʪ 

ʩʧʝʮʠʬʠʯʥʠ ʟʘ ʟʥʘʝˁʝ ʠ ʫʯʝˁʝ.    

  ɺʝʨʦʿʘʪʥʦ ˃ʝ ʙʠʜʘʪ ʧʦʪʨʝʙʥʠ ʜʘ ʩʝ ʨʘʟʚʠʿʘʪ ʥʦʚʠ ʪʝʭʥʠʢʠ ʥʘ ʫʯʝˁʝ ʢʘʢʦ ʧʨʝʜʫʩʣʦʚ ʟʘ  ʫʩʧʝʭʦʪ, ʥʘ 

ʦʙʨʘʟʦʚʥʠʦʪ ʩʠʩʪʝʤ ʠ ʧʦʜʠʛʘˁʝʪʦ ʥʘ ʝʢʦʥʦʤʩʢʘʪʘ ʢʦʥʢʫʨʝʥʪʥʦʩʪ ʚʨʟ ʪʘʘ ʦʩʥʦʚʘ. ʀʥʪʝʣʝʢʪʫʘʣʠʟʠʨʘˁʝʪʦ  ʥʘ 

ʨʘʙʦʪʥʠʦʪ ʧʨʦʮʝʩ, ʩʦ ʘʢʮʝʥʪ ʥʘ ʢʨʝʘʪʠʚʥʦʩʪʘ ʙʘʨʘ ʥʦʚ ʩʠʩʪʝʤ ʠ ʧʨʠʥʮʠʧʠ ʥʘ ʫʯʝˁʝ ʟʘ ʢʦʠ ʦʙʨʘʟʦʚʘʥʠʝʪʦ 

ʤʦʨʘ ʜʘ ʩʝ ʧʦʜʛʦʪʚʠ. ʇʨʦʤʝʥʠʪʝ ʢʦʠ ʩʝ ʩʣʫʯʫʚʘʘʪ ʫʢʘʞʫʚʘʘʪ ʥʠʟʘ ʧʨʠʦʨʠʪʝʪʠ ʚʦ ʦʜʥʦʩ ʥʘ ʦʙʫʢʘʪʘ ʠ 

ʦʙʨʘʟʦʚʘʥʠʝʪʦ, ʧʨʝʜʠʟʚʠʢʘʥʠ ʦʜ ʜʦʩʪʘʧʥʦʩʪʘ ʥʘ ʥʦʚʠʪʝ ʪʝʭʥʦʣʦʛʠʠ, ʠ ʚʝʰʪʠʥʠʪʝ ʢʦʠ ˃ʝ ʙʠʜʘʪ ʧʦʪʨʝʙʥʠ ʟʘ 

ʜʘ ʩʝ ʢʦʨʠʩʪʘʪ ʥʦʚʠʪʝ ʘʣʘʪʢʠ.  

ʊʘʢʘ ɼʨʘʢʝʨ ʫʢʘʞʫʚʘ ʜʝʢʘ 
3
 ʨʘʙʦʪʥʠʢʦʪ ʰʪʦ ʟʥʘʝ (The knowledge-worker) ʠʤʘ ʠ ʧʦʠʥʘʢʦʚ ʦʧʠʩ ʥʘ ʨʘʙʦʪʥʠʪʝ 

ʟʘʜʘʯʠ ʦʜ ʤʘʥʫʝʣʥʠʦʪ ʨʘʙʦʪʥʠʢ ʥʘ ʧʨʦʠʟʚʦʜʥʘ ʣʝʥʪʘ. ɿʘʪʦʘ, ʟʘ ʨʘʙʦʪʥʠʢʦʪ ʰʪʦ ʟʥʘʝ ʧʦʩʪʦʿʘʪ 6 ʛʣʘʚʥʠ 

ʬʘʢʪʦʨʠ ʟʘ ʧʨʦʜʫʢʪʠʚʥʦʩʪ: 

1. ɻʣʘʚʥʦʪʦ ʧʨʘʰʘˁʝ ʤʫ ʝ -ʂʦʿʘ ʝ ʟʘʜʘʯʘʪʘ?   

2. ʊʦʿ ʩʝ ʤʝʥʘ˅ʠʨʘ ʩʝʙʝʩʠ ʠ ʣʠʯʥʘʪʘ ʘʚʪʦʥʦʤʠʿʘ    

3. ʀʥʦʚʘʮʠʪʝ ʩʝ ʜʝʣ ʦʜ ʨʘʙʦʪʘʪʘ, ʟʘʜʘʯʠʪʝ ʠ ʦʜʛʦʚʦʨʥʦʩʪʘ    

4. ʇʦʪʨʝʙʘ ʦʜ ʧʦʩʪʦʿʘʥʦ ʠ ʧʦʜʫʯʫʚʘˁʝ ʠ ʫʯʝˁʝ ʦʜ ʨʘʙʦʪʥʠʢʦʪ ʰʪʦ ʟʥʘʝ   

5. ʂʚʘʣʠʪʝʪʦʪ ʥʘʤʝʩʪʦ ʢʚʘʥʪʠʪʝʪʦʪ ʝ ʧʨʠʤʘʨʥʘ ʦʨʠʝʥʪʘʮʠʿʘ   

6. ʈʘʙʦʪʥʠʢʦʪ ʰʪʦ ʟʥʘʝ ʪʨʝʙʘ ʜʘ ʩʝ ʪʨʝʪʠʨʘ ʢʘʢʦ ʘʢʪʠʚʘ (ʠʤʦʪ) ʥʘʤʝʩʪʦ ʪʨʦʰʦʢ.  ʊʠʝ ʤʦʨʘ ʜʘ ʩʝ 

ʧʦʩʚʝʪʝʥʠ ʥʘ ʨʘʙʦʪʘʪʘ ʧʨʝʜ ʩʝ ʜʨʫʛʦ  

ʉʧʦʨʝʜ (ɼʨʘʢʝʨ, 1993), ʥʝʢʦʠ ʦʜ ʦʚʠʝ ʥʦʚʠ ʧʨʝʜʠʟʚʠʮʠ ʩʝ: ɺʦ ʫʯʠʣʠʰʪʝʪʦ ʥʘ ʠʜʥʠʥʘʪʘ ʪʨʝʙʘ ʜʘ ʦʙʝʟʙʝʜʠ 

ʚʨʚʥʦ ʦʙʨʘʟʦʚʘʥʠʝ ʠ ʨʘʟʙʠʨʘˁʝ ʥʘ ʦʩʥʦʚʥʠʪʝ ʥʘʫʢʠ, ʥʦ ʠ ʟʛʦʣʝʤʝʥʘ ʜʠʥʘʤʠʢʘ ʥʘ ʫʯʝˁʝ, ʠʟʫʯʫʚʘˁʝ ʥʘ 

ʩʪʨʘʥʩʢʠ ʿʘʟʠʮʠ, ʰʪʦ ˃ʝ ʦʚʦʟʤʦʞʠ  ʝʬʠʢʘʩʥʦʩʪ ʧʦ ʚʣʝʛʫʚʘˁʝʪʦ ʥʘ ʧʘʟʘʨʦʪ ʥʘ ʪʨʫʜʦʪ; ɻʨʘʜʝˁʝ ʥʘ 

ʤʦʪʠʚʘʮʠʿʘʪʘ ʟʘ ʫʯʝˁʝ ʠ ʘʜʘʧʪʠʨʘˁʝ ʥʘ ʧʨʦʮʝʩʦʪ ʥʘ ʧʦʩʪʦʿʘʥʦ ʫʯʝˁʝ ʥʘ ʩʠʪʝ ʥʠʚʦʘ ʥʘ ʦʙʨʘʟʦʚʥʠʦʪ ʩʠʩʪʝʤ; 

ɿʘ ʪʘʘ ʮʝʣ, ʥʦʚʠʪʝ ʪʝʭʥʦʣʦʛʠʠ (Branden, 1996) ʤʦʞʝ ʜʘ ʦʜʠʛʨʘʘʪ ʚʘʞʥʘ ʫʣʦʛʘ, ʠʥʜʠʚʠʜʫʘʣʮʠʪʝ ʜʘ 

ʥʘʧʨʝʜʫʚʘʘʪ ʠ ʜʘ ʧʦʩʪʠʛʥʘʪ ʟʘʙʝʣʝʞʠʪʝʣʥʠ ʜʦʩʪʠʛʥʫʚʘˁʘ. ʆʙʝʟʙʝʜʫʚʘˁʝʪʦ ʥʘ ʥʦʚʠ ʟʥʘʝˁʘ ʚʩʫʰʥʦʩʪ 

ʧʨʦʠʟʣʝʛʫʚʘ ʢʘʢʦ ʧʦʪʨʝʙʘ ʩʦʟʜʘʜʝʥʘ ʦʜ ʥʦʚʠʪʝ ʪʝʭʥʦʣʦʛʠʠ. ʉʬʘ˃ʘˁʝʪʦ ʜʝʢʘ ʟʥʘʝˁʝʪʦ ʝ ʧʦʪʨʝʙʘ ʥʦ ʠ ʤʦ˃ 

ʢʨʝʠʨʘ ʥʦʚʠ ʦʜʥʦʩʠ ʚʦ ʦʙʨʘʟʦʚʥʠʪʝ ʩʠʩʪʝʤʠ. ʊʦʘ ʩʝʛʘ ʩʝ ʩʚʨʪʫʚʘ ʢʦʥ  ʩʦʟʜʘʚʘˁʝ ʥʘ ʥʦʚʠ ʤʦʞʥʦʩʪʠ ʟʘ ʦʙʫʢʘ 

ʥʘ ʩʠʪʝ ʢʦʠ ʠʤʘʘʪ ʧʦʪʨʝʙʘ ʠ ʛʦ ʩʘʢʘʘʪ ʪʦʘ. ʆʧʰʪʝʩʪʚʦʪʦ ʥʘ ʟʥʘʝˁʝ ʧʨʝʜʠʟʚʠʢʘ ʩʦʟʜʘʚʘˁʝ ʥʘ ʫʥʠʚʝʨʟʠʪʝʪʩʢʦ 

ʟʥʘʝˁʝ ʥʦ ʠ ʧʦʘʢʪʠʚʝʥ ʦʨʛʘʥʠʟʘʮʠʩʢʠ ʧʨʠʩʪʘʧ ʢʦʥ ʦʙʫʢʘ ʟʘ ʧʦʪʨʝʙʠʪʝ ʥʘ ʢʦʥʢʨʝʪʥʘʪʘ ʩʨʝʜʠʥʘ.  ɿʘʪʦʘ 

ʫʯʝˁʝʪʦ ʜʦʙʠʚʘ ʩʝ ʧʦʚʝ˃ʝ ʢʨʝʘʪʠʚʥʦʩʪ ʠ ʨʘʟʚʠʚʘˁʝ ʥʘ ʢʘʧʘʮʠʪʝʪ ʢʦʥ ʧʨʦʙʣʝʤʩʢʠ ʧʨʠʩʪʘʧ ʥʘ ʫʯʝˁʝ. 

ʈʘʙʦʪʥʠʢʦʪ ʰʪʦ ʟʥʘʝ (ɼʨʘʢʝʨ) ʩʝ ʧʦʜʛʦʪʚʫʚʘ ʟʘ ʞʠʚʦʪ ʚʦ ʛʣʦʙʘʣʥʘʪʘ ʟʘʝʜʥʠʮʘ ʢʘʜʝ ʧʨʠʤʘʨʥʠʦʪ ʨʝʩʫʨʩ ʝ 
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ʟʥʘʝˁʝʪʦ. ɿʘʪʦʘ ʦʙʨʘʟʦʚʘʥʠʝʪʦ ʢʘʢʦ ʬʘʢʪʦʨ ʟʘ ʨʘʟʚʦʿʝ ʧʨʝʜʫʩʣʦʚ ʟʘ ʪʝʭʥʦʣʦʰʢʠʪʝ ʧʨʦʤʝʥʠ, ʦʨʛʘʥʠʟʘʮʠʩʢʘʪʘ 

ʨʝʦʨʛʘʥʠʟʘʮʠʿʘ ʠ ʥʦʚʠʪʝ ʩʦʮʠʦ ʝʢʦʥʦʤʩʢʠ ʝ ʛʣʘʚʥʘ ʢʦʤʧʦʥʝʥʪʘ ʥʘ ʝʢʦʥʦʤʩʢʠʦʪ ʠ ʩʝʦʧʰʪ ʥʘʧʨʝʜʦʢ. 

ʆʩʥʦʚʘʪʘ ʥʘ ʠʜʥʦʪʦ ʦʧʰʪʝʩʪʚʦ ʝ ʟʥʘʝˁʝʪʦ ʢʘʢʦ ʧʦʩʪʦʿʘʥ ʜʦʞʠʚʦʪʝʥ ʝʜʫʢʘʪʠʚʝʥ ʧʨʦʮʝʩʘ ʤʠʩʠʿʘʪʘ ʥʘ 

ʦʙʨʘʟʦʚʥʠʦʪ ʩʠʩʪʝʤ ʩʪʘʥʫʚʘ ʢʣʫʯʥʘ ʢʦʤʧʦʥʝʥʪʘ ʥʘ ʧʨʦʤʝʥʘ. 

 

3. ɿʥʘʝˁʝ 

ɿʥʘʝˁʝʪʦ ʩʝ ʩʬʘ˃ʘ ʩʝʚʢʫʧʥʦʩʪ ʥʘ ʩʪʝʢʥʘʪʠ ʠ ʘʢʫʤʫʣʠʨʘʥʠ ʠʥʬʦʨʤʘʮʠʠ, ʬʘʢʪʠ, ʚʨʝʜʥʦʩʪʠ, ʩʦʩʪʦʿʙʠ. ʊʦʘ  

ʧʨʝʪʩʪʘʚʫʚʘ ʢʘʪʝʛʦʨʠʿʘ ʢʦʿʘ ʚʦ ʠʟʤʠʥʘʪʠʪʝ ʥʝʢʦʣʢʫ ʜʝʮʝʥʠʠ ʝ ʚʦ ʚʨʚʦʪ ʥʘ ʠʥʪʝʨʝʩʦʪ. ɿʥʘʝˁʝʪʦ ʩʝ ʩʦʟʜʘʚʘ ʚʦ 

ʛʣʘʚʘʪʘ ʥʘ ʯʦʚʝʢʦʪ. ɿʥʘʝˁʝʪʦ ʝ ʤʝʰʘʚʠʥʘ ʥʘ ʚʨʘʤʝʥʠ ʠʩʢʫʩʪʚʘ, ʚʨʝʜʥʦʩʪʠ, ʢʦʥʪʝʢʩʪʫʘʣʥʠ ʠʥʬʦʨʤʘʮʠʠ, ʠ 

ʝʢʩʧʝʨʪʩʪʚʦ  ʟʘ ʫʚʠʜ, ʢʦʿʘ ʦʙʝʟʙʝʜʫʚʘ ʨʘʤʢʘ ʟʘ ʦʮʝʥʫʚʘˁʝ ʠ ʠʥʢʦʨʧʦʨʠʨʘˁʝ ʥʘ ʥʦʚʠ ʠʩʢʫʩʪʚʘ ʠ ʠʥʬʦʨʤʘʮʠʠ.  

ʊʦʘ ʧʦʪʝʢʥʫʚʘ ʠ ʩʝ ʧʨʠʤʝʥʫʚʘ ʚʦ ʛʣʘʚʠʪʝ ʥʘ ʦʥʠʝ ʢʦʠ ʟʥʘʘʪ.  ɺʦ ʦʨʛʘʥʠʟʘʮʠʠ, ʯʝʩʪʦ ʩʪʘʥʫʚʘ ʚʛʨʘʜʝʥʦ ʢʘʢʦ ʚʦ 

ʜʦʢʫʤʝʥʪʠʪʝ ʠʣʠ ʩʢʣʘʜʠʰʪʘ, ʪʘʢʘ  ʠ ʚʦ ʦʨʛʘʥʠʟʘʮʠʩʢʠʪʝ ʨʫʪʠʥʠ, ʧʨʦʮʝʩʠ, ʧʨʘʢʪʠʢʠ ʠ ʥʦʨʤʠ. 
4
  ɿʥʘʝˁʝʪʦ ʝ 

ʠʥʬʦʨʤʘʮʠʿʘ ʢʦʿʘ ʝ ʢʦʥʪʝʢʩʪʫʘʣʥʘ, ʨʝʣʝʚʘʥʪʥʘ ʠ ʚʠʩʪʠʥʩʢʘ. ɿʘʪʦʘ ʠʤʧʣʠʢʘʮʠʿʘʪʘ ʝ ʜʝʢʘ ʟʥʘʝˁʝʪʦ ʠʤʘ ʩʠʣʥʠ 

ʠʩʢʫʩʪʚʝʥʠ ʠ ʤʠʩʣʦʚʥʠ ʝʣʝʤʝʥʪʠ ʢʦʠ ʛʦ ʧʨʘʚʘʪ ʨʘʟʣʠʯʥʦ ʦʜ ʠʥʬʦʨʤʘʮʠʠ ʚʦ ʜʘʜʝʥ ʢʦʥʪʝʢʩʪ. ʇʦʩʝʜʫʚʘˁʝʪʦ 

ʥʘ ʟʥʘʝˁʝ ʟʥʘʯʠ ʜʝʢʘ ʪʦʘ ʤʦʞʝ ʜʘ ʩʝ ʠʩʢʦʨʠʩʪʠ ʟʘ ʜʘ ʩʝ ʨʝʰʠ ʝʜʝʥ ʧʨʦʙʣʝʤ, ʩʦ ʦʛʣʝʜ ʥʘ ʪʦʘ ʰʪʦ ʩʠʪʝ 

ʠʥʬʦʨʤʘʮʠʠ ʢʦʠ ʩʝ ʧʦʩʝʜʫʚʘʘʪ ʥʝ ʥʦʩʘʪ ʠʩʪʘ ʢʦʥʦʪʘʮʠʿʘ. ɼʦʜʝʢʘ ʧʦʜʘʪʦʮʠʪʝ, ʠʥʬʦʨʤʘʮʠʠʪʝ ʠ ʟʥʘʝˁʝʪʦ 

ʤʦʞʝ ʜʘ ʩʝ ʧʦʩʤʘʪʨʘʘʪ ʢʘʢʦ ʢʘʧʠʪʘʣ ʥʘ ʝʜʥʘ ʦʨʛʘʥʠʟʘʮʠʿʘ, ʟʥʘʝˁʝ ʦʙʝʟʙʝʜʫʚʘ ʧʦʚʠʩʦʢʦ ʥʠʚʦ ʥʘ ʟʥʘʯʝˁʝʪʦ ʥʘ 

ʧʦʜʘʪʦʮʠ ʠ ʠʥʬʦʨʤʘʮʠʠ. ʐʪʦ ʧʨʝʥʝʩʫʚʘ ʟʥʘʯʝˁʝ, ʘ ʩʦ ʪʦʘ ʠʤʘ ʪʝʥʜʝʥʮʠʿʘ ʜʘ ʙʠʜʝ ʤʥʦʛʫ ʧʦʚʝ˃ʝ ʚʨʝʜʥʠ. 

ʀʩʪʦ ʪʘʢʘ, ʜʦʜʝʢʘ ʠʥʬʦʨʤʘʮʠʠʪʝ ʢʘʢʦ ʨʝʩʫʨʩ ʥʝ ʩʝ ʩʝʢʦʛʘʰ ʚʨʝʜʥʠ (ʥʘ ʧʨʠʤʝʨ, ʠʥʬʦʨʤʘʮʠʩʢʦʪʦ 

ʧʨʝʦʧʪʦʚʘʨʫʚʘˁʝ ʤʦʞʝ ʜʘ ʛʦ ʦʜʚʣʝʢʫʚʘ ʚʥʠʤʘʥʠʝʪʦ ʦʜ ʚʘʞʥʠʪʝ), ʧʦʟʥʘʚʘˁʝ ʢʘʢʦ ʨʝʩʫʨʩ ʝ ʚʨʝʜʥʦ, ʙʠʜʝʿ˃ʠ 

ʪʘʢʘ ʩʝ ʬʦʢʫʩʠʨʘ ʚʥʠʤʘʥʠʝʪʦ ʢʦʥ ʦʥʘ ʰʪʦ  ʝ ʚʘʞʥʦ. ɿʥʘʝˁʝʪʦ ʩʝ ʫʰʪʝ ʝ ʚʨʝʜʥʦ ʠʣʠ ʝʜʥʦʢʨʘʪʥʦ ʧʦ ʠʩʪʝʢ ʥʘ 

ʚʨʝʤʝ ʠ ʠʤʘ ʠʩʪʦʨʠʩʢʦ ʟʥʘʯʝˁʝ, ʜʦʜʝʢʘ ʚʨʝʜʥʦʩʪʘ ʥʘ ʠʥʬʦʨʤʘʮʠʠ, ʠʤʘ ʪʝʥʜʝʥʮʠʿʘ ʜʘ ʩʝ ʥʘʤʘʣʫʚʘ ʩʦ ʪʝʢʦʪ 

ʥʘ ʚʨʝʤʝʪʦ, ʙʝʟ ʟʘʯʫʚʫʚʘˁʝ ʥʘ ʢʦʥʪʝʢʩʪʦʪ ʚʦ ʢʦʿ ʝ ʟʝʤʝʥ. ʉʦ ʪʝʢʦʪ ʥʘ ʚʨʝʤʝʪʦ, ʠʥʬʦʨʤʘʮʠʠ ʘʢʫʤʫʣʠʨʘ 

ʟʥʘʝˁʝ ʜʦʜʝʢʘ ʩʝ ʨʘʟʚʠʚʘ.
5
 

ʇʦʩʪʦʦʿʘʪ ʝʢʩʧʣʠʮʠʪʥʦ  (explicit knowledge) ʠ ʪʠʭʦ ʠʣʠ ʠʩʢʫʩʪʚʝʥʦ (tacit knowlʝdge).  ɿʥʘʝˁʝʪʦ ʧʨʝʪʩʪʘʚʫʚʘ  

ʥʝʤʘʪʝʨʠʿʘʣʝʥ ʨʝʩʫʨʩ, ʨʝʘʣʥʘ ʩʣʠʢʘ ʩʦʟʜʘʜʝʥʘ ʚʦ ʯʦʚʝʢʦʚʘʪʘ ʠʤʘʛʠʥʘʮʠʿʘ ʘ ʝ ʩʦʩʪʘʚʝʥʦ ʦʜ: ʠʥʪʫʠʮʠʿʘ, ʟʙʠʨ 

ʥʘ ʠʜʝʠ, ʠʩʢʫʩʪʚʘ, ʚʝʰʪʠʥʠ ʠ ʫʯʝˁʘ ʩʦ ʧʦʪʝʥʮʠʿʘʣʠ ʟʘ ʩʦʟʜʘʚʘˁʝ ʥʘ ʥʦʚʠ ʚʨʝʜʥʦʩʪʠ. ɿʥʘʝˁʝʪʦ, ʩʝʧʘʢ,  

ʦʧʰʪʝʩʪʚʝʥʠʦʪ ʦʜʥʦʩ ʛʦ ʠʤʘ ʟʘʩʣʫʞʝʥʦ ʤʥʦʛʫ ʦʜʘʤʥʘ. ɹʝʟ ʦʛʣʝʜ ʥʘ ʪʨʝʪʤʘʥʦʪ ʢʦʥ ʥʝʛʦ ʚʦ ʧʦʝʜʠʥʠ 

ʦʧʰʪʝʩʪʚʝʥʠ ʬʦʨʤʘʮʠʠ, ʦʜʥʦʩʦʪ ʢʦʥ ʟʥʘʝˁʝʪʦ ʩʝʢʦʛʘʰ ʙʠʣ ʦʜʙʝʣʝʞʫʚʘʥ ʩʦ ʘʪʨʠʙʫʪʦʪ-ʧʠʝʪʝʪ, ʠʘʢʦ  ʩʝ 

ʩʣʫʯʫʚʘʣʦ ʚʦ ʧʦʝʜʠʥʠ ʧʝʨʠʦʜʠ ʪʦʘ ʠ ʜʘ ʩʝ ʟʘʥʝʤʘʨʠ ʠ ʜʘ ʥʝ ʙʠʜʝ ʩʦʦʜʚʝʪʥʦ ʪʨʝʪʠʨʘʥʦ, ʥʦ ʧʦʟʠʮʠʿʘʪʘ ʛʦʨʝ-

ʜʦʣʫ ʦʪʩʝʢʦʛʘʰ ʙʠʣʘ ʢʦʥʩʝʢʚʝʥʪʥʘ. ʀ ʩʝʛʘ, ʢʦʛʘ ʩʝ ʟʙʦʨʫʚʘ ʟʘ ʪʝʭʥʦʣʦʰʢʦ, ʪʝʭʥʠʯʢʦ ʠ, ʧʨʝʜ ʩ¯, 

ʠʥʬʦʨʤʘʪʠʯʢʦ, ʚʩʫʰʥʦʩʪ, ʩʝ ʤʠʩʣʠ ʥʘ ʟʥʘʝˁʝʪʦ ʢʘʢʦ ʦʩʥʦʚʘ ʥʘ ʩʝʪʦ ʪʦʘ ʢʦʝ ʥʝ ʝ ʥʠʰʪʦ ʜʨʫʛʦ ʦʩʚʝʥ 

ʧʦʤʦʰʥʘ ʘʣʘʪʢʘ ʠ ʠʥʩʪʨʫʤʝʥʪ ʟʘ ʦʣʝʩʥʫʚʘˁʝ ʠ ʟʘʙʨʟʫʚʘˁʝ ʥʘ ʝʬʝʢʪʠʪʝ ʠ ʫʩʧʝʰʥʦʩʪʘ ʚʦ ʨʘʙʦʪʘʪʘ. 

ɿʥʘʝˁʝʪʦ ʜʝʥʝʩ, ʩʝ ʜʦʞʠʚʫʚʘ ʢʘʢʦ ʩʪʨʘʪʝʛʠʩʢʠ ʨʝʩʫʨʩ ʦʜ ʧʨʠʰʠʥʘ ʰʪʦ ʪʦʿ ʥʝ ʩʘʤʦ ʰʪʦ ʥʝ ʩʝ ʪʨʦʰʠ ʪʫʢʫ ʩʦ 

ʫʧʦʪʨʝʙʘʪʘ ʩʝ ʟʛʦʣʝʤʫʚʘ ʠ ʜʦʙʠʚʘ ʧʦʛʦʣʝʤʘ ʚʨʝʜʥʦʩʪ. ʆʚʘʘ ʧʦʟʠʮʠʿʘ ʥʘ ʟʥʘʝˁʝʪʦ ʦʚʦʟʤʦʞʫʚʘ ʨʘʟʤʠʩʣʫʚʘˁʘ 

ʟʘ ʤʝʪʦʜʠʪʝ ʠ ʧʨʠʥʮʠʧʠʪʝ ʢʘʢʦ ʜʘ ʩʝ ʠʩʢʦʨʠʩʪʠ. ʅʝʛʦʚʘʪʘ ʩʪʨʘʪʝʛʠʩʢʘ ʧʦʟʠʮʠʿʘ ʠ ʟʥʘʯʝˁʝ ʧʨʦʠʟʣʝʛʫʚʘ ʦʜ 

ʧʦʪʨʝʙʘʪʘ ʦʜ ʥʝʛʦ ʠ ʬʘʢʪʦʪ ʜʝʢʘ ʪʦʘ ʝ ʛʝʥʝʨʘʪʦʨ ʥʘ ʥʘʧʨʝʜʦʢʦʪ. ʈʘʟʚʠʝʥʠʪʝ ʟʝʤʿʠ ʦʜʘʤʥʘ ʛʦ ʩʬʘʪʠʣʝ ʪʦʘ ʘ 

ʥʝʨʘʟʚʠʝʥʠʪʝ ʧʦʣʝʢʘ ʥʦ ʩʠʛʫʨʥʦ ʦʜʘʪ ʚʦ ʪʘʘ ʥʘʩʦʢʘ.ʇʨʘʚʠʣʥʘʪʘ ʫʧʦʪʨʝʙʘ ʥʘ ʟʥʘʝˁʝʪʦ ʤʦʞʝ ʜʘ ʦʚʦʟʤʦʞʠ 

ʧʨʠʣʘʛʦʜʫʚʘˁʝ, ʦʧʩʪʘʥʦʢ ʠ ʩʪʨʫʯʥʦʩʪ ʥʘʩʧʨʦʪʠ ʥʦʚʠʦʪ ʠ ʥʝʧʨʝʜʚʠʜʣʠʚʠʦʪ ʩʚʝʪ ʥʘ ʙʠʟʥʠʩʦʪ. ʉʠʥʝʨʛʠʿʘʪʘ ʠ 

ʢʦʤʙʠʥʘʮʠʿʘʪʘ ʥʘ ʧʦʩʪʦʿʥʦʪʦ ʠ ʦʥʘ ʢʦʝ ʜʦʘʺʘ ʢʘʢʦ ʧʦʩʪʘʧʢʘ ʥʝ ʩʘʤʦ ʰʪʦ ʦʯʝʢʫʚʘ ʪʫʢʫ ʠ ʙʘʨʘ ʩʦʟʜʘʚʘˁʝ, 

ʢʨʝʘʪʠʚʥʦʩʪ ʠ ʠʥʦʚʘʪʠʚʥʦʩʪ ʥʦ ʠ ʩʦʦʜʚʝʪʥʠ ʧʦʩʪʘʧʢʠ ʠ ʧʨʦʮʝʜʫʨʠ. ʆʨʛʘʥʠʟʠʨʘʥʠʦʪ ʧʨʠʩʪʘʧ ʚʦ ʢʦʨʠʩʪʝˁʝʪʦ 

ʥʘ ʟʥʘʝˁʝʪʦ ʩʝ ʧʦʚʝ˃ʝ ʩʝ ʧʨʝʪʚʘʨʘ ʚʦ ʩʪʨʘʪʝʛʠʿʘ ʢʦʿ ʝ ʫʩʣʦʚ ʟʘ ʢʚʘʣʠʪʝʪʝʥ ʦʨʛʘʥʠʟʘʮʠʩʢʠ ʥʘʧʨʝʜʦʢ ʠ 

ʞʠʚʝʝˁʝ ʚʦ ʛʣʦʙʘʣʥʠʪʝ ʫʩʣʦʚʠ.ʂʦʤʧʝʪʠʮʠʿʘʪʘ ʢʘʢʦ ʟʘʤʝʥʘ ʥʘ ʢʦʥʢʫʨʝʥʮʠʿʘ ʩʝ ʧʦʚʝ˃ʝ ʦʙʚʨʟʫʚʘ ʥʘ 

ʩʧʨʘʚʫʚʘˁʝ ʩʦ ʪʝʭʥʦʣʦʰʢʠʪʝ ʠ ʠʥʬʦ ʥʦʚʠʥʠ ʰʪʦ ʩʝ ʧʨʝʪʚʦʨʘ ʚʦ ʧʨʝʜʥʦʩʪ ʧʨʠ ʥʘʩʪʘʧʦʪ ʥʘ ʧʘʟʘʨʦʪ. ʉʝʪʦ ʦʚʘ 

ʫʧʘʪʫʚʘ ʥʘ ʧʦʩʪʘʧʢʘʪʘ ʥʘ ʫʧʨʘʚʫʚʘˁʝ ʩʦ ʟʥʘʝˁʝʪʦ. 

 ʀʘʢʦ ʩʪʨʘʪʝʰʢʘʪʘ ʚʘʞʥʦʩʪ ʥʘ ʟʥʘʝˁʝ ʝ ʨʝʣʘʪʠʚʥʦ ʦʯʠʛʣʝʜʥʠ ʧʦʩʝʙʥʦ ʚʦ ʩʬʝʨʘʪʘ ʥʘ ʢʦʥʩʫʣʪʘʪʥʪʩʢʠʪʝ ʫʣʫʛʠ, 

ʿʘʥʦ ʝ ʜʝʢʘ ʪʦʘ ʠʛʨʘ ʧʦʚʝ˃ʝ ʚʘʞʥʘ ʫʣʦʛʘ ʚʦ ʧʨʦʠʟʚʦʜʠ ʠ ʧʨʦʮʝʩʠ. ʊʘʢʘ
6
 ʦʜ ʩʪʨʘʥʘ ʥʘ ɹʦʪʢʠʥ ʠ ɼʝʿʚʠʩ 

ʫʢʘʞʫʚʘʘʪ ʥʘ ʰʝʩʪ ʢʘʨʘʢʪʝʨʠʩʪʠʢʠ ʥʘ ʙʠʟʥʠʩʠʪʝ ʙʘʟʠʨʘʥʠ ʥʘ ʟʥʘʝˁʝ: 

-  ʩʦ ʢʦʨʠʩʪʝˁʝʪʦ ʧʦʥʫʜʠ ʙʘʟʠʨʘʥʠ ʥʘ ʟʥʘʝˁʝ, ʪʠʝ ʩʪʘʥʫʚʘʘʪ ʧʦʧʘʤʝʪʥʠ    

- ʩʦ ʢʦʨʠʩʪʝˁʝʪʦ ʧʦʥʫʜʠ ʙʘʟʠʨʘʥʠ ʥʘ ʟʥʘʝˁʝ, ʩʝ ʧʦʧʘʤʝʥʪʠ ʜʦʙʠʚʘʤʝ 

- ʧʨʦʠʟʚʦʜʠʪʝ ʠ ʫʩʣʫʛʠ ʙʘʟʠʨʘʥʠ ʥʘ ʟʥʘʝˁʝ ʩʝ ʧʨʠʣʘʛʦʜʣʠʚʠ ʥʘ ʧʨʦʤʝʥʣʠʚʠʪʝ ʦʢʦʣʥʦʩʪʠ 

                                                           
4
 Davenport, Prusak: Working Knowledge: How Organizations Manage What They Know, Harvard Business School 

Press, 2000  
5
 Fareed, Caro,.Asif , Managing Knowledge Effectively,  Journal of Knowledge Management Practice, May 2004 

6
 The Globalisation and Virtualisation of Knowledge', Gyosei Journal, Vol 1, No. 3, pp. 71-86 (December 1997) 
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- ʙʠʟʥʠʩʠʪʝ ʙʘʟʠʨʘʥʠ ʥʘ ʟʥʘʝˁʝ ʩʝ ʧʨʠʣʘʛʦʜʣʠʚʠ ʥʘ ʥʠʚʥʠʪʝ ʧʨʠʜʦʥʝʩʠ. 

- ʧʨʦʠʟʚʦʜʠʪʝ ʠ ʫʩʣʫʛʠ ʙʘʟʠʨʘʥʠ ʥʘ ʟʥʘʝˁʝ ʠʤʘʘʪ ʨʝʣʘʪʠʚʥʦ ʢʨʘʪʢʠ ʮʠʢʣʫʩʠ ʥʘ ʞʠʚʦʪ 

- ʙʠʟʥʠʩʠʪʝ ʙʘʟʠʨʘʥʠ ʥʘ ʟʥʘʝˁʝ ʠʤ ʦʚʦʟʤʦʞʫʚʘʘʪ ʥʘ ʢʣʠʝʥʪʠʪʝ ʜʘ ʩʝ ʜʝʣʫʚʘ ʚʦ ʨʝʘʣʥʦ ʚʨʝʤʝ. 

 ʉʝʧʘʢ ʩʘʤʦʪʦ ʟʥʘʝˁʝ ʥʝ ʤʦʞʝ ʜʘ ʙʠʜʝ ʠʩʢʦʨʠʩʪʝʥʦ ʜʦʢʦʣʢʫ ʥʝ ʩʝ ʘʨʪʠʢʫʣʠʨʘ. ʊʫʢʘ ʚʝ˃ʝ ʩʪʘʥʫʚʘ ʟʙʦʨ ʟʘ 

ʤʝʥʘ˅ʠʨʘˁʝ ʥʘ ʟʥʘʝˁʝʪʦ. ʇʨʠ ʤʝʥʘ˅ʤʝʥʪʦʪ ʥʘ ʟʥʘʝˁʝʪʦ  ʦʨʛʘʥʠʟʘʮʠʠʪʝ ʙʠ ʪʨʝʙʘʣʦ ʜʘ ʛʠ ʠʥʢʦʨʧʦʨʠʨʘʘʪ 

ʩʣʝʜʥʠʪʝ ʚʨʝʜʥʦʩʪʠ: 

¶ ʇʨʝʧʦʟʥʘʚʘˁʝ ʥʘ ʤʝʥʘ˅ʤʝʥʪʦʪ ʩʦ ʯʦʚʝʯʢʠʪʝ ʨʝʩʫʨʩʠ ʢʘʢʦ ʠʥʩʪʨʫʤʝʥʪ ʚʦ ʢʦʨʧʦʨʘʪʠʚʥʘʪʘ ʩʪʨʘʪʝʛʠʿʘ; 

¶ ʀʪʥʦʩʪ ʟʘ ʢʦʥʮʝʧʪ ʦʜ ʤʝʥʘ˅ʤʝʥʪ ʥʘʟʘʥʝˁʝ ʠ ʥʝʛʦʚʘʪʘ ʠʥʪʝʛʨʘʮʠʿʘ ʚʦ ʦʨʛʘʥʠʟʘʮʠʠʩʢʠʪʝ ʧʨʘʢʪʠʢʠ  

¶ ʋʧʦʪʨʝʙʘ ʠ ʢʦʥʪʠʥʫʠʨʘʥ ʨʘʟʚʦʿ ʥʘ ʥʦʚʠʪʝ ʪʝʭʥʦʣʦʛʠʠ ʢʘʢʦ ʧʦʜʜʨʰʢʘ ʥʘ ʧʨʠʦʜʠʪʝ ʥʘ  ʝ- ʫʯʝˁʝʪʦ 

ʧʨʠ ʨʘʟʚʦʿʦʪ ʥʘ ʯʦʚʝʯʢʠʪʝ ʨʝʩʫʨʩʠ . 

  ʆʚʦʿ ʪʨʝʥʜ ʧʦʩʤʘʪʨʘʥ ʢʘʢʦ ʩʝʚʢʫʧʥʦʩʪ ʤʦʞʝ ʜʘ ʤʘ ʩʠʣʝʥ ʧʨʠʜʦʥʝʩ ʟʘ ʿʘʢʥʝˁʝ ʥʘ ʢʦʨʧʦʨʘʪʠʚʥʘʪʘ 

ʦʨʛʘʥʠʟʘʮʠʩʢʘ ʩʪʨʫʢʪʫʨʘ ʠ ʜʨʝʢʪʥʦ ʚʣʠʿʘʥʠʝ ʥʘ ʥʝʛʦʚʘʪʘ ʫʣʦʛʘ  ʚʦ ʦʨʛʘʥʠʟʘʮʠʿʘʪʘ. ɹʝʥʝʬʠʮʠʠʪʝ ʢʦʠ ʛʠ 

ʩʦʟʜʘʚʘ ʄɿ ʩʝ: ʧʦʜʦʙʨʘ ʠ ʧʦʛʦʣʝʤʘ ʨʘʟʤʝʥʘ ʥʘ ʠʥʬʦʨʤʘʮʠʠ ʟʘ ʧʦʜʦʙʨʠ ʠ ʨʝʰʝʥʠʿʘ; ʧʨʠʜʦʥʝʩ ʢʦʥ 

ʠʥʪʝʣʝʢʪʫʘʣʥʠʦʪ ʢʘʧʠʪʘʣ ʥʘ ʦʨʛʘʥʠʟʘʮʠʿʘʪʘ;  ʦʭʨʘʙʨʫʚʘ ʢʦʥ ʩʣʦʙʦʜʘ ʠ ʠʜʝʠ ʢʦʠ ʚʦʜʘʪ ʢʦʥ ʠʥʦʚʠʨʘˁʝ; ʛʦ 

ʫʥʘʧʨʝʜʫʚʘ ʩʝʨʚʠʩʦʪ ʠ ʝʬʝʢʪʠʚʥʦʩʪʘ ʢʦʥ ʢʣʠʝʥʪʦʪ;  ʚʦʜʠ ʢʦʥ ʟʛʦʣʝʤʝʥʘ ʧʨʦʜʫʢʪʠʚʥʦʩʪ; ʛʠ ʝʣʠʤʠʥʠʨʘ 

ʥʝʛʘʪʠʚʥʠʪʝ ʧʨʦʮʝʩʠ, ʠʟʚʦʨʥʠʪʝ ʦʧʝʨʘʮʠʠ ʠ ʛʠ ʟʘʜʨʞʫʚʘ ʚʨʘʙʦʪʝʥʠʪʝ. 

ʄʝʥʘ˅ʤʝʥʪʦʪ ʥʘ ʟʥʘʝˁʝ ʝ
7
 ʩʧʨʦʚʝʜʫʚʘˁʝ ʥʘ ʘʢʪʠʚʥʦʩʪʠ ʥʘ ʟʥʘʝˁʝ (ʦʨʛʘʥʠʟʠʨʘˁʝ, ʙʣʦʢʠʨʘˁʝ, ʬʠʣʪʝʨʠʨʘˁʝ, 

ʩʢʣʘʜʠʰʪʝˁʝ, ʩʦʙʠʨʘˁʝ, ʩʧʦʜʝʣʫʚʘˁʝ ʜʠʩʝʤʠʥʘʮʠʿʘ ʠ ʫʧʦʪʨʝʙʘ) ʚʨʟ ʦʙʿʝʢʪʠʪʝ ʟʥʘʝˁʝʪʦ (ʧʦʜʘʪʦʮʠ, 

ʠʥʬʦʨʤʘʮʠʠ, ʠʩʢʫʩʪʚʘ, ʦʮʝʥʢʠ, ʩʦʛʣʝʜʫʚʘˁʘ, ʚʠʟʠʠ ʠ ʠʥʠʮʠʿʘʪʠʚʠ). 

 ʄʝʥʘ˅ʤʝʥʪ ʥʘ ʟʥʘʝˁʝ    =       ɸʢʪʠʚʥʦʩʪʠ ʥʘ ʟʥʘʝˁʝ  ×       ʆʙʿʝʢʪʠ ʥʘ ʟʥʘʝˁʝ 

ʋʤʝʪʥʦʩʪʘ ʥʘ ʚʨʰʝˁʝ 

ʥʘ ʜʝʿʩʪʚʠʿʘ ʟʥʘʝˁʝ ʥʘ 

ʦʙʿʝʢʪʠ ʥʘ ʟʥʘʝˁʝ 

ʆʨʛʘʥʠʟʠʨʘˁʝ, ʯʫʚʘˁʝ, 

ʩʦʙʠʨʘˁʝ, ʜʝʣʝˁʝ, ʰʠʨʝˁʝ, 

ʩʦ ʢʦʨʠʩʪʝˁʝ  

ʇʦʜʘʪʦʮʠ, ʠʥʬʦʨʤʘʮʠʠ, ʠʩʢʫʩʪʚʘ, 

ʦʮʝʥʢʠ, ʩʦʛʣʝʜʫʚʘˁʘ, ʤʫʜʨʦʩʪ, 

ʀʤʘ ʨʘʟʣʠʯʥʠ ʩʬʘ˃ʘˁʘ ʟʘ ʧʦʠʤʦʪ ʤʝʥʘ˅ʤʝʥʪ ʥʘ ʟʥʘʝˁʝ ʥʦ ʧʨʠʬʘʪʝʥʠ ʩʝ ʥʝʢʦʣʢʫ ʟʘʝʜʥʠʯʢʠ ʢʦʤʧʦʥʝʥʪʠ: 

ɼʝʥʝʩ ʄɿ ʩʝ ʪʨʝʪʠʨʘ ʢʘʢʦ ʟʥʘʝˁʝ ʢʦʝ ʪʨʝʙʘ ʜʘ ʩʝ ʩʧʦʜʝʣʠ ʟʘ ʜʘ ʩʝ ʤʫʣʪʠʧʣʠʮʠʨʘ
8
. ʄɿ ʩʝ ʜʦʞʠʚʫʚʘ ʠ ʢʘʢʦ 

ʢʨʝʘʮʠʿʘ,  ʟʘʜʨʞʫʚʘˁʝ ʠ ʪʨʘʥʩʬʝʨ ʥʘ ʟʥʘʝˁʝʪʦ ʚʦ ʦʨʛʘʥʠʟʘʮʠʠʪʝ.
9
 ʆʯʠʛʣʝʜʥʘ ʝ ʪʨʘʥʩʬʦʨʤʘʮʠʿʘʪʘ ʥʘ 

ʩʬʘ˃ʘˁʝʪʦ ʥʘ ʄɿ ʚʦ ʠʟʤʠʥʘʪʠʪʝ ʥʝʧʦʣʥʠ ʪʨʠ ʜʝʮʝʥʠʠ. ʏʝʩʪʦʧʘʪʠ ʄɿ ʝ ʨʘʟʙʠʨʘʥ ʢʘʢʦ ʩʨʝʜʩʪʚʦ,  ʘʣʘʪʢʘ ʠʣʠ 

ʥʘʯʠʥ ʟʘ ʧʦʜʦʙʨʦ ʨʘʟʙʠʨʘˁʝ ʥʘ ʢʦʤʧʘʥʠʩʢʘʪʘ ʤʠʩʠʿʘ, ʦʢʨʫʞʫʚʘˁʝ, ʧʝʨʬʦʨʤʘʥʩʠ ʠʣʠ ʢʨʝʠʨʘˁʝ ʥʘ 

ʚʨʝʜʥʦʩʪʠʠʪʝ ʚʨʟ ʦʩʥʦʚʘ ʥʘ ʧʦʩʪʦʿʥʦʪʦ  ʘʢʫʤʫʣʠʨʘʥʦ ʟʥʘʝˁʝ. ʂʘʢʦ ʧʨʦʮʝʩ ʯʝʩʪʦ ʚʢʣʫʯʫʚʘ ʟʘʬʘ˃ʘˁʝ,  

ʟʘʯʫʚʫʚʘˁʝ ʠ ʩʧʦʜʝʣʫʚʘˁʝ ʧʦʤʝʺʫ ʚʨʘʙʦʪʝʥʠʪʝ, ʦʜʜʝʣʠʪʝ ʠ/ ʠʣʠ ʜʨʫʛʠʪʝ ʢʦʤʧʘʥʠʠ ʚʢʣʫʯʫʚʘʿ˃ʠ ʛʠ ʠ 

ʟʘʣʠʭʠʪʝ ʦʜ ʤʥʦʛʫ ʛʦʜʠʥʠ ʥʘʥʘʟʘʜ. 
10

 ɼʝʥʝʩ, ʢʦʛʘ ,,ʩʝʢʦʿ ʙʠʟʥʠʩ ʝ ʙʠʟʥʠʩ ʥʘ ʟʥʘʝˁʝ ʘ ʩʝʢʦʿ ʨʘʙʦʪʥʠʢ ʝ 

ʨʘʙʦʪʥʠʢ ʥʘ ʟʥʘʝˁʝ,,  ʄɿ ʝ ʥʘʩʦʯʝʥ ʚʦ ʜʚʘ ʧʨʘʚʮʠ: ʄɿ ʦʨʠʝʥʪʠʨʘʥ ʢʦʥ ʠʥʬʦʨʤʘʮʠʠ (ʜʦʮʥʠʪʝ 1980-ʪʠ) ʠ ʄɿ 

ʦʨʠʝʥʪʠʨʘʥ ʢʦʥ ʣʫʺʝʪʦ.
11

 ʄʝʥʘ˅ʤʝʥʪʦʪ ʥʘ ʟʥʘʝˁʝ ʝ ʪʝʨʤʠʥ ʫʩʚʦʝʥ ʦʜ ʙʠʟʥʠʩ ʟʘʝʜʥʠʮʘʪʘ ʚʦ ʩʨʝʜʠʥʘʪʘ ʥʘ 

1990-ʪʠʪʝ ʦʧʠʰʘʥ ʢʘʢʦ ʰʠʨʦʢ ʧʨʦʩʪʦʨ ʥʘ ʩʪʨʘʪʝʛʠʠ, ʧʨʦʮʝʩʠ ʠ ʜʠʩʮʠʧʣʠʥʠ ʢʦʠ ʛʦ ʬʦʨʤʘʣʠʟʠʨʘʘʪ ʠ 

ʠʥʪʝʛʨʠʨʘʘʪ ʧʨʠʦʜʠʪʝ ʥʘ  ʧʨʝʪʧʨʠʿʘʪʠʿʘʪʘ   ʜʘ ʛʦ ʦʨʛʘʥʠʟʠʨʘʘʪ ʠ ʧʨʠʤʝʥʘʪ ʥʠʚʥʠʪʝ ʘʢʪʠʚʠ ʠ ʟʥʘʝˁʘ..
12

 

ʇʦʩʪʦʠ ʪʨʦʿʥʦ ʙʘʨʘˁʝ  ʟʘ ʟʥʘʝˁʝʪʦ ʘ ʥʝʛʦʚʠʦʪ ʤʝʥʘ˅ʤʝʥʪ ʠʤʘ ʧʦʪʨʝʙʘ  ʦʜ ʢʦʦʨʜʠʥʘʮʠʿʘ ʥʘ ʣʫʺʝ, ʧʨʦʮʝʩʠ ʠ 

ʧʦʜʜʨʰʢʘ ʦʜ ʪʝʭʥʦʣʦʛʠʿʘ ʟʘ ʜʘ ʛʠ ʧʦʩʪʠʛʥʝ ʦʨʛʘʥʠʟʘʮʠʩʢʠʪʝ ʮʝʣʠ ʟʘ ʙʝʟʙʝʜʥʦʩʪ, ʩʪʘʙʠʣʥʦʩʪ ʠ ʨʘʟʚʦʿ ʚʦ 

ʜʠʥʘʤʠʯʢʦʪʦ ʦʧʢʨʫʞʫʚʘˁʝ: 
13

 

 -ʃʫʺʝ:ʄɿ ʤʦʨʘ ʜʘ ʨʘʙʦʪʠ ʩʦ ʦʨʛʘʥʠʟʘʮʠʩʢʠ ʢʫʣʪʫʨʠ ʠ ʩʪʨʫʢʪʫʨʠ ʢʦʠ ʦʚʦʟʤʦʞʫʚʘʘʪ  ʥʘʛʨʘʜʠ ʠ 

ʨʘʩʪʝˁʝ ʥʘ ʟʥʘʝˁʝʪʦ ʧʨʝʢʫ ʩʦʨʘʙʦʪʢʘ  ʫʯʝˁʝ ʨʝʟʦʥʠʨʘˁʝ ʠ ʨʘʟʨʝʰʫʚʘˁʝ ʥʘ ʧʨʦʙʣʝʤʠ    

-ʇʨʦʮʝʩʠ:  ʄɿ  ʦʙʝʟʙʝʜʫʚʘ  ʦʧʢʨʫʞʫʚʘˁʝ ʟʘ ʨʘʟʤʝʥʘ, ʦʪʢʨʠʚʘˁʝ, ʯʫʚʘˁʝ, ʫʧʦʪʨʝʙʘ ʠ ʨʝʫʧʦʪʨʝʙʘ ʥʘ 

ʟʥʘʝˁʝʪʦ ʚʦ ʦʨʛʘʥʠʟʘʮʠʠʪʝ   

-ʊʝʭʥʦʣʦʛʠʠ: ʀʊ ʤʦʨʘ ʜʘ ʙʠʜʝ ʧʨʠʣʘʛoʜʝʥʘ ʟʘ ʯʦʚʝʢʦʪ ʠ ʧʨʦʮʝʩʠʪʝ ʜʘ ʛʠ ʧʨʝʥʝʩʫʚʘ ʠʥʪʝʣʝʢʪʫʘʣʥʠʪʝ  

ʧʨʝʜʥʦʩʪʠ ʥʘ ʧʦʜʦʙʥʦʪʦ ʟʥʘʝˁʝ 

ɼʚʠʛʘʪʝʣʠʪʝ ʥʘ ʤʝʥʘ˅ʤʝʥʪʦʪ ʥʘ ʟʥʘʝˁʝʪʦ ʩʝ ʧʦʚʨʟʘʥʠ ʩʦ ʩʣʝʜʥʠʪʝ ʝʣʝʤʝʥʪʠ: 
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-ɼʠʩʧʝʨʟʠʨʘʥʠʪʝ ʜʝʣʦʚʠ ʥʘ ʦʨʛʘʥʠʟʘʮʠʿʘʪʘ ʪʨʝʙʘ ʜʘ ʛʠ ʩʧʦʜʝʣʫʚʘʘʪ ʩʠʪʝ ʩʦʟʥʘʥʠʿʘ 

- ʇʨʦʤʝʥʠʪʝ ʠ ʧʦʩʪʦʿʘʥʠʪʝ ʨʝʦʨʛʘʥʠʟʘʮʠʠ ʧʨʠ ʰʪʦ ʥʝʬʦʨʤʘʣʥʦʪʦ ʟʥʘʝˁʝ ʩʝ ʩʧʦʜʝʣʫʚʘ ʩʝ ʯʝʩʪʦ ʧʨʝʢʠʥʘʪʠ. 

ʀʩʢʫʩʪʚʘʪʘ ʥʘ ʧʝʥʟʠʦʥʠʨʘʥʠʪʝ ʯʝʩʪʦ ʩʝ ʛʫʙʘʪ. 

- ʂʦʤʧʣʝʢʩʥʦʩʪʘ ʥʘʚʝʜʫʚʘ ʥʘ ʠʥʧʫʪʠ ʦʜ ʜʨʫʛʠʪʝ ʠ ʩʧʦʜʝʣʫʚʘˁʝ ʥʘ ʠʥʬʦʨʤʘʮʠʠʪʝ 

ʋʧʨʘʚʫʚʘˁʝʪʦ ʩʦ ʟʥʘʝˁʝʪʦ ʝ ʩʝʢʦʛʘʰ ʧʦʚʨʟʘʥʦ ʠ ʩʦ ʬʦʨʤʘʮʠʩʢʠʦʪ ʘʚʪʦʨʠʪʝʪ ʥʦ ʪʦʿ ʥʝ ʩʝʢʦʛʘʰ 

ʩʦʦʜʚʝʪʩʪʚʫʚʘ ʥʘ ʧʦʩʘʢʫʚʘʥʠʦʪ ʨʝʘʣʝʥ ʢʦʿ ʝ ʚʠʩʪʠʥʩʢʠʦʪ ʜʚʠʛʘʪʝʣ ʠ ʠʤʧʣʝʤʝʥʪʘʪʦʨ ʥʘ ʟʥʘʝˁʝʪʦ ʚʦ ʬʫʥʢʮʠʿʘ 

ʥʘ ʨʘʟʚʦʿʦʪ.ʂʦʤʧʝʪʝʥʪʥʦ ʟʘʩʥʦʚʘʥʠʦʪ ʬʦʨʤʘʣʝʥ ʘʚʦʨʠʪʝʪ ʠʩʮʝʣʦ ʩʚʨʪʝʥ ʢʦʥ ʯʦʚʝʢʦʪ  ʩʦʟʜʘʚʘ ʧʨʝʜʫʩʣʦʚʠ ʚʦ 

ʭʘʨʤʦʥʠʟʠʨʘʥʘʪʘ ʩʨʝʜʠʥʘ ʘʣʘʪʢʠʪʝ ʜʘ ʙʠʜʘʪ ʠʩʢʦʨʠʩʪʝʥʠ ʦʜ ʚʝʰʪʠʪʝ ʚʨʘʙʦʪʝʥʠ ʠ ʜʘ ʩʦʟʜʘʜʘʪ ʥʦʚʘ ʚʨʝʜʥʦʩʪ. 

ʅʝʤʘ ʢʚʘʣʠʪʝʪʝʥ ʞʠʚʦʪ ʠ ʨʘʙʦʪʘ ʙʝʟ ʟʥʘʝˁʝ. ɿʥʘʝˁʝʪʦ ʝ ʩʢʘʧʦ ʘʤʘ ʥʝʟʥʘʝˁʝʪʦ ʫʰʪʝ ʧʦʩʢʘʧʦ. ʇʦʩʝʜʫʚʘˁʝʪʦ 

ʥʘ ʩʦʦʜʚʝʪʥʦ ʟʥʘʝˁʝ ʥʝ ʦʟʥʘʯʫʚʘ ʘʧʨʠʦʨʠ ʩʧʦʩʦʙʥʦʩʪ ʟʘ ʩʧʨʘʚʫʚʘˁʝ ʩʦ ʠʜʥʦʪʦ ʠ ʥʝʦʯʝʢʫʚʘʥʦʪʦ. 

 

4. ʄʦ ˃

ʉʧʦʩʦʙʥʦʩʪʘ ʜʘ ʩʝ ʩʦʦʯʠʤʝ ʩʦ ʧʨʦʤʝʥʠʪʝ ʢʦʨʠʩʪʝʿ˃ʠ ʛʦ ʟʥʘʝˁʝʪʦ, ʠ ʧʨʝʢʫ ʥʠʚ ʜʘ ʢʨʝʠʨʘʤʝ ʥʦʚʦ ʟʥʘʝˁʝ, ʿʘ 

ʜʝʪʝʢʪʠʨʘ ʤʦ˃ʪʘ ʥʘ ʥʘʰʘʪʘ ʠʜʥʠʥʘ ʩʠʪʫʠʨʘʿ˃ʠ ʥʝ ʚʦ ʧʨʦʩʪʦʨʦʪ ʦʜ ʪʨʘʙʘʥʪʠ ʜʦ ʢʨʝʘʪʦʨʠ. ʇʨʚʠʪʝ ˃ʝ ʠʤʘʘʪ 

ʧʨʝʜʠʩʧʦʟʠʮʠʠ ʜʘ ʙʠʜʘʪ ʤʘʨʛʠʥʘʣʠʟʠʨʘʥʠ ʠ ʜʘ ʩ ʙʦʨʘʪ ʟʘ ʦʧʩʪʘʥʦʢ ʩʣʝʜʝʿ˃ʠ ʛʠ ʚʪʦʨʠʪʝ. ʆʪʩʝʢʦʛʘʰ 

ʤʝʪʘʬʦʨʘʪʘ ,,ʟʥʘʝˁʝʪʦ ʝ ʤʦ˃ò ʙʠʣʘ ʧʨʠʩʫʪʥʘ. ʀʩʪʦʨʠʩʢʠ, ʫʥʠʚʝʨʟʠʪʝʪʦʪ ʛʦ ʩʢʣʘʜʠʨʘʣ ʟʥʘʝˁʝʪʦ ʚʦ ʩʚʦʿʘʪʘ 

ʙʠʙʣʠʦʪʝʢʘ, ʣʘʙʦʨʘʪʦʨʠʠ, ʧʨʦʬʝʩʦʨʩʢʠ ʙʝʣʝʰʢʠ.... ʠ ʛʦ ʩʧʦʜʝʣʫʚʘʣ ʤʝʺʫʩʝʙʥʦ. ʂʦʥʪʨʦʣʠʨʘʥʠʦʪ ʧʨʠʩʪʘʧ ʜʦ 

ʥʝʛʦ ʙʠʣ ʣʦʛʠʯʝʥ ʧʦʩʝʙʥʦ ʥʘ ʥʠʚʦʪʦ ʥʘ ʤʘʛʠʩʪʝʨʩʢʠ ʠ ʜʦʢʪʦʨʩʢʠ ʩʦʟʥʘʥʠʿʘ. ɿʘʪʦʘ ʠ ʌʨʝʥʩʠʩ ɹʝʢʦʥ ʛʦʚʦʨʝʣ 

ʜʝʢʘ ʟʥʘʝˁʝʪʦ ʝ ʤʦ˃, ʘ ʟʥʘʝˁʝʪʦ ʚʦ ʤʠʥʘʪʦʪʦ ʧʦʨʘʜʠ ʪʘʢʚʘʪʘ ʟʥʘʯʘʿʥʦʩʪ ʩʝ ʯʫʚʘʣʦ ʥʘʤʝʩʪʦ ʜʘ ʩʝ ʩʧʦʜʝʣʫʚʘ. 

ʉʝʧʘʢ ʩʝʢʦʝ ʩʦʯʫʚʘʥʦ ʟʥʘʝˁʝ ʥʝ ʟʥʘʯʠ ʠ ʥʝʢʘʢʚʘ ʚʠʩʪʠʥʩʢʘ ʤʦ˃. ʀʤʘ ʩʪʘʚʦʚʠ ʢʦʠ ʫʧʘʪʫʚʘʘʪ ʥʘ ʪʦʘ ʜʝʢʘ 

ʥʦʚʘʪʘ ʤʝʪʘʬʦʨʘ ʟʘ ʚʠʩʦʢʦʪʦ ʦʙʨʘʟʦʚʘʥʠʝ ʛʣʘʩʠ:  "ʩʘʤʦ ʩʧʦʩʦʙʥʦʩʪʘ ʝʬʠʢʘʩʥʦ ʜʘ ʩʝ ʢʦʨʠʩʪʠ ʟʥʘʝˁʝ ʝ ʤʦ˃ò.
14

 

ɼʝʥʝʩ, ʥʝʧʦʩʨʝʜʥʘʪʘ ʜʦʩʪʘʧʥʦʩʪ ʥʘ ʧʦʜʘʪʦʮʠ, ʠʥʬʦʨʤʘʮʠʠ ʠ ʟʥʘʝˁʘ ʟʘ ʩʪʫʜʝʥʪʠʪʝ ʝ ʚʦʩʭʠʪʫʚʘʯʢʦ. ʂʘʢʦ 

ʥʠʢʦʛʘʰ ʜʦʩʝʛʘ ʥʝʤʘ ʪʦʣʢʘʚʘ ʜʦʩʪʘʧʥʦʩʪ ʠ ʤʦʞʥʦʩʪ ʟʘ ʢʦʨʠʩʪʝˁʝ ʥʘ ʤʘʪʝʨʠʿʘʣʠ, ʘ ʩʪʨʘʥʠʮʠʪʝ ʥʘ ʧʦʜʘʪʦʮʠ ʠ 

ʠʥʬʦʨʤʘʮʚʠʠ ʥʘ Google ʩʝ ʤʝʨʘʪ ʚʦ ʤʠʣʠʿʘʨʜʠ. 

ʅʝ ʪʨʝʙʘ ʜʘ ʥʝ ʠʟʥʝʥʘʜʫʚʘ ʨʝʣʘʪʠʚʥʦʪʦ ʟʘʜʦʚʦʣʩʪʚʦʪʦ ʥʘ ʩʪʫʜʝʥʪʠʪʝ ʦʜ ʧʨʦʤʝʰʘʥʠʪʝ ʩʦʜʨʞʠʥʠ ʥʘ 

ʩʠʣʘʙʫʩʠʪʝ ʠ ʘʥʛʘʺʠʨʘʥʦʩʪʘ ʚʦ ʫʯʝˁʝʪʦ, ʠʥʪʝʨʘʢʪʠʚʥʦʩʪʘ ʚʦ ʧʨʠʩʪʘʧʦʪ ʠ ʧʨʦʤʝʥʘʪʘ ʥʘ ʥʘʚʠʢʠʪʝ. ʅʦʚʠʪʝ 

ʪʝʭʥʣʦʛʠʠ ʟʘ ʫʯʝˁʝ ʢʦʠ ʛʠ ʥʫʜʠ ʫʥʠʚʝʨʟʠʪʝʪʦʪ ʥʝ ʩʝʢʦʛʘʰ ʩʝ ʧʦ ʤʝʨʢʘ ʥʘ ʩʪʫʜʝʥʪʦʪ, ʘ ʦʯʝʢʫʚʘʥʦʝ ʝ 

ʠʥʪʝʨʘʢʪʠʚʥʠʦʪ ʠ ʥʝʧʦʩʨʝʜʝʥ ʧʨʠʩʪʘʧ ʜʘ ʜʘʜʘʪ ʧʦʚʝ˃ʝ ʨʝʟʫʣʪʘʪʠ, ʦʜ ʧʨʠʯʠʥʘ ʰʪʦ ʛʦ ʧʦʜʠʛʘʘʪ ʥʠʚʥʠʦʪ 

ʠʥʪʝʨʝʩ ʠ ʚʥʠʤʘʥʠʝ ʧʨʠ ʪʨʘʤʞʥʩʬʝʨʦʪ ʥʘ ʟʥʘʝˁʝʪʦ. ʆʛʨʦʤʥʦ ʚʨʝʤʝ ʩʝ ʪʨʦʰʠ ʥʘ ʯʠʪʘˁʝ ʠ ʧʨʝʙʘʨʫʚʘˁʝ ʙʝʟ 

ʥʘʩʦʯʫʚʘˁʝ ʦʜ ʩʪʨʘʥʘ ʥʘ ʧʨʦʬʝʩʦʨʦʪ ʠʣʠ ʫʢʘʞʫʚʘˁʝ ʰʪʦ ʪʨʝʙʘ ʜʘ ʩʝ ʟʥʘʝ. Kʦʛʘ ʩʪʫʜʝʥʪʠʪʝ ˃ʝ ʚʠʜʘʪ ʜʝʢʘ 

ʦʧʰʪʠʪʝ ʙʘʨʘˁʘ ʟʘ ʦʙʨʘʟʦʚʘʥʠʝ, ʥʝ ʩʝ ʧʨʝʪʚʦʨʘat ʚʦ ʢʦʨʠʩʥʘ ʨʘʙʦʪʘ ʚʝʰʪʠʥʘ ʪʫʢʫ ʩʝ ʠʨʝʣʝʚʘʥʪʥʠ, ʥʠʚʥʠʪʝ 

ʨʘʟʤʠʩʣʫʚʘˁʘ ʟʘ ʫʥʠʚʝʨʟʠʪʝʪʦʪ ʩʝ ʤʝʥʫʚʘʘʪ.
15

  

ɿʘ ʮʝʣʦʩʥʦ ʜʘ ʩʝ ʨʘʟʙʝʨʝ ʠʟʨʘʟʦʪ ,,ʟʥʘʝˁʝʪʦ ʝ ʤʦ˃ò, ʧʨʚʦ ʪʨʝʙʘ ʜʘ ʩʝ ʨʘʟʛʨʘʥʠʯʘʪ ʚʠʩʪʠʥʩʢʠ ʦʜ ʣʘʞʥʠʪʝ 

ʠʥʬʦʨʤʘʮʠʠ. ʇʨʝʢʫ ʟʥʘʝˁʝ ʢʦʝ ʩʝ ʩʦʩʪʦʠ ʦʜ ʚʠʩʪʠʥʠʪʠ ʠʥʬʦʨʤʘʮʠʠʤʦʞʝʤʝ ʜʘ ʥʘʧʨʝʜʫʚʘʤʝ. ɸʢʦ, ʧʘʢ, 

ʠʤʘʤʝ  ʥʝʚʘʣʠʜʥʦ ʟʥʘʝˁʝ ( ʯʝʩʪ ʩʣʫʯʘʿ ʢʦʛʘ ʦʚʘ ʟʥʘʝˁʝ ʜʦʘʺʘ ʦʜ ʠʥʜʫʩʪʨʠʠ ʠ ʧʦʝʜʠʥʮʠ ʢʦʠ ʧʨʝʬʝʨʠʨʘʘʪ 

ʧʦʚʠʩʦʢ ʧʨʠʦʨʠʪʝʪ ʥʘ ʜʦʙʠʚʢʘ ʦʪʢʦʣʢʫ ʥʘ ʣʫʺʝ), ʪʦʛʘʰ ʩʝ ʯʫʚʩʪʚʫʚʘ ʜʦʚʦʣʥʦ ʤʦ˃, ʥʦ ʚʦ ʨʝʘʣʥʦʩʪʘ (ʢʘʜʝ ʰʪʦ 

ʩʠʪʝ ʞʠʚʝʝʤʝ ), ʪʘʘ ʥʝ ʧʦʩʪʦʠ. ɸʢʦ ʩʝ ʦʜʣʫʯʠ ʚʨʟ ʦʩʥʦʚʘ ʥʘ ʣʘʞʥʠ ʟʥʘʝˁʝ ʪʨʝʙʘ ʜʘ ʙʠʜʘʪ ʦʯʝʢʫʚʘʥʠ 

ʥʝʛʘʪʠʚʥʠ ʧʦʩʣʝʜʠʮʠ, ʙʝʟ ʦʛʣʝʜ ʚʦ ʢʦʿʘ ʦʙʣʘʩʪ ʦʜ ʨʘʙʦʪʘʪʘ ʠʣʠ ʞʠʚʦʪʦʪ ʪʦʘ ʩʝ ʩʣʫʯʫʚʘ.  ʉʝʧʘʢ ʢʦʣʢʫ ʠ ʜʘ ʝ 

ʚʠʩʪʠʥʩʢʦʪʦ, ʟʥʘʝˁʝʪʦ ʩʝʧʘʢ ʥʝ ʝ ʜʦʚʦʣʥʦ ʩʘʤʦ ʟʘ ʩʝʙʝ ʜʦʢʦʣʢʫ ʩʝ ʥʝʤʘ ʜʦʚʦʣʥʦ ʨʘʟʙʠʨʘˁʝ ʠ ʘʢʦ ʠʩʪʦʪʦ 

ʥʝʤʘ ʧʨʘʢʪʠʯʥʘ ʫʧʦʪʨʝʙʣʠʚʦʩʪ. ʉʘʤʦʪʦ ʟʥʘʝˁʝ ʧʨʠʬʘʪʝʥʦ ʢʘʢʦ ʚʠʩʪʠʥʘ ʙʝʟ ʥʝʛʦʚʦ ʩʦʦʜʚʝʪʥʦ ʨʘʟʙʠʨʘˁʝ ʠ 

ʢʦʥʩʝʢʚʝʥʪʥʘ ʫʧʦʪʨʝʙʘ ʚʦ ʨʝʘʣʥʠʦʪ ʞʠʚʦʪ ʥʝ ʤʦʞʝ ʜʘ ʩʦʟʜʘʜʝ ʤʦ˃.  

ʆʥʦʿ ʢʦʿ ʰʪʦ ʫʩʚʦʿʫʚʘ ʟʥʘʝˁʘ,ʿʘ ʘʧʩʦʣʚʠʨʘ ʠ ʚʨʝʜʥʦʩʥʘʪʘ ʜʠʤʝʥʟʠʿʘ ʥʘ ʪʦʘ ʟʥʘʝˁʝ. ʇʦ ʧʘʪ ʥʘ ʥʝʢʨʠʪʠʯʢʦ 

ʫʩʚʦʿʫʚʘˁʝ ʥʘ ʪʫʺʠ ʟʥʘʝˁʘ ʛʠ ʫʩʚʦʿʫʚʘʤʝ ʠ ʪʫʺʠʪʝ ʫʚʝʨʫʚʘˁʘ ʠ ʚʨʝʜʥʦʩʪʠ. ʊʘʢʘ ʧʦʤʘʣʢʫ ʩʝ ʦʜʨʝʢʥʫʚʘʤʝ ʠ ʦʜ 

ʩʣʦʙʦʜʘʪʘ ʟʘ ʩʘʤʦʦʜʣʫʯʫʚʘˁʝ. ʊʘʢʘ ʠ ʫʩʚʦʿʫʚʘˁʝʪʦ ʥʘ ʟʥʘʝˁʝʪʦ ʩʝ ʙʘʟʠʨʘ ʥʘ ʝʤʦʪʠʚʥʘ ʧʦʙʫʜʘ ʥʦ ʠ ʚʨʟ 

ʥʘʰʠʪʝ ʚʨʝʜʥʦʩʪʠ. ʊʘʢʘ, ʧʦʣʝʩʥʦ ʛʠ ʧʨʠʬʘ˃ʘʤʝ ʦʥʠʝ ʟʥʘʝˁʘ ʢʦʠ ʛʠ ʧʦʜʜʨʞʫʚʘʘʪ ʥʘʰʠʪʝ ʚʨʝʜʥʦʩʪʠ. ɿʘʪʦʘ, 

ʟʥʘʝˁʝʪʦ ʟʘ ʚʨʝʜʥʦʩʪʠʪʝ (ʢʦʠ ʩʝ, ʢʘʢʦ ʩʝ ʩʦʟʜʘʚʘʘʪ, ʢʘʢʦ ʩʝ ʧʨʝʥʝʩʫʚʘʘʪ, ʢʘʢʦ ʚʣʠʿʘʘʪ...) ʦʚʦʟʤʦʞʫʚʘ ʥʠʚʥʦ 

ʢʨʠʪʠʯʢʦ ʧʨʝʠʩʧʠʪʫʚʘˁʝ ʘ ʩʦ ʪʦʘ ʠ ʩʚʝʩʥʦ ʧʨʠʬʘ˃ʘˁʝ ʠʣʠ ʦʪʬʨʣʘʥʿʝ ʉʦ ʪʦʘ ʚʦʝʜʥʦ ʩʝ ʦʙʝʟʙʝʜʫʚʘ ʠ 

ʢʨʠʪʠʯʢʠ ʦʜʥʦʩ ʧʨʝʤʘ ʩʪʝʢʥʫʚʘˁʝʪʦ ʥʘ ʟʥʘʝˁʝʪʦ ʦʜ ʧʨʠʯʠʥʘ ʰʪʦ ʠ ʪʦʘ ʝ ʫʩʣʦʚʝʥʦ ʦʜ ʫʩʚʦʝʥʠʪʝ ʚʨʝʜʥʦʩʪʠ. 
16
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ɼʦʤʠʥʘʥʪʥʠʦʪ ʧʦʛʣʝʜ  ʝ ʥʘ ʛʣʦʙʘʣʥʘʪʘ ʝʢʦʥʦʤʠʿʘ ʙʘʟʠʨʘʥʘ ʥʘ ʟʥʘʝˁʝ, ʫʧʨʘʚʫʚʘʥa ʦʜ ʩʪʨʘʥʘ ʥʘ ʧʨʠʤʝʥʘʪʘ ʥʘ 

ʥʦʚʠ ʪʝʭʥʦʣʦʛʠʠ, ʟʘʙʨʟʫʚʘˁʝ ʥʘ ʧʨʦʤʝʥʘʪʘ ʢʦʥ ʚʠʩʦʢʦʢʚʘʣʠʬʠʢʫʚʘʥʠ, ʝʚʨʦʧʩʢʠ ʝʢʦʥʦʤʠʠ. ʆʚoj pʦʛʣʝʜ  

ʨʝʬʣʝʢʪʠʨʘ ʚʦ ʝʢʩʧʘʥʟʠʿʘ ʥʘ ʚʠʩʦʢʦʪʦ ʦʙʨʘʟʦʚʘʥʠʝ ʠ ʢʣʫʯʥʘʪʘ ʫʣʦʛʘ ʥʘ ʚʠʩʦʢʦʪʦ ʦʙʨʘʟʦʚʘʥʠʝ ʚʦ 

ʥʘʮʠʦʥʘʣʥʘʪʘ ʠ ʝʚʨʦʧʩʢʘʪʘ ʝʢʦʥʦʤʩʢʘ ʧʦʣʠʪʠʢʘ. ɿʘʪʦʘ ɽʚʨʦʧʩʢʘʪʘ ʫʥʠʿʘ ʩʝ ʦʙʠʜʫʚʘ ʜʘ ʩʪʘʥʝ 

"ʥʘʿʢʦʥʢʫʨʝʥʪʥʘ ʠ ʥʘʿʜʠʥʘʤʠʯʥʘ ʝʢʦʥʦʤʠʿʘ ʙʘʟʠʨʘʥʘ ʥʘ ʟʥʘʝˁʝ ʚʦ ʩʚʝʪʦʪ, ʩʧʦʩʦʙʥʘ ʟʘ ʦʜʨʞʣʠʚ ʝʢʦʥʦʤʩʢʠ 

ʨʘʩʪ ʩʦ ʧʦʚʝ˃ʝ ʠ ʧʦʜʦʙʨʠ ʨʘʙʦʪʥʠ ʤʝʩʪʘ ʠ ʧʦʛʦʣʝʤʘ ʩʦʮʠʿʘʣʥʘ ʢʦʭʝʟʠʿʘ "(ɽʚʨʦʧʩʢʘ ʢʦʤʠʩʠʿʘ, 2003, ʩʪʨ. 2) ʅʝ 

ʩʘʤʦ ʰʪʦ ʩʦ ʦʙʨʘʟʦʚʘʥʠʝʪʦ ʩʝ ʚʝʨʫʚʘ ʜʝʢʘ ʛʦ ʜʨʞʠ ʢʣʫʯʦʪ ʥʘ ʤʝʺʫʥʘʨʦʜʥʘʪʘ ʢʦʥʢʫʨʝʥʪʥʦʩʪ, ʪʫʢʫ ˃ʝ ʚʣʠʿʘʝ ʠ 

ʚʨʟ ʪʝʤʝʣʠʪʝ ʥʘ ʩʦʮʠʿʘʣʥʘ ʧʨʘʚʜʘ ʠ ʩʦʮʠʿʘʣʥʘ ʢʦʭʝʟʠʿʘ.
17

 

5. ɿʘʢʣʫʯʦʢ  

ʇʦʚʝ˃ʝ ʦʜ ʿʘʩʥʦ ʝ ʜʝʢʘ ʩʝʛʘ,  ʩʝʢʦʿʘ ʦʨʛʘʥʠʟʘʮʠʿʘ ʩʦ ʮʝʣ ʜʘ  ʧʨʝʞʠʚʝʝ ʚʦ ʜʝʥʝʰʥʘʪʘ ʢʦʥʢʫʨʝʥʪʥʘ ʠ 

ʛʣʦʙʘʣʥʘʪʘ ʞʠʚʦʪʥʘ ʩʨʝʜʠʥʘ, ʤʦʨʘ ʜʘ ʩʝ ʩʦʦʯʠ ʩʦ ʧʨʠʥʮʠʧʠʪʝ ʥʘ ʝʢʦʥʦʤʠʿʘʪʘ ʙʘʟʠʨʘʥʘ ʥʘ ʟʥʘʝˁʝ. ʉʬʘ˃ʘʿ˃ʠ 

ʿʘ ʧʦʪʨʝʙʘʪʘ,  ʟʥʘʯʝˁʝʪʦ ʠ ʩʢʘʧʦʮʝʥʦʩʪʘ ʥʘ ʟʥʘʝˁʝʪʦ  ʦʨʛʘʥʠʟʘʮʠʩʢʘʪʘ ʘʜʘʧʪʘʮʠʿʘ ʝ ʦʩʥʦʚʥʠʦʪ ʧʦʩʪʫʣʘʪ ʟʘ 

ʦʧʩʪʘʥʦʢ ʠ ʢʦʤʧʝʪʝʥʪʥʦʩʪ ʚʦ ʚʨʝʤʝʪʦ ʥʘ ʢʦʥʩʪʘʥʪʥʠ ʧʨʦʤʝʥʠ. ɽʬʝʢʪʠʚʥʦʩʪʘ ʤʦʞʝ ʜʘ ʩʝ ʧʦʩʪʠʛʥʝ ʩʘʤʦ 

ʧʨʝʢʫ: ʜʝʬʠʥʠʨʘˁʝ ʥʘ ʝʬʝʢʪʠʚʥʠ ʩʪʨʘʪʝʛʠʠ, ʢʦʨʠʩʪʝˁʝ ʥʘ ʠʥʬʦ ʪʝʭʥʦʣʦʛʠʿʘ ʥʠʚʥʦ ʠʤʧʣʝʤʝʥʪʠʨʘˁʝ  ʠ 

ʨʘʟʚʦʿ ʥʘ ʩʠʩʪʝʤʠ ʟʘ ʫʧʨʘʚʫʚʘˁʝ ʩʦ ʟʥʘʝˁʝ ʠ ʩʠʣʥʘ ʢʫʣʪʫʨʘ ʢʦʿʘ ˃ʝ ʿʘ ʧʨʝʧʦʟʥʘʝ ʥʝʛʦʚʘʪʘ ʧʦʪʨʝʙʘ ʠ ʟʥʘʯʝˁʝ 

ʠ ʪʦʘ ʛʦ ʧʨʠʣʘʛʦʜʠ.  ɿʥʘʝˁʝʪʦ ʢʘʢʦ ʧʨʝʜʫʩʣʦʚ ʥʘ ʫʯʝˁʝʪʦ, ʧʨʝʢʫ ʝʬʠʢʘʩʥʦ ʫʧʨʘʚʫʚʘˁʝ ʤʦʞʝ ʜʘ ʨʝʟʫʣʪʠʨʘ ʩʦ 

ʧʦʜʦʙʨʫʚʘˁʝ ʥʘ ʩʧʦʩʦʙʥʦʩʪʠʪʝ ʠ ʜʝʣʦʚʥʠ ʘʢʪʠʚʥʦʩʪʠ ʥʘ ʫʯʝˁʝ ʥʘ ʦʨʛʘʥʠʟʘʮʠʠʪʝ, ʢʦʠ ʩʦ ʪʦʘ ʤʦʞʘʪ ʜʘ ʿʘ 

ʧʦʜʦʙʨʘʪ ʩʝʚʢʫʧʥʘʪʘ ʝʬʠʢʘʩʥʦʩʪ ʠ ʜʘ ʩʦʟʜʘʜʘʪ ʢʦʥʢʫʨʝʥʪʩʢʘ ʧʨʝʜʥʦʩʪ. 

ʀʥʬʨʘʩʪʨʫʢʪʫʨʘʪʘ ʥʘ ʟʥʘʝˁʝ ʤʦʺʝ ʜʘ ʩʝ ʛʨʘʜʠ ʚʨʟ ʪʨ ʧʦʩʪʫʣʘʪʠ: ʢʨʝʠʨʘˁʝ ʥʘ ʩʠʣʥʘ ʢʫʣʪʫʨʘ ʥʘ ʟʥʘʝˁʝ, 

ʜʝʬʠʥʠʨʘˁʝ ʝʬʝʢʪʠʚʥʠ ʩʪʨʘʪʝʛʠʠ ʟʘ ʝʬʠʢʘʩʥʘ ʫʧʦʪʨʝʙʘ ʥʘ ʩʠʪʝ ʨʝʩʫʨʩʠ ʥʘ ʟʥʘʝˁʝ ʠ   ʢʦʨʠʩʪʝˁʝ ʥʘ ʀʊ ʟʘ 

ʨʘʟʚʦʿ ʥʘ ʤʝʥʘ˅ʤʝʥʪ ʠʥʬʦ ʩʠʩʪʝʤʠ.
18

 

ɿʝ ʝʬʠʢʘʩʥʦʩʪ ʚʦ ʨʘʙʦʪʝˁʝʪʦ ʝ ʧʦʪʨʝʙʥʦ ʟʥʘʝˁʝ. ɿʥʘʝˁʝʪʦ ʢʘʢʦ ʜʦʣʛ ʧʨʦʮʝʩ ʥʘ ʫʯʝˁʝ ʝ ʧʦʚʨʟʘʥʦ ʩʦ 

ʠʩʪʨʘʿʥʦʩʪ ʘ ʚʨʟ ʪʘʘ ʦʩʥʦʚʘ ʩʝ ʛʝʥʝʨʠʨʘ ʠ ʤʦ˃. ʉʝʧʘʢ ʠ ʜʚʝʪʝ ʩʝ ʥʝʜʦʚʦʣʥʠ ʜʦʢʦʣʢʫ ʟʥʘʝˁʝʪʦ ʠ ʤʦ˃ʪʘ ʥʝ 

ʩʦʟʜʘʜʘʪ ʦʨʢʝʩʪʨʠʨʘʥʦ  ʚʣʠʿʘʥʠʝ ʚʨʟ ʥʘʯʠʥʦʪ ʥʘ ʨʘʙʦʪʝˁʝ. ʈʘʙʦʪʥʠʮʠʪʝ ʩʦ ʟʥʘʝˁʝ ʛʠ ʦʜʙʝʣʝʞʫʚʘ ʦʚʘʘ 

ʪʨʠʧʘʨʪʠʪʥʦʩʪ ʙʝʟ ʢʦʿʘ ʥʝ ʤʦʞʘʪ ʜʘ ʙʠʜʘʪ ʢʦʤʧʝʪʠʪʠʚʥʠ ʚʦ ʩʚʝʪʦʪ ʥʘ ʛʣʦʙʘʣʥʘʪʘ ʦʪʚʦʨʝʥʦʩʪ ʥʘ ʩʠʪʝ ʢʦʥ 

ʩʝʢʦʛʦ. 
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Abstract: In contemporary complex and rapidly changing business environment, leaders and leadership styles are a 

vital factor to gaining and maintaining the competitive edge that is much needed to ensure the success and in many 

cases the very survival of business organizations. 

Although much has been researched in the field of leadership, yet much has remained to be studied, especially when 

it comes to leadership styles and finding the impossible answer to the frequently asked question Is there one best 

way of leadership? What makes a leader tick? What makes a successful leader? And what better way to find an 

answer, than to analyze leadership from the followers point of view. 

The main purpose of the paper is to provide a concise analysis of leadership from the followers point of view, of 

course always having in mind the many challenges one faces when attempting to provide a short but holistic analysis 

of such a complex issue. 

Key words: leader, leadership; leadership styles, follower, sub0ordinate 

 

1. THE NATURE OF LEADERSHIP  

Leadership, has been a topic of permanent debate ever since Zaleznik in his 1977 article ñManagers and 

Leaders: Are they differentò
19

 argued that the difference between managers and leaders lies in the conceptions they 

hold, deep in their psyches, of chaos and order. Managers embrace process, seek stability and control, and 

instinctively try to resolve problems quicklyðsometimes before they fully understand a problemôs significance. 

Leaders, in contrast, tolerate chaos and lack of structure and are willing to delay closure in order to understand the 

issues more fully. In this way, business leaders have much more in common with artists, scientists, and other 

creative thinkers than they do with managers. Organizations need both managers and leaders to succeed, but 

developing both requires a reduced focus on logic and strategic exercises in favor of an environment where 

creativity and imagination are permitted to flourish. 

Concern with leadership precedes the business literature on the matter by centuries, with much of the 

literature concerned with military leadership. The academic business literature emerges in the 1920s and the unit of 

analysis is the individual; leadership is about traits possessed by individuals, which may be innate (dispositional) or 

acquired (through experience). Trait theory is fundamentally depressing for the business literature because it implies 

that efforts to improve the quality of leadership in an organization must be limited to appropriate selection. The 

development historically of the literature away from this may be viewed as an attempt to embrace an increasing 

array of organizational variables in order to understand how leadership might be developed or enhanced within 

particular contexts.
20

 

The topic of leadership as a study only appeared in the early 20th century, and today the whole business 

world is obsessed with, as researchers continuously seek a simple yet ideal definition of it. On the other hand, 

organizations worldwide invest greatly in trying to attract and develop leadership, because undeniably all our lives 

are dependent on leadership, whether it is political, individual wellbeing or family treasures. Leadership as a 

phenomenon, is unarguably the most discussed and studied topics in the world today. A simple keyword search in 

the Expanded Academic Index for occurrences of the word "leadership" reveals over 1,200 citations in the year 2000 

alone. On Amazon, a subject search of the study of leadership prompts us to more than 6,300 books, and over 1,400 

hardcover books with leadership in the title. (Krohe, 2000)
21
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The term leadership is usually incorporated in the scientific discipline originally like the common vocabulary 

definition of the word defines it. As a result, it carries consequences that create confusions as uncertainty by some 

other similar terms like authority, supervision and management. 
22

 

Several definitions on leadership are provided in table 1. 

 

Tab.1. Definitions on leadership 

Authors Definition 

Hemphill & Coons, 1957 Leadership is "the behavior of an individual, directing the activities of a group 

toward a shared goal." 

Burns, 1978 Leadership is exercised when persons mobilize institutional, political, psychological, 

and other resources so as to arouse, engage, and satisfy the motives of followers. 

Smircich & Morgan, 1982 Leadership is realized in the process whereby one or more individuals succeed in 

attempting to frame and define the reality of others 

Rauch & Behling, 1984, Leadership is "the process of influencing the activities of an organized group toward 

goal achievement." 

Richards & Engle, 1986 Leadership is about articulating visions, embodying values, and creating the 

environment within which things can be accomplished. 

Jacobs & Jaques, 1990 Leadership is a process of giving purpose (meaningful direction) to collective effort, 

and causing willing effort to be expended to achieve purpose 

Schein, 1992 Leadership "is the ability to step outside the culture - to start evolutionary change 

processes that are more adaptive. 

Drath & Palus, 1994 Leadership is the process of making sense of what people are doing together so that 

people will understand and be committed. 

House et al" 1999 Leadership is "the ability of an individual to influence, motivate, and enable others to 

contribute toward the effectiveness and success of the organizationé" 

 

2. LEADERSHIP AS SEEN BY THE FOLOWERS 

As studied by Robert E. Kelley, effective followers share four crucial qualities :
23

 

Á Self-management: the key to becoming an effective follower is to see yourself as being as talented as your 

leader. 

Á Commitment: being committed beyond yourself. 

Á Competence and focus: mastering your skills through training and development by focusing your efforts for 

maximum impact. 

Á Courage: to fight for what you believe is right with your independent ideas. 

Among the numerous leadership styles, three primary approaches are seen as the fundamentals from the 

followersô perspective
24

: (1) transformational; (2) charismatic; (3) attributions of leadership. In transformational 

leadership, followers find the optimum performance. They work hard for the organization and focus on its 

wellbeing, rather than personal interests. This happens in compliance with the leadersô abilities to recognize change, 
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understand the followers and guide and execute effectively.  In charismatic leadership, followers expect leaders to 

always inspire support and acceptance through their vision. Followers love being led by charismatic leaders, given 

the compelling qualities they possess such as attraction and motivation. Charisma is an essential element in 

transformational leadership, therefore several of these features also apply to transformational leaders. In  

attributions of leadership, followers see and observe different behaviors of leadership. This model subscribes to the 

notion that followers tend to attribute varying levels of leadership ability or power to leaders.
25

 

 

3. ALTERNATIVES TO LEADERSHIP  

Current theories, models and styles of leadership attempt to explain the impact of hierarchical structure 

upon the performance and satisfaction of the followers. Apart from the disagreements with one another in crucial 

aspects, these theories all share the same assumption that while the success of leadership styles varies from the 

situation, some types of leadership will be effective regardless of the situation.
26

  

Furthermore, these contemporary theories and models in leadership have something else in common: a 

principle that acknowledges the great importance of hierarchical leadership. However, some individual, task and 

organizational characteristics act as the ósubstitutesô for leadership, contradicting the superiority of hierarchical 

structure to exert impact over followers. In other situations, substitute factors may exist, but their effect neutralizes 

or negates the influence of the leader, even if the leader is trying to implement leadership. This section focuses on 

this current perspective on leadership and identifies these two alternatives.   

As mentioned, leadership substitutes can be described as individual, task and organizational characteristics 

that tend to influence relationships between leader behavior and follower morale and performance. In other words, 

their impact on leadership outweighs the leaderôs ability to affect subordinates satisfaction and performance.
27

 This 

theory implies that followers will be able to execute their job efficiently without the direction of a leader when other 

factors are in play. Unlike traditional concepts, which strictly suggest that hierarchical leadership is always 

important, regardless of the situation, and that leadership substitutes may be irrelevant.
28

 

For instance, consider what happens when the ambulance with an injured patient urgently appears to the 

door of the emergency room. Do the ER employees wait for the doctor to give orders and instruct them what to do? 

Of course not. They are trained professionals who know how to carry out their duties without the presence of the 

doctor. Therefore, individual ability, experience, training, knowledge, motivation, and professional orientation are 

among the characteristics that may substitute for leadership.
29

  

Business theorists like Jermier and Kerr, also proposed neutralizers as alternatives to leadership, which in 

practice means that even if a leader attempts to get involved in leadership, the progression may render, negate or 

neutralize the process by various factors. In other words, a leadership neutralizer most often avoids a leader from 

executing actions to improve performance, or makes them irrelevant.  

Think for example of a leader with not much experience to his name, assigned to work with a team 

comprised of extraordinarily good experienced followers and a high level of group cohesiveness. These norms may 

prove so strong for the new leader, that he or she can do nothing to change matters. There are also cases when the 

norms are acceptable but not high performance, the leader is powerless and cannot improve things because of the 

group cohesiveness. The process may prove the same in both cases, however, the ability of a leader to adjust the 

situation is nullified by components not under his/her control.
30

 

 

CONCLUSIONS 

Without a doubt leadership is of immense importance for contemporary business organizations, a must in 

providing a competitive advantage in the modern ñbusiness jungleò. As has been noted throughout the dissertation, 
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leadership has been studied quite a lot at the international level and in most cases it has been analyzed as an 

inseparable part of each and every management situation, although leadership itself has much more to offer in terms 

of managing people and business organizations. 

Leadership is a study and concept that people interestingly come up with similar view points and insights. 

Meaning that, the perception of the majority of people about leadership, does not vary a lot from that of intellectuals, 

of course ï apart from the fact that latter are the ones who do the research and come up with clear statements and 

definitions to help us clarify this very broad subject. Certainly, illuminating the nature of leadership is and will be a 

challenge for many generations to come, considering the importance it carries in the society as a whole. Such is the 

nature of leadership that it permits us to call it many names. Realistically speaking, leadership can be many things to 

many people, and specific to a specific situation, however, we must not transgress from the very principles that its 

genuine concept conveys.  Leadership is about influence ï without influence, you cannot become a leader. Basically, 

you need the ability to encourage your colleagues and followers through preaching ethical guidance. Leadership 

embraces the united achievement of a goal through energies that are transferred from the leader to the group of 

people. Hence, leadership is about achieving a task together, where everyone is a winner or in cases of a failure, 

everyone is responsible for it. Operating in groups is another feature that leadership can be defined with, and as 

such, it precludes the inclusion of many forms of leadership training programs that intend to teach people how to 

lead themselves. Leaders and followers always share an objective ï it is more or less an unwritten rule which states 

that leaders who are willing to engage in discussions with their colleagues about determining suitable objectives for 

both sides, will eventually find these objectives realized more efficiently and effectively if they work together. 

Obviously, goals that are imposed by your executive are not impossible to achieve, however, they are harder and 

less effectively developed. All of the above mentioned characterizations of leadership portray the notion of 

leadership as a process, and for this process to be exercised, both the leader and the follower are required ï and they 

both have an ethical accountability to attend. Yet, it needs to be understood that leaders should not be seen as 

something better than followers, nor as people who are above their followers. In fact, the truth is that leaders are 

entangled with their followers in a way that necessitates them to find a common language in their relationship in the 

organizational context. 
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Abstract. This paper presents the necessity and the foundations for the development of a single specific Adult 

education management theory. Different reasons exist to do so: the Adult education system is a reality in every 

country; private Adult education institutions are prevalent in number, and the rules for their management are closer 

to the business and market management than to the school management; the teaching and learning process with 

adults is based on an andragogical approach rather than on a pedagogical approach, et. all. The author also discusses 

the scientific area of Adult education management and its relationships with the theory of management, the theory of 

educational management and the theory of Adult education (andragogy). 

Keywords: Adult education, Andragogy, Management, Educational Management, Adult education management. 

 

ɿɸʑʆ ʄɽʅʀɼɾʄʒʅʊ ʅɸ ʆɹʈɸɿʆɺɸʅʀɽʊʆ ʅɸ ɺʒɿʈɸʉʊʅʀʊɽ? 
ʇʨʦʬ. ɺʷʨʘ ɻʶʨʦʚʘ, ɼʦʢʪʦʨ ʥʘ ʥʘʫʢʠʪʝ 

ʉʋ Ăʉʚ.ʂʣʠʤʝʥʪ ʆʭʨʠʜʩʢʠò ï ʉʦʬʠʷ, ʈʝʧʫʙʣʠʢʘ ɹʲʣʛʘʨʠʷ, ʝ-ʤʝʡʣ ʘʜʨʝʩ: viaragyurova@abv.bg 
 

ʈʝʟʶʤʝ. ɼʦʢʣʘʜʲʪ ʧʨʝʜʩʪʘʚʷ ʥʝʦʙʭʦʜʠʤʦʩʪʪʘ ʠ ʦʩʥʦʚʘʥʠʷʪʘ ʟʘ ʨʘʟʨʘʙʦʪʚʘʥʝ ʥʘ ʝʜʥʘ ʩʧʝʮʠʬʠʯʥʘ ʪʝʦʨʠʷ ʥʘ 

ʤʝʥʠʜʞʤʲʥʪʘ ʥʘ ʦʙʨʘʟʦʚʘʥʠʝʪʦ ʥʘ ʚʲʟʨʘʩʪʥʠʪʝ. ʀʤʘ ʨʘʟʣʠʯʥʠ ʧʨʠʯʠʥʠ ʟʘ ʪʦʚʘ: ʩʠʩʪʝʤʘʪʘ ʟʘ ʦʙʨʘʟʦʚʘʥʠʝ ʥʘ 

ʚʲʟʨʘʩʪʥʠʪʝ ʝ ʨʝʘʣʥʦʩʪ ʚʲʚ ʚʩʷʢʘ ʩʪʨʘʥʘ; ʧʦʚʝʯʝ ʦʪ ʠʥʩʪʠʪʫʮʠʠʪʝ ʟʘ ʦʙʨʘʟʦʚʘʥʠʝʪʦ ʥʘ ʚʲʟʨʘʩʪʥʠʪʝ ʩʘ ʯʘʩʪʥʠ 

ʠ ʧʨʘʚʠʣʘʪʘ ʟʘ ʪʷʭʥʦʪʦ ʫʧʨʘʚʣʝʥʠʝ ʩʘ ʧʦ-ʙʣʠʟʦ ʜʦ ʤʝʥʠʜʞʤʲʥʪʘ ʥʘ ʙʠʟʥʝʩʘ ʠ ʧʘʟʘʨʘ, ʦʪʢʦʣʢʦʪʦ ʜʦ 

ʫʯʠʣʠʱʥʠʷ ʤʝʥʠʜʞʤʲʥʪ; ʧʨʦʮʝʩʲʪ ʥʘ ʦʙʫʯʝʥʠʝ ʥʘ ʚʲʟʨʘʩʪʥʠʪʝ ʩʝ ʙʘʟʠʨʘ ʧʦ-ʩʢʦʨʦ ʥʘ ʝʜʠʥ ʘʥʜʨʘʛʦʛʠʯʝʩʢʠ, ʘ 

ʦʪʢʦʣʢʦʪʦ ʥʘ ʧʝʜʘʛʦʛʠʯʝʩʢʠʷ ʧʦʜʭʦʜ  ʠ ʧʨ. ɸʚʪʦʨʲʪ ʜʠʩʢʫʪʠʨʘ ʩʲʱʦ ʥʘʫʯʥʦʪʦ ʧʦʣʝ ʥʘ ʤʝʥʠʜʞʤʲʥʪʘ ʥʘ 

ʦʙʨʘʟʦʚʘʥʠʝʪʦ ʥʘ ʚʲʟʨʘʩʪʥʠʪʝ ʠ ʥʝʛʦʚʠʪʝ ʨʝʣʘʮʠʠ ʩ ʪʝʦʨʠʷʪʘ ʥʘ ʤʝʥʠʜʞʤʲʥʪʘ, ʪʝʦʨʠʷʪʘ ʥʘ ʦʙʨʘʟʦʚʘʪʝʣʥʠʷ 

ʤʝʥʠʜʞʤʲʥʪ ʠ  ʪʝʦʨʠʷʪʘ ʥʘ ʦʙʨʘʟʦʚʘʥʠʝʪʦ ʥʘ ʚʲʟʨʘʩʪʥʠʪʝ (ʘʥʜʨʘʛʦʛʠʷʪʘ). 

ʂʣʶʯʦʚʠ ʜʫʤʠ: ʆʙʨʘʟʦʚʘʥʠʝ ʥʘ ʚʲʟʨʘʩʪʥʠʪʝ, ɸʥʜʨʘʛʦʛʠʷ, ʄʝʥʠʜʞʤʲʥʪ, ʆʙʨʘʟʦʚʘʪʝʣʝʥ ʤʝʥʠʜʞʤʲʥʪ, 

ʤʝʥʠʜʞʤʲʥʪ ʥʘ ʦʙʨʘʟʦʚʘʥʠʝʪʦ ʥʘ ʚʲʟʨʘʩʪʥʠʪʝ. 

 

Adult education includes a colorful palette of education activities of formal, non-formal, informal and 

incidental nature, independently organized by the learner or planned, organized and offered by various institutions. 

These activities are realized in different locations, in different time and under different forms. Also, development of 

a specific type of education management as a theory shall help explain and support the practice and ñshall introduce 

order into the chaosò (of institutions, forms and resources for Adult education), by regulating, organizing and 

controlling the variety of education activities and services for formal, non-formal and informal education. 

 

In the most general aspect, the development of the theory of Adult education management becomes a 

necessity: 

ǒ when the Adult education sector is differentiated as an important part of the education system, with its 

own structure and management levels; 

ǒ when the market for education services for non-formal Adult education is growing ï new institutions 

appear, most of them not owned by the state, which invest their own funds in this ñbusinessò; 

ǒ when the absence (or shortage) of specific skills for management of education institution, offering 

education services to adults under the conditions of the competitive market becomes evident; 

ǒ when the ñclientsò of Adult education services become too demanding toward the quality of the proposed 

services; 

ǒ when the options for utilizing resources under international programs for education services for adults are 

extended; 

ǒ when, under pressure of international decisions (and trends), development and application of national 

strategies and measures for extending the capacity of adults for lifelong learning are expected; 

ǒ when the demand for education for preparation of educational managers for the Adult education sector 

has started; 

ǒ when problems of Adults education and learning become a part of the academic content of Masterôs 

Degree programs on educational management (Management in/of education). 

  

The other management types are not sufficient to effective manage the Adult education sector, because: 
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  1) The mechanical transfer of solutions from another business (such as company management) in the 

education sector, for which the economic effectiveness is not the main goal (despite the fact that many owners of 

private companies think precisely about the profit) could prove useless, and could even prove harmful. 

 2) Good managers and economists from the industrial sector will likely not be as successful managers in 

the education sector, and in particular ï in the Adult education sector, due to unfamiliarity with the specificity of 

the sector.  

 3) As any other type of management, the Adult education management has its own peculiarities and 

limitations, which have to be known by the education managers in this sector. 

 

The following grounds could be indicated in maintenance of the concept of developing an independent type 

of educational management ï Adult education management. More specifically, these grounds are: 

¶ The Adult education system is a reality in every country;  

¶ Most of the Adult education institutions are private and the rules for their management are closer 

to the business and market management, than to the school management; 

¶ The Adult education process is based more on an andragogical, rather than on a pedagogical 

approach, etc. al.; 

  

 As a specific theory, the Adult education management is segregated at a certain stage of the evolution of ideas 

and theories in management (Figure 1).  

Figure 1 

Origination of Adult education management
31

 

 

 
  

The general theory of management is in the beginning, followed by the educational management theory. 

Much later, differentiation of the sector of Adult education from the sector of school education and out-of-school 

education of children and youth (until they reach full legal age), and the differentiation of the andragogy from 

pedagogy, results in separation, within the framework of the education management theory, of the respective 

management theories ï a theory for school (pedagogical) management and a theory for Adult education 

management. As Figure 2 indicates, the Adult education management is a cross section of the general theory of 

management (GTM/TM), the theory of education management (TEM) and the theory of Adult education/Andragogy 

(TAE/A). 

 

 

 

Figure 2 
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Scope of Adult education management 

 
 

Each of these theories contributes for clarifying the specificity of the management of the system and  the 

institutions offering educational services for adults, as well as specificity of the management of the teaching and 

learning  process with adult learners. In this manner, they support the comprehension and the rationalization of 

Adult education management as a specific scientific field. In particular: 

¶ The general management theory is the methodological foundation of the theory of education 

management in general and in particular of Adult education as a type of education. As such, it represents for the 

Adult education management a foundation of base management concepts (and knowledge), which explain the 

management of each organization (strategic, operational and tactical), regardless of their type and specificities, and 

thus helps clarification of the principles and the functions of the Adult education management, the roles of the 

manager of organizations (institutions), offering educational services for adults, the management styles employed by 

the managers, the strategies of studying the demand and supply of Adult education services on the education 

services market, and other management activities. 

 

¶ The education management theory provides to the Adult education management theory the starting 

positions for management of the education as a system. It supports the clarification of the management of the Adult 

education subsystem within the limits of the education system (laws, structures, relationships, input and output, etc.) 

of the relation ñBusiness (employers) ï Educationò, as well as the conditions for achieving effectiveness of the 

management of the institution and the management of the educational process. In this way, it builds a stable 

education base, which the Adult education management is founded upon in its components (managing of the system, 

of the institutions, of the educational process). 

 

¶ The Adult education theory (andragogy) supports the clarification of the specificities of the Adult 

education system, of the education institutions, offering educational services for adult learners, as well as the 

specificities of the education process with adult learners. In this way, it is facilitated (through the specialized 

concepts/knowledge it offers) the effective management of the system, of the educational institutions, of the courses 

and of the teaching and learning process itself, in accordance with   particularities and  needs of the adult learners.  

Against the background of these theories, the specificities of the Adult education management are 

outlined.  

The object (of study) of the Adult education management theory is: 

¶ Contemporary trends in the Adult education management on the international and on the national level; 

¶ The management of Adult education systems in different countries; 

¶ Management, Educational management and Adult education management theories and their projections 

and application in the field of Adult education as a practice. 

    

 

 TAE/A  

TEM     

   

ADULT EDUCATION  

MANAGEMENT  
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The scope of the Adult education management theory encompasses: 

¶ The research field of the Adult education management theory as an intersection area of the three theories 

ï the Management theory (MT), the Educational management theory (EMT), and the Adult education 

theory/Andragogy (Figure 2);  

¶ The analysis, explanation, establishment and systematization of principles, methods, approaches, and  

Adult education management models; 

¶ The analysis and explanation of the factors, having an influence over the effectiveness of institutions and 

services for Adult education; 

¶ The analysis and explanation of factors and conditions, affecting the quality assurance and the 

effectiveness of the teaching and learning  process with adult learners; 

¶ The Adult education management as a subject (specialty)  and discipline in the academic plans of the 

respective university subjects (specialties) and Masterôs Degrees programs (Management of/in education/ 

Educational management and Adult education management). 

The goal of the Adult education management theory is to explain and support the practice of Adult 

education management (in its different manifestations). 

In relation to the goal, some of the main tasks of the Adult education management theory are related to 

analyzing and supporting: 

¶ State policy in the field of Adult education management (including by developing the modern 

legislation); 

¶ The management of institutions, offering education services for adult learners; 

¶ The preparation and organization of courses with adult learners; 

¶ The management of the teaching and learning  process with adult learners; 

¶ The preparation of management personnel for the field (and for the system) of Adult education. 

 

Among the main functions of the theory of management of Adult education, are: 

¶ Prognostic ï to prognosticate and stimulate the development of strategies and policy for development of 

Adult education; 

¶ Informational and educational ï to inform the specialists of the Adult education sector about actual 

concepts, policies and practices in the field of Adult education; 

¶ Corrective ï to propose options for correcting some management solutions, not quite adequate for some 

situations; 

¶ Supporting ï to support both the practice of management in the field of Adult education and the 

formation of modern experts ï education managers, which will work on different management levels of the Adult 

education system; 

¶ Stimulating ï to provoke and stimulate adequate, creative and innovative solutions of real scientific and 

practical problems of Adult education management, as well as to stimulate the practitioners (managers) of the Adult 

education sector to extend and to enrich their management culture. 

As each scientific theory and the Adult education management theory has its own scientific and applied 

parameters (and limitations). If applying the model for differentiating the areas of the research and practical field of 

the education management, depending on the approaches to it, the study and the ñpracticalò field of the Adult 

education management could be determined (please refer to: Gyurova, V., V. Georgieva, V. Bozhilova, B. 

Kriviradeva, 2009, chapter one, para. 6). In particular, it could be discussed about:  

1) The Adult education management as a theory and practice (theoretical and practical approach) ï its 

subject matter of studying are theoretical formulations (ideas, theories, concepts) and the practical organization of 

these ideas (existing types, forms and institutions for Adult education). 

2) The Adult education management as a system of knowledge (constructivist approach) ï its subject 

matter of studying are knowledge of how to manage the effective realization of the goals of Adult education. 

3) The Adult education management as administration (administrative approach) ï its subject matter of 

studying are the management levels (and boards) of the Adult education system, their interaction and the impact 

over the education institutions, with the purpose of achieving predetermined standards, goals and tasks. 

4) The Adult education management as a specific activity of the managers of institutions, offering 

education services for adults (activity approach) ï its subject matter of studying is the work of the educational 

managers (managers-leaders and lecturers/teachers/trainers) in a single Adult education organization: its functions, 

roles, activities related to organization, planning, coordination, control of the offered education services, selection 
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and the qualification of the personnel, as well as the work of the controlling Adult education organizations ï 

ministries, consumer and client organizations, et. al. 

5) The Adult education management, directed toward organization of the education activity with adult 

learners (andragogical approach) ï the scope of the study are organization and management of the teaching and 

learning process with adult learners. 

If a specific approach of the difference goals of the Adult education management is adopted (provisionally 

it could be named ñprepositions approachò)
32

, it could be discussed about:  

¶ Adult education management ï this refers to organization and management of the Adult education 

system.  

¶ Management in (during) Adult education ï this refers to organization and management of the education 

process; another angle to the management in Adult education offers the review of the different management levels in 

Adult education, including management of the institutions and management of the process.  

¶ Management for/through Adult education ï this refers to the organization and the management of the 

preparation of educational managers for the field of Adult education, including the offered educational opportunities 

(specialties, Masterôs Degree program, courses for acquiring additional qualification and the competencies 

(competence) they provide.  

As for every other type of management, we can talk about theory and practice of the Adult education 

management, which have their own subject, scope, goal, tasks, functions, principles, methods and techniques. 

Everything said up to this point makes it evident the Adult education management has its own place as a 

specific type of education management, with its own field of study, goal, tasks, subject and scope, methods and 

means of research and practical realization. The outlining of the scientific parameters of this specific type of 

education management provides the grounds for the conclusion that among the variety of managers, there is 

sufficient place for one more manager ï educational manager on Adult education (Adult education manager). 
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Abstract: Successful dealing with excessive stress is an important part of the professional competence of any 

modern pedagogue. In this paper the use of pedagogical training as a modern form for their development is 

considered. The presented exercises give an opportunity for link of knowledge with skills, values, behavior patterns. 

Key words: pedagogical training, professional competence, professional stress 

 

ʇɽɼɸɻʆɻʀʏɽʉʂʀʗʊ ʊʈɽʅʀʅɻ - ʌʆʈʄɸ ɿɸ ʈɸɿɺʀɺɸʅɽ ʅɸ 

ʇʈʆʌɽʉʀʆʅɸʃʅʀʊɽ ʂʆʄʇɽʊɽʅʊʅʆʉʊʀ 
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ʈʝʧʫʙʣʠʢʘ ɹʲʣʛʘʨʠʷ sn.yanakieva@gmail.com 

 
ʈʝʟʶʤʝ: ʋʩʧʝʰʥʦʪʦ ʩʧʨʘʚʷʥʝ ʩ ʧʨʝʢʦʤʝʨʥʠʷ ʩʪʨʝʩ ʝ ʚʘʞʥʘ ʯʘʩʪ ʦʪ ʧʨʦʬʝʩʠʦʥʘʣʥʠʪʝ ʢʦʤʧʝʪʝʥʪʥʦʩʪʠ ʥʘ 

ʚʩʝʢʠ ʩʲʚʨʝʤʝʥʝʥ ʧʝʜʘʛʦʛ. ɺ ʥʘʩʪʦʷʱʠʷ ʤʘʪʝʨʠʘʣ ʩʝ ʧʨʝʜʣʘʛʘ ʠʟʧʦʣʟʚʘʥʝʪʦ ʥʘ ʧʝʜʘʛʦʛʠʯʝʩʢʠ ̫ʪʨʝʥʠʥʛ ʢʘʪʦ 

ʩʲʚʨʝʤʝʥʥʘ ʬʦʨʤʘ ʟʘ ʪʷʭʥʦʪʦ ʨʘʟʚʠʚʘʥʝ. ʇʨʝʜʩʪʘʚʝʥʠʪʝ ʫʧʨʘʞʥʝʥʠʷ ʜʘʚʘʪ ʚʲʟʤʦʞʥʦʩʪ ʟʘ ʩʚʲʨʟʚʘʥʝ ʥʘ 

ʟʥʘʥʠʷʪʘ ʩ ʫʤʝʥʠʷʪʘ, ʮʝʥʥʦʩʪʠʪʝ, ʤʦʜʝʣʠʪʝ ʥʘ ʧʦʚʝʜʝʥʠʝ.  

ʂʣʶʯʦʚʠ ʜʫʤʠ: ʧʝʜʘʛʦʛʠʯʝʩʢʠ ʪʨʝʥʠʥʛ, ʧʨʦʬʝʩʠʦʥʘʣʥʠ ʢʦʤʧʝʪʝʥʪʥʦʩʪʠ, ʧʨʦʬʝʩʠʦʥʘʣʝʥ ʩʪʨʝʩ 

 

1. ʋɺʆɼ 
ʉʧʦʨʝʜ ɽʚʨʦʧʝʡʩʢʘʪʘ ʢʚʘʣʠʬʠʢʘʮʠʦʥʥʘ ʨʘʤʢʘ ʟʘ ʫʯʝʥʝ ʧʨʝʟ ʮʝʣʠʷ ʞʠʚʦʪ  ʢʦʤʧʝʪʝʥʪʥʦʩʪʪʘ ʝ ñʜʦʢʘʟʘʥʘ 

ʩʧʦʩʦʙʥʦʩʪ ʟʘ ʠʟʧʦʣʟʚʘʥʝ ʥʘ ʟʥʘʥʠʷ, ʫʤʝʥʠʷ ʠ ʣʠʯʥʦʩʪʥʠ, ʩʦʮʠʘʣʥʠ ʠ/ʠʣʠ ʤʝʪʦʜʦʣʦʛʠʯʥʠ ʜʘʜʝʥʦʩʪʠ ʚ 

ʨʘʙʦʪʥʠ ʠʣʠ ʫʯʝʙʥʠ ʩʠʪʫʘʮʠʠ ʠ ʚ ʧʨʦʬʝʩʠʦʥʘʣʥʦ ʠ ʣʠʯʥʦʩʪʥʦ ʨʘʟʚʠʪʠʝò. ɺ ʪʦʟʠ ʩʤʠʩʲʣ ʪʷ ʤʦʞʝ ʜʘ ʩʝ 

ʨʘʟʛʣʝʞʜʘ ʢʘʪʦ ʢʦʤʧʣʝʢʩʝʥ ʣʠʯʥʦʩʪʝʥ ʠ ʧʨʦʬʝʩʠʦʥʘʣʝʥ ʨʝʩʫʨʩ, ʦʩʠʛʫʨʷʚʘʱ ʫʩʧʝʰʥʘ ʧʨʦʬʝʩʠʦʥʘʣʥʘ 

ʜʝʡʥʦʩʪ. ɿʘʪʦʚʘ ʠ ʟʘ ʥʝʡʥʦʪʦ ʨʘʟʚʠʚʘʥʝ ʩʘ ʢʨʘʡʥʦ ʥʝʜʦʩʪʘʪʲʯʥʠ ʩʘʤʦ Ăʪʨʘʜʠʮʠʦʥʥʠʪʝò ʬʦʨʤʠ, ʤʝʪʦʜʠ, 

ʩʨʝʜʩʪʚʘ.  

ɺ ʥʘʩʪʦʷʱʠʷ ʤʘʪʝʨʠʘʣ ʩʝ ʧʨʝʜʣʘʛʘ ʠʟʧʦʣʟʚʘʥʝʪʦ ʥʘ ʧʨʦʬʝʩʠʦʥʘʣʥʦ-ʧʝʜʘʛʦʛʠʯʝʩʢʠ ʪʨʝʥʠʥʛ ʢʘʪʦ ʚʘʨʠʘʥʪ 

ʥʘ ʩʦʮʠʘʣʥʦ-ʧʩʠʭʦʣʦʛʠʯʝʩʢʠʷ ʪʨʝʥʠʥʛ. ʂʦʥʢʨʝʪʥʠʷʪ ʧʨʠʤʝʨ ʝ ʩʚʲʨʟʘʥ ʩ ʝʜʠʥ ʥʘʙʦʣʷʣ ʧʨʦʙʣʝʤ ʚ 

ʧʦʤʘʛʘʱʠʪʝ ʧʨʦʬʝʩʠʠ ï ʩʧʨʘʚʷʥʝʪʦ ʩ ʧʨʦʬʝʩʠʦʥʘʣʥʠʷ ʩʪʨʝʩ. ʋʩʧʝʰʥʦʪʦ ʩʧʨʘʚʷʥʝ ʩ ʧʨʝʢʦʤʝʨʥʠʷ ʩʪʨʝʩ ʝ 

ʚʘʞʥʘ ʯʘʩʪ ʦʪ ʧʨʦʬʝʩʠʦʥʘʣʥʠʪʝ ʢʦʤʧʝʪʝʥʪʥʦʩʪʠ ʥʘ ʚʩʝʢʠ ʩʲʚʨʝʤʝʥʝʥ ʧʝʜʘʛʦʛ. 

 

2. ʆʉʆɹɽʅʆʉʊʀ ʅɸ ʇʈʆʌɽʉʀʆʅɸʃʅʆ-ʇɽɼɸɻʆɻʀʏɽʉʂʀʗ ʊʈɽʅʀʅɻ 

ʅʘʡ-ʦʙʱʦ ʩʦʮʠʘʣʥʦ-ʧʩʠʭʦʣʦʛʠʯʝʩʢʠʷʪ ʪʨʝʥʠʥʛ ʤʦʞʝ ʜʘ ʩʝ ʦʧʨʝʜʝʣʠ ʢʘʪʦ ʧʨʦʮʝʩ ʥʘ ʠʥʪʝʥʟʠʚʥʦ 

ʬʦʨʤʠʨʘʱʦ ʚʟʘʠʤʦʜʝʡʩʪʚʠʝ ʚ ʤʘʣʢʘ ʩʦʮʠʘʣʥʘ ʛʨʫʧʘ, ʚ ʨʝʟʫʣʪʘʪ ʥʘ ʢʦʝʪʦ ʩʝ ʧʦʩʪʠʛʘ ʠʟʤʝʥʝʥʠʝ ʥʘ ʟʥʘʥʠʷʪʘ, 

ʫʤʝʥʠʷʪʘ, ʥʘʛʣʘʩʠʪʝ ʠ  ʮʝʥʥʦʩʪʥʠʪʝ ʦʨʠʝʥʪʘʮʠʠ ʥʘ ʯʦʚʝʢʘ [6, ʩ. 14]. ʉʲʟʜʘʚʘʥʝʪʦ ʠ ʫʪʚʲʨʞʜʘʚʘʥʝʪʦ ʥʘ 

ʩʦʮʠʘʣʥʦ-ʧʩʠʭʦʣʦʛʠʯʝʩʢʠʷ ʪʨʝʥʠʥʛ ʢʘʪʦ ʘʣʪʝʨʥʘʪʠʚʥʘ ʬʦʨʤʘ ʥʘ ʦʙʫʯʝʥʠʝ ʩʝ ʩʚʲʨʟʚʘ ʩ ʠʤʝʥʘʪʘ ʥʘ ʂ. ʃʝʚʠʥ, 

ʃ. ɹʨʘʜʬʦʨʜ, ʂ. ʈʦʜʞʲʨʩ ʠ ʜʨ. 

 

2.1. ʇʨʦʬʝʩʠʦʥʘʣʥʦ-ʧʝʜʘʛʦʛʠʯʝʩʢʠʷʪ ʪʨʝʥʠʥʛ ʝ ʩʧʝʮʠʘʣʥʦ ʥʘʩʦʯʝʥ ʟʘ ʨʝʰʘʚʘʥʝʪʦ ʥʘ ʟʥʘʯʠʤʠ 

ʧʝʜʘʛʦʛʠʯʝʩʢʠ ʧʨʦʙʣʝʤʠ ʚ ʨʝʟʫʣʪʘʪ ʦʪ ʠʥʪʝʥʟʠʚʥʠʪʝ ʚʟʘʠʤʦʜʝʡʩʪʚʠʷ ʠ ʦʧʠʪ ʚ ʛʨʫʧʘʪʘ. ʇʨʝʜʥʘʟʥʘʯʝʥʠʝʪʦ ʤʫ 

ʝ ʩʚʲʨʟʘʥʦ ʢʘʢʪʦ ʩ ʫʩʲʚʲʨʰʝʥʩʪʚʘʥʝ ʥʘ ʧʨʦʬʝʩʠʦʥʘʣʥʘʪʘ ʢʦʤʧʝʪʝʥʪʥʦʩʪ, ʪʘʢʘ ʠ ʩ ʣʠʯʥʦʩʪʥʦʪʦ ʨʘʟʚʠʪʠʝ ʥʘ 

ʫʯʘʩʪʥʠʮʠʪʝ.  

ʅʝʟʘʚʠʩʠʤʦ ʦʪ ʩʧʝʮʠʬʠʢʘʪʘ ʥʘ ʨʘʟʣʠʯʥʠʪʝ ʨʘʟʥʦʚʠʜʥʦʩʪʠ ʥʘ ʪʨʝʥʠʥʛʦʚʠʪʝ ʬʦʨʤʠ, ʚ ʦʙʫʯʝʥʠʝʪʦ ʩ 

ʫʯʠʪʝʣʠ ʥʘʡ-ʭʘʨʘʢʪʝʨʥʠ ʩʘ ʩʣʝʜʥʠʪʝ ʦʩʦʙʝʥʦʩʪʠ [ʧʦ 2, ʩ. 5 ʠ ʜʨ.]: 

- ʦʙʫʯʝʥʠʝ ʚ ʨʘʤʢʠʪʝ ʥʘ ʩʲʚʤʝʩʪʥʘ ʛʨʫʧʦʚʘ ʜʝʡʥʦʩʪ; 

- Ăʫʯʝʥʝ ʯʨʝʟ ʩʦʙʩʪʚʝʥ ʦʧʠʪ ʠ ʧʨʝʞʠʚʷʚʘʥʝò ï ʦʙʫʯʝʥʠʝ, ʦʩʥʦʚʘʥʦ ʥʘ ʧʨʠʜʦʙʠʪʠʷ ʧʨʦʬʝʩʠʦʥʘʣʝʥ ʦʧʠʪ, ʥʦ 

ʧʨʝʜʠ ʚʩʠʯʢʦ ʥʘ ʧʦʟʥʘʚʘʪʝʣʥʘʪʘ ʦʙʨʘʙʦʪʢʘ ʥʘ ʝʤʦʮʠʦʥʘʣʥʠʷ ʦʧʠʪ, ʠʟʚʣʝʯʝʥ ʦʪ ʛʨʫʧʦʚʘʪʘ ʨʘʙʦʪʘ. ʊʦʟʠ 

ʪʠʧ ʫʯʝʥʝ ʩʝ ʦʙʷʩʥʷʚʘ ʩ ʠʟʚʝʩʪʥʠʷ ʮʠʢʲʣ ʥʘ ʫʯʝʥʝʪʦ ʥʘ ɼʝʡʚʠʜ ʂʦʣʙ, ʩʲʩʪʦʷʱ ʩʝ ʦʪ ʯʝʪʠʨʠ ʩʪʲʧʢʠ: 1. 

ʢʦʥʢʨʝʪʝʥ ʦʧʠʪ ʚ ʛʨʫʧʘʪʘ (ʠʣʠ ʘʢʪʫʘʣʠʟʠʨʘʥʝ ʥʘ ʤʠʥʘʣ ʦʧʠʪ), 2. ʦʩʤʠʩʣʷʥʝ ʥʘ ʦʧʠʪʘ (ʨʝʬʣʝʢʩʠʷ), 3. 

ʢʦʥʮʝʧʪʫʘʣʠʟʠʨʘʥʝ ʠ ʛʝʥʝʨʘʣʠʟʠʨʘʥʝ,  4. ʝʢʧʝʨʠʤʝʥʪʠʨʘʥʝ ʚ ʜʨʫʛʠ ʩʠʪʫʘʮʠʠ ʥʘ ʥʦʚʦʪʦ ʧʦʚʝʜʝʥʠʝ. 

ʎʠʢʲʣʲʪ ʩʝ ʧʦʚʪʘʨʷ ʦʪʥʦʚʦ ʠ ʦʪʥʦʚʦ, ʢʘʪʦ ʥʘʯʘʣʥʘʪʘ ʪʦʯʢʘ ʥʘ ʫʯʝʥʝʪʦ ʤʦʞʝ ʜʘ ʙʲʜʝ ʚʩʷʢʘ ʦʪ ʯʝʪʠʨʠʪʝ 
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ʬʘʟʠ. ɺ ʪʨʝʥʠʥʛʦʚʠʪʝ ʛʨʫʧʠ ʦʙʘʯʝ ʝ ʥʝʦʙʭʦʜʠʤʦ ʦʙʫʯʝʥʠʝʪʦ ʜʘ ʟʘʧʦʯʚʘ ʦʪ ʧʲʨʚʘ ʬʘʟʘ ï 

ʝʢʩʧʝʨʠʤʝʥʪʠʨʘʥʝ ʥʘ ʥʦʚʠ ʬʦʨʤʠ ʥʘ ʧʦʚʝʜʝʥʠʝ ʟʘ ʧʨʠʜʦʙʠʚʘʥʝ ʥʘ ʥʦʚ ʦʧʠʪ. 

- ʦʙʫʯʝʥʠʝ, ʦʙʚʲʨʟʚʘʱʦ ʣʠʯʥʦʩʪʪʘ ʥʘ ʫʯʠʪʝʣʷ ʩ ʥʝʛʦʚʘʪʘ ʧʨʦʬʝʩʠʷ; 

- ʦʙʫʯʝʥʠʝ ʩ ʜʝʡʩʪʚʝʥ ʭʘʨʘʢʪʝʨ; 

- ʦʙʫʯʝʥʠʝ ʩ ʠʥʪʝʨʘʢʪʠʚʝʥ ʭʘʨʘʢʪʝʨ, ʢʘʪʦ ʘʢʮʝʥʪʲʪ ʝ ʚʲʨʭʫ ʚʟʘʠʤʦʜʝʡʩʪʚʠʷʪʘ ʤʝʞʜʫ ʯʣʝʥʦʚʝʪʝ ʥʘ 
ʛʨʫʧʘʪʘ, ʘ ʥʝ ʤʝʞʜʫ ʚʦʜʝʱʠʷ ʠ ʦʪʜʝʣʥʠ ʫʯʘʩʪʥʠʮʠ; 

- ʦʙʫʯʝʥʠʝ ʯʨʝʟ ʩʪʨʫʢʪʫʨʠʨʘʥʠ ʩʨʝʱʠ, ʜʝʡʥʦʩʪʠ ʠ ʟʘʜʘʯʠ, ʩʲʟʥʘʪʝʣʥʦ ʥʘʩʦʯʚʘʥʠ ʢʲʤ ʧʨʦʙʣʝʤʠʪʝ ʥʘ 

ʫʯʠʪʝʣʩʢʠʷ ʪʨʫʜ ʠ ʣʠʯʥʦʩʪ.  

- ʥʝʧʨʝʢʲʩʥʘʪʦ ʦʩʲʱʝʩʪʚʷʚʘʥʝ ʥʘ ʝʬʝʢʪʠʚʥʘ ʦʙʨʘʪʥʘ ʚʨʲʟʢʘ ʤʝʞʜʫ ʫʯʘʩʪʥʠʮʠʪʝ, ʢʦʷʪʦ ʝ Ăʦʩʥʦʚʝʥ 

ʦʙʫʯʘʚʘʱ ʤʝʭʘʥʠʟʲʤò ʚ ʪʨʝʥʠʥʛʦʚʘʪʘ ʛʨʫʧʘ - ʜʘʚʘ ʚʲʟʤʦʞʥʦʩʪ ʥʘ ʧʘʨʪʥʴʦʨʘ ʜʘ ʦʩʲʟʥʘʝ ʧʦ-ʜʦʙʨʝ ʢʘʢ 

ʥʝʛʦʚʦʪʦ ʧʦʚʝʜʝʥʠʝ ʝ ʧʦʚʣʠʷʣʦ ʚʲʨʭʫ ʥʘʩ, ʢʘʢʚʠ ʯʫʚʩʪʚʘ ʝ ʧʨʝʜʠʟʚʠʢʘʣʦ ʠ ʢʘʢ ʥʠʝ ʛʦ ʚʲʟʧʨʠʝʤʘʤʝ [5, ʩ. 

224].  

 

2.2. ʎʝʣʠ ʥʘ ʧʨʦʬʝʩʠʦʥʘʣʥʦ-ʧʝʜʘʛʦʛʠʯʝʩʢʠʷ ʪʨʝʥʠʥʛ ʢʘʪʦ ʦʨʛʘʥʠʟʘʮʠʦʥʥʘ ʬʦʨʤʘ ʥʘ ʦʙʫʯʝʥʠʝ: 

ʆʩʥʦʚʥʘʪʘ ʮʝʣ ʝ ʜʘ ʩʝ ʫʩʲʚʲʨʰʝʥʩʪʚʘʪ ʧʨʦʬʝʩʠʦʥʘʣʥʠʪʝ ʢʦʤʧʝʪʝʥʪʥʦʩʪʠ ʥʘ ʫʯʠʪʝʣʷ, ʢʦʷʪʦ ʙʠ ʤʦʛʣʘ ʜʘ 

ʩʝ ʦʧʝʨʘʮʠʦʥʘʣʠʟʠʨʘ ʜʦ ʨʝʜʠʮʘ ʧʦʜʮʝʣʠ, ʥʘʧʨʠʤʝʨ: 

- ʦʙʩʲʞʜʘʥʝ ʠ ʪʲʨʩʝʥʝ ʥʘ ʨʝʰʝʥʠʷ ʥʘ ʧʨʦʬʝʩʠʦʥʘʣʥʠ ʧʨʦʙʣʝʤʠ; 

- ʪʲʨʩʝʥʝ ʥʘ ʚʲʟʤʦʞʥʦʩʪʠ ʟʘ ʧʨʦʬʝʩʠʦʥʘʣʥʦ-ʣʠʯʥʦʩʪʥʦ ʨʘʟʚʠʪʠʝ  ʥʘ ʫʯʘʩʪʥʠʮʠʪʝ, ʚʢʣʶʯʠʪʝʣʥʦ ʠ 

ʣʠʯʥʦʩʪʥʘ ʧʨʦʤʷʥʘ [2, ʩ. 9; 4 ʠ ʜʨ.]. 

 

2.3. ʆʩʥʦʚʥʠʪʝ ʧʨʠʥʮʠʧʠ ʥʘ ʨʘʙʦʪʘ, ʢʦʠʪʦ ʩʝ ʧʨʝʚʨʲʱʘʪ ʠ ʚ ʧʨʘʚʠʣʘ ʠ ʫʩʣʦʚʠʷ ʟʘ ʫʩʧʝʰʝʥ ʨʝʟʫʣʪʘʪ [1, 

2], ʩʘ: 

¶ ɼʦʙʨʦʚʦʣʥʦ ʫʯʘʩʪʠʝ ʚ ʤʘʣʢʘ ʛʨʫʧʘ (8-12-15 ʫʯʘʩʪʥʠʮʠ) ʩ ʧʦʩʪʦʷʥʝʥ ʩʲʩʪʘʚ; 

¶ ʇʨʠʥʮʠʧ Ăʪʫʢ ʠ ʩʝʛʘò ï ʘʢʪʫʘʣʥʘʪʘ ʩʠʪʫʘʮʠʷ ʚ ʛʨʫʧʘʪʘ ʝ ʦʩʥʦʚʝʥ ʠʟʪʦʯʥʠʢ ʥʘ ʝʥʝʨʛʠʷ, 

ʚʟʘʠʤʦʜʝʡʩʪʚʠʷ ʠ ʝʤʦʮʠʦʥʘʣʥʠ ʧʨʝʞʠʚʷʚʘʥʠʷ; 

¶ ɽʤʦʮʠʦʥʘʣʝʥ ʭʘʨʘʢʪʝʨ ʥʘ ʚʟʘʠʤʦʜʝʡʩʪʚʠʷʪʘ - ʘʢʮʝʥʪ ʚʲʨʭʫ ʧʨʝʞʠʚʷʚʘʥʠʷʪʘ, ʢʦʠʪʦ ʩʣʝʜ ʪʦʚʘ ʩʝ 

ʦʩʤʠʩʣʷʪ ʢʦʛʥʠʪʠʚʥʦ, ʢʦʥʮʝʧʪʫʘʣʠʟʠʨʘʪ ʠ ʧʨʠʣʘʛʘʪ ʚ ʥʦʚʠ ʩʠʪʫʘʮʠʠ; 

¶ ʉʲʟʜʘʚʘʥʝ ʥʘ ʘʪʤʦʩʬʝʨʘ ʥʘ ʧʩʠʭʠʯʥʘ ʩʠʛʫʨʥʦʩʪ ʠ ʚʟʘʠʤʥʦ ʜʦʚʝʨʠʝ, ʠʟʨʘʟʷʚʘʱʠ ʩʝ ʧʦ-ʢʦʥʢʨʝʪʥʦ ʚ: 

- ʦʪʢʨʠʪʦʩʪ ï ʩʚʦʙʦʜʥʦ ʠʟʨʘʟʷʚʘʥʝ ʥʘ ʯʫʚʩʪʚʘ ʠ ʧʦʟʠʮʠʠ, ʙʝʟ ʩʪʨʘʭ ʦʪ ʥʝʛʘʪʠʥʠ ʦʮʝʥʢʠ ʠ ʥʝʧʨʘʚʠʣʥʠ 

ʠʥʪʝʨʧʨʝʪʘʮʠʠ; 

- ʥʝʦʮʝʥʲʯʥʦʩʪ ï ʩʪʨʝʤʝʞ ʢʲʤ ʠʟʙʷʛʚʘʥʝ ʥʘ ʝʪʠʢʝʪʠʨʘʥʝʪʦ, ʩʪʝʨʝʦʪʠʧʥʦʪʦ ʦʮʝʥʷʚʘʥʝ, ʢʦʠʪʦ ʯʝʩʪʦ 

ʘʢʪʠʚʠʨʘʪ ʟʘʱʠʪʥʠʪʝ ʤʝʭʘʥʠʟʤʠ ʥʘ ʣʠʯʥʦʩʪʪʘ; 

- ʘʢʪʠʚʥʦʩʪ ʠ ʠʥʠʮʠʘʪʠʚʥʦʩʪ (ʥʦ ʙʝʟ ʥʘʪʠʩʢ), ʟʘ ʜʘ ʩʝ ʧʨʠʜʦʙʠʚʘ ʠ ʦʩʤʠʩʣʷ ʩʦʙʩʪʚʝʥ ʦʧʠʪ ʚ ʛʨʫʧʘʪʘ; 

- ʩʫʙʝʢʪʥʦʩʪ ʥʘ ʫʯʘʩʪʥʠʮʠʪʝ ï ʧʨʘʚʦʪʦ ʠʤ ʜʘ ʠʟʨʘʟʷʚʘʪ ʠʥʜʠʚʠʜʫʘʣʥʦʩʪʪʘ ʩʠ, ʜʘ ʥʝ ʤʠʩʣʷʪ ʝʜʥʘʢʚʦ, 

ʩʘʤʦ ʟʘ ʜʘ ʩʝ ʭʘʨʝʩʘʪ ʥʘ ʦʩʪʘʥʘʣʠʪʝ; 

- ʜʦʙʨʦʞʝʣʘʪʝʣʥʦʩʪ, ʘʢʮʝʥʪ ʚʲʨʭʫ ʩʠʣʥʠʪʝ ʩʪʨʘʥʠ ʥʘ ʫʯʘʩʪʥʠʮʠʪʝ; 

- ʛʨʫʧʦʚʘ ʠ ʣʠʯʥʘ ʦʪʛʦʚʦʨʥʦʩʪ; 

- ʦʢʘʟʚʘʥʝ ʥʘ ʧʦʜʢʨʝʧʘ ʠ ʜʨ. 

  

2.4. ɻʨʫʧʦʚʦʜʠʥʘʤʠʯʥʠ ʧʨʦʮʝʩʠ: 

ʀʟʚʲʨʰʚʘʱʠʪʝ ʩʝ ʧʨʦʤʝʥʠ ʚ ʛʨʫʧʘʪʘ ʩʝ ʬʦʨʤʫʣʠʨʘʪ ʧʦ ʨʘʟʣʠʯʥʠ ʥʘʯʠʥʠ ʚ ʩʧʝʮʠʘʣʠʟʠʨʘʥʘʪʘ 

ʣʠʪʝʨʘʪʫʨʘ. ʊʷʭʥʦʪʦ ʧʦʟʥʘʚʘʥʝ ʦʪ ʚʦʜʝʱʠʷ (ʛʨʫʧʦʚʠʷ ʨʝʬʝʨʝʥʪ) ʝ ʤʥʦʛʦ ʥʝʦʙʭʦʜʠʤʦ, ʧʦʨʘʜʠ ʚʲʟʤʦʞʥʦʩʪʪʘ 

ʜʘ ʥʘʩʦʯʚʘ ʧʣʘʚʥʦ ʛʨʫʧʘʪʘ ʢʲʤ ʧʦ-ʝʬʝʢʪʠʚʥʠ ʬʦʨʤʠ ʥʘ ʧʦʚʝʜʝʥʠʝ, ʜʘ ʧʦʜʪʠʢʚʘ ʢʲʤ ʨʘʟʚʠʪʠʝ ʦʪ ʧʦ-ʚʠʩʰʠ 

ʥʠʚʘ ʠ ʪʲʨʩʝʥʝ ʥʘ ʪʚʦʨʯʝʩʢʠ ʠ ʧʨʦʜʫʢʪʠʚʥʠ ʨʝʰʝʥʠʷ ʥʘ ʦʙʩʲʞʜʘʥʠʪʝ ʧʨʦʙʣʝʤʠ. ʊʫʢ ʱʝ ʙʲʜʝ ʧʦʩʦʯʝʥ ʝʜʠʥ 

ʦʪ ʚʘʨʠʘʥʪʠʪʝ, ʚʢʣʶʯʚʘ ɦʩʣʝʜʥʠʪʝ ʬʘʟʠ [2, ʩ. 16-17 ʠ ʜʨ.], ʢʘʪʦ ʝ ʥʘʧʲʣʥʦ ʚʲʟʤʦʞʥʦ ʪʨʝʥʠʥʛʦʚʘʪʘ ʛʨʫʧʘ ʜʘ 

ʥʝ ʧʨʝʤʠʥʝ ʧʨʝʟ ʚʩʠʯʢʠ ʠ ʜʦʨʠ ʜʘ ʩʝ ʚʲʨʥʝ ʥʘʟʘʜ: 

1. ʬʦʨʤʠʨʘʥʝ ï ʦʪʣʠʯʘʚʘ ʩʝ ʩ ʧʦʚʠʰʝʥʘ ʪʨʝʚʦʞʥʦʩʪ, ʥʝʩʠʛʫʨʥʦʩʪ, ʣʠʧʩʘ ʥʘ ʜʦʚʝʨʠʝ, ʥʝʷʩʥʠ ʮʝʣʠ, 

ʯʝʩʪʦ ʥʝʝʩʪʝʩʪʚʝʥʦʩʪ ʚ ʧʦʚʝʜʝʥʠʝʪʦ, Ăʦʧʠʧʚʘʥʝ ʥʘ ʧʦʯʚʘʪʘò ʠ ʜʨ. ʇʨʠʝʤʘ ʩʝ, ʯʝ ʬʘʟʘʪʘ ʟʘʚʲʨʰʚʘ, 

ʢʦʛʘʪʦ ʦʪʜʝʣʥʠʪʝ ʫʯʘʩʪʥʠʮʠ ʟʘʧʦʯʚʘʪ ʜʘ ʩʝ ʚʲʟʧʨʠʝʤʘʪ ʢʘʪʦ ʯʘʩʪ ʦʪ ʛʨʫʧʘʪʘ. 

2. ʙʫʨʝʥ ʧʝʨʠʦʜ, ʧʨʝʟ ʢʦʡʪʦ ʥʝ ʩʘ ʨʷʜʢʦʩʪ ʢʦʥʬʣʠʢʪʠʪʝ, ʙʦʨʙʘʪʘ ʟʘ ʚʣʠʷʥʠʝ ʠ ʧʦʟʠʮʠʠ, ʢʦʥʢʫʨʝʥʪʥʠʪʝ 

ʦʪʥʦʰʝʥʠʷ. ʅʷʢʦʠ ʦʪ ʫʯʘʩʪʥʠʮʠʪʝ ʩʘ ʥʘʩʪʨʦʝʥʠ ʚʨʘʞʜʝʙʥʦ, ʘ ʜʨʫʛʠ ï ʟʘʱʠʪʥʦ. ʇʨʝʟ ʪʘʟʠ ʬʘʟʘ 

ʪʨʷʙʚʘ ʜʘ ʟʘʧʦʯʥʝ ʠ ʩʧʘʟʚʘʥʝʪʦ ʥʘ ʦʧʨʝʜʝʣʝʥʠ ʛʨʫʧʦʚʠ ʥʦʨʤʠ, ʦʛʨʘʥʠʯʝʥʠʷ, ʧʨʘʚʠʣʘ.  

3. ʥʦʨʤʠʨʘʥʝ (ʠ ʥʦʨʤʘʣʠʟʠʨʘʥʝ) ï ʨʦʣʠʪʝ ʩʘ ʨʘʟʧʨʝʜʝʣʝʥʠ, ʦʪʥʦʰʝʥʠʷʪʘ ʩʘ ʦʪʥʦʩʠʪʝʣʥʦ ʩʧʦʢʦʡʥʠ ʠ 

ʜʝʡʥʦʩʪʪʘ ʥʘ ʛʨʫʧʘʪʘ ʝ ʧʨʦʜʫʢʪʠʚʥʘ. ʇʨʘʚʠʣʘʪʘ ʥʘ ʛʨʫʧʦʚʘ ʨʘʙʦʪʘ ʩʝ ʩʧʘʟʚʘʪ ʙʝʟ ʥʘʧʦʤʥʷʥʝ.  

ʇʦʚʝʯʝʪʦ ʫʯʘʩʪʥʠʮʠ ʠʟʧʠʪʚʘʪ ʜʦʚʝʨʠʝ ʠ ʩʠʛʫʨʥʦʩʪ, ʦʢʘʟʚʘʪ ʩʠ ʧʦʜʢʨʝʧʘ ʠ ʥʝʧʨʝʢʲʩʥʘʪʦ ʦʙʤʝʥʷʪ 

ʦʙʨʘʪʥʘ ʚʨʲʟʢʘ.  
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4. ʠʟʧʲʣʥʝʥʠʝ ï ʛʨʫʧʘʪʘ ʥʘʩʦʯʚʘ ʝʥʝʨʛʠʷʪʘ ʩʠ ʢʲʤ ʚʩʝ ʧʦ-ʧʨʦʜʫʢʪʠʚʥʦ ʠʟʧʲʣʥʝʥʠʝ ʥʘ ʟʘʜʘʯʠʪʝ, ʪʲʡ 

ʢʘʪʦ ʝ ʨʝʰʠʣʘ ʦʩʥʦʚʥʠʪʝ ʧʨʦʙʣʝʤʠ ʩ ʚʟʘʠʤʦʦʪʥʦʰʝʥʠʷʪʘ. ʏʣʝʥʦʚʝʪʝ ʡ ʩʘ ʧʨʠʝʣʠ ʨʘʟʣʠʯʠʷʪʘ ʩʠ, 

ʠʟʧʦʣʟʚʘʪ ʛʠ ʧʦ-ʩʢʦʨʦ ʢʘʪʦ ʨʝʩʫʨʩ, ʦʪʢʦʣʢʦʪʦ ʢʘʪʦ ʠʟʪʦʯʥʠʢ ʥʘ ʢʦʥʬʣʠʢʪʠ ʠ ʫʩʧʝʰʥʦ ʩʝ ʩʧʨʘʚʷʪ ʩ 

ʦʙʱʘʪʘ ʮʝʣ. 

5. ʦʪʪʝʛʣʷʥʝ, ʧʨʝʢʲʩʚʘʥʝ ï ʪʨʝʥʠʥʛʦʚʘʪʘ ʛʨʫʧʘ ʝ ʚʨʝʤʝʥʥʘ ʠ ʠʜʚʘ ʤʦʤʝʥʪ ʥʘ ʧʨʝʢʨʘʪʷʚʘʥʝ ʥʘ 

ʜʝʡʥʦʩʪʪʘ ʡ. ʆʪʥʦʚʦ, ʢʘʢʪʦ ʚ ʧʲʨʚʘʪʘ ʬʘʟʘ, ʝ ʚʲʟʤʦʞʥʦ ʯʣʝʥʦʚʝʪʝ ʡ ʜʘ ʧʨʦʷʚʷʪ ʧʦʚʠʰʝʥʘ 

ʪʨʝʚʦʞʥʦʩʪ ʠ ʩʠʣʥʠ ʝʤʦʮʠʠ, ʥʦ ʚʝʯʝ ʧʦ ʜʨʫʛʠ ʧʨʠʯʠʥʠ ï ʝʤʦʮʠʦʥʘʣʥʘ ʙʣʠʟʦʩʪ, ʫʜʦʚʣʝʪʚʦʨʝʥʦʩʪ ʦʪ 

ʠʟʤʠʥʘʣʠʷ ʧʲʪ, ʪʲʛʘ ʦʪ ʨʘʟʜʷʣʘʪʘ ʠ ʪ.ʥ. 

ɽʪʦ ʥʷʢʦʠ ʥʘʩʦʯʚʘʱʠ ʚʲʧʨʦʩʠ, ʢʦʠʪʦ ʚʦʜʝʱʠʷʪ ʠʟʧʦʣʟʚʘ ʟʘ ʨʘʟʚʠʪʠʝ ʠ ʧʨʦʩʣʝʜʷʚʘʥʝ ʥʘ 

ʛʨʫʧʦʚʦʜʠʥʘʤʠʯʥʠʪʝ ʧʨʦʮʝʩʠ: 

- ʂʘʢ ʩʧʦʨʝʜ ʚʘʩ ʧʨʦʪʝʯʝ ʦʙʩʲʞʜʘʥʝʪʦ ʚ ʛʨʫʧʘʪʘ? 

- ʀʤʘʰʝ ʣʠ ʥʘʨʫʰʘʚʘʥʝ ʥʘ ʧʨʘʚʠʣʘʪʘ? 

- ʄʠʩʣʠʪʝ ʣʠ, ʯʝ ʧʦʩʪʠʛʥʘʭʪʝ ʠʩʪʠʥʩʢʦ ʛʨʫʧʦʚʦ ʨʝʰʝʥʠʝ? 

- ʂʘʢʚʠ ʚʠʜʦʚʝ ʧʦʚʝʜʝʥʠʝ ʧʦʜʧʦʤʘʛʘʭʘ ʠ ʢʘʢʚʠ ʧʨʝʯʝʭʘ ʥʘ ʛʨʫʧʦʚʘʪʘ ʨʘʙʦʪʘ? 

- ʂʘʢ ʩʝ ʯʫʚʩʪʚʘʪʝ ʦʪ ʢʨʘʡʥʦʪʦ ʨʝʰʝʥʠʝ? ʠ ʜʨ. 

 

2.5. ʈʦʣʠ ʥʘ ʚʦʜʝʱʠʷ 

ʉ̡ ʱʥʦʩʪʪʘ ʥʘ ʪʨʝʥʠʥʛʘ ʢʘʪʦ ʦʨʛʘʥʠʟʘʮʠʦʥʥʘ ʬʦʨʤʘ ʥʘ ʦʙʫʯʝʥʠʝ, ʧʨʝʜʧʦʣʘʛʘ ʧʨʠʥʮʠʧʥʦ ʨʘʟʣʠʯʥʠ ʨʦʣʠ 

ʥʘ ʚʦʜʝʱʠʷ, ʢʦʠʪʦ ʥʝ ʩʝ ʚʧʠʩʚʘʪ ʚ ʪʨʘʜʠʮʠʦʥʥʠʪʝ ʧʨʝʜʩʪʘʚʠ ʟʘ ʦʙʫʯʝʥʠʝ. ɺ ʩʣʫʯʘʷ ʝ ʥʝʫʤʝʩʪʝʥ ʠ 

ʥʝʧʦʜʭʦʜʷʱ ʘʚʪʦʨʠʪʘʨʥʠʷʪ ʩʪʠʣ ʥʘ ʫʧʨʘʚʣʝʥʠʝ ʠ ʧʨʦʠʟʪʠʯʘʱʠʪʝ ʦʪ ʥʝʛʦ ʧʦʩʣʝʜʩʪʚʠʷ ʟʘ ʛʨʫʧʦʚʦʪʦ ʨʘʟʚʠʪʠʝ. 

ʅ̫ ʢʦʠ ʦʪ ʪʠʧʠʯʥʠʪʝ ʨʦʣʠ ʥʘ  ʚʦʜʝʱ ʥʘ ʪʨʝʥʠʥʛʦʚʠ ʛʨʫʧʠ, ʢʦʠʪʦ ʩʝ ʧʦʩʦʯʚʘʪ ʦʪ ʤʥʦʛʦ ʘʚʪʦʨʠ [1, 4 ʠ ʜʨ.], ʩʘ:  

¶ ʨʝʞʠʩʴʦʨ ʠ ʤʝʥʠʜʞʲʨ ï ʢʦʦʨʜʠʥʠʨʘ, ʥʘʩʦʯʚʘ, ʦʨʛʘʥʠʟʠʨʘ ʜʝʡʥʦʩʪʪʘ ʥʘ ʛʨʫʧʘʪʘ; 

¶ ʚʦʜʘʯ ʥʘ ʛʨʫʧʘʪʘ ï ʢʲʤ ʥʝʛʦ ʩʝ ʦʙʨʲʱʘʪ ʟʘ ʧʦʤʦʱ ʚ ʪʨʫʜʥʠ ʤʦʤʝʥʪʠ; 

¶ ʬʘʩʠʣʠʪʘʪʦʨ ï ʦʙʣʝʢʯʘʚʘʱ, ʧʦʜʧʦʤʘʛʘʱ ʚʟʘʠʤʦʜʝʡʩʪʚʠʷʪʘ ʠ ʨʝʰʘʚʘʥʝʪʦ ʥʘ ʟʘʜʘʯʠʪʝ, ʙʝʟ ʜʠʨʝʢʪʥʘ 

ʥʘʤʝʩʘ ʚ ʧʨʦʮʝʩʘ ʠ ʩʲʜʲʨʞʘʥʠʝʪʦ ʥʘ ʜʝʡʥʦʩʪʪʘ; 

¶ ʝʢʩʧʝʨʪ, ʠʟʪʦʯʥʠʢ ʥʘ ʟʥʘʥʠʷ ï ʢʘʢʪʦ ʧʦ ʦʪʥʦʰʝʥʠʝ ʥʘ ʛʨʫʧʦʚʠʪʝ ʧʨʦʮʝʩʠ, ʪʘʢʘ ʠ ʧʦ ʢʦʥʢʨʝʪʥʦʪʦ 

ʩʲʜʲʨʞʘʥʠʝ ʥʘ ʧʨʦʛʨʘʤʘʪʘ ʥʘ ʪʨʝʥʠʥʛʘ; 

¶ ʤʦʜʝʣ ʥʘ ʧʦʚʝʜʝʥʠʝ, ʨʝʬʝʨʝʥʪʥʘ ʣʠʯʥʦʩʪ; 

¶ ʧʦʩʨʝʜʥʠʢ ʠ ʧʦ-ʨʷʜʢʦ ʘʨʙʠʪʲʨ ʧʨʠ ʩʧʦʨʥʠ ʚʲʧʨʦʩʠ ʠ ʜʨ. 

ɽʬʝʢʪʠʚʥʠʷʪ ʚʦʜʝʱ ʥʘ ʪʨʝʥʠʥʛʦʚʘ ʛʨʫʧʘ ʥʝ ʩʘʤʦ ʦʙʦʛʘʪʷʚʘ ʨʦʣʝʚʠʷ ʩʠ ʨʝʧʝʨʪʦʘʨ, ʘ ʠ ʨʘʟʚʠʚʘ ʫʤʝʥʠʷʪʘ 

ʟʘ ʛʲʚʢʘʚʦʩʪ (ʬʣʝʢʩʠʙʠʣʥʦʩʪ) ʠ ʦʙʨʘʪʠʤʦʩʪ (ʨʝʚʝʨʩʠʚʥʦʩʪ) ʧʨʠ ʠʟʧʦʣʟʚʘʥʝ ʥʘ ʨʦʣʠʪʝ ʚ 

ʢʚʘʣʠʬʠʢʘʮʠʦʥʥʘʪʘ ʜʝʡʥʦʩʪ. 

  

2.6. ʄʝʪʦʜʠ ʠ ʪʝʭʥʠʢʠ ʥʘ ʦʙʫʯʝʥʠʝ 

ʉʘʤʘʪʘ ʩʲʱʥʦʩʪ ʥʘ ʪʨʝʥʠʥʛʘ ʢʘʪʦ ʬʦʨʤʘ ʥʘ ʦʙʫʯʝʥʠʝ ʧʨʝʜʧʦʣʘʛʘ ʠʟʧʦʣʟʚʘʥʝʪʦ ʥʘ ʠʥʪʝʨʘʢʪʠʚʥʠ 

ʤʝʪʦʜʠ ʠ ʪʝʭʥʠʢʠ. ʅʝʱʦ ʧʦʚʝʯʝ ï ʪʝ ʥʝ ʧʨʦʩʪʦ ʩʝ ʧʨʠʣʘʛʘʪ,  ʘ ʠʤʘʥʝʥʪʥʦ ʩʝ ʩʲʜʲʨʞʘʪ ʚ ʥʝʷ ʩʲʦʙʨʘʟʥʦ 

ʢʦʥʮʝʧʮʠʷʪʘ ʥʘ ʪʨʝʥʠʥʛʘ. ʊʷʭʥʦʪʦ ʠʟʧʦʣʟʚʘʥʝ ʥʝ ʝ ʧʦʞʝʣʘʪʝʣʥʦ, ʥʠʪʦ ʦʪ ʚʨʝʤʝ ʥʘ ʚʨʝʤʝ, ʘ ʦʨʛʘʥʠʯʥʘ ʯʘʩʪ ʦʪ 

ʪʨʝʥʠʥʛʦʚʘʪʘ ʩʠʩʪʝʤʘ. ʀʤʝʥʥʦ ʯʨʝʟ ʠʥʪʝʨʘʢʪʠʚʥʠʪʝ ʤʝʪʦʜʠ ʠ ʩ ʧʦʤʦʱʪʘ ʥʘ ʚʦʜʝʱʠʷ Ăʩʝ ʩʣʫʯʚʘò ʫʯʝʥʝʪʦ 

ʯʨʝʟ ʩʦʙʩʪʚʝʥ ʦʧʠʪ ʠ ʧʨʝʞʠʚʷʚʘʥʝ ʚ ʛʨʫʧʘʪʘ. 

ʀʥʪʝʨʘʢʪʠʚʥʠʪʝ ʤʝʪʦʜʠ ʠ ʪʝʭʥʠʢʠ ʩʘ ʧʨʝʜʩʪʘʚʝʥʠ ʦʙʩʪʦʡʥʦ ʚ ʩʧʝʮʠʘʣʠʟʠʨʘʥʘʪʘ ʣʠʪʝʨʘʪʫʨʘ, ʧʦʨʘʜʠ 

ʢʦʝʪʦ ʥʷʤʘ ʜʘ ʙʲʜʘʪ ʩʧʝʮʠʘʣʥʦ ʨʘʟʛʣʝʞʜʘʥʠ ʪʫʢ. ʑʝ ʙʲʜʝ ʧʦʩʦʯʝʥʘ ʩʘʤʦ ʝʜʥʘ ʦʪ ʚʲʟʤʦʞʥʠʪʝ 

ʩʠʩʪʝʤʘʪʠʟʘʮʠʠ [6]: 

1. ʄʝʪʦʜʠ ʠ ʪʝʭʥʠʢʠ ʟʘ ʩʲʙʠʨʘʥʝ ʥʘ ʠʥʬʦʨʤʘʮʠʷ (ʧʠʨʘʤʠʜʘ, ʣʘʚʠʥʘ, ʟʘʧʠʩʚʘʥʝ ʥʘ ʠʜʝʠ, SWOT ï 

ʘʥʘʣʠʟ, ʩʚʝʪʢʘʚʠʮʘ, ʟʘʚʲʨʪʘʥʝ ʠʣʠ ʢʨʲʛ, ʩʚʝʪʦʬʘʨ, ʜʦʧʠʪʚʘʥʝ ʩ ʢʘʨʪʦʥʯʝʪʘ) 

2. ʄʝʪʦʜʠ ʠ ʪʝʭʥʠʢʠ ʟʘ ʛʝʥʝʨʠʨʘʥʝ ʠ ʪʚʦʨʯʝʩʢʦ ʦʙʦʙʱʘʚʘʥʝ ʥʘ ʠʜʝʠ (ʤʦʟʲʯʥʘ ʘʪʘʢʘ, ʩʲʯʠʥʝʥʠʷ, 

ʤʦʟʲʯʥʠ ʢʘʨʪʠ, ʨʠʩʫʚʘʥʝ ʥʘ ʠʜʝʷ) 

3. ɼʠʩʢʫʩʠʦʥʥʠ ʤʝʪʦʜʠ (ʜʠʩʢʫʩʠʷ, ʧʘʥʝʣʥʘ ʜʠʩʢʫʩʠʷ, ʘʢʚʘʨʠʫʤ, ʨʝʰʘʚʘʥʝ ʥʘ ʢʘʟʫʩʠ, ʜʝʙʘʪʠ, ʩʲʯʤʝʥ 

ʣʘʛʝʨ) 

4. ʀʛʨʦʚʠ ʤʝʪʦʜʠ (ʨʦʣʝʚʠ ʠʛʨʠ, ʩʠʤʫʣʘʮʠʦʥʥʠ ʠʛʨʠ, ʩʠʪʫʘʮʠʦʥʥʠ ʠʛʨʠ, ʠʛʨʠ-ʜʨʘʤʘʪʠʟʘʮʠʠ) 

5. ʄʝʪʦʜʠ ʠ ʪʝʭʥʠʢʠ ʟʘ ʦʙʦʙʱʘʚʘʥʝ ʥʘ ʠʥʬʦʨʤʘʮʠʷʪʘ (ñʪʨʠʪʝ ʚʘʞʥʠ ʥʝʱʘò, ʜʦʧʠʪʚʘʥʝ ʩ ʪʦʯʢʠ, 

ʜʠʩʦʥʘʥʩ, ʨʘʟʜʝʣʝʥ ʧʦʩʪʝʨ) 

6. ʄʝʪʦʜʠ ʟʘ ʨʲʢʦʚʦʜʝʥʝ ʥʘ ʫʯʝʙʥʠʷ ʧʨʦʮʝʩ (ʧʨʝʟʝʥʪʠʨʘʥʝ, ʙʘʨʦʤʝʪʲʨ ʥʘ ʥʘʩʪʨʦʝʥʠʝʪʦ) 

7. ʄʝʪʦʜʠ, ʠʟʧʦʣʟʚʘʥʠ ʚ ʧʨʦʬʝʩʠʦʥʘʣʥʦʪʦ ʦʙʫʯʝʥʠʝ (ʤʝʪʦʜ ʥʘ ʧʦʜʨʘʞʘʥʠʝʪʦ, ʧʝʪ ʩʪʲʧʘʣʘ, ʤʝʪʦʜ ʥʘ 

ʚʦʜʝʱʠʷ ʪʝʢʩʪ, ʫʯʝʙʥʘ ʨʘʙʦʪʠʣʥʠʮʘ). 
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 ʄʥʦʛʦ ʯʝʩʪʦ ʚ ʛʨʫʧʦʚʘʪʘ ʨʘʙʦʪʘ ʩʝ ʧʨʝʧʦʨʲʯʚʘ ʨʝʰʝʥʠʷʪʘ ʜʘ ʩʝ ʚʟʠʤʘʪ ʯʨʝʟ ʢʦʥʩʝʥʩʫʩ (ʧʲʣʥʦ ʩʲʛʣʘʩʠʝ 

ʥʘ ʮʷʣʘʪʘ ʛʨʫʧʘ). ɺ ʣʠʪʝʨʘʪʫʨʘʪʘ ʪʦʡ ʩʝ ʨʘʟʛʣʝʞʜʘ ʢʘʪʦ ʘʣʪʝʨʥʘʪʠʚʘ ʥʘ ʘʚʪʦʨʠʪʘʨʥʦʪʦ ʥʘʣʘʛʘʥʝ ʥʘ ʨʝʰʝʥʠʷ ʠ 

ʠʟʠʩʢʚʘ ʪʦʯʥʦʪʦ ʩʧʘʟʚʘʥʝ ʥʘ ʦʧʨʝʜʝʣʝʥʠ ʧʨʘʚʠʣʘ.  

ɺʘʞʥʦ ʤʷʩʪʦ ʚ ʪʨʝʥʠʥʛʦʚʠʷ ʧʨʦʮʝʩ ʟʘʝʤʘʪ ʠ ʫʧʨʘʞʥʝʥʠʷʪʘ ʟʘ ʟʘʧʦʟʥʘʚʘʥʝ ʠ ʦʧʦʟʥʘʚʘʥʝ, ʟʘ 

ʨʘʟʜʚʠʞʚʘʥʝ, ʟʘ ʨʘʟʪʦʚʘʨʚʘʥʝ, ʟʘ ʜʦʚʝʨʠʝ  ʠ ʜʨ., ʢʦʠʪʦ  ʝ ʮʝʣʝʩʲʦʙʨʘʟʥʦ ʜʘ ʩʝ ʠʟʧʦʣʟʚʘʪ ʧʨʠ ʚʩʷʢʘ ʩʨʝʱʘ ʥʘ 

ʛʨʫʧʘʪʘ [1; 2 ʠ ʜʨ.] ʊʝ ʩʲʜʝʡʩʪʚʘʪ ʟʘ ʝʬʝʢʪʠʚʥʦʪʦ ʬʫʥʢʮʠʦʥʠʨʘʥʝ ʥʘ ʛʨʫʧʘʪʘ ʠ ʩʲʟʜʘʚʘʪ ʘʪʤʦʩʬʝʨʘ ʥʘ 

ʜʦʙʨʦʞʝʣʘʪʝʣʥʦʩʪ ʠ ʦʪʢʨʠʪʦʩʪ. 

 

3. ʇʈʆʌɽʉʀʆʅɸʃɽʅ ʉʊʈɽʉ ï ʇʈɽɺɽʅʎʀʗ ʀ ʉʇʈɸɺʗʅɽ 

ʉʧʦʨʝʜ ʜʝʬʠʥʠʮʠʷʪʘ ʥʘ ʉʚʝʪʦʚʥʘʪʘ ʟʜʨʘʚʥʘ ʦʨʛʘʥʠʟʘʮʠʷ /ʉɿʆ/  ʩʪʨʝʩʲʪ ʥʘ ʨʘʙʦʪʥʦʪʦ ʤʷʩʪʦ ʝ 

Ăʩʲʩʪʦʷʥʠʝ, ʚʲʟʧʨʠʝʤʘʥʦ ʢʘʪʦ ʦʪʨʠʮʘʪʝʣʥʦ ʦʪ ʛʨʫʧʘ ʨʘʙʦʪʥʠʮʠ ʠ ʩʲʧʨʦʚʦʜʝʥʦ ʩ ʜʠʩʬʫʥʢʮʠʠ ʦʪ ʬʠʟʠʯʝʩʢʦ, 

ʧʩʠʭʠʯʝʩʢʦ ʠ/ʠʣʠ ʩʦʮʠʘʣʥʦ ʝʩʪʝʩʪʚʦ ʚʩʣʝʜʩʪʚʠʝ ʥʘ ʪʦʚʘ, ʯʝ ʨʘʙʦʪʥʠʮʠʪʝ ʥʝ ʩʘ ʚ ʩʲʩʪʦʷʥʠʝ ʜʘ ʦʪʛʦʚʦʨʷʪ ʥʘ 

ʠʟʠʩʢʚʘʥʠʷʪʘ ʠ ʦʯʘʢʚʘʥʠʷʪʘ, ʩʚʲʨʟʘʥʠ ʩ ʪʨʫʜʦʚʦʪʦ ʠʤ ʧʦʣʦʞʝʥʠʝò. 

ɺ ʜʫʭʘ ʥʘ ʫʪʚʲʨʜʝʥʠʪʝ ʩʲʚʨʝʤʝʥʥʠ ʩʭʚʘʱʘʥʠʷ ʟʘ ʩʪʨʝʩʘ, ʧʨʦʬʝʩʠʦʥʘʣʥʠʷʪ ʩʪʨʝʩ ʤʦʞʝ ʜʘ ʩʝ 

ʜʝʬʠʥʠʨʘ ʢʘʪʦ ʬʠʟʠʦʣʦʛʠʯʥʘ, ʧʩʠʭʦʣʦʛʠʯʝʩʢʘ (ʝʤʦʮʠʦʥʘʣʥʘ ʠ ʢʦʛʥʠʪʠʚʥʘ), ʧʦʚʝʜʝʥʯʝʩʢʘ ʨʝʘʢʮʠʷ ʥʘ 

ʩʚʨʲʭʠʟʠʩʢʚʘʥʠʷʪʘ ʥʘ ʧʨʦʬʝʩʠʦʥʘʣʥʘʪʘ ʩʨʝʜʘ. ʊʘʢʘ ʬʦʨʤʫʣʠʨʘʥ, ʧʨʦʬʝʩʠʦʥʘʣʥʠʷʪ ʩʪʨʝʩ ʝ ʩʠʣʥʦ ʟʘʚʠʩʠʤ ʦʪ 

ʩʫʙʝʢʪʠʚʥʦʪʦ ʚʲʟʧʨʠʝʤʘʥʝ ʥʘ ʨʘʙʦʪʝʱʠʷ ʥʘ ʚʲʟʜʝʡʩʪʚʠʷʪʘ ʥʘ ʨʘʙʦʪʥʘʪʘ ʩʨʝʜʘ. ʈʝʜʠʮʘ ʙʲʣʛʘʨʩʢʠ ʠ 

ʯʫʞʜʝʩʪʨʘʥʥʠ ʠʟʩʣʝʜʚʘʥʠʷ ʩʦʯʘʪ, ʯʝ ʧʝʜʘʛʦʛʠʯʝʩʢʘʪʘ ʧʨʦʬʝʩʠʷ ʝ ʩʨʝʜ ʥʘʡ-ʩʪʨʝʩʦʛʝʥʥʠʪʝ. ʉʪʘʪʠʩʪʠʯʝʩʢʠʪʝ 

ʜʘʥʥʠ ʚ ɹʲʣʛʘʨʠʷ ʧʦʢʘʟʚʘʪ, ʯʝ ʛʦʣʷʤʘ ʯʘʩʪ ʦʪ ʤʣʘʜʠʪʝ ʭʦʨʘ ʥʝ ʞʝʣʘʷʪ ʜʘ ʨʘʙʦʪʷʪ ʧʦ ʧʝʜʘʛʦʛʠʯʝʩʢʘʪʘ ʩʠ 

ʩʧʝʮʠʘʣʥʦʩʪ  ʠʣʠ ʦʱʝ ʧʨʝʟ ʧʲʨʚʠʪʝ ʛʦʜʠʥʠ ʥʘʧʫʩʢʘʪ ʧʨʦʬʝʩʠʷʪʘ.  

ʇʨʝʜʣʦʞʝʥʠʪʝ ʧʨʘʢʪʠʯʝʩʢʠ ʜʝʡʥʦʩʪʠ ʚ ʨʘʤʢʠʪʝ ʥʘ ʧʝʜʘʛʦʛʠʯʝʩʢʠʷ ʪʨʝʥʠʥʛ ʩʘ ʩʘʤʦ ʧʨʠʤʝʨ, 

ʠʣʶʩʪʨʘʮʠʷ ʟʘ ʪʦʚʘ, ʢʘʢ ʧʝʜʘʛʦʟʠʪʝ /ʫʯʠʪʝʣʠ, ʚʲʟʧʠʪʘʪʝʣʠ ʠ ʜʨ./ ʙʠʭʘ ʤʦʛʣʠ ʜʘ ʦʙʦʛʘʪʷʪ ʧʨʦʬʝʩʠʦʥʘʣʥʘʪʘ ʩʠ 

ʢʦʤʧʝʪʝʥʪʥʦʩʪ ʩ ʥʦʚʠ ʟʥʘʥʠʷ, ʫʤʝʥʠʷ, ʤʦʜʝʣʠ ʥʘ ʧʦʚʝʜʝʥʠʝ, ʩʚʲʨʟʘʥʠ ʩ ʧʨʝʚʝʥʮʠʷʪʘ ʠ ʩʧʨʘʚʷʥʝʪʦ ʩ 

ʧʨʝʢʦʤʝʨʥʠʷ ʩʪʨʝʩ. 

 

ɼʝʡʥʦʩʪ 1 

¶ ʋʯʘʩʪʥʠʮʠʪʝ ʩʝ ʨʘʟʜʝʣʷʪ ʥʘ ʤʘʣʢʠ ʛʨʫʧʠ, ʢʘʪʦ ʚʩʷʢʘ ʛʨʫʧʘ ʠʤʘ ʟʘ ʟʘʜʘʯʘ ʜʘ ʩʲʧʦʩʪʘʚʠ ʦʩʦʙʝʥʦʩʪʠʪʝ 

ʠ ʦʙʱʠʪʝ ʯʝʨʪʠ ʥʘ ʜʚʝ ʧʦʤʘʛʘʱʠ ʧʨʦʬʝʩʠʠ (ʝʜʥʘʪʘ ï ʫʯʠʪʝʣʩʢʘʪʘ, ʜʨʫʛʘʪʘ - ʧʦ ʠʟʙʦʨ). ɿʘ ʮʝʣʪʘ 

ʤʦʞʝ ʜʘ ʩʝ ʠʟʧʦʣʟʚʘ ʪʝʭʥʠʢʘʪʘ Ven-ʜʠʘʛʨʘʤʘ. 

¶ ɺʩʷʢʘ ʛʨʫʧʘ ʧʨʝʜʩʪʘʚʷ ʩʚʦʠʪʝ ʨʝʰʝʥʠʷ. 

¶ ʎʷʣʘʪʘ ʛʨʫʧʘ ʦʙʦʙʱʘʚʘ ʦʩʦʙʝʥʦʩʪʠʪʝ ʥʘ ʧʦʤʘʛʘʱʠʪʝ ʧʨʦʬʝʩʠʠ, ʢʘʪʦ ʛʠ ʟʘʧʠʩʚʘ ʥʘ ʧʦʩʪʝʨ. 

¶ ʋʯʘʩʪʥʠʮʠʪʝ ʩʲʧʦʩʪʘʚʷʪ ʩʚʦʠʪʝ ʨʝʰʝʥʠʷ ʩ ʭʘʨʘʢʪʝʨʠʩʪʠʢʠʪʝ ʥʘ ʭʦʨʘʪʘ ʦʪ ʧʦʤʘʛʘʱʠʪʝ ʧʨʦʬʝʩʠʠ 

/ʥʘʧʨʠʤʝʨ ʩʧʦʨʝʜ ʘʤʝʨʠʢʘʥʩʢʠʷ ʧʩʠʭʦʣʦʛ ʂ. ʈʦʜʞʲʨʩ/. ɿʘ ʮʝʣʪʘ ʧʦʣʫʯʘʚʘʪ ʩʧʝʮʠʘʣʥʦ ʧʦʜʛʦʪʚʝʥʠ 

ʤʘʪʝʨʠʘʣʠ. 
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¶ ɺ ʤʘʣʢʠ ʛʨʫʧʠ ʩʝ ʜʠʩʢʫʪʠʨʘʪ ʠʟʪʦʯʥʠʮʠʪʝ ʥʘ ʧʨʦʬʝʩʠʦʥʘʣʝʥ ʩʪʨʝʩ ʚ ʫʯʠʪʝʣʩʢʘʪʘ ʧʨʦʬʝʩʠʷ. ɺʩʷʢʘ 

ʛʨʫʧʘ ʦʙʩʲʞʜʘ ʨʘʟʣʠʯʥʠ ʢʘʪʝʛʦʨʠʠ ʠʟʪʦʯʥʠʮʠ, ʥʘʧʨʠʤʝʨ: 

- ʩʚʲʨʟʘʥʠ ʩ ʤʝʥʠʜʞʤʲʥʪʘ ʥʘ ʩʲʦʪʚʝʪʥʘʪʘ ʠʥʩʪʠʪʫʮʠʷ; 

- ʩʚʲʨʟʘʥʠ ʩ ʦʙʝʢʪʠʚʥʠʪʝ ʭʘʨʘʢʪʝʨʠʩʪʠʢʠ ʥʘ ʧʨʦʬʝʩʠʷʪʘ; 

- ʦʪʥʘʩʷʱʠ ʩʝ ʜʦ ʣʠʯʥʦʩʪʥʠ ʢʦʤʧʝʪʝʥʮʠʠ ʠ ʦʩʦʙʝʥʦʩʪʠ; 

- ʩʚʲʨʟʘʥʠ ʩ ʦʪʥʦʰʝʥʠʷʪʘ ʚ ʦʨʛʘʥʠʟʘʮʠʷʪʘ; 

- ʦʪʥʘʩʷʱʠ ʩʝ ʜʦ ʫʩʣʦʚʠʷʪʘ ʥʘ ʪʨʫʜ ʠ ʜʨ. 

¶ ʈʝʰʝʥʠʷʪʘ ʥʘ ʚʩʷʢʘ ʛʨʫʧʘ ʩʝ ʧʨʝʜʩʪʘʚʷ ʧʨʝʜ ʚʩʠʯʢʠ, ʪʘʢʘ ʯʝ ʜʘ ʩʝ ʦʯʝʨʪʘʝ ʦʙʱʘʪʘ ʢʘʨʪʠʥʘ ʥʘ 

ʧʨʦʬʝʩʠʦʥʘʣʥʠʪʝ ʩʪʨʝʩʦʨʠ; 

¶ ʋʯʘʩʪʥʠʮʠʪʝ ʩʝ ʟʘʧʦʟʥʘʚʘʪ ʩ ʪʝʦʨʝʪʠʯʥʠ ʤʘʪʝʨʠʘʣʠ ʧʦ ʪʝʤʘʪʘ ʠ ʩʲʧʦʩʪʘʚʷʪ ʩʲʩ ʩʦʙʩʪʚʝʥʠʪʝ ʩʠ 

ʨʝʰʝʥʠʷ. 

¶ ʉʣʝʜ ʧʨʝʜʩʪʘʚʷʥʝ ʥʘ ʨʝʟʫʣʪʘʪʠʪʝ ʥʘ ʚʩʷʢʘ ʛʨʫʧʘ, ʥʘ ʧʦʩʪʝʨ ʩʝ ʦʙʦʙʱʘʚʘʪ ʠ ʟʘʧʠʩʚʘʪ ʥʘʡ-ʚʘʞʥʠʪʝ 

ʩʧʦʨʝʜ ʫʯʘʩʪʥʠʮʠʪʝ ʠʟʪʦʯʥʠʮʠ ʥʘ ʧʨʦʬʝʩʠʦʥʘʣʝʥ ʩʪʨʝʩ.  

ɼʝʡʥʦʩʪ 3 

¶ ʇʨʝʜʩʪʘʚʷʥʝ ʠ ʘʥʘʣʠʟʠʨʘʥʝ ʥʘ ʩʣʫʯʘʠ ʥʘ ʧʨʦʬʝʩʠʦʥʘʣʝʥ ʩʪʨʝʩ, ʩʚʲʨʟʘʥʠ ʩ ʢʦʥʢʨʝʪʥʘʪʘ ʨʘʙʦʪʥʘ 
ʩʨʝʜʘ ʥʘ ʫʯʘʩʪʥʠʮʠʪʝ; 

¶ ʆʧʠʩʘʥʠʝ ʥʘ ʩʣʫʯʘʠʪʝ, ʢʘʪʦ ʩʝ ʘʢʮʝʥʪʠʨʘ ʥʘ ʢʦʥʢʨʝʪʥʠ ʧʨʠʟʥʘʮʠ (ʩʠʤʧʪʦʤʠ) ʥʘ ʩʪʨʝʩʘ: 

ʬʠʟʠʦʣʦʛʠʯʥʠ,  ʝʤʦʮʠʦʥʘʣʥʠ, ʢʦʛʥʠʪʠʚʥʠ, ʧʦʚʝʜʝʥʯʝʩʢʠ. 
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ʈʘʙʦʪʘ ʚ ʤʘʣʢʠ ʛʨʫʧʠ ʧʦ ʪʝʤʘʪʘ Ăʂʘʢʚʠ ʩʘ ʚʲʟʤʦʞʥʠʪʝ ʧʦʩʣʝʜʠʮʠ ʟʘ ʧʨʦʬʝʩʠʦʥʘʣʠʩʪʘ, ʢʦʡʪʦ ʨʘʙʦʪʠ 

ʚ ʩʲʩʪʦʷʥʠʝ ʥʘ ʧʨʦʜʲʣʞʠʪʝʣʝʥ ʩʪʨʝʩ  ʚʲʨʭʫ: 

1 ʛʨʫʧʘ ï ʩʦʙʩʪʚʝʥʦʪʦ ʤʫ ʟʜʨʘʚʝ,  

2 ʛʨʫʧʘ ï ʝʬʝʢʪʠʚʥʦʩʪʪʘ ʥʘ ʜʝʡʥʦʩʪʪʘ ʤʫ ʟʘ ʨʝʰʘʚʘʥʝ ʥʘ ʨʝʘʣʥʠʪʝ ʧʨʦʙʣʝʤʠ ʥʘ ʥʫʞʜʘʝʱʠʪʝ ʩʝ,  

3 ʛʨʫʧʘ - ʚʟʘʠʤʦʦʪʥʦʰʝʥʠʷʪʘ ʩ ʢʦʣʝʛʠʪʝ ʠ ʨʲʢʦʚʦʜʩʪʚʦʪʦ, 

4 ʛʨʫʧʘ ï ʚʟʘʠʤʦʜʝʡʩʪʚʠʷʪʘ ʩ ʬʘʢʪʦʨʠ ʥʘ ʚʲʥʰʥʘʪʘ ʩʨʝʜʘ. 

¶ ʆʙʦʙʱʘʚʘʥʝ ʥʘ ʨʝʟʫʣʪʘʪʠʪʝ ʦʪ ʨʘʙʦʪʘʪʘ ʥʘ ʚʩʠʯʢʠ ʛʨʫʧʠ. 

ɼʝʡʥʦʩʪ 5 

¶ ʉʠʤʫʣʘʮʠʷ - ʧʨʦʚʝʞʜʘʥʝ ʥʘ ʠʥʪʝʨʚʶ ʩ ʜʠʨʝʢʪʦʨ ʥʘ ʫʯʠʣʠʱʥʘ ʠʥʩʪʠʪʫʮʠʷ, ʩʚʲʨʟʘʥʦ ʩ 

ʧʨʦʬʝʩʠʦʥʘʣʥʠʷ ʩʪʨʝʩ ʥʘ ʨʘʙʦʪʥʦʪʦ ʤʷʩʪʦ ʠ ʥʘʯʠʥʠʪʝ ʟʘ ʦʛʨʘʥʠʯʘʚʘʥʝʪʦ ʤʫ.  

ɿʘʜʘʯʘ: Ăʌʦʨʤʫʣʠʨʘʡʪʝ 4-5 ʚʲʧʨʦʩʘ, ʚʲʨʭʫ ʢʦʠʪʦ ʜʘ ʧʨʦʚʝʜʝʪʝ ʠʥʪʝʨʚʶ ʧʦ ʧʨʦʙʣʝʤʠʪʝ ʥʘ 

ʧʨʦʬʝʩʠʦʥʘʣʥʠʷ ʩʪʨʝʩ ʩ ʜʠʨʝʢʪʦʨʘò. 

- ʋʯʘʩʪʥʠʮʠʪʝ ʩʝ ʨʘʟʜʝʣʷʪ ʥʘ ʛʨʫʧʠ ʧʦ ʪʨʠʤʘ. ɺʩʝʢʠ ʚ ʤʘʣʢʘʪʘ ʛʨʫʧʘ ʠʟʧʲʣʥʷʚʘ ʝʜʥʘ ʦʪ ʨʦʣʠʪʝ: 
ʠʥʪʝʨʚʶʠʨʘʱ, ʠʥʪʝʨʚʶʠʨʘʥ (ʨʲʢʦʚʦʜʠʪʝʣ), ʥʘʙʣʶʜʘʪʝʣ.  

- ʈʦʣʠʪʝ ʩʝ ʨʘʟʤʝʥʷʪ, ʪʘʢʘ ʯʝ ʚʩʠʯʢʠ ʫʯʘʩʪʥʠʮʠ ʜʘ ʩʘ ʟʘʝʤʘʣʠ  ʠ  ʪʨʠʪʝ ʧʦʟʠʮʠʠ. 

¶ ʉʧʦʜʝʣʷʥʝ ʧʨʝʜ ʮʷʣʘʪʘ ʛʨʫʧʘ ʥʘ ʧʨʝʞʠʚʷʥʦʪʦ ʠ ʦʙʦʙʱʘʚʘʥʝ ʥʘ ʦʧʠʪʘ ʧʦ ʧʦʩʪʘʚʝʥʘʪʘ ʟʘʜʘʯʘ. 

ɺʩʷʢʘ ʜʝʡʥʦʩʪ ʟʘʚʲʨʰʚʘ ʩ ʨʝʬʣʝʢʩʠʷ ʟʘ ʫʯʘʩʪʥʠʮʠʪʝ. 

 

4. ɿɸʂʃʖʏɽʅʀɽ 

ʈʘʟʚʠʚʘʥʝʪʦ ʠ ʫʩʲʚʲʨʰʝʥʩʪʚʘʥʝʪʦ ʥʘ ʧʨʦʬʝʩʠʦʥʘʣʥʠʪʝ ʢʦʤʧʝʪʝʥʮʠʠ ʥʘ ʫʯʠʪʝʣʠʪʝ ʝ ʝʜʥʘ ʦʪ 

ʛʘʨʘʥʮʠʠʪʝ ʟʘ ʥʘʩʪʲʧʚʘʱʠ ʧʨʦʤʝʥʠ ʚ ʙʲʣʛʘʨʩʢʦʪʦ ʦʙʨʘʟʦʚʘʥʠʝ. ɺʩʝ ʦʱʝ ʦʙʘʯʝ ʥʝʜʦʩʪʘʪʲʯʥʦ ʩʝ ʠʟʧʦʣʟʚʘ 

ʧʝʜʘʛʦʛʠʯʝʩʢʠʷʪ ʪʨʝʥʠʥʛ ʢʘʪʦ ʝʜʥʘ ʦʪ ʥʘʡ-ʝʬʝʢʪʠʚʥʠʪʝ ʠ ʩʲʚʨʝʤʝʥʥʠ ʬʦʨʤʠ ʟʘ ʧʦʜʛʦʪʦʚʢʘ ʠ ʢʚʘʣʠʬʠʢʘʮʠʷ 

ʥʘ ʧʝʜʘʛʦʛʠʯʝʩʢʠ ʩʧʝʮʠʘʣʠʩʪʠ. 
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Abstract:   The dynamic environment and the struggle for survival in it, made organizations turn towards continuous 

and fast acquisition and maintenance of todayôs most powerful resource ï knowledge. Hereby the need of 

knowledge management as an interdisciplinary business model which has the knowledge of the organization in its 

focus.  

The objective of the research is to examine the significance and the influence of the employeesô education level on 

the knowledge management implementation. The research was conducted on the telecommunication market in the 

Republic of Macedonia which is characterized as an open and dynamic market. The research was carried out in 10 

companies, to a sample of 100 respondents ï employees in these companies.   

The results of the research illustrate the awareness of the employees for the necessity of constant improvement of 

the professional knowledge. Also, the employeesô education level has influence of their attitude about significance 

of the knowledge management concept.      

Keywords: knowledge management; telecommunication market; employeesô education level          

 

1. INTRODUCTION  

 The dynamic environment and the struggle for survival in it, made organizations turn towards continuous 

and fast acquisition and maintenance of todayôs most powerful resource ï knowledge. Considering the current 

situation of the open markets, it becomes clear why organizations need a new management paradigm of work that 

will correspond to the current conditions: markets are increasingly competitive, and the rate of innovations is 

increasingly growing; the time for gaining experience and knowledge is reduced; early retirement and increased 

mobility of the work force; the larger part of the companiesô work is based on information; the products and the 

services are complex, most often enriched with informational components; the need for continuous learning is 

becoming an inevitable reality. In an environment that is rapidly and unexpectedly changing, and in which a 

company seeks for a way to create and maintain competitive advantage, the knowledge that the company owns 

becomes a main factor in the struggle for competitive advantage. 

 The organizational knowledge in fact is creating value through practical application of knowledge ï to 

turn knowledge into products, services or processes which will bring new value to the organization. It represents the 

overall knowledge of the employees, a specific property of the organization, above all due to its intangibility, which 

is not the case with buildings, land, equipment, etc. It constitutes the knowledge of the employees ï the human 

resources. The knowledge of the employees, their skills and abilities determine the way in which the organization 

operates. 

 The concept of knowledge management started to be written and spoken about in the nineties of the last 

century. However, the idea of knowledge management is much older. This can be seen through numerous examples 

of organizations which exist for decades and in which knowledge is passed from one generation to another ï 

procedures and practices in work, technological processes, formulas, etc.
33

  

 Knowledge management is maximizing the advantage of organizational knowledge, identifying 

information, wisdom, and strengthening human and digital capabilities. It is the creation, storage and transfer of 

knowledge in the organization. 
34

 This interdisciplinary business model has the knowledge of the organization in its 

focus. This concept is the embodiment of the processes within the organization that strives towards combining and 

interaction of data and information, which increases the capacities of the information technologies and human 

capital also.  

                                                           
33
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Therefore, the knowledge management should provide:  

- innovation through encouraging the expression of the ideas of employees, 

- improvement of services provided to consumers,  

- increase of income through improving the distribution of products and services,  

- reduction of employee fluctuation through recognizing the value of knowledge and accordingly 

rewarding the activities related to the application of knowledge in everyday work,  

- improvement of the processes and procedures of work and reduction of the costs of work. 

 Knowledge management may lead to advancement of the organizationôs efficiency through reduction of 

production costs, reduction of production time, reduction of decision-making time, etc. It can also encourage both 

the creativity and the innovation in the organization. This approach may generate new creative solutions to specific 

problems. The effects of the application of the concept are difficult to measure and express quantitatively. Namely, 

as with all other strategies, knowledge management also produces long-term results. The results from this concept 

cannot be exactly represented, but they can be described instead. Although the application of the concept itself is 

costly, the benefit for the organization is greater.  

 

2. THE OBJECTIVE OF THE RESEARCH  

 Considering the significance of the knowledge management concept on the open market, this research 

examines the knowledge management implementation in correlation with the education level of the employees on 

the telecommunication market in the Republic of Macedonia.  

 The objective of the research is to illustrate the correlation between the education level of the employees 

and the knowledge management implementation. In this respect it would be examined how different education level 

influence on the knowledge management implementation, regarding the organizational culture, human resource 

management, motivation system of the organization etc. on the telecommunication market in the Republic of 

Macedonia.     

 

3. METHODOLOGY  

3.1. Participants  

 The research was conducted in 10 companies on the telecommunication market in the Republic of 

Macedonia, to a sample of 100 respondents ï employees in these companies.   

3.2. Materials and instruments 

 The questionnaire that was given to respondents was formed with multiple choice questions, using 

the Likert scale. The respondents had to choose one from five offered alternatives which expressed their level of 

agreement or disagreement for a series of statements. 

 The analysis of the results was made using ɢ² test in purpose to underline the correlation between the 

education level of the respondents and their attitudes. Also, Spearman's coefficient is been used to illustrate whether 

the influence of the education level of the respondents on their answers is directly or inversely proportional.     

3.3. Procedure 

 The employees in the organizations on the telecommunication market were asked to respond the 

questionnaire in purpose of getting the needed information for the thesis. They answered the questionnaire.  The 

collected results were systematized, processed and discussed.     

 3.4. Constraints 

 Proposed answers are given to respondents. Most often they are subjectively determined.  

 

4. RESULTS AND DISCUSSION  

 In their efforts to accept the paradigms of the developed and successful companies, Macedonian 

enterprises should not disregard the fact that the modern knowledge-based economy sets the organizational 

knowledge as a key imperative and the factor of productivity and efficiency. The processes of EU integration 

created a global competition. This meant a constant adaptation according to external factors and development of 

internal capabilities of the organizations.  

 The majority of respondents who participated in the survey, are between 26 and 36 years old, immediately 

followed by respondents who are between 36 and 45 years old with 25%. 7% of the respondents who answered the 

questionnaire are aged to 25 years, and only 3% of the respondents are between 46 and 55 years old, which indicates 

a relatively young population working in the organizations that are the subject of this research. 
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 Regarding the qualification of the employees, the majority of the respondents are highly educated ï 63%, 

and the percentage of those who have completed their master studies as well, is also high ï 30% of the respondents. 

Only 7% of the respondents have completed their secondary school education. 

 The results show that there is significant correlation between the education level of the employees and 

their attitude if the managers undertake activities to improve the knowledge and skills in the organization. Namely, 

the respondents with higher level of education recognize that managers undertake activities to improve the 

knowledge and skills in the organization. 

 The inverse proportional influence occurs between the education level of the employees and their attitude 

about the need of constant improvement of their knowledge in the field of their profession. The employees with the 

lower education level recognize the need of constant improvement of the knowledge in the field of their profession.     

 Furthermore, the results from the research illustrate that there is a significant correlation between the 

education level of the employees and their participation in the problem solving in the organization by giving creative 

ideas. The direct proportional influence illustrates that the employees with higher education level participate in the 

problem solving more than the employees with lower education level. This indicates the need for constant improving 

of organizational knowledge in purpose to include all the employees in the problem solving process by giving 

creative ideas. 

 Itôs been researched if the employees are motivated to share their knowledge with their colleagues in the 

organization. The significant correlation and direct proportional influence show that the higher educated employees 

are more motivated to share their knowledge with their colleagues in the organization. 

 Regarding the organizational culture, itôs been also researched if it is motivational factor for sharing the 

knowledge. The results show significant correlation and direct proportional influence which indicate that the higher 

educated employees recognize the organizational culture as a motivational factor for sharing their knowledge. 

 

5. CONCLUSION  

 Considering the changing and unpredictable modern business on the open market, and the struggle for 

conquering competitive advantage, companies are intensely focusing on the knowledge they possess. Developing the 

necessary knowledge within the organization requires a focused combination of the knowledge and the abilities of 

all the participants in the management process.  

 In this respect, knowledge management is considered to be a strategy which can meet the new conditions 

on the open market and can make the organization more competitive. The implementation and the effectiveness of 

this concept depend on several crucial factors such as organizational culture, human resource management etc.   

 The technological changes and the complex environment are extremely important in the 

telecommunication market. Also the legislation has opened the market and stimulates the competition. Regarding 

the dynamic changes on the telecommunication market the knowledge management is recognized as a strategy for 

acquiring competitive advantage.  

 The results of the research illustrate that the employees are aware of the increased competition occurred 

on the telecommunication market.  

 Regarding the level of education, it can be concluded that respondents with higher level of education 

recognize that managers undertake activities to improve the knowledge and skills in the organization. Also the 

employees with higher education level participate in the problem solving more than the employees with lower 

education level. 

 The employees with the lower education level recognize the need of constant improvement of the 

knowledge in the field of their profession.  

 The results show clearly the awareness of the employees for constant improvement of the knowledge. This 

confirms the influence of the increased competitiveness of the open market and the need of knowledge management 

as a strategy for gaining competitive advantage.    

  Regarding that, managers should focus on enhancing and upgrading the knowledge of the employees. 

They should be aware that employees are individuals with different level of education which indicate their different 

needs. Therefore, managers should have individual approach to each employee in purpose to explore the maximum 

of the human capital in the organization.       
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Abstract: One of the goals of the patent system is to put new technologies into the public domain , through its 

informative function. Information from patent documents can play a significant role in the conclusion of commercial 

contracts for the purchase and sale of technology. According to statistics from the World Intellectual Property 

Organization (WIPO ),every year in the world published about 1 million patent documents relating to approximately 

400 thousand original inventions. According to numerous studies, it has been proven that the patent documentation 

contains more than 85 % of the information on the latest technologies that do not appear in other sources of 

information. Today, the dissemination of information has become a basic development resource, and within the 

various sources of scientific and technical information, patent documentation occupies the most important place and 

represents a set of technical information that is a significant factor in the development of science and technology in 

the world. 
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Rezime: Jedan od cilʿeva patentnog sistema je da stavi nove tehnologije u javni domen, kroz svoje informativne 

funkcije. Informacije iz patentne dokumentacije mogu imati znaļajnu ulogu pri sklapanju komercijalnih ugovora za 

kupovinu i prodaju tehnologije. Prema statistiļkim podacima Svetske organizacije za intelektualnu svojinu (WIPO), 

svake godine se u svetu publikuje oko 1 milion patentnih dokumenta koji se odnose na oko 400 hilʿada originalnih 

pronalazaka. Prema brojnim istraģivanjima, dokazano je da se u patentnoj dokumentaciji nalazi viġe od od 85% 

informacija o najnovijim tehnologijama koje se ne pojavlʿuju u drugim izvorima informacija. Danas je disemenacija 

informacija postala osnovni razvojni resurs, a u okviru razliļitih izvora nauļnih i tehniļkih informacija, patentna 

dokumentacija zauzima najznaļajnije mesto i predstavlʿa skup tehniļkih informacija koje su znaļajan faktor u 

razvoju nauke i tehnologije u svetu. 

Kljuļne reļi: disemenacija, patentne informacije, patentna dokumenta, nove tehnologije, tehnoloġki razvoj 

 

1. UVOD 

Danas je informacija postala osnovni razvojni resurs, a u okviru razliļitih izvora nauļnih i tehniļkih 

informacija, patentna dokumentacija zauzima najznaļajnije mesto i predstavlʿa skup tehniļkih informacija koje su 

znaļajan faktor u razvoju nauke i tehnologije u svetu. Patentni dokument je osnovni dokumenat patentnog fonda i 

napotpuniji izvor patentnih informacija (tehniļkih, pravnih i bibliografskih). Objavlʿivanje svakog patentnog 

dokumenta predstavlʿa stimulans za novi tehnoloġki razvoj od strane drugih pronalazaļa i omoguĺava javnosti da 

doĽe do saznanja o najnovijim tehnologijama.       
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Disemenacija patentnih informacija predstavlʿa skup postupaka kojima Zavod za intelektualnu svojinu 

obezbeĽuje dostupnost relevantnih informacija zainteresovanim fiziļkim i pravnom  licima. U srediġtu sistema 

ġirenja nalazi se pretraģivanje koje podrazumeva izveġtaj zasnovan na izvrġenim pretragama relevantnih baza 

podataka koje se odnose na patente, ģigove, dizajn i geografske oznake porekla. 

Jedan od cilʿeva patentnog sistema je da stavi nove tehnologije u javni domen, kroz svoje informativne 

funkcije.Tako,priznanje patenta zavisi od otkrivanja pronalaska, tj. odavanja tajnosti pronalaska. Objavlʿivanje 

pronalaska od strane Zavoda za intelektualnu svojinu ļini ga dostupnim javnosti i omoguĺuje drugima da ga koriste 

za istraģivanje ili eksperimente (zavisno od patentnog zakona koji se primenjuje) kao polaznu osnovu za dalʿi razvoj 

tehnologije. TakoĽe jednom kada pravo na patent istekne, javnosti je dopuġteno i ohrabruje se da koristi pronalazak 

koji pripada javnom domenu. 

 
2. PRETRAĢIVANJE STANJA TEHNIKE 

Za potrebe istraģivanja i razvoja najznaļajnije je pretraģivanje stanja tehnike, odnosno  informativno 

pretraģivanje. Stanje tehnike predstavlʿa analizu tehniļkih informacija iz patentnih dokumenata i druge tehniļke 

literature u koju spadaju nauļni i struļni radovi, publikacije, ļasopisi i dr. Preduzeĺa, preduzetnici i istraģivaļi mogu 

biti zainteresovani za pretraģivanje patentne dokumentacije i pre podnoġenja prijave patenta i nezavisno od 

konkretne prijave patenta, iz viġe razloga[5]: 

¶ da se informiġu o stanju tehnike u domenu njihovog poslovanja; 

¶ da doĽu do ideje kako da reġe odreĽeni tehniļki problem; 

¶ da saznaju postoje li alternativne tehnologije i koji su trendovi razvoja u odreĽenoj tehniļkoj oblasti, ko su 

lideri, odnosno inventivno najaktivniji, sa najveĺim brojem prijava patenata; 

¶ da se obaveste na ļemu radi njihova konkurencija, jer se kroz patente mogu identifikovati proizvodi 

(ureĽaji, supstance, kompozicije, bioloġki materijal) i tehnologije koje pretenduju da osvoje trģiġte; 

¶ da procene vrednost tehnologije koja im se nudi uz licencu ( njen pravni status ï da li je zaġtiĺena ili joj je 

istekla patentna zaġtita, da li je u usponu ili je prevaziĽena i ostale  informacije relevantne u pregovorima o 

transferu tehnologije. 

Evidentno je kolika je upotrebna vrednost patentnih informacija i da preduzeĺa prilikom planiranja sopstvene 

nauļno ï istraģivaļke aktivnosti treba da polaze od stanja tehnike. Koliko je vaģna potreba za permanentnim 

praĺenjem i pretraģivanjem patentnih informacija vidi se iz podataka Komisije Evropske unije da se svake godine u 

Evropi nepotrebno potroġi 20 milijardi evra zbog ponovnog, nepotrebnog ulaganja u razvoj veĺ poznatih tehniļkih 

reġenja, zato ġto preduzeĺa i istraģivaļke institucije ne ulaģu dovolʿno napora da u potpunosti istraģe postojeĺe 

tehnologije pre nego ġto zapoļnu nove projekte. [1] 

 

Slika 1. EPO pretraģivaļ patentne baze podataka 

 
Izvor:http://www.epo.org/searching/free/espacenet 

 

U veĺini zemalʿa, nadleģna institucija je Evropski zavod za patente ( European Patent Office - EPO), a u nas, 

Zavod za intelektualnu svojinu sprovodi reġerġ (pretraģivanje)  patentne dokumentacije kako bi se utvrdilo stanje 

tehnike u odgovarajuĺoj oblasti tehnike iz koje je pronalazak. Izveġtaj dobijen pretraģivanjem koristi se tokom 

suġtinskog ispitivanja kako bi se patentni zahtevi uporedili sa stanjem tehnike. 
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Slika 2. EPO pretraģivaļ  patentne baze podataka Zavoda za intelektualnu svojinu RS 

 
Izvor: http://rs.espacenet.com 

 

 
Patentna dokumentacija je najveĺa riznica tehniļkih informacija o komercijalnim procesima, koje su uvek nove. 

TakoĽe, patentna dokumentacija ne predstavlʿa samo izvor informacija u pogledu novosti i inovativnosti, veĺ na 

osnovu poznatog stanja tehnike prikazuje i istorijat tehniļkog progresa u oblasti na koju se odnosi.  

Patentni dokumenti po opġtem pravilu sadrģe: opis pronalaska, suġtinu pronalaska, crteģe, hemijske formule, 

zahteve i apstrakt. Opis pronalaska daje prethodno stanje tehnike o pronalasku i detalʿno izlaģe tehniļke 

karakteristike i prednosti novog reġenja. Patentni zahtevi definiġu obim pronalaska i odreĽuju granice prava vlasnika 

pronalaska. 

Prema statistiļkim podacima Svetske organizacije za intelektualnu svojinu (World Intellectual Property 

Organization - WIPO), svake godine se u svetu publikuje oko 1 milion patentnih dokumenta koji se odnose na oko 

400 hilʿada originalnih izuma, tj. svaki izum se pojavlʿuje u dva ili tri analogna dokumenta ġto predstavlʿa jednu od 

osnovnih odlika sistema patentne dokumentacije... Prema brojnim istraģivanjima, dokazano je da se u patentnoj 

dokumentaciji nalazi viġe od od 85% informacija o najnovijim tehnologijama koje se ne pojavlʿuju u drugim 

izvorima informacija.[3] U veĺini zemalʿa patenti se priznaju na osnovu prava pvenstva u podnoġenju prijave. 

Naroļito je znaļajno pravo prvenstva ukoliko se daje licenca ili traģi finansijska podrġka za komercijalizaciju 

pronalaska. Vreme koje je potrebno da se odobri patent razlikuje se po zemlʿama, a  zavisi i od oblasti tehnike u 

kojoj se zaġtita traģi, obuhvata raspon od nekoliko meseci do nekoliko godina, obiļno izmeĽu 2 do 5 godin.[3] 

Po sprovedenom postupku suġtinskog ispitivanja donosi se reġenje o priznanju patenta, a propisani podaci o 

priznatom patentu upisuju se u Registar patenata. Nosiocu patenta izdaje se isprava o priznatom patentu, a Ăpatent se 

stiļe objavom priznatog patenta u sluģbenom glasilu, a vaģi od datuma podnoġenja prijave. [7] Efektivno pravo 

poļinje od datuma priznanja patenta i od tog datuma se moģe povesti parnica zbog neovlaġĺenog koriġĺenja 

pronalaska protiv treĺih lica. 

 
3. KOMERCIJALIZACIJA PATENTNIH INFORMACIJA  

Pregledom patentnih dokumenata moguĺe je identifikovati reġenje odreĽenog tehniļkog problema koje veĺ 

postoji. TakoĽe, mogu se dobiti znaļajne informacije o oblastima tehnologije koje su u razvoju i u kojima bi trebalo 

pratiti buduĺe aktivnosti istraģivanja i razvoja. Pregled zemalʿa u kojima je neko preduzeĺe podnelo patentnu 

prijavu, pruģa znaļajne informacije o  tehnoloġkoj aktivnosti i marketinġkoj strategiji preduzeĺa, obzirom da je jedan 

od osnovnih razloga za podnoġenje prijave patenta, sagledavanje moguĺnosti komercijalizacije (trģiġne verifikacije) 

novog proizvoda ili nove tehnologije u tim zemlʿama. Mnoga preduzeĺa u razvijenim zemlʿama uklʿuļuju u svoje 

programe razvoja i strategiju intelektualne svojine, koja podrazumeva da se pre definisanja aktivnosti istraģivanja i 

razvoja ili odluļivanja o novom proizvodnom programu, proveri status konkurentnih preduzeĺa, odnosno postojanje 

i vrednost patenata konkurencije, kao i trģiġta interesantna za izvoz. Poseban znaļaj patentnih informacija u 

industriji ogleda se u moguĺnosti jaļanja sopstvenih pozicija i razvijanju moĺnije strategije kroz praĺenje 

konkurencije  

Informacije iz patentne dokumentacije mogu imati znaļajnu ulogu pri sklapanju komercijalnih ugovora za 

kupovinu i prodaju tehnologije. Saznanje o raspoloģivim tehnologijama i njihovim alternativama obezbeĽuje kupcu 

veĺi prostor za utvrĽivanje cene, stavlʿajuĺi ga u povolʿniji poloģaj prilikom sklapanja ugovora. Prema brojnim 

http://rs.espacenet.com/
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istraģivanjima pokazano je Ăda se u patentnoj dokumentaciji nalazi viġe od 80% informacija o najnovijim 

tehnologijama koje se ne pojavlʿuju u drugim izvorima informacija. Tako npr. 84% svih ameriļkih patenata sadrģi 

tehnologije koje nisu otkrivene ili su samo delimiļno otkrivene u patentnoj literaturi. [4] U saradnji sa nacionalnim 

zavodima za intelektualnu svojinu, Evropski patentni zavod (EPO) podrģava mreģu centara patentnih informacija 

(PATLIB Centres) ġirom Evrope. Ovi centri su evoluirali iz takozvanih nacionalnih patentnih biblioteka (Patent 

Libraries) i ġiroko su rasprostranjeni u zemlʿama ļlanicama Evropske unije. Obiļno se nalaze pri nacionalnim 

zavodima za intelektualnu svojinu, privrednim komorama, univerzitetima i nauļno ï tehnoloġkim parkovima,i  

mnogi od njih pruģaju dodatne informacije o ģigovima i industrijskom dizajnu.  

Neki centri saraĽuju sa patentnim advokatima i savetnicima razliļitih profila i organizuju seminare i obuke za 

svoje korisnike. Posebno treba navesti njihove napore da animiraju ġto veĺi broj preduzeĺa, kao potencijalnih 

korisnika njihovih usluga. Organizovanjem takozvanih Ăpatentnih klinikaò, gde zainteresovana preduzeĺe mogu 

dobiti besplatne savete o patentima od strane advokata i poslovnih savetnika kao i interaktivnu obuku, sve viġe  

doprinose ġirenju svesti o znaļaju patentnog sistema. Mreģa centara patentnih informacija (PATLIB Centres) stalno 

se ġiri o ļemu svedoļi podatak da je njihov broj sa 116 u 1995. godini porastao na 283 u 2003. godini. [6] U veĺini 
zavoda za intelektualnu svojinu u razvijenim zemlʿama rasprostranjeno je uverenje kao i praksa da je ġirenje  

informacija od jednakog znaļaja kao i priznanje ili registracija patenta, ģiga, industrijskog dizajna i dr.  

 

4. ZAKLJUĻAK 

Patenti se priznaju na osnovu tehniļkih kriterijuma, a ne na osnovu komercijalnih ili trģiġnih, meĽutim 

isklʿuļiva prava priznata patentom odnose se na komercijalno iskoriġĺavanje pronalaska. Klʿuļ transformisanja 

pronalaska u komercijalni proizvod koji ostvaruje profit uslovlʿen je razmenom patentnih informacija o: Ăstanju 

tehnikeò, novim tehnologijama i pravnom statusu pronalaska (jaļini konkurencije). 

Patentna dokumentacija je najveĺa riznica tehniļkih informacija o komercijalnim procesima, koje su uvek nove. 

TakoĽe, patentna dokumentacija ne predstavlʿa samo izvor informacija u pogledu novosti i inovativnosti, veĺ na 

osnovu poznatog stanja tehnike prikazuje i istorijat tehniļkog progresa u oblasti na koju se odnosi.  

Pored pruģanja podsticaja za inovacije, patenti imaju klʿuļnu ulogu u ġirenju tehnoloġkih informacija, obzirom 

da se prijave patenata uglavnom objavlʿuju posle 18 meseci od datuma podnoġenja zavodu. Javno otkrivanje 

patentnih informacija olakġava ġirenje tehniļkih znanja i potencijalno smanjuje rasipanje vremena i  novļanih 

sredstava na dupliranje istraģivaļko ï razvojnih aktivnosti. 

Uspeġna marketinġka promocija pronalaska i novih tehnologija znaļi njihovo povezivanje sa stvarnim 

potrebama trģiġta, pri ļemu je neophodna bliska saradnja i razmena informacija izmeĽu pronalazaļa, marketing 

istraģivaļa i korisnika pronalaska, odnosno novih tehnologija. Tek kada je prihvaĺen na trģiġtu od strane potroġaļa ï 

korisnika, novi pronalazak ili novi proizvod poļinje da stvara prihod, koji ĺe pronalazaļima i proizvoĽaļima 

nadoknaditi uloģene investicije.  
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Abstract:  Through non-formal and informal learning people acquire basic, key and functional competencies, but in 

many cases have no evidence for them. To demonstrate this knowledge, skills and competences they need 

opportunities for their identification, assessment and recognition by issuing a legitimate document ïa process that 

are known today as "validation of competences". Based on a real story, the article presents the significance of 

validation of competences acquired through non-formal and informal learning, justify the reasons for its relevance 

today and how it influence human and social life. Concrete examples of the construction of the validation of 

vocational competencies in Bulgaria are referred.  
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1. Introduction  

We will start with an actual human story about the power of knowledge: 

A.A. has completed secondary education in secondary vocational technical school, with a major órefrigeration 

technicianô. He has never in his life worked in the field of his major. For 20 years, however, he has been working as 

a car mechanic in a small car repair shop, without having the education to do so. He is one of the car mechanics in 

highest demand, because he is extremely skilled in his vocation. We asked his clients: ñWhy do you always come 

back to A.A. when you need your car repaired? He never even studied to be a car mechanicò. And the most frequent 

answer was: ñBecause he knows what he is doing, and he does it willingly and with understandingò. 

What does the success of this man mean? Why can this man be called a professional in his field of work? Probably 

because he combines three of the most significant components of every successful activity ï knowledge, skills and 

competency. How many people are like A.A. ï they have this power, but they could not prove it with a document. 

They can only prove it in practice! But the world we live in requires us, with increasing frequency, to ñpresentò this 

power, to prove it, in order to enable us to develop both professionally and personally, and to allow others to trust 

us.  

How is this possible? How do we prove the power of knowledge, skills and competencies we have acquired not 

through education, but through practicing? The answers to these questions are directly related to a new social 

phenomenon, which finds an increasing dissemination and an increasing number of supporters ï validation of 

competencies through non-formal and informal learning. 

In Bulgaria, as in most countries of Southeastern Europe, the topic on validation of competencies is still new, 

unrecognizable and raising many questions. It is related to certain trends and directions for development in the most 

recent years: 

1. In the education system of our country, in the field of education, non-formal learning has began to carve its place, 

interpreted as education acquired outside of the traditional education institutions ï schools, colleges, universities. 

Education activities are in reality organized in different organizations, which are not, by definition, education 

organizations ï centers, libraries, community centers, syndical organizations, employer organizations, private 

companies and corporations, media, et. al. 

2. Through non-formal education and informal learning, people acquire basic competencies, and both key and 

functional competencies
35

, but in most of the cases they have no evidence of it. The competencies acquired make 

them more competitive for achieving success in and out of the workplace. 

3. Since 2010, the creation of opportunities for establishing these competencies have been discussed in Bulgaria, 

enabling employers to make a competent and justified selection of personnel for any given workplace, and also 

enabling them to have certainty that they are compliant with the requirements, given to them by their employers, and 

enabling them to display their knowledge, skills, competencies and experience. In the most general sense, this 

process of evaluation and recognition of competencies acquired through non-formal education and informal learning 

is known on European level as validation of competencies. 

                                                           
35

 The basic competencies represent the specifics of a given vocational activity. They key competencies are of a 

complex nature and transferability in different education, vocational and real-life situations. The functional 

competencies represent specific activities, inherent for a specific workplace. 
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4. Since January 2015, in Bulgaria, Ordinance No. 2 has been adopted, dated 13.11.2014 regarding the terms and 

conditions for validation of vocational knowledge, skills and competencies. This is the first independent statutory 

document, regulating the validation of vocational competencies. Its introduction has resulted in changes to the 

Vocational Education and Training Act ï the reference education level for acquiring the respective level of 

vocational qualification is regulated, as well as the validation of vocational knowledge, skills and competencies ï its 

essence, the validation right (for validating institutions and persons with access to validation), the validation process 

and the documents, which shall be issued following its finalization. 

 

2. What is validation of competencies? 

At European level, validation of competencies is related to the fifth phase of the development of the non-formal 

education and learning concept
36

. A successful attempt at the historical tracking and description of these education 

phenomena has been made by H. Colley, P. Hodkinson ʠ J. Malkolm (2003). In their opinion, since the beginning of 

the 21
st
 century, we have been living in a period, in which the European concept of life-long learning has an effect 

over every human activity and changes in an exclusively dynamic manner the understanding of both the nature and 

the goals of education, also regarding the methods, in which it is acquired. In 2000, the work of J. Bjornavold ñLetôs 

make learning visible ï identification, evaluation and recognition of non-formal learning in Europeò has been 

published. For many researchers, it has created the beginning of the trend in creating a system for evaluation of the 

results, acquired through non-formal education and informal learning. At European level, large-scale studies have 

begun regarding activities which have existed hitherto for evaluation of the results of non-formal learning. Large-

scale non-governmental organizations, such as the European Centre for the Development of Vocational Training 

(CEDEFOP), the European Association for the Education of Adults (EAEA), the European Training Foundation 

(ETF) support this idea, and the term ñvalidationò has appeared. 

Nowadays, in order to determine what validation of competencies is, we can summarize two approaches ï 
scientific-methodological, and strategic-operative approaches. 
The scientific-methodological approach is related to the research and publications of J. Bjornavold, D. Colardyn, R. 

Duvekot et. al. and presents validation as a process, in which learning deliverables are identified, evaluation and 

recognized. For some researchers, this is former learning (the PLAR
37

 model of J. Van Kleef), for others ï 

experimental learning (S. Weil and I. McGill). 

The strategic-operational approach has the goal of overcoming certain terminological contradictions, related to 

defining the nature of validation and its different scientific justifications. In relation to it, ñvalidation is confirmation 

given by a competent body that the scientific results (knowledge, skills and/or competencies), acquired by the 

individual through formal education, non-formal education or informal learning, have been evaluated in compliance 

with predefined criteria and are compliant to the requirements of the validation standard. Validation normally 

results in certificationò. (European Guidelines for the Validation of Non-formal and Informal Learning, 2008, p.9). 

This understanding of validation has also been adopted by CEDEFOP and it has been included in the Multi-Lingual 

Vocabulary of the 100 basic terms, used in the field of education policy, published in 2008. In many cases, the terms 

and definitions, presented in the vocabulary are a starting point in the justification of contemporary phenomena in 

the education in most European countries, including in Bulgaria. 

If we rely on the second, operational definition of validation, what exactly does the following mean: 

¶ Validation of competencies could only be completed by competent bodies. 

According to the already quoted Ordinance, in Bulgaria the institutions which have the right to perform validation 

are vocational schools, vocational secondary schools, arts schools, sports schools, vocational colleges, vocational 

training centers, et. al., which have completed, or as of the time of validation are still completing training.  

This regulation clearly indicates that one of the strongest and most significant aspects of validation of competencies, 

to say that it creates connections between formal education, on the one hand, and non-formal education and informal 

learning on the other hand. For a long time, these connections not only did not exist in practice, but some people 

even disputed or outright denied their existence. And so nowadays non-formal education is not perceived as an 

alternative to formal education (as a substitute), but rather as its natural continuation. Furthermore, through 

validation, real opportunities are created for formal education to become more flexible, more open and more 

accessible also for people who have long left this system, and they have acquired vocational experience and 

competencies. For them, this is ña second chanceò, ñsecond opportunityò for showcasing and proving available 

competencies, more so completely individualized and in most cases having shorter time-span. 

                                                           
36
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¶ Studying results (knowledge, skills and/or competencies), acquired by the individual through formal 

education, non-formal education or informal learning, shall be validated. 

Orientation toward academic results is not a new phenomenon for education systems in Europe. The clearly defined 

academic results ï specific knowledge, skills and competencies ï are indicators for clear and specific goals of 

education and training. If we use SMART, the goal setting model (of P. Drucker), they have to be: specific, 

measurable, recognizable, goal oriented and attained for a specific time
38

. Therefore, in order for the validation to be 

objective and reliable, it shall be oriented toward measuring and evaluation of SMART ï goals and results. 

Another important accent is that validation is directed not only toward academic results, acquired through non-

formal education and informal learning, but also results acquired through formal education. In practice, this specific 

feature is often omitted, but it is of exclusive importance, especially in the field of validation of vocational 

competencies. Acquiring vocational knowledge and experience in Bulgaria happens stage by stage, at degrees
39

 and 

for validation of the higher degree of vocational qualification, results of learning, acquired by the person through 

vocational education and training in a school or a vocational training center (i.e. in institutions, part of the formal 

education system) could be used. 

¶ In case of validation, the academic results shall be evaluated in compliance with the predefined criteria. 

Such criteria exist in all countries, but each of them has their own style of defining and presentation. In some 

countries, they are named ñstandardsò, and in Bulgaria they are named ñstate education requirementsò (SER). 

Normally, two types of education criteria are used for validation (general or vocational) and for evaluation of 

competencies procedures.  

The vocational standards (criteria) are found in classifications and definitions of the main professions, which people 

are exercising. They focus on what should be done, how it should be done, and how it should be done in the best 

manner possible. Because they are a reference point in the validation, they are defined as competencies, results 

achieved.  

¶ The criteria correspond to the requirements of the validation standard. 

In order to respond to the validation standard, when using the evaluation criteria, certain specific characteristics of 

validation as a process shall be observed: 

- It is an act of voluntary choice. A person can take a decision on its own whether to start a procedure on 

validation and submits an application in writing to the validating institution. Validation consultants are 

operating in order to support the decision of this person and with the purpose of providing additional 

information regarding the process this person shall undergo. 

- It is personality-oriented ï the individual needs prevail, and the validation route is personal. For this 

purpose, an individual plan for validation of each person, who has taken this step, is developed within 

the validation institution. 

- It is academic results-oriented. 

- It is based on approved standards ï vocational standards and evaluation standards. 

- It is of a complex nature ï it outlines and makes visible the connection by and between formal 

education, non-formal education and informal learning. 

- It requires compliance with ethical rules for confidentiality. 

- It is a process not limited with time, and it stimulates follow-up learning. 

- It is one of the mechanisms for realization of lifelong learning (according to: Conference on Valuing 

Learning: European Experiences in Validation of Non-formal and Informal Learning, 2010). 

¶ Validation usually results in certification. 

One of the strongest motives for people, who are involved in procedures for validation of competencies, is their 

desire to receive legitimate, nationally recognized document for their knowledge and skills. In Bulgaria, this 

opportunity is regulated in the Vocational Education and Training Act ï the persons, who have successfully 

completed examinations, are issued with the following documents: certificate of validation of vocational 

qualification ï when all of the units of results from the learning, included in the state educational requirement for 

acquiring qualification on a vocation have been found; certification for validation of the vocational qualification on 

part of a vocation ï when part of the units of results from the learning, included in the state educational requirement 

for acquiring qualification for a vocation have been found. 

 

3. Why is validation of competencies necessary? 

                                                           
38
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In the process of analysis of the nature of validation, some of the arguments for justification of the necessity of its 

existence nowadays have been mentioned. But if we have to summarize why validation of competencies is 

necessary, we would indicate the following reasons: 

¶ Causes related to the economic development 

Validation of competencies is closely related to the development of human capital and the labor market. It could be 

used with the purpose of proving the existence of specific skills, necessary to people for their better performance on 

the labor market and their increased competitiveness, as well as satisfying the needs of different sectors in the 

country ï public (state), economy and non-economy sectors. According to Dyson and Keating, the benefits of 

validation are of exclusive magnitude for the private sector and the social partners. ñNowadays validation is used to 

a large degree in the activities for development of human resources (personnel) and the efficient distribution of 

business resourcesò (Dyson, C., J. Keating, 2005). 

¶ Causes related to the field of education  

In the opinion of M. Feutrie ñproviding direct routes for acquiring formal qualification or ñcreatingò educational 

courses, avoiding repeatability and inefficiency of the education system is the leading reason for validationò 

(Feutrie, M., 2005). Thus, people receive ña second chanceò to develop their potential in full, their mobility is 

facilitated, and in a vocational aspect, they acquire opportunities for better realization. 

¶ Causes of a social nature 

In the opinion of W. Kok, validation is a tool to support underprivileged people ï unemployed, refugees, old people, 

who are on the labor market. It guarantees equality of opportunities by extending the access to educational services 

and the labor market (Kok, W., 2003). The social context of validation is directed toward creating opportunities to 

overcome social exclusion and labor market reintegration for people, who, due to one reason or another, are situated 

outside of it, or are in its periphery.  

¶ Demographic causes. 

Nowadays they call Europe ñold Europeò, due to the trends for aging of the population. The number of people in the 

two risk groups ï old people and immigrants ï is increasing at an incredible rate. In recent years, a new phenomenon 

has appeared, namely NEET
40

. NEET is a phenomenon, described in the United Kingdom and focuses attention 

toward young people, who at any given time have not been involved in education, training or employment. The 

category ñyoung people, youthò includes youth aged between 16 and 24.
41

 

NEET is a cumulative term for people, who: 

- do not take part in education activities at formal education institutions; 

- do not take part in additional forms of training; 

- are not employed, or are economically inactive; 

- are not committed toward their own career development; 

- have no motivation or ambition, et. al. 

The condition of absence of clear purpose, absence of motivation to succeed and commitment (inaction) in young 

people could be overcome, if they have options for choices, through which they could find meaning in their own 

life. Each action, which is personal, significant and contemplated in this manner, could have an effect on the 

behavior of people in a positive manner. 

¶ Causes related to the technological development 

Modern people acquire skills to work with new technologies mainly along the way of non-formal education and 

informal learning. Working with new technologies makes people more confident in themselves, furthermore when 

people have acquired these skills on their own. In a time when the dynamics of life is closely related to the constant 

change of the technological environment, validation of competencies would allow to a maximum degree to realize 

new approaches toward vocational communication and the work people do, with options for part-time employment, 

home office, flexible work hours, et. al. 

 

3. Conclusion 

The variety and the aggregation of reasons, having effect over the validation of vocational competencies and 

experience stimulate many organizations in different European countries to develop their own systems and 

procedures for validation of competencies. Validation shall be offered both by traditional education institutions (as it 

is in Bulgaria), and by independent evaluation centers, enterprise evaluation units, ñHuman Resourcesò departments 

in companies, organizations for adult learning, non-governmental organizations, et. al. What unites these 
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organizations is the confidence that validation of competencies affects the vocational development of people, makes 

them realize the power of their knowledge, skills and competencies, and really changes their life. 
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Abstract:  Todayôs modern management needs informational support for successful work. This can be guaranteed 

only with a well designed and implemented information system.  Management information system is a computer 

based information system which generates information needed for all levels of management in all organizational 

parts of the company for bringing wide-ranging, in time, fast and accurate decisions.  Generally, managers until 

recently had no need of knowledge about how the information is collected, processed and distributed in their 

companies. The information was not considered to be one of the basic resources of the company. The changed 

business environment, especially the globalization of the businesses, requires managers to treat the information as a 

very important organizational resource.  Knowledge of ICT technologies which have impact on all aspects of our 

lives, represent a unique feature of information and knowledge -based economies.  Good company management 

means managing its future, and managing the future means managing the information (Harper, 1961, 1).  

Key words: management, ICT, information, knowledge. 
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ʈʝʟʠʤʝ: ʅʘ ʜʝʥʝʰʥʠʦʪ ʩʦʚʨʝʤʝʥ ʤʝʥʘ˅ʤʝʥʪ, ʟʘ ʫʩʧʝʰʥʘ ʨʘʙʦʪʘ, ʥʝʦʧʭʦʜʥʘ ʤʫ ʝ ʠʥʬʦʨʤʘʮʠʦʥʘ ʧʦʜʜʨʰʢʘ. 

ʅʝʘ ʩʦ ʩʠʛʫʨʥʦʩʪ ʤʦʞʝ ʜʘ ʤʫ ʿʘ ʛʘʨʘʥʪʠʨʘ ʩʘʤʦ ʜʦʙʨʦ ʧʨʦʝʢʪʠʨʘʥ ʠ ʠʤʣʝʤʝʥʪʠʨʘʥ ʠʥʬʦʨʤʘʮʠʩʢʠ ʩʠʩʪʝʤ.  

ʄʝʥʘ˅ʤʝʥʪ ʠʥʬʦʨʤʘʮʠʩʢʠ ʩʠʩʪʝʤ ʝ ʢʦʤʧʿʫʪʝʨʩʢʠ ʟʘʩʥʦʚʘʥ  ʠʥʬʦʨʤʘʮʠʩʢʠ ʩʠʩʪʝʤ ʢʦʿʰʪʦ ʛʝʥʝʨʠʨʘ 

ʠʥʬʦʨʤʘʮʠʠ ʰʪʦ ʩʝ ʧʦʪʨʝʙʥʠ ʟʘ ʩʠʪʝ ʥʠʚʦʘ ʥʘ ʤʝʥʘ˅ʤʝʥʪ ʚʦ ʩʠʪʝ ʦʨʛʘʥʠʟʘʮʠʩʢʠ ʜʝʣʦʚʠ ʥʘ ʧʨʝʪʧʨʠʿʘʪʠʝʪʦ  

ʟʘ ʜʦʥʝʩʫʚʘˁʝ ʥʘ ʩʝʦʧʬʘʪʥʠ, ʙʣʘʛʦʚʨʝʤʝʥʠ, ʙʨʟʠ ʠ ʪʦʯʥʠ ʦʜʣʫʢʠ.  ʆʧʰʪʦ ʟʝʤʝʥʦ, ʤʝʥʘ˅ʝʨʠʪʝ ʜʦ ʩʢʦʨʦ 

ʥʝʤʘʘ ʧʦʪʨʝʙʘ ʦʜ ʧʦʟʥʘʚʘˁʘ ʟʘ ʪʦʘ ʢʘʢʦ ʠʥʬʦʨʤʘʮʠʿʘʪʘ ʩʝ ʧʨʠʙʠʨʘ, ʩʝ ʦʙʨʘʙʦʪʫʚʘ ʠ ʩʝ ʜʠʩʪʨʠʙʫʠʨʘ ʚʦ 

ʥʠʚʥʠʪʝ ʢʦʤʧʘʥʠʠ.  ʀʥʬʦʨʤʘʮʠʿʘʪʘ ʥʝ ʩʝ ʩʤʝʪʘʰʝ ʟʘ ʝʜʝʥ ʦʜ ʦʩʥʦʚʥʠʪʝ ʨʝʩʫʨʩʠ ʥʘ ʧʨʝʪʧʨʠʿʘʪʠʝʪʦ.  ʅʦ, 

ʠʟʤʝʥʝʪʘʪʘ ʜʝʣʦʚʥʘ ʦʢʦʣʠʥʘ, ʧʦʩʝʙʥʦ ʛʣʦʙʘʣʠʟʘʮʠʿʘʪʘ ʥʘ ʙʠʟʥʠʩʠʪʝ, ʥʘʣʘʛʘ ʤʝʥʘ˅ʝʨʠʪʝ ʜʘ ʿʘ ʪʨʝʪʠʨʘʘʪ 

ʠʥʬʦʨʤʘʮʠʿʘʪʘ ʢʘʢʦ ʤʥʦʛʫ ʚʘʞʝʥ ʦʨʛʘʥʠʟʘʮʠʩʢʠ ʨʝʩʫʨʩ.  ʇʦʟʥʘʚʘˁʝʪʦ ʠ ʧʨʠʤʝʥʘʪʘ ʥʘ ʀʂʊ ʪʝʭʥʦʣʦʛʠʠʪʝ 

ʢʦʠʰʪʦ ʚʣʠʿʘʘʪ ʚʨʟ ʩʠʪʝ ʘʩʧʝʢʪʠ ʥʘ ʥʘʰʠʪʝ ʞʠʚʦʪʠ, ʧʨʝʪʩʪʘʚʫʚʘ ʫʥʠʢʘʪʥʘ ʢʘʨʘʢʪʝʨʠʩʪʠʢʘ ʥʘ ʝʢʦʥʦʤʠʠʪʝ 

ʙʘʟʠʨʘʥʠ ʥʘ ʠʥʬʦʨʤʘʮʠʠ ʠ ʟʥʘʝˁʝ.  ɼʦʙʨʦ ʜʘ ʩʝ ʚʦʜʠ ʧʨʝʪʧʨʠʿʘʪʠʝʪʦ, ʟʥʘʯʠ ʜʘ ʩʝ ʫʧʨʘʚʫʚʘ ʩʦ ʥʝʛʦʚʘʪʘ 

ʠʜʥʠʥʘ, ʘ ʜʘ ʩʝ ʫʧʨʘʚʫʚʘ ʩʦ ʠʜʥʠʥʘʪʘ ʧʦʜʨʘʟʙʠʨʘ ʜʘ ʩʝ ʫʧʨʘʚʫʚʘ ʩʦ ʠʥʬʦʨʤʘʮʠʠʪʝ (ʍʘʨʧʝʨ, 1961, 1). 

ʂʣʫʯʥʠ ʟʙʦʨʦʚʠ: ʤʝʥʘ˅ʤʝʥʪ, ʀʂʊ, ʠʥʬʦʨʤʘʮʠʠ, ʟʥʘʝˁʝ. 

 

1.ɺʆɺɽɼ 

ʇʨʦʠʟʚʦʜʩʪʚʦʪʦ ʠ ʜʠʩʪʨʠʙʫʮʠʿʘʪʘ ʥʘ ʠʥʬʦʨʤʘʮʠʠ ʠ ʟʥʘʝˁʝ ʧʨʝʪʩʪʘʚʫʚʘ ʛʣʘʚʝʥ ʠʟʚʦʨ ʥʘ ʙʦʛʘʪʩʪʚʦ ʠ 

ʧʨʦʩʧʝʨʠʪʝʪ ʥʘ ʜʝʥʝʰʥʘʪʘ ʠʥʬʦʨʤʘʮʠʩʢʘ ʝʢʦʥʦʤʠʿʘ.  ʋʧʨʘʚʫʚʘˁʪʦ ʩʦ ʟʥʘʝˁʝ ʜʝʥʝʩ ʝ ʟʥʘʯʘʿʥʘ ʪʝʤʘ ʚʦ 

ʩʦʚʨʝʤʝʥʠʪʝ ʢʦʤʧʘʥʠʠ, ʙʠʜʝʿ˃ʠ ʤʝʥʘ˅ʝʨʠʪʝ ʩʬʘ˃ʘʘʪ ʜʝʢʘ ʫʩʧʝʭʦʪ ʥʘ ʥʠʚʥʘʪʘ ʢʦʤʧʘʥʠʿʘ ʟʘʚʠʩʠ ʦʜ 

ʩʧʦʩʦʙʥʦʩʪʘ ʥʘ ʢʦʤʧʘʥʠʿʘʪʘ ʜʘ ʢʨʝʠʨʘ ʠ ʜʘ ʫʧʨʘʚʫʚʘ ʩʦ ʟʥʘʝˁʝ. 

ʀʥʬʦʨʤʘʪʠʯʢʘʪʘ ʪʝʭʥʦʣʦʛʠʿʘ ʝ ʩʦʩʪʘʚʝʥ, ʥʝʜʝʣʠʚ ʜʝʣ ʦʜ ʝʜʝʥ ʩʦʚʨʝʤʝʥ ʠʥʬʦʨʤʘʮʠʩʢʠ ʩʠʩʪʝʤ, ʦʪʪʫʢʘ, ʪʘʘ  

ʝʜʥʦʚʨʝʤʝʥʦ ʝ ʠ ʜʝʣ ʦʜ ʩʦʚʨʝʤʝʥʦ ʦʨʛʘʥʠʟʠʨʘʥʘ ʢʦʤʧʘʥʠʿʘ.  ʊʘʘ ʝ ʠʥʩʪʨʫʤʝʥʪ ʩʦ ʢʦʿ ʤʝʥʘ˅ʤʝʥʪʦʪ 

ʢʦʥʪʨʦʣʠʨʘ ʠ ʢʨʝʠʨʘ ʟʥʘʝˁʝ.  

mailto:mirjana.sek@gmail.com
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ʂʦʤʧʿʫʪʝʨʩʢʠʪʝ ʩʠʩʪʝʤʠ ʠ ʩʦʬʪʚʝʨʦʪ ʩʝ ʪʝʭʥʠʯʢʘ ʦʩʥʦʚʘ, ʘʣʘʪʢʠ ʠ ʤʘʪʝʨʠʿʘʣʠ ʥʘ ʤʦʜʝʨʥʠʪʝ ʠʥʬʦʨʤʘʮʠʩʢʠ  

ʩʠʩʪʝʤʠ.  ʂʦʤʧʿʫʪʝʨʠʪʝ ʩʦ ʩʚʦʠʪʝ ʩʦʦʜʚʝʪʥʠ ʭʘʨʜʚʝʨʩʢʠ ʢʦʤʧʦʥʝʥʪʠ ʦʚʦʟʤʦʞʫʚʘʘʪ ʧʨʦʮʝʩʠʨʘˁʝ ʠ 

ʤʝʤʦʨʠʨʘˁʝ ʥʘ ʧʦʜʘʪʦʮʠʪʝ, ʜʦʜʝʢʘ, ʧʘʢ, ʢʦʤʧʿʫʪʝʨʩʢʠʪʝ ʧʨʦʛʨʘʤʠ ʧʨʝʢʫ ʦʧʝʨʘʪʠʚʥʠʪʝ ʠʥʩʪʨʫʢʮʠʠ, 

ʫʧʨʘʚʫʚʘʘʪ ʠ ʚʨʰʘʪ ʢʦʥʪʨʦʣʘ ʚʨʟ ʦʙʨʘʙʦʪʢʘʪʘ ʥʘ ʧʦʜʘʪʦʮʠ.  

ʀʥʬʦʨʤʘʮʠʩʢʠʪʝ ʩʠʩʪʝʤʠ ʚʦ ʝʜʥʘ ʩʦʚʨʝʤʝʥʘ ʢʦʤʧʘʥʠʿʘ ʩʝ ʩʦʮʠʦʪʝʭʥʠʯʢʠ ʢʦʤʧʣʝʢʩ.  ʄʝʥʘ˅ʝʨʠʪʝ ʪʨʝʙʘ ʜʘ ʿʘ 

ʩʬʘʪʘʪ ʚʨʩʢʘʪʘ  ʤʝʺʫ ʪʝʭʥʠʯʢʠʪʝ ʢʦʤʧʦʥʝʥʪʠ ʥʘ ʠʥʬʦʨʤʘʮʠʩʢʠʪʝ ʩʠʩʪʝʤʠ ʠ ʬʫʥʢʮʠʠʪʝ, ʩʪʨʫʢʪʫʨʘʪʘ, 

ʧʦʣʠʪʠʢʘʪʘ ʠ ʢʫʣʪʫʨʘʪʘ ʥʘ ʢʦʤʧʘʥʠʿʘʪʘ. 

ʋʩʧʝʰʥʠ ʢʦʤʧʘʥʠʠ ˃ʝ ʙʠʜʘʪ ʦʥʠʝ ʢʦʠhʪʦ ʝʬʠʢʘʩʥʦ ˃ʝ ʛʠ ʢʦʨʠʩʪʘʪ ʠʥʬʦʨʤʘʮʠʩʢʠʪʝ ʩʠʩʪʝʤʠ ʢʘʢʦ 

ʦʨʛʘʥʠʟʘʮʠʩʢʠ ʨʝʩʫʨʩ ʟʘ ʧʣʘʥʠʨʘˁʝ, ʦʜʣʫʯʫʚʘˁʝ, ʢʦʥʪʨʦʣʘ ʚʦ ʨʘʙʦʪʝˁʝʪʦ ʠ ʢʨʝʠʨʘˁʝ ʟʥʘʝˁʝ.  

ɹʠʪʥʠ ʢʦʤʧʦʥʝʥʪʠ ʚʦ ʝʜʥʘ ʢʦʤʧʘʥʠʿʘ ʩʝ ʥʝʛʦʚʠʪʝ ʯʦʚʝʯʢʠ ʨʝʩʫʨʩʠ, ʦʨʛʘʥʠʟʘʮʠʩʢʘʪʘ ʩʪʨʫʢʪʫʨʘ, 

ʦʧʝʨʘʪʠʚʥʠʪʝ ʧʦʩʪʘʧʢʠ, ʢʘʢʦ ʠ ʦʨʛʘʥʠʟʘʮʠʩʢʘʪʘ ʢʫʣʪʫʨʘ.   

ʆʨʛʘʥʠʟʘʮʠʩʢʘʪʘ ʰʝʤʘ ʧʨʝʪʩʪʘʚʫʚʘ ʨʘʩʧʦʨʝʜ ʥʘ ʯʦʚʝʯʢʠʪʝ ʨʝʩʫʨʩʠ ʥʘ  ʨʘʟʣʠʯʥʠ ʥʠʚʦʘ ʠ ʩʧʝʮʠʿʘʣʥʦʩʪʠ. 

ʂʦʤʧʘʥʠʿʘʪʘ ʿʘ ʢʦʦʨʜʠʥʠʨʘ ʨʘʙʦʪʘʪʘ ʧʨʝʢʫ ʩʪʨʫʢʪʫʨʠʨʘʥʘ ʭʠʝʨʘʨʭʠʿʘ, ʬʦʨʤʘʣʥʠ ʠ ʩʪʘʥʜʘʨʜʥʠ ʧʦʩʪʘʧʢʠ. 

ʏʦʚʝʯʢʠʪʝ ʨʝʩʫʨʩʠ ʩʝ ʨʘʩʧʦʨʝʜʝʥʠ ʩʧʦʨʝʜ ʭʠʝʨʘʨʭʠʩʢʠʦʪ ʤʦʜʝʣ ʚʦ ʬʦʨʤʘ ʥʘ ʧʠʨʘʤʠʜʘ. ʊʦʘ ʟʥʘʯʠ: ʟʛʦʣʝʤʝʥ 

ʘʚʪʦʨʠʪʝʪ - ʟʛʦʣʝʤʝʥʘ ʦʜʛʦʚʦʨʥʦʩʪ. 

ɼʝʥʝʩ ʠʥʬʦʨʤʘʮʠʩʢʠʪʝ ʩʠʩʪʝʤʠ ʠʤʘʘʪ ʮʝʥʪʨʘʣʥʘ ʫʣʦʛʘ  ʚʦ ʜʝʣʦʚʥʘʪʘ ʢʦʤʫʥʠʢʘʮʠʿʘ ʥʘ ʤʝʥʘ˅ʤʝʥʪʦʪ ʚʦ 

ʨʘʤʢʠ ʥʘ ʢʦʤʧʘʥʠʿʘʪʘ ʠ ʚʦ ʢʦʤʫʥʠʢʘʮʠʿʘʪʘ ʥʘ ʤʝʥʘ˅ʤʝʥʪʦʪ ʩʦ ʦʢʨʫʞʫʚʘˁʝʪʦ. 

ʄʝʥʘ˅ʤʝʥʪʦʪ ʩʣʝʜʝʿ˃ʠ ʛʠ ʜʝʣʦʚʥʠʪʝ ʧʨʝʜʠʟʚʠʮʠ ʚʦ ʨʘʙʦʪʥʘʪʘ ʦʢʦʣʠʥʘ ʩʦ ʧʦʜʨʰʢʘ ʥʘ ʠʥʬʦʨʤʘʮʠʩʢʠʪʝ 

ʪʝʭʥʦʣʦʛʠʠ, ʙʣʘʛʦʚʨʝʤʝʥʦ ʠ ʩʦʦʜʚʝʪʥʦ ʿʘ ʢʨʝʠʨʘ ʩʦʧʩʪʚʝʥʘʪʘ ʩʪʨʘʪʝʛʠʿʘ ʠ ʫʪʚʨʜʫʚʘ ʯʦʚʝʯʢʠ ʠ ʬʠʥʘʥʩʠʩʢʠ 

ʨʝʩʫʨʩʠ ʟʘ ʧʦʩʪʠʛʥʫʚʘˁʝ ʥʘ ʩʪʨʘʪʝʰʢʠʪʝ, ʪʘʢʪʠʯʢʠʪʝ ʠ ʦʧʝʨʘʪʠʚʥʠʪʝ ʮʝʣʠ ʥʘ ʢʦʤʧʘʥʠʿʘʪʘ. 

ʄʝʥʘ˅ʤʝʥʪʦʪ ʪʨʝʙʘ ʩʪʝʢʥʘʪʦʪʦ ʟʥʘʝˁʝ ʜʘ ʛʦ ʧʨʠʤʝʥʠ ʚʦ ʧʨʦʮʝʩʦʪ ʥʘ ʥʦʩʝˁʝ ʦʜʣʫʢʠ ʟʘ ʨʝʰʘʚʘˁʝ ʥʘ 

ʧʨʦʙʣʝʤʠʪʝ ʚʦ ʨʘʙʦʪʝˁʝʪʦ ʥʘ ʢʦʤʧʘʥʠʿʘʪʘ.  ʄʝʥʘ˅ʤʝʥʪʦʪ ʤʦʞʝ ʜʘ ʧʨʠʜʦʥʝʩʝ ʚʦ ʧʦʜʦʙʨʫʚʘˁʝ ʥʘ 

ʫʧʨʘʚʫʚʘˁʝʪʦ ʩʦ ʢʦʤʧʘʥʠʿʘʪʘ ʧʨʝʢʫ ʨʘʟʚʠʚʘˁʝ ʥʘ ʥʦʚʠ ʦʨʛʘʥʠʟʘʮʠʩʢʠ ʧʦʟʠʮʠʠ, ʢʘʢʦ ʥʘ ʧʨ. ʠʟʚʨʰʥʠ 

ʤʝʥʘ˅ʝʨʠ ʥʘ ʟʥʘʝˁʝ, ʤʝʥʘ˅ʝʨʠ ʥʘ ʟʥʘʝˁʝ ʠ  ʩʣʠʯʥʠ ʩʧʝʮʠʿʘʣʠʟʠʨʘʥʠ ʦʨʛʘʥʠʟʘʮʠʩʢʠ ʧʦʟʠʮʠʠ ʥʘ ʯʦʚʝʯʢʠʪʝ 

ʨʝʩʫʨʩʠ. 

 

2.ɺʀɼʆɺʀ ʀʅʌʆʈʄɸʎʀʉʂʀ ʉʀʉʊɽʄʀ ɿɸ ʋʇʈɸɺʋɺɸɳɽ ʉʆ ɿʅɸɽɳɽʊʆ 

ʇʦʩʪʦʿʘʪ ʪʨʠ ʛʣʘʚʥʠ ʚʠʜʦʚʠ ʠʥʬʦʨʤʘʮʠʩʢʠ ʩʠʩʪʝʤʠ ʟʘ ʫʧʨʘʚʫʚʘˁʝ ʩʦ ʟʥʘʝˁʝʪʦ: ʢʦʨʧʦʨʘʪʠʚʥʠ ʩʠʩʪʝʤʠ ʟʘ 

ʫʧʨʘʚʫʚʘˁʝ ʩʦ ʟʥʘʝˁʝ, ʨʘʙʦʪʥʠ ʩʠʩʪʝʤʠ ʥʘ ʟʥʘʝˁʝ ʠ ʠʥʪʝʣʠʛʝʥʪʥʠ ʪʝʭʥʠʢʠ.
42

 

ʂʦʨʧʦʨʘʪʠʚʥʠʪʝ ʩʠʩʪʝʤʠ ʟʘ ʫʧʨʘʚʫʚʘˁʝ ʩʦ ʟʥʘʝˁʝ ʩʝ ʠʥʬʦʨʤʘʮʠʩʢʠ ʩʠʩʪʝʤʠ ʟʘ ʩʦʙʠʨʘˁʝ, 

ʦʙʨʘʙʦʪʢʘ, ʯʫʚʘˁʝ ʠ ʜʠʩʪʨʠʙʫʠʨʘˁʝ ʥʘ ʠʥʬʦʨʤʘʮʠʠʪʝ ʠ ʟʥʘʝˁʝʪʦ ʜʦ ʤʝʥʘ˅ʤʝʥʪʦʪ ʩʦ ʮʝʣ ʜʘ ʩʝ ʧʦʜʦʙʨʘʪ 

ʙʠʟʥʠʩ ʧʨʦʮʝʩʠʪʝ ʠ ʦʜʣʫʢʠʪʝ. ʆʚʠʝ ʩʠʩʪʝʤʠ ʛʝʥʝʨʠʨʘʘʪ ʨʘʟʥʠ ʬʦʨʤʠ ʥʘ ʠʟʚʝʰʪʘʠ ʟʘ ʤʝʥʘ˅ʤʝʥʪʦʪ. 

ʂʦʨʧʦʨʘʪʠʚʥʠʪʝ ʩʠʩʪʝʤʠ ʥʘ ʟʥʘʝˁʝ ʩʝ ʥʘʤʝʥʝʪʠ ʨʝʯʠʩʠ ʟʘ ʩʠʪʝ ʚʨʘʙʦʪʝʥʠ ʦʜʥʦʩʥʦ ʟʘ ʩʠʪʝ ʥʠʚʦʘ ʥʘ 

ʤʝʥʘ˅ʤʝʥʪ. ʅʘ ʩʣʠʢʘʪʘ ʧʦʜʦʣʫ ʰʝʤʘʪʩʢʠ ʩʝ ʧʨʠʢʘʞʘʥʠ ʠʟʚʦʨʠʪʝ ʥʘ ʧʦʜʘʪʦʮʠ ʠ ʩʦ ʧʨʠʤʝʥʘ ʥʘ ʨʘʟʣʠʯʥʠ 

ʠʥʬʦʨʤʘʮʠʩʢʠ ʩʠʩʪʝʤʠ ʩʝ ʜʦʘʺʘ ʜʦ ʧʝʨʠʦʜʠʯʥʠ ʠʟʚʝʰʪʘʠ, ʩʧʝʮʠʿʘʣʥʠ ʠʟʚʝʰʪʘʠ ʠ ʩʠʤʫʣʘʮʠʩʢʠ ʨʝʟʫʣʪʘʪʠ. 

ʄʝʥʘ˅ʤʝʥʪʦʪ ʜʦʙʠʚʘ  ʠʥʬʦʨʤʘʮʠʠ ʠ ʩʦ ʪʦʘ ʤʦʞʥʦʩʪ ʜʘ ʢʨʝʠʨʘ ʥʦʚʦ ʟʥʘʝˁʝ ʰʪʦ ʪʨʝʙʘ ʜʘ ʛʦ ʩʧʦʜʝʣʠ ʠ 

ʧʨʠʤʝʥʠ ʚʦ ʧʨʦʮʝʩʦʪ ʥʘ ʫʧʨʘʚʫʚʘˁʝ ʠ ʦʜʣʫʯʫʚʘˁʝ, ʟʘ ʜʘ ʜʦʿʜʝ ʜʦ ʚʠʩʪʠʥʩʢʦʪʦ ʨʝʰʝʥʠʝ ʥʘ ʧʨʦʙʣʝʤʦʪ ʥʘ 

ʢʦʤʧʘʥʠʿʘʪʘ.     ɺʦʜʝʯʢʠ ʩʚʝʪʩʢʠ ʢʦʤʧʘʥʠʠ ʥʘ ʩʦʬʪʚʝʨʩʢʠ ʨʝʰʝʥʠʿʘ ʟʘ ʢʦʨʧʦʨʘʪʠʚʥʠ ʩʠʩʪʝʤʠ ʩʝ Oracle 

Corporation, EMC (Documentum), IBM, Open Text Corporation ʠ ʜʨ. 

 

 
ʉʣʠʢʘ 1. ʀʥʬʦʨʤʘʮʠʠ ʠ ʟʥʘʝˁʝ ʚʦ ʨʘʟʣʠʯʥʠ ʬʦʨʤʠ ʥʘ ʠʟʚʝʰʪʘʠ
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ʈʘʙʦʪʥʠʪʝ ʩʠʩʪʝʤʠ ʥʘ ʟʥʘʝˁʝ ʩʝ ʥʘʤʝʥʝʪʠ ʟʘ ʦʜʨʝʜʝʥʠ ʦʨʛʘʥʠʟʘʮʠʩʢʠ ʧʦʟʠʮʠʠ ʦʜʥʦʩʥʦ 

ʚʨʘʙʦʪʝʥʠ ʢʘʢʦ ʥʘʫʯʥʦ-ʠʩʪʨʘʞʫʚʘʯʢʠ ʨʘʙʦʪʥʠʮʠ, ʘʨʭʠʪʝʢʪʠ, ʜʠʟʘʿʥʝʨʠ, ʠʥʞʝˁʝʨʠ, ʯʠʿʘ ʰʪʦ ʟʘʜʘʯʘ ʝ ʜʘ 

ʢʨʝʠʨʘʘʪ ʟʥʘʝˁʝ ʠ ʠʥʬʦʨʤʘʮʠʠ ʟʘ ʢʦʤʧʘʥʠʿʘʪʘ.  ʇʦʟʥʘʪʠ ʧʨʠʤʝʨʠ ʟʘ ʨʘʙʦʪʥʠ ʩʠʩʪʝʤʠ ʥʘ ʟʥʘʝˁʝ ʩʝ 

CAD/CAM ʩʠʩʪʝʤʠʪʝ ʢʦʠʰʪʦ ʥʘʿʜʠʨʝʢʪʥʦ ʤʫ ʦʙʝʟʙʝʜʫʚʘʘʪ ʥʘ ʧʨʦʠʟʚʦʜʩʪʚʝʥʠʦʪ ʤʝʥʘ˅ʤʝʥʪ  ʧʨʝʮʠʟʥʘ 

ʢʦʤʧʿʫʪʝʨʩʢʘ ʢʦʥʪʨʦʣʘ ʥʘʜ ʠʥʜʫʩʪʨʠʩʢʠʦʪ ʜʠʟʘʿʥ ʠ ʧʨʦʠʟʚʦʜʩʪʚʦ. 

ʀʥʪʝʣʠʛʝʥʪʥʠʪʝ ʪʝʭʥʠʢʠ ʠʣʠ ʚʝʰʪʘʯʢʘʪʘ ʠʥʪʝʣʠʛʝʥʮʠʿʘ ʠ ʪʝʭʥʦʣʦʛʠʿʘʪʘ ʟʘ ʙʘʟʠ ʥʘ 

ʧʦʜʘʪʦʮʠ ʩʝ ʪʨʝʪʠʦʪ ʚʠʜ ʥʘ ʠʥʬʦʨʤʘʮʠʩʢʠ ʩʠʩʪʝʤʠ ʟʘ ʫʧʨʘʚʫʚʘˁʝ ʩʦ ʟʥʘʝˁʝ, ʩʦ ʯʠʿʘ ʧʦʤʦʰ ʩʝ ʜʦʘʺʘ ʜʦ 

ʧʨʦʰʠʨʫʚʘˁʝ ʥʘ ʙʘʟʘʪʘ ʥʘ ʟʥʘʝˁʝ ʥʘ ʤʝʥʘ˅ʤʝʥʪʦʪ ʥʘ ʢʦʤʧʘʥʠʿʘʪʘ.  ʊʠʧʠʯʝʥ ʧʨʠʤʝʨ ʟʘ ʚʘʢʚʠ ʩʠʩʪʝʤʠ ʩʝ 

ʝʢʩʧʝʨʪʩʢʠʪʝ ʩʠʩʪʝʤʠ, ʢʦʠʰʪʦ ʦʙʝʟʙʝʜʫʚʘʘʪ ʥʘ ʤʝʥʘ˅ʤʝʥʪʦʪ ʥʘ ʢʦʤʧʘʥʠʠʪʝ ʠʥʬʦʨʤʘʮʠʠ ʠ ʟʥʘʝˁʝ ʟʘ 

ʜʦʥʝʩʫʚʘˁʝ ʥʘ ʚʠʩʦʢʦʢʚʘʣʠʪʝʪʥʠ ʦʜʣʫʢʠ ʩʦ ʧʦʤʘʣʢʫ ʯʦʚʝʯʢʠ ʨʝʩʫʨʩʠ. 

ʀʥʬʦʨʤʘʮʠʩʢʠʪʝ ʩʠʩʪʝʤʠ ʚʦ ʝʜʥʘ ʩʦʚʨʝʤʝʥʦ ʦʨʛʘʥʠʟʠʨʘʥʘ ʢʦʤʧʘʥʠʿʘ ʤʦʞʘʪ ʜʘ ʤʫ ʦʙʝʟʙʝʜʘʪ 

ʠʥʬʦʨʤʘʮʠʠ ʥʘ ʤʝʥʘ˅ʤʝʥʪʦʪ ʩʦ ʯʠʿʘ ʧʦʤʦʰ ʤʝʥʘ˅ʝʨʠʪʝ ˃ʝ ʩʝ ʚʦ ʩʦʩʪʦʿʙʘ ʧʦʧʨʝʮʠʟʥʦ ʜʘ ʿʘ ʧʨʝʜʚʠʜʘʪ ʠ ʜʘ ʿʘ 

ʧʣʘʥʠʨʘʘʪ ʧʝʨʩʧʝʢʪʠʚʘʪʘ ʥʘ ʩʚʦʿʘʪʘ ʢʦʤʧʘʥʠʿʘ.  

ʉʦ ʢʨʝʠʨʘʥʠʪʝ ʠʥʬʦʨʤʘʮʠʠ ʦʜ ʩʪʨʘʥʘ ʥʘ ʠʥʬʦʨʤʘʮʠʩʢʠʪʝ ʩʠʩʪʝʤʠ, ʤʝʥʘ˅ʝʨʠʪʝ ʟʘ ʢʨʘʪʢʦ ʚʨʝʤʝ ʠ ʩʦ ʫʩʧʝʭ 

˃ʝ ʤʦʞʘʪ ʜʘ ʛʠ ʩʦʚʣʘʜʘʘʪ ʝʚʝʥʪʫʘʣʥʠʪʝ ʢʦʥʬʣʠʢʪʥʠ ʩʠʪʫʘʮʠʠ ʚʦ ʙʠʣʦ ʢʦʿ ʩʝʛʤʝʥʪ ʦʜ ʨʘʙʦʪʘʪʘ ʠ ʜʘ ʜʦʿʜʘʪ ʜʦ 

ʨʝʰʝʥʠʝ ʟʘ ʧʨʦʙʣʝʤʠʪʝ.  ʀʥʪʝʨʝʩʥʦ ʠ ʚʘʞʥʦ ʝ ʜʘ ʩʝ ʟʘʙʝʣʝʞʠ ʜʝʢʘ ʤʝʥʘ˅ʝʨʩʢʠʪʝ ʫʣʦʛʠ ʠ ʦʜʣʫʢʠ ʚʘʨʠʨʘʘʪ ʚʦ 

ʟʘʚʠʩʥʦʩʪ ʦʜ ʨʘʟʣʠʯʥʠʪʝ ʥʠʚʦʘ ʥʘ ʤʝʥʘ˅ʤʝʥʪ ʚʦ ʢʦʤʧʘʥʠʿʘʪʘ (ʚʠʜʠ ʿʘ ʩʣ. 2).  ʉʣʠʢʘ 2 ʜʘʚʘ ʰʠʨʦʢ ʧʨʝʛʣʝʜ ʥʘ 

ʦʜʣʫʯʫʚʘˁʝʪʦ ʥʘ ʪʨʠʪʝ ʥʠʚʦʘ ʥʘ ʤʝʥʘ˅ʤʝʥʪ ʠ ʧʦʤʦʰʪʘ ʰʪʦ ʤʦʞʘʪ ʜʘ ʿʘ ʦʙʝʟʙʝʜʘʪ ʠʥʬʦʨʤʘʮʠʩʢʠʪʝ ʩʠʩʪʝʤʠ. 

 

 

 
 

ʉʣʠʢʘ 2.  ɺʠʜʦʚʠ ʦʜʣʫʢʠ ʟʘ ʩʠʪʝ ʥʠʚʦʘ ʥʘ ʤʝʥʘ˅ʤʝʥʪ ʧʦʜʜʨʞʘʥʠ ʩʦ ʠʥʬʦʨʤʘʮʠʠ ʠ ʟʥʘʝˁʝ ʦʜ ʨʘʟʣʠʯʥʠ 

ʚʠʜʦʚʠ ʠʥʬʦʨʤʘʮʠʩʢʠ ʩʠʩʪʝʤʠ
44

 

 

ʅʘ ʩʣʠʢʘʪʘ ʝ ʧʨʠʢʘʞʘʥʘ ʧʦʜʜʨʰʢʘʪʘ ʥʘ ʨʘʟʣʠʯʥʠʪʝ ʚʠʜʦʚʠ ʠʥʬʦʨʤʘʮʠʩʢʠ ʩʠʩʪʝʤʠ ʟʘ ʩʠʪʝ ʥʠʚʦʘ ʥʘ 

ʤʝʥʘ˅ʤʝʥʪ ʚʦ ʢʦʤʧʘʥʠʠʪʝ ʧʨʠ ʜʦʥʝʩʫʚʘˁʝ ʥʘ ʩʠʪʝ ʚʠʜʦʚʠ ʦʜʣʫʢʠ - ʩʪʨʫʢʪʫʨʠʨʘʥʠ, ʧʦʣʫʩʪʨʫʢʪʫʨʠʨʘʥʠ ʠ 

ʥʝʩʪʨʫʢʪʫʨʠʨʘʥʠ.  ʇʨʠʪʦʘ ʘʚʪʦʨʦʪ ʥʘʛʣʘʩʫʚʘ ʜʝʢʘ ʧʦʩʪʦʿʘʥʦ ʥʘʩʪʘʥʫʚʘ ʧʦʤʝʨʫʚʘˁʝ ʥʘ ʛʨʘʥʠʮʠʪʝ ʤʝʺʫ 

ʩʪʨʫʢʪʫʨʠʨʘʥʠʪʝ ʠ ʥʝʩʪʨʫʢʪʫʨʠʨʘʥʠʪʝ ʦʜʣʫʢʠ ʢʘʢʦ ʧʦʩʣʝʜʠʮʘ ʥʘ ʙʨʟʠʦʪ ʠ ʧʝʨʤʘʥʝʥʪʝʥ ʨʘʟʚʦʿ ʥʘ 

ʠʥʬʦʨʤʘʪʠʯʢʘʪʘ ʪʝʭʥʦʣʦʛʠʿʘ ʠ ʠʥʬʦʨʤʘʮʠʩʢʠʪʝ ʩʠʩʪʝʤʠ.  

  

4. ɿɸʂʃʋʏʆʂ 

 ɺʦ ʜʝʥʝʰʥʠ ʫʩʣʦʚʠ ʜʝʣʦʚʥʘʪʘ ʦʢʦʣʠʥʘ ʝ ʧʨʦʤʝʥʝʪʘ ʢʘʢʦ ʨʝʟʫʣʪʘʪ ʥʘ ʧʨʠʩʫʪʥʠʪʝ ʩʚʝʪʩʢʠ ʪʨʝʥʜʦʚʠ, ʘ ʪʠʝ ʩʝ: 

ʛʣʦʙʘʣʠʟʘʮʠʿʘ ʥʘ ʝʢʦʥʦʤʠʿʘʪʘ, ʠʥʬʦʨʤʘʪʠʯʢʠ ʝʢʦʥʦʤʠʠ, ʪʨʘʥʩʬʦʨʤʘʮʠʿʘ ʥʘ ʜʝʣʦʚʥʠʪʝ ʙʠʟʥʠʩʠ.  

ʇʨʦʤʝʥʝʪʘʪʘ ʜʝʣʦʚʥʘ ʦʢʦʣʠʥʘ ʥʘ ʜʝʣʦʚʥʠʪʝ ʩʠʩʪʝʤʠ ʠ ʥʘ ʤʝʥʘ˅ʝʨʠʪʝ ʠʤ ʥʘʤʝʪʥʫʚʘ ʛʦʣʝʤ ʙʨʦʿ 

ʧʨʝʜʠʟʚʠʮʠ, ʯʠʝʰʪʦ ʘʢʮʝʧʪʠʨʘˁʝ ʩʝ ʦʣʝʩʥʫʚʘ ʩʦ ʧʨʠʤʝʥʘ ʥʘ ʠʥʬʦʨʤʘʮʠʩʢʘ ʪʝʭʥʦʣʦʛʠʿʘ ʚʦ ʠʟʛʨʘʜʙʘʪʘ ʠ 

                                                                                                                                                                                           
43

 ʄ. ʉʝʢʫʣʦʚʩʢʘ, ʄʝʥʘ˅ʤʝʥʪ ʠʥʬʦʨʤʘʮʠʩʢʠ ʩʠʩʪʝʤʠ, ʂʠʨʦ ɼʘʥʜʘʨʦ, ʩʪʨ. 69, 2004. 
44 L. Terry, Management Information Systems, DP Publications Ltd, ʩʪʨ. 164, 1995. 
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ʠʤʧʣʝʤʝʥʪʘʮʠʿʘʪʘ ʥʘ ʠʥʬʦʨʤʘʮʠʩʢʠ ʩʠʩʪʝʤʠ ʚʦ ʥʠʚʥʘ ʬʫʥʢʮʠʿʘ.  ʀʥʬʦʨʤʘʮʠʩʢʠʪʝ ʩʠʩʪʝʤʠ ʦʙʝʟʙʝʜʫʚʘʘʪ 

ʦʩʥʦʚʥʠ ʦʨʛʘʥʠʟʘʮʠʩʢʥʠ ʨʝʰʝʥʠʿʘ ʥʘ ʧʨʝʜʠʟʚʠʮʠʪʝ ʠ ʧʨʦʙʣʝʤʠʪʝ ʰʪʦ ʛʠ ʥʘʤʝʪʥʫʚʘ ʩʦʚʨʝʤʝʥʘʪʘ ʜʝʣʦʚʥʘ 

ʦʢʦʣʠʥʘ.  

 ʀʥʬʦʨʤʘʮʠʩʢʘʪʘ ʠ ʪʝʣʝʢʦʤʫʥʠʢʘʮʠʩʢʘʪʘ ʪʝʭʥʦʣʦʛʠʿʘ ʧʨʝʢʫ ʥʦ˃ ʩʝ ʨʘʟʚʠʚʘʘʪ ʠ ʩʦ ʩʚʦʠʪʝ ʧʝʨʬʦʨʤʘʥʩʠ 

ʧʨʝʜʠʟʚʠʢʫʚʘʘʪ ʝʢʩʧʣʦʟʠʿʘ ʦʜ ʠʥʬʦʨʤʘʮʠʠ ʠ ʟʥʘʝˁʝ.   

ʂʦʥʢʫʨʝʥʮʠʿʘʪʘ ʥʘ ʩʚʝʪʩʢʠʪʝ ʧʘʟʘʨʠ ʩʪʘʥʫʚʘ ʩʝ ʧʦʦʩʪʨʘ ʩʦ ʧʦʿʘʚʘʪʘ ʥʘ ʛʣʦʙʘʣʥʘʪʘ ʝʢʦʥʦʤʠʿʘ.  

ɽʜʥʦʩʪʘʚʥʦ, ʩʝ ʩʣʫʯʫʚʘ ʢʦʤʧʘʥʠʠʪʝ ʜʘ ʨʘʙʦʪʘʪ ʥʝʟʘʰʪʠʪʝʥʠ ʥʘ ʩʚʝʪʩʢʠʪʝ ʧʘʟʘʨʠ.  ɿʘ ʜʘ ʤʦʞʘʪ ʢʦʤʧʘʥʠʠʪʝ 

ʜʘ ʙʠʜʘʪ ʝʬʠʢʘʩʥʠ ʠ ʧʨʦʬʠʪʘʙʠʣʥʠ ʫʯʝʩʥʠʮʠ ʥʘ ʠʥʪʝʨʥʘʮʠʦʥʘʣʥʠʪʝ ʧʘʟʘʨʠ, ʪʨʝʙʘ ʜʘ ʠʤʧʣʝʤʝʥʪʠʨʘʘʪ  

ʠʥʬʦʨʤʘʮʠʩʢʠ ʠ ʢʦʤʫʥʠʢʘʮʠʩʢʠ ʪʝʭʥʦʣʦʛʠʠ. 

ʈʘʩʪʦʪ ʥʘ ʢʦʤʧʘʥʠʿʘʪʘ ʩʦʟʜʘʚʘ ʠ ʙʘʨʘ ʫʩʣʦʚʠ ʟʘ ʟʛʦʣʝʤʫʚʘˁʝ ʥʘ ʢʚʘʥʪʠʪʝʪʦʪ ʠ ʢʚʘʣʠʪʝʪʦʪ ʥʘ 

ʠʥʬʦʨʤʘʮʠʠʪʝ ʠ ʟʥʘʝˁʝʪʦ.  ɿʘ ʤʝʥʘ˅ʤʝʥʪʦʪ ʚʦ ʧʨʦʮʝʩʦʪ ʥʘ ʦʜʣʫʯʫʚʘˁʝʪʦ ʤʥʦʛʫ ʚʘʞʝʥ ʤʦʤʝʥʪ ʝ ʙʨʟʠʥʘʪʘ 

ʩʦ ʢʦʿʘ ʰʪʦ ʪʨʝʙʘ ʜʘ ʩʝ ʦʙʨʘʙʦʪʠ ʠ ʜʘ ʩʝ ʜʦʙʠʝ ʠʥʬʦʨʤʘʮʠʿʘʪʘ ʰʪʦ ʝ ʦʜ ʧʨʠʤʘʨʥʦ ʟʥʘʯʝˁʝ ʟʘ ʥʦʩʝˁʝ 

ʪʦʯʥʠ, ʥʘʚʨʝʤʝʥʠ ʠ ʦʧʪʠʤʘʣʥʠ ʦʜʣʫʢʠ ʚʦ ʤʥʦʛʫ ʢʨʘʪʦʢ ʚʨʝʤʝʥʩʢʠ ʧʝʨʠʦʜ.  ɺʦ ʤʦʜʝʨʥʠʦʪ ʜʝʣʦʚʝʥ ʩʚʝʪ ʜʦʘʺʘ 

ʜʦ ʩʢʨʘʪʫʚʘˁʝ ʥʘ ʚʝʢʦʪ ʥʘ ʧʨʦʠʟʚʦʜʠʪʝ.  ʊʦʘ ʟʥʘʯʠ ʜʝʢʘ ʚʦ ʜʠʥʘʤʠʯʥʠ ʫʩʣʦʚʠ ʥʘ ʩʪʦʧʘʥʠʩʫʚʘˁʝ, 

ʤʝʥʘ˅ʝʨʠʪʝ ʪʨʝʙʘ ʜʘ ʦʜʛʦʚʦʨʘʪ ʩʦ ʠʩʪʦ ʪʘʢʘ ʜʠʥʘʤʠʯʥʦ ʠ ʚʝʰʪʦ ʫʧʨʘʚʫʚʘˁʝ ʟʘ ʜʘ ʠʟʚʣʝʯʘʪ ʤʘʢʩʠʤʫʤ ʟʘ 

ʢʦʤʧʘʥʠʿʘʪʘ.  ʄʝʥʘ˅ʤʝʥʪʦʪ, ʘʢʦ ʥʠʟ ʫʧʨʘʚʫʚʘˁʝʪʦ ʙʠʣ ʨʘʢʦʚʦʜʝʥ ʦʜ ʧʨʠʤʝʥʘʪʘ ʥʘ ʥʘʫʯʥʠ ʤʝʪʦʜʠ, ʤʦʜʝʣʠ ʠ 

ʪʝʭʥʠʢʠ, ʩʪʘʥʫʚʘ ʫʩʧʝʰʝʥ ʠ ʩʝ ʩʪʨʝʤʠ ʜʘ ʛʦ ʦʜʨʞʠ ʪʦʘ ʥʠʚʦ ʠ ʜʘ ʧʦʩʪʠʛʥʝ ʫʰʪʝ ʧʦʛʦʣʝʤʠ ʫʩʧʝʩʠ.  ʅʦ, ʢʘʢʦ 

ʰʪʦ ʨʘʩʪʝ ʢʦʤʧʘʥʠʿʘʪʘ, ʨʘʩʪʘʪ ʠ ʩʝ ʨʘʩʧʨʩʢʫʚʘʘʪ ʧʦʜʘʪʦʮʠʪʝ ʠ ʠʥʬʦʨʤʘʮʠʠʪʝ ʰʪʦ ʩʝ ʧʦʪʨʝʙʥʠ ʚʦ ʧʨʠʤʝʥʘʪʘ 

ʥʘ ʤʦʜʝʣʠʪʝ ʚʦ ʫʧʨʘʚʫʚʘˁʝʪʦ ʩʦ ʟʥʘʝˁʝʪʦ ʠ ʢʦʤʧʘʥʠʿʘʪʘ, ʘ ʪʦʘ ʟʥʘʯʠ ʫʰʪʝ ʝʜʝʥ ʧʨʝʜʠʟʚʠʢ ʰʪʦ ʥʘʣʦʞʫʚʘ 

ʧʦʪʨʝʙʘ ʦʜ ʝʬʠʢʘʩʝʥ ʠʥʬʦʨʤʘʮʠʩʢʠ ʩʠʩʪʝʤ.   

ʇʦʢʨʘʿ ʥʘʚʝʜʝʥʠʪʝ ʧʨʝʜʠʟʚʠʮʠ ʰʪʦ ʩʝ ʜʝʪʝʨʤʠʥʠʨʘʯʢʠ ʟʘ ʛʨʘʜʝˁʝ ʠ ʚʦʚʝʜʫʚʘˁʝ ʠʥʬʦʨʤʘʮʠʩʢʠ ʩʠʩʪʝʤʠ, ʚʦ 

ʜʝʥʝʰʥʠʪʝ ʜʝʣʦʚʥʠ ʩʠʩʪʝʤʠ, ʧʨʠʩʫʪʥʠ ʩʝ ʠ ʜʨʫʛʠ ʟʥʘʯʘʿʥʠ ʬʘʢʪʦʨʠ ʢʘʢʦ ʧʦʩʣʝʜʠʮʘ ʥʘ ʚʝ˃ʝ ʩʧʦʤʝʥʘʪʠʪʝ 

ʪʨʝʥʜʦʚʠ (ʛʣʦʙʘʣʥʠ ʩʠʩʪʝʤʠ ʟʘ ʠʩʧʦʨʘʯʫʚʘˁʝ, ʥʦʚʠ ʧʨʦʠʟʚʦʜʠ ʠ ʫʩʣʫʛʠ, ʚʨʝʤʝʥʩʢʠ ʙʘʟʠʨʘʥʘ ʢʦʥʢʫʨʝʥʮʠʿʘ, 

ʥʝʟʘʚʠʩʥʦʩʪ ʦʜ ʛʝʦʛʨʘʬʩʢʘʪʘ ʦʜʜʘʣʝʯʝʥʦʩʪ, ʥʠʩʢʠ ʪʨʦʰʦʮʠ ʟʘ ʪʨʘʥʩʘʢʮʠʠ ʠ ʢʦʦʨʜʠʥʘʮʠʿʘ, ʠʪʥ.) ʰʪʦ, ʠʩʪʦ 

ʢʘʢʦ ʠ ʜʨʫʛʠʪʝ ʪʨʝʥʜʦʚʠ ʠ ʧʨʝʜʠʟʚʠʮʠ, ʠʤʧʝʨʘʪʠʚʥʦ ʠʤ ʿʘ ʥʘʤʝʪʥʫʚʘʘʪ ʥʘ ʢʦʤʧʘʥʠʠʪʝ ʥʝʦʧʭʦʜʥʦʩʪʘ ʦʜ 

ʢʦʨʠʩʪʝˁʝ ʥʘ ʀʂʊ ʪʝʭʥʦʣʦʛʠʠ.  ɽʬʠʢʘʩʥʦ ʦʨʛʘʥʠʟʠʨʘʥ ʠʥʬʦʨʤʘʮʠʩʢʠ ʩʠʩʪʝʤ ʦʙʝʟʙʝʜʫʚʘ ʧʦʛʦʣʝʤ ʢʚʘʥʪʫʤ 

ʠʥʬʦʨʤʘʮʠʠ ʚʦ ʝʜʠʥʠʮʘ ʚʨʝʤʝ, ʦʜʥʦʩʥʦ ʠʩʪ ʦʙʝʤ ʥʘ ʠʥʬʦʨʤʘʮʠʠ ʩʦ ʧʦʥʠʩʢʠ ʪʨʦʰʦʮʠ.  ʇʦʥʘʪʘʤʫ, ʢʘʿ 

ʛʣʦʤʘʟʥʠʪʝ ʩʠʩʪʝʤʠ ʦʚʦʟʤʦʞʫʚʘ ʧʦʝʬʠʢʘʩʥʦ ʧʨʠʙʠʨʘˁʝ ʥʘ ʠʥʬʦʨʤʘʮʠʠʪʝ ʠ ʠʥʪʝʛʨʠʨʘʥ ʘʫʪʧʫʪ ʟʘ ʦʜʨʝʜʝʥʘ 

ʧʦʿʘʚʘ ʨʝʣʝʚʘʥʪʥʘ ʟʘ ʜʝʣʦʚʥʘʪʘ ʩʪʨʘʪʝʛʠʿʘʪʘ. ʀʥʬʦʨʤʘʮʠʩʢʠʪʝ ʩʠʩʪʝʤʠ ʧʨʠʜʦʥʝʩʫʚʘʘʪ ʚʦ ʫʧʨʘʚʫʚʘˁʝʪʦ ʩʦ 

ʠʥʬʦʨʤʘʮʠʠ ʠ ʟʥʘʝˁʝ ʠ ʚʦ ʧʨʦʮʝʩʠʪʝ ʥʘ  ʜʦʥʝʩʫʚʘˁʝ ʦʧʪʠʤʘʣʥʠ ʦʜʣʫʢʠ ʠ ʧʦʜʦʙʨʘ ʢʦʥʪʨʦʣʘ ʚʦ ʬʘʟʘʪʘ ʥʘ 

ʥʠʚʥʘ ʨʝʘʣʠʟʘʮʠʿʘ.   
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Abstract: Success in learning depends on many factors. One of the more important factors is the feedback that 

learners receive from their teachers. However, the type of feedback and the way the feedback is given has a 

significant effect on the learning process and the learnersô achievement. In order to be effective, in addition to 

information about learnersô work, feedback needs to contain directions and suggestions for further work and to 

motivate learners to think about their learning, to set learning goals and to use strategies to achieve these goals. As 

an integral part of formative assessment, feedback is essential for raising the standards of learning. Therefore, 

teachers need to know the characteristics of effective feedback and the strategies for giving feedback in order to help 

students become more successful learners. 

Key words: feedback, formative assessment, standards of learning, assessment for learning, motivation. 
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ʈʝʟʠʤʝ: ʋʩʧʝʭʦʪ ʥʘ ʫʯʝʥʠʮʠʪʝ ʟʘʚʠʩʠ ʦʜ ʤʥʦʛʫ ʬʘʢʪʦʨʠ. ɽʜʝʥ ʦʜ ʧʦʚʘʞʥʠʪʝ ʬʘʢʪʦʨʠ ʝ ʬʠʜʙʝʢʦʪ ʠʣʠ 

ʧʦʚʨʘʪʥʘʪʘ ʠʥʬʦʨʤʘʮʠʿʘ ʢʦʿʘ ʫʯʝʥʠʮʠʪʝ ʿʘ ʜʦʙʠʚʘʘʪ ʦʜ ʥʘʩʪʘʚʥʠʢʦʪ ʟʘ ʥʠʚʥʘʪʘ ʨʘʙʦʪʘ. ʅʦ, ʚʠʜʦʪ ʥʘ 

ʬʠʜʙʝʢʦʪ ʠ ʥʘʯʠʥʦʪ ʥʘ ʢʦʿ ʥʘʩʪʘʚʥʠʮʠʪʝ ʠʤ ʜʘʚʘʘʪ ʧʦʚʨʘʪʥʘ ʠʥʬʦʨʤʘʮʠʿʘ ʥʘ ʫʯʝʥʠʮʠʪʝ ʠʛʨʘ ʛʦʣʝʤʘ ʫʣʦʛʘ 

ʚʨʟ ʧʨʦʮʝʩʦʪ ʥʘ ʫʯʝˁʝ ʠ ʥʘ ʧʦʩʪʠʛʘˁʘʪʘ ʥʘ ʫʯʝʥʠʮʠʪʝ. ɿʘ ʜʘ ʙʠʜʝ ʝʬʝʢʪʠʚʝʥ, ʦʩʚʝʥ ʠʥʬʦʨʤʘʮʠʿʘ ʟʘ ʨʘʙʦʪʘʪʘ 

ʥʘ ʫʯʝʥʠʮʠʪʝ, ʬʠʜʙʝʢʦʪ ʪʨʝʙʘ ʜʘ ʩʦʜʨʞʠ ʠ ʥʘʩʦʢʠ ʠ ʩʫʛʝʩʪʠʠ ʟʘ ʧʦʥʘʪʘʤʦʰʥʘʪʘ ʨʘʙʦʪʘ ʠ ʜʘ ʛʠ ʧʦʪʪʠʢʥʫʚʘ ʠ 

ʜʘ ʛʠ ʤʦʪʠʚʠʨʘ ʫʯʝʥʠʮʠʪʝ ʜʘ ʨʘʟʤʠʩʣʫʚʘʘʪ ʟʘ ʩʚʦʝʪʦ ʫʯʝˁʝ, ʜʘ ʧʦʩʪʘʚʫʚʘʘʪ ʮʝʣʠ ʟʘ ʫʯʝˁʝ ʠ ʜʘ ʢʦʨʠʩʪʘʪ 

ʩʪʨʘʪʝʛʠʠ ʟʘ ʧʦʩʪʠʛʥʫʚʘˁʝ ʥʘ ʪʠʝ ʮʝʣʠ. ʂʘʢʦ ʩʦʩʪʘʚʝʥ ʜʝʣ ʥʘ ʬʦʨʤʘʪʠʚʥʦʪʦ ʦʮʝʥʫʚʘˁʝ, ʬʠʜʙʝʢʦʪ ʝ ʦʜ 

ʦʩʦʙʝʥʘ ʚʘʞʥʦʩʪ ʟʘ ʧʦʜʠʛʘˁʝ ʥʘ ʩʪʘʥʜʘʨʜʠʪʝ ʥʘ ʫʯʝˁʝ ʢʘʿ ʩʠʪʝ ʫʯʝʥʠʮʠ. ɿʘʪʦʘ ʝ ʥʝʦʧʭʦʜʥʦ ʥʘʩʪʘʚʥʠʮʠʪʝ ʜʘ 

ʛʠ ʟʥʘʘʪ ʢʘʨʘʢʪʝʨʠʩʪʠʢʠʪʝ ʥʘ ʝʬʝʢʪʠʚʥʠʦʪ ʬʠʜʙʝʢ ʠ ʩʪʨʘʪʝʛʠʠʪʝ ʟʘ ʜʘʚʘˁʝ ʬʠʜʙʝʢ ʟʘʨʘʜʠ ʧʦʜʦʙʨʫʚʘˁʝ ʥʘ 

ʫʯʝˁʝʪʦ ʠ ʥʘ ʫʩʧʝʭʦʪ ʢʘʿ ʫʯʝʥʠʮʠʪʝ. 

ʂʣʫʯʥʠ ʟʙʦʨʦʚʠ: ʬʠʜʙʝʢ, ʬʦʨʤʘʪʠʚʥʦ ʦʮʝʥʫʚʘˁʝ, ʩʪʘʥʜʘʨʜʠ ʥʘ ʫʯʝˁʝ, ʦʮʝʥʫʚʘˁʝ ʟʘ ʫʯʝˁʝ, ʤʦʪʠʚʘʮʠʿʘ. 

 

1. ɺʆɺɽɼ 

ʌʠʜʙʝʢʦʪ ʝ ʩʦʩʪʘʚʝʥ ʜʝʣ ʥʘ ʬʦʨʤʘʪʠʚʥʦʪʦ ʦʮʝʥʫʚʘˁʝ. ʉʦ ʬʠʜʙʝʢʦʪ ʫʯʝʥʠʮʠʪʝ ʜʦʙʠʚʘʘʪ ʠʥʬʦʨʤʘʮʠʿʘ ʟʘ 

ʥʠʚʥʠʦʪ ʧʨʦʛʨʝʩ ʚʦ ʫʯʝˁʝʪʦ ʠ ʥʘʩʦʢʠ ʟʘ ʧʦʥʘʪʘʤʦʰʥʘʪʘ ʨʘʙʦʪʘ. ʍʝʪʠ ʠ ʊʠʤʧʝʨʣʠ (Hattie & Timperley, 2007) 

ʛʦ ʜʝʬʠʥʠʨʘʘʪ ʬʠʜʙʝʢʦʪ ʢʘʢʦ ʠʥʬʦʨʤʘʮʠʿʘ ʟʘ ʦʜʨʝʜʝʥʠ ʘʩʧʝʢʪʠ ʦʜ ʨʘʙʦʪʘʪʘ ʥʘ ʫʯʝʥʠʢʦʪ ʢʘʢʦ ʰʪʦ ʩʝ 

ʠʟʚʨʰʫʚʘˁʝʪʦ ʥʘ ʥʝʢʦʿʘ ʟʘʜʘʯʘ ʠʣʠ ʨʘʟʙʠʨʘˁʝʪʦ ʥʘ ʦʜʨʝʜʝʥʠ ʠʜʝʠ. ʎʝʣʪʘ ʥʘ ʬʠʜʙʝʢʦʪ ʝ ʜʘ ʩʝ ʧʨʝʤʦʩʪʠ ʿʘʟʦʪ 

ʧʦʤʝʺʫ ʤʦʤʝʥʪʘʣʥʦʪʦ ʥʠʚʦ ʥʘ ʟʥʘʝˁʝ ʠ ʨʘʟʙʠʨʘˁʝ ʥʘ ʫʯʝʥʠʢʦʪ ʠ ʮʝʣʪʘ ʢʦʿʘ ʩʘʢʘ ʜʘ ʿʘ ʧʦʩʪʠʛʥʝ. ʍʝʪʠ ʠ 

ʊʠʤʧʝʨʣʠ ʿʘ ʥʘʛʣʘʩʫʚʘʘʪ ʧʦʫʯʫʚʘʯʢʘʪʘ ʬʫʥʢʮʠʿʘ ʥʘ ʬʠʜʙʝʢʦʪ, ʙʠʜʝʿ˃ʠ ʮʝʣʪʘ ʥʘ ʬʠʜʙʝʢʦʪ ʥʝ ʝ ʩʘʤʦ ʜʘ ʛʠ 

ʠʥʬʦʨʤʠʨʘ ʫʯʝʥʠʮʠʪʝ ʢʦʣʢʫ ʪʦʯʥʦ ʦʜʛʦʚʦʨʠʣʝ ʠʣʠ ʢʦʣʢʫ ʜʦʙʨʦ ʿʘ ʟʘʚʨʰʠʣʝ ʟʘʜʘʯʘʪʘ, ʪʫʢʫ ʜʘ ʧʨʝʪʩʪʘʚʫʚʘ 

ʤʦʞʥʦʩʪ ʟʘ ʥʦʚʦ ʧʦʫʯʫʚʘˁʝ. ʊʘʢʘ, ʥʘʩʪʘʚʘʪʘ ʠ ʬʠʜʙʝʢʦʪ ʩʝ ʪʝʩʥʦ ʧʦʚʨʟʘʥʠ ʠ ʠʤʘʘʪ ʠʩʪʘ ʮʝʣ ï ʧʦʜʦʙʨʫʚʘˁʝ 

ʥʘ ʫʯʝˁʝʪʦ. 

ɼʘʚʘˁʝʪʦ ʬʠʜʙʝʢ ʥʝ ʝ ʝʜʥʦʩʪʘʚʥʦ, ʧʘ ʟʘʪʦʘ ʥʘʩʪʘʚʥʠʮʠʪʝ ʪʨʝʙʘ ʜʘ ʥʘʫʯʘʪ ʢʘʢʦ ʜʘ ʠʤ ʜʘʚʘʘʪ ʥʘ ʫʯʝʥʠʮʠʪʝ 

ʝʬʝʢʪʠʚʝʥ ʬʠʜʙʝʢ, ʙʠʜʝʿ˃ʠ ʧʨʘʚʠʣʥʦ ʜʘʜʝʥʠʦʪ ʬʠʜʙʝʢ ʤʦʞʝ ʜʘ ʠʤʘ ʟʥʘʯʠʪʝʣʝʥ ʝʬʝʢʪ ʥʘ ʫʯʝˁʝʪʦ. ɹʨʫʢʭʘʨʪ 

(2008: 2) ʩʧʦʤʥʫʚʘ ʜʚʘ ʬʘʢʪʦʨʠ ʢʦʠ ʩʝ ʚʢʣʫʯʝʥʠ ʚʦ ʬʠʜʙʝʢʦʪ: ʢʦʛʥʠʪʠʚʝʥ ʠ ʤʦʪʠʚʘʮʠʩʢʠ ʬʘʢʪʦʨ. 

ʂʦʛʥʠʪʠʚʥʠʦʪ ʬʘʢʪʦʨ ʩʝ ʦʜʥʝʩʫʚʘ ʥʘ ʠʥʬʦʨʤʘʮʠʿʘʪʘ ʢʦʿʘ ʩʪʫʜʝʥʪʠʪʝ ʿʘ ʜʦʙʠʚʘʘʪ ʚʦ ʦʜʥʦʩ ʥʘ ʥʠʚʥʘʪʘ ʨʘʙʦʪʘ 

ʠ ʥʘʩʦʢʠʪʝ ʟʘ ʧʦʥʘʪʘʤʦʰʥʘʪʘ ʨʘʙʦʪʘ. ʂʦʛʘ ʫʯʝʥʠʮʠʪʝ ʧʦʯʥʫʚʘʘʪ ʜʘ ʨʘʟʤʠʩʣʫʚʘʘʪ ʟʘ ʩʚʦʝʪʦ ʫʯʝˁʝ ʠ ʩʬʘ˃ʘʘʪ 

ʰʪʦ ʪʨʝʙʘ ʜʘ ʥʘʧʨʘʚʘʪ ʠ ʟʦʰʪʦ, ʪʠʝ ʩʪʘʥʫʚʘʘʪ ʧʦʩʠʛʫʨʥʠ ʠ ʯʫʚʩʪʚʫʚʘʘʪ ʜʝʢʘ ʠʤʘʘʪ ʢʦʥʪʨʦʣʘ ʚʨʟ ʩʚʦʝʪʦ 

ʫʯʝʝˁ, ʰʪʦ ʿʘ ʧʦʜʦʙʨʫʚʘ ʤʦʪʠʚʘʮʠʿʘ ʟʘ ʫʯʝˁʝ. ɿʘʨʘʜʠ ʪʦʘ, ʥʘʩʪʘʚʥʠʮʠʪʝ ʪʨʝʙʘ ʜʘ ʩʪʝʢʥʘʪ ʠʩʢʫʩʪʚʦ ʢʘʢʦ ʜʘ 

ʠʤ ʜʘʚʘʘʪ ʬʠʜʙʝʢ ʥʘ ʫʯʝʥʠʮʠʪʝ ʰʪʦ ˃ʝ ʙʠʜʝ ʢʦʨʠʩʝʥ ʠ ˃ʝ ʙʠʜʝ ʚʦ ʬʫʥʢʮʠʿʘ ʥʘ ʧʦʜʦʙʨʫʚʘˁʝ ʥʘ ʫʯʝˁʝʪʦ ʠ ʥʘ 

ʫʩʧʝʭʦʪ ʥʘ ʫʯʝʥʠʮʠʪʝ, ʢʘʢʦ ʠ ʟʘ ʟʛʦʣʝʤʫʚʘˁʝ ʥʘ ʤʦʪʠʚʘʮʠʿʘʪʘ ʟʘ ʫʯʝˁʝ. 
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2. ʀʉʊʈɸɾʋɺɸɳɸ ɿɸ ʋʃʆɻɸʊɸ ʅɸ ʌʀɼɹɽʂʆʊ  

ʂʦʥʮʝʧʪʦʪ ʟʘ ʬʠʜʙʝʢ ʚʦ ʦʙʨʘʟʦʚʘʥʠʝʪʦ ʟʘ ʧʨʚ ʧʘʪ ʩʝ ʩʧʦʤʥʫʚʘ ʚʦ ʙʠʭʝʚʠʦʨʠʩʪʠʯʢʘʪʘ ʪʝʦʨʠʿʘ ʥʘ ʫʯʝˁʝʪʦ. 

ɹʠʭʝʚʠʦʨʠʩʪʠʪʝ ʩʤʝʪʘʣʝ ʜʝʢʘ ʘʢʦ ʫʯʝʥʠʮʠʪʝ ʜʦʙʠʿʘʪ ʧʦʟʠʪʠʚʥʘ ʨʝʘʢʮʠʿʘ ʥʘ ʜʘʜʝʥ ʦʜʛʦʚʦʨ ʠʣʠ  ʥʘ ʟʘʚʨʰʝʥʘ 

ʟʘʜʘʯʘ ʚʦ ʚʠʜ ʥʘ ʦʜʦʙʨʫʚʘˁʝ, ʧʦʬʘʣʙʘ ʠʣʠ ʥʘʛʨʘʜʘ, ʪʠʝ ˃ʝ ʩʝ ʪʨʫʜʘʪ ʜʘ ʛʦ ʧʦʚʪʦʨʘʪ ʠʩʪʦʪʦ ʦʜʥʝʩʫʚʘˁʝ 

(Skinner, 1953). ʊʠʝ, ʠʩʪʦ ʪʘʢʘ, ʟʙʦʨʫʚʘʘʪ ʠ ʟʘ ʥʝʛʘʪʠʚʥʠ ʨʝʘʢʮʠʠ, ʢʘʢʦ ʰʪʦ ʝ ʢʘʟʥʘʪʘ, ʯʠʿʘ ʮʝʣ ʝ ʩʧʨʝʯʫʚʘˁʝ 

ʥʘ ʥʝʢʦʝ ʥʝʩʘʢʘʥʦ ʦʜʥʝʩʫʚʘˁʝ. ʅʦ, ʉʢʠʥʝʨ ʪʚʨʜʠ ʜʝʢʘ ʢʘʟʥʘʪʘ ʥʝ ʝ ʝʬʠʢʘʩʥʘ, ʙʠʜʝʿ˃ʠ ʪʘʘ ʤʦʞʝ ʜʘ ʜʦʚʝʜʝ ʜʦ 

ʧʨʠʚʨʝʤʝʥʦ ʠʟʙʝʛʥʫʚʘˁʝ ʥʘ ʥʝʩʘʢʘʥʘʪʦ ʦʜʥʝʩʫʚʘˁʝ, ʥʦ ʥʝʤʘ ʜʦʣʛʦʪʨʘʝʥ ʝʬʝʢʪ. ʅʘʤʝʩʪʦ ʪʦʘ, ʪʦʿ ʧʨʝʜʣʘʛʘ 

ʥʝʛʘʪʠʚʥʠʪʝ ʨʝʘʢʮʠʠ ʜʘ ʩʝ ʟʘʤʝʥʘʪ ʩʦ ʧʦʥʫʜʫʚʘˁʝ ʥʘ ʘʣʪʝʨʥʘʪʠʚʥʠ ʦʜʛʦʚʦʨʠ ʢʦʠ ˃ʝ ʤʫ ʧʦʢʘʞʘʪ ʥʘ ʫʯʝʥʠʢʦʪ 

ʢʘʢʦ ʪʨʝʙʘ ʜʘ ʫʯʠ ʠ ʢʘʢʦ ʜʘ ʩʝ ʦʜʥʝʩʫʚʘ.   

ʆʜ ʪʦʛʘʰ ʜʦ ʜʝʥʝʩ ʠʤʘ ʛʦʣʝʤ ʙʨʦʿ ʠʩʪʨʘʞʫʚʘˁʘ ʟʘ ʬʦʨʤʠʪʝ ʥʘ ʬʠʜʙʝʢ ʢʦʠ ʤʦʞʝ ʜʘ ʠʤʘʘʪ ʧʦʟʠʪʠʚʝʥ 

ʝʬʝʢʪ ʚʨʟ ʫʯʝˁʝʪʦ, ʢʘʢʦ ʠ ʢʘʨʘʢʪʝʨʠʩʪʠʢʠʪʝ ʥʘ ʝʬʝʢʪʠʚʝʥ ʬʠʜʙʝʢ  (Brookhart, 2008: 4). ʈʝʟʫʣʪʘʪʠʪʝ ʦʜ ʦʚʠʝ 

ʠʩʪʨʘʞʫʚʘˁʘ ʧʦʢʘʞʘʣʝ ʜʝʢʘ ʫʩʧʝʭʦʪ ʚʦ ʫʯʝˁʝʪʦ ʥʝ ʟʘʚʠʩʠ ʩʘʤʦ ʦʜ ʬʠʜʙʝʢʦʪ ʰʪʦ ʥʘʩʪʘʚʥʠʢʦʪ ʤʫ ʛʦ ʜʘʚʘ ʥʘ 

ʫʯʝʥʠʢʦʪ, ʪʫʢʫ ʪʦʘ ʚʢʣʫʯʫʚʘ ʠ ʘʢʪʠʚʥʦ ʠʥʪʝʨʧʨʝʪʠʨʘˁʝ ʥʘ ʠʥʬʦʨʤʘʮʠʿʘʪʘ ʰʪʦ ʿʘ ʜʦʙʠʚʘ ʫʯʝʥʠʢʦʪ ʦʜ 

ʥʘʩʪʘʚʥʠʢʦʪ, ʥʝʛʦʚʦʪʦ ʩʘʤʦʦʮʝʥʫʚʘˁʝ ʠ ʯʝʢʦʨʠʪʝ ʢʦʠ ʛʠ ʧʨʝʟʝʤʘ ʟʘ ʜʘ ʛʦ ʧʦʜʦʙʨʠ ʩʚʦʝʪʦ ʫʯʝˁʝ, ʢʘʢʦ ʰʪʦ ʩʝ 

ʧʦʩʪʘʚʫʚʘˁʝʪʦ ʮʝʣʠ ʥʘ ʫʯʝˁʝ ʠ ʢʦʨʠʩʪʝˁʝʪʦ ʥʘ ʩʦʦʜʚʝʪʥʠ ʩʪʨʘʪʝʛʠʠ ʟʘ ʜʘ ʩʝ ʧʦʩʪʠʛʥʘʪ ʪʠʝ ʮʝʣʠ. ʉʠʪʝ ʦʚʠʝ 

ʧʨʦʮʝʩʠ ʚʣʝʛʫʚʘʘʪ ʚʦ ʧʦʠʤʦʪ ʩʘʤʦʨʝʛʫʣʘʮʠʿʘ (Butler and Winne, 1995). ɹʘʪʣʝʨ ʠ ɺʠʥ (Butler & Winne, 1995: 

245) ʠʩʪʘʢʥʫʚʘʘʪ ʜʝʢʘ ʥʘʿʜʦʙʨʠʪʝ ʫʯʝʥʠʮʠ ʧʦʩʝʜʫʚʘʘʪ ʩʧʦʩʦʙʥʦʩʪ ʟʘ ʩʘʤʦʨʝʛʫʣʘʮʠʿʘ. ʂʦʛʘ ʪʘʢʚʠʪʝ ʫʯʝʥʠʮʠ 

ʩʝ ʩʦʦʯʫʚʘʘʪ ʩʦ ʧʨʝʯʢʠ, ʪʠʝ ʤʦʞʘʪ ʜʘ ʛʠ ʧʨʠʣʘʛʦʜʘʪ ʠʣʠ ʮʝʣʦʩʥʦ ʜʘ ʛʠ ʧʨʦʤʝʥʘʪ ʧʨʚʠʯʥʠʪʝ ʮʝʣʠ ʠ ʧʣʘʥʦʚʠ, 

ʜʘ ʦʩʪʘʥʘʪ ʤʦʪʠʚʠʨʘʥʠ ʠ ʜʘ ʢʦʨʠʩʪʘʪ ʪʘʢʪʠʢʠ ʠ ʩʪʨʘʪʝʛʠʠ ʟʘ ʜʘ ʧʨʦʜʦʣʞʘʪ ʜʘ ʫʯʘʪ. ʊʠʝ ʫʯʝʥʠʮʠ ʩʝ ʩʚʝʩʥʠ ʟʘ 

ʢʚʘʣʠʪʝʪʠʪʝ ʥʘ ʩʚʦʝʪʦ ʟʥʘʝˁʝ, ʥʠʚʥʠʪʝ ʩʪʘʚʦʚʠ ʠ ʤʦʪʠʚʘʮʠʿʘʪʘ, ʰʪʦ ʠʤ ʦʚʦʟʤʦʞʫʚʘ ʜʘ ʧʨʦʮʝʥʘʪ ʜʘʣʠ 

ʥʘʯʠʥʠʪʝ ʥʘ ʫʯʝˁʝ ʦʜʛʦʚʘʨʘʘʪ ʥʘ ʩʪʘʥʜʘʨʜʠʪʝ ʰʪʦ ʪʠʝ ʩʠ ʛʠ ʧʦʩʪʘʚʠʣʝ ʟʘ ʜʘ ʛʠ ʜʦʩʪʠʛʥʘʪ ʩʚʦʠʪʝ ʮʝʣʠ. 

ʉʧʦʨʝʜ ɹʘʪʣʝʨ ʠ ɺʠʥ, ʬʠʜʙʝʢʦʪ ʠʤʘ ʜʚʝ ʢʦʤʧʦʥʝʥʪʠ: ʚʥʘʪʨʝʰʝʥ ʠ ʥʘʜʚʦʨʝʰʝʥ ʬʠʜʙʝʢ. ʋʯʝʥʠʮʠʪʝ ʢʦʠ 

ʧʦʩʝʜʫʚʘʘʪ ʩʧʦʩʦʙʥʦʩʪ ʟʘ ʩʘʤʦʨʝʛʫʣʘʮʠʿʘ ʛʠ ʢʦʨʠʩʪʘʪ ʩʚʦʝʪʦ ʟʥʘʝˁʝ ʠ ʩʚʦʠʪʝ ʫʙʝʜʫʚʘˁʘ ʟʘ ʜʘ ʛʠ 

ʠʥʪʝʨʧʨʝʪʠʨʘʘʪ ʟʘʜʘʯʠʪʝ, ʠ ʚʨʟ ʦʩʥʦʚʘ ʥʘ ʪʦʘ ʩʠ ʧʦʩʪʘʚʫʚʘʘʪ ʮʝʣʠ ʠ ʧʨʠʤʝʥʫʚʘʘʪ ʪʝʭʥʠʢʠ ʠ ʩʪʨʘʪʝʛʠʠ ʟʘ ʜʘ 

ʛʠ ʧʦʩʪʠʛʥʘʪ ʪʠʝ ʮʝʣʠ. ʇʨʝʢʫ ʩʣʝʜʝˁʝ ʥʘ ʪʠʝ ʧʨʦʮʝʩʠ, ʪʠʝ ʩʦʟʜʘʚʘʘʪ ʚʥʘʪʨʝʰʝʥ ʬʠʜʙʝʢ. ɿʘ ʚʘʢʚʠʪʝ ʫʯʝʥʠʮʠ, 

ʥʘʜʚʦʨʝʰʥʠʦʪ ʬʠʜʙʝʢ ʩʣʫʞʠ ʜʘ ʛʠ ʧʦʪʚʨʜʠ  ʥʠʚʥʠʪʝ ʠʥʪʝʨʧʨʝʪʘʮʠʠ ʟʘ ʟʘʜʘʯʘʪʘ ʠʣʠ ʥʘʯʠʥʦʪ ʥʘ ʫʯʝˁʝ, ʠʣʠ  

ʜʘ ʛʠ ʧʨʦʤʝʥʠ ʥʠʚʥʠʪʝ ʟʥʘʝˁʘ ʠ ʫʙʝʜʫʚʘˁʘ ʠ ʜʘ ʚʣʠʿʘʝ ʚʨʟ ʥʠʚʥʦʪʦ ʩʘʤʦʨʝʛʫʣʠʨʘˁʝ. 

ɽʜʝʥ ʧʨʝʛʣʝʜ ʥʘ ʠʩʪʨʘʞʫʚʘˁʘʪʘ ʟʘ ʬʠʜʙʝʢʦʪ (Kluger & DeNisi, 1996, ʮʠʪʠʨʘʥʦ ʚʦ Hattie & Timberley, 

2007: 84) ʧʦʢʘʞʘʣ ʜʝʢʘ ʫʯʝʥʮʠʪʝ ʢʦʠ ʜʦʙʠʚʘʣʝ ʬʠʜʙʝʢ ʦʜ ʩʚʦʠʪʝ ʥʘʩʪʘʚʥʠʮʠ ʧʦʢʘʞʘʣʝ ʧʦʛʦʣʝʤ ʫʩʧʝʭ ʦʜ 

ʢʦʥʪʨʦʣʥʠʪʝ ʛʨʫʧʠ ʠ ʜʝʢʘ ʝʬʝʢʪʦʪ ʦʜ ʬʠʜʙʝʢʦʪ ʟʘʚʠʩʝʣ ʦʜ ʥʘʯʠʥʦʪ ʥʘ ʢʦʿ ʩʝ ʜʘʚʘ. ʆʜ ʦʚʠʝ ʩʪʫʜʠʠ 

ʧʨʦʠʟʣʝʛʣʦ ʩʦʟʥʘʥʠʝʪʦ ʜʝʢʘ ʬʠʜʙʝʢʦʪ ʝ ʧʦʝʬʝʢʪʠʚʝʥ ʢʦʛʘ ʩʦ ʥʝʛʦ ʩʝ ʜʘʚʘ ʠʥʬʦʨʤʘʮʠʿʘ ʟʘ ʪʦʯʥʠ ʦʪʢʦʣʢʫ ʟʘ 

ʥʝʪʦʯʥʠ ʦʜʛʦʚʦʨʠ ʠ ʜʝʢʘ ʬʠʜʙʝʢʦʪ ʠʤʘ ʧʦʛʦʣʝʤ eʬʝʢʪ ʢʦʛʘ ʮʝʣʠʪʝ ʥʘ ʟʘʜʘʯʠʪʝ ʢʦʠ ʛʠ ʠʟʚʨʰʫʚʘʘʪ ʫʯʝʥʠʮʠʪʝ 

ʩʝ ʩʧʝʮʠʬʠʯʥʠ, ʥʦ ʟʘʜʘʯʠʪʝ ʥʝ ʩʝ ʧʨʝʤʥʦʛʫ ʢʦʤʧʣʝʢʩʥʠ. ʆʚʠʝ ʩʦʟʥʘʥʠʿʘ ʙʠʣʝ ʧʦʪʚʨʜʝʥʠ ʚʦ ʜʨʫʛ ʧʨʝʛʣʝʜ ʥʘ 

ʠʩʪʨʘʞʫʚʘˁʘ ʟʘ ʬʠʜʙʝʢʦʪ ʰʪʦ ʛʦ ʥʘʧʨʘʚʠʣʝ ʍʝʪʠ ʠ ʊʠʤʙʝʨʣʠ (2007: 84). ʊʠʝ ʟʘʢʣʫʯʠʣʝ ʜʝʢʘ ʠʥʬʦʨʤʘʮʠʿʘʪʘ 

ʟʘ ʟʘʜʘʯʘʪʘ ʠ ʥʘʩʦʢʠʪʝ ʢʘʢʦ ʪʘʘ ʜʘ ʩʝ ʠʟʚʨʰʠ ʧʦʜʦʙʨʦ ʩʝ ʧʦʝʬʝʢʪʠʚʥʠ ʦʪʢʦʣʢʫ ʧʦʬʘʣʙʘʪʘ, ʥʘʛʨʘʜʘʪʘ ʠʣʠ 

ʢʘʟʥʘʪʘ. ʉʝ ʯʠʥʠ ʜʝʢʘ ʧʦʬʘʣʙʘʪʘ ʥʝʤʘ ʛʦʣʝʤ ʝʬʝʢʪ ʟʘʨʘʜʠ ʪʦʘ ʰʪʦ ʥʝ ʩʦʜʨʞʠ ʢʦʥʢʨʝʪʥʘ ʠʥʬʦʨʤʘʮʠʿʘ 

ʧʦʚʨʟʘʥʘ ʩʦ ʫʯʝˁʝʪʦ.  

 

3. ʌʀɼɹɽʂʆʊ ʀ ʌʆʈʄɸʊʀɺʅʆʊʆ ʆʎɽʅʋɺɸɳɽ  

ʂʘʢʦ ʰʪʦ ʙʝʰʝ ʧʨʝʪʭʦʜʥʦ ʩʧʦʤʥʘʪʦ, ʬʠʜʙʝʢʦʪ ʝ ʩʦʩʪʘʚʝʥ ʜʝʣ ʥʘ ʬʦʨʤʘʪʠʚʥʦʪʦ ʦʮʝʥʫʚʘˁʝ. ʉʝʜʣʝʨ (Sadler, 

1989: 120) ʩʤʝʪʘ ʜʝʢʘ ʙʠʜʝʿ˃ʠ ʟʥʘʯʝˁʝʪʦ ʥʘ ʧʨʠʜʘʚʢʘʪʘ ʬʦʨʤʘʪʠʚʥʦ ʩʝ ʦʜʥʝʩʫʚʘ ʥʘ ʬʦʨʤʠʨʘˁʝ ʠʣʠ 

ʦʬʦʨʤʫʚʘˁʝ ʥʘ ʥʝʰʪʦ, ʬʦʨʤʘʪʠʚʥʦʪʦ ʦʮʝʥʫʚʘˁʝ ʩʝ ʦʜʥʝʩʫʚʘ ʥʘ ʥʘʯʠʥʠʪʝ ʥʘ ʢʦʨʠʩʪʝˁʝ ʥʘ ʧʨʦʮʝʥʢʠʪʝ ʟʘ 

ʢʚʘʣʠʪʝʪʦʪ ʥʘ ʦʜʛʦʚʦʨʠʪʝ ʠʣʠ ʨʘʙʦʪʘʪʘ ʥʘ ʫʯʝʥʠʮʠʪʝ ʟʘ ʦʬʦʨʤʫʚʘˁʝ ʠ ʧʦʜʦʙʨʫʚʘˁʝ ʥʘ ʥʠʚʥʠʪʝ 

ʢʦʤʧʝʪʝʥʮʠʠ. ʉʧʦʨʝʜ ɹʣʝʢ ʠ ɺʠʣʠʿʘʤ (Black & Wiliam, 2001), ʬʦʨʤʘʪʠʚʥʦʪʦ ʦʮʝʥʫʚʘˁʝ ʝ ʩʨʞʪʘ ʥʘ 

ʝʬʝʢʪʠʚʥʦʪʦ ʧʦʫʯʫʚʘˁʝ. ʊʠʝ ʩʫʛʝʨʠʨʘʘʪ ʜʝʢʘ ʬʦʨʤʘʪʠʚʥʦʪʦ ʦʮʝʥʫʚʘˁʝ ʛʠ ʚʢʣʫʯʫʚʘ ʩʠʪʝ ʘʢʪʠʚʥʦʩʪʠ ʰʪʦ ʛʠ 

ʧʨʝʟʝʤʘʘʪ ʥʘʩʪʘʚʥʠʢʦʪ ʠ ʥʝʛʦʚʠʪʝ ʫʯʝʥʠʮʠ ʟʘ ʦʮʝʥʫʚʘˁʝ ʥʘ  ʥʠʚʥʘʪʘ ʨʘʙʦʪʘ, ʩʦ ʰʪʦ ʩʝ ʦʙʝʟʙʝʜʫʚʘʘʪ 

ʠʥʬʦʨʤʘʮʠʠ ʢʦʠ ʩʣʫʞʘʪ ʢʘʢʦ ʬʠʜʙʝʢ ʚʨʟ ʯʠʿʘ ʦʩʥʦʚʘ ʩʝ ʤʦʜʠʬʠʮʠʨʘʘʪ ʘʢʪʠʚʥʦʩʪʠʪʝ ʟʘ ʫʯʝˁʝ ʠ ʧʦʫʯʫʚʘˁʝ. 

ʊʠʝ ʩʤʝʪʘʘʪ ʜʝʢʘ ʦʩʥʦʚʥʘ ʟʘʜʘʯʘ ʥʘ ʥʘʩʪʘʚʥʠʢʦʪ ʝ ʜʘ ʛʦ ʩʣʝʜʠ ʧʨʦʛʨʝʩʦʪ ʥʘ ʩʚʦʠʪʝ ʫʯʝʥʠʮʠ ʠ ʜʘ ʩʝ ʪʨʫʜʠ ʜʘ 

ʛʠ ʦʪʢʨʠʝ ʪʝʰʢʦʪʠʠʪʝ ʚʦ ʫʯʝˁʝʪʦ ʩʦ ʢʦʠ ʩʝ ʩʦʦʯʫʚʘʘʪ ʫʯʝʥʠʮʠʪʝ ʟʘ ʜʘ ʤʦʞʝ ʜʘ ʿʘ ʘʜʘʧʪʠʨʘ ʥʘʩʪʘʚʘʪʘ ʩʧʦʨʝʜ 

ʧʦʪʨʝʙʠʪʝ ʥʘ ʫʯʝʥʠʮʠʪʝ. ʊʠʝ ʪʚʨʜʘʪ ʜʝʢʘ ʬʦʨʤʘʪʠʚʥʦʪʦ ʦʮʝʥʫʚʘˁʝ ʤʦʞʝ ʜʘ ʛʠ ʧʦʜʠʛʥʝ ʩʪʘʥʜʘʨʜʠʪʝ ʥʘ 

ʫʯʝˁʝ. ʅʠʚʥʦʪʦ ʪʚʨʜʝˁʝ ʩʝ ʧʦʪʧʠʨʘ ʚʨʟ ʝʜʝʥ ʦʙʝʤʝʥ ʧʨʝʛʣʝʜ ʥʘ ʣʠʪʝʨʘʪʫʨʘ ʠ ʠʩʪʨʘʞʫʚʘˁʘ. ʊʠʝ ʘʥʘʣʠʟʠʨʘʣʝ 

ʧʦʚʝ˃ʝ ʠʩʪʨʘʞʫʚʘˁʘ ʟʘ ʠʥʪʝʨʚʝʥʮʠʠʪʝ ʚʦ ʥʘʩʪʘʚʘʪʘ ʢʦʠ ʧʦʢʘʞʘʣʝ ʜʝʢʘ ʦʜ 23 ʦʙʨʘʟʦʚʥʠ ʠʥʪʝʨʚʝʥʮʠʠ, 

ʝʬʝʢʪʦʪ ʦʜ ʬʦʨʤʘʪʠʚʥʦʪʦ ʦʮʝʥʫʚʘˁʝ ʙʠʣ ʝʜʝʥ ʦʜ ʥʘʿʛʦʣʝʤʠʪʝ ʠ ʩʝ ʜʚʠʞʝʣ ʦʜ 0,4 ʜʦ 0,7. ʊʘʢʚʠʦʪ ʝʬʝʢʪ ʥʘ 

ʬʦʨʤʘʪʠʚʥʦʪʦ ʦʮʝʥʫʚʘˁʝ ʟʥʘʯʠ ʜʝʢʘ ʪʦʘ ʤʦʞʝ ʜʘ ʧʨʠʜʦʥʝʩʝ ʟʘ ʟʥʘʯʠʪʝʣʥʦ ʧʦʜʦʙʨʫʚʘˁʝ ʥʘ ʧʦʩʪʠʛʘˁʘʪʘ ʥʘ 

ʫʯʝʥʠʮʠʪʝ ʠ ʜʝʢʘ ʫʩʧʝʭʦʪ ʥʘ ʫʯʝʥʠʮʠʪʝ ʤʦʞʝ ʜʘ ʩʝ ʟʛʦʣʝʤʠ ʟʘ ʝʜʥʘ ʜʦ ʜʚʝ ʦʮʝʥʢʠ (Black and Wiliam, 1998). 
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ɹʣʝʢ ʠ ɺʠʣʠʿʘʤ (Black & Wiliam, 2001) ʟʘʙʝʣʝʞʫʚʘʘʪ ʜʝʢʘ ʪʨʘʜʠʮʠʦʥʘʣʥʦʪʦ ʦʮʝʥʫʚʘˁʝ ʤʦʞʝ ʜʘ 

ʧʨʝʜʠʟʠʚʠʢʘ ʤʥʦʛʫ ʧʨʦʙʣʝʤʠ ʠ ʧʦʪʝʰʢʦʪʠʠ. ʊʠʝ ʠʩʪʘʢʥʫʚʘʘʪ ʜʝʢʘ ʪʝʩʪʦʚʠʪʝ ʢʦʠ ʦʙʠʯʥʦ ʩʝ ʢʦʨʠʩʪʘʪ 

ʧʦʪʪʠʢʥʫʚʘʘʪ ʧʦʚʨʰʥʦ ʫʯʝˁʝ ʠ ʤʝʤʦʨʠʨʘˁʝ, ʜʝʢʘ ʥʘʩʪʘʚʥʠʮʠʪʝ ʧʦʚʝ˃ʝ ʩʝ ʬʦʢʫʩʠʨʘʘʪ ʥʘ ʢʚʘʥʪʠʪʝʪʦʪ 

ʦʪʢʦʣʢʫ ʥʘ ʢʚʘʣʠʪʝʪʦʪ ʥʘ ʫʯʝˁʝʪʦ ʠ ʜʝʢʘ ʧʦʛʦʣʝʤ ʘʢʮʝʥʪ ʩʝ ʩʪʘʚʘ ʥʘ ʜʘʚʘˁʝʪʦ ʦʮʝʥʢʠ ʦʪʢʦʣʢʫ ʥʘ ʘʥʘʣʠʟʘʪʘ 

ʥʘ ʨʘʙʦʪʘʪʘ ʥʘ ʫʯʝʥʠʮʠʪʝ ʟʘ ʜʘ ʩʝ ʦʪʢʨʠʿʘʪ ʥʠʚʥʠʪʝ ʧʦʪʨʝʙʠ ʠ ʜʘʚʘˁʝʪʦ ʢʦʨʠʩʝʥ ʩʦʚʝʪ. ʀʩʪʦ ʪʘʢʘ ʪʠʝ ʩʤʝʪʘʘʪ 

ʜʝʢʘ ʩʧʦʨʝʜʫʚʘˁʝʪʦ ʥʘ ʫʯʝʥʠʮʠʪʝ ʨʝʟʫʣʪʠʨʘ ʚʦ ʜʝʤʦʪʠʚʠʨʘˁʝ ʥʘ ʧʦʩʣʘʙʠʪʝ ʫʯʝʥʠʮʠ, ʙʠʜʝʿ˃ʠ ʪʦʘ ʚʦʜʠ ʜʦ 

ʯʫʚʩʪʚʦ ʥʘ ʥʝʜʦʩʪʘʪʦʢ ʥʘ ʩʧʦʩʦʙʥʦʩʪ ʟʘ ʫʯʝˁʝ.  

ɺʦ ʦʜʥʦʩ ʥʘ ʝʢʩʪʝʨʥʠʪʝ ʪʝʩʪʠʨʘˁʘ ʘʚʪʦʨʠʪʝ ʥʘʚʝʜʫʚʘʘʪ ʜʝʢʘ ʥʘʩʪʘʚʥʠʮʠʪʝ ʤʦʞʝ ʜʘ ʛʠ ʧʨʝʜʚʠʜʘʪ 

ʨʝʟʫʣʪʘʪʠʪʝ ʥʘ ʩʚʦʠʪʝ ʫʯʝʥʠʮʠ, ʙʠʜʝʿ˃ʠ ʪʠʝ ʧʦʜʛʦʪʚʫʚʘʘʪ ʩʣʠʯʥʠ ʪʝʩʪʦʚʠ ʙʝʟ ʜʘ ʚʦʜʘʪ ʩʤʝʪʢʘ ʟʘ ʧʦʪʨʝʙʠʪʝ ʟʘ 

ʫʯʝˁʝ ʥʘ ʩʚʦʠʪʝ ʫʯʝʥʠʮʠ. ʊʠʝ ʩʤʝʪʘʘʪ ʜʝʢʘ ʝʢʩʪʝʨʥʦʪʦ ʪʝʩʪʠʨʘˁʝ Ăʯʠʿʘ ʮʝʣ ʝ ʜʘ ʩʝ ʜʦʙʠʿʘʪ ʠʥʬʦʨʤʘʮʠʠ ʟʘ 

ʧʦʩʪʠʛʥʫʚʘˁʘʪʘ ʥʘʤʝʩʪʦ ʜʘ ʩʝ ʧʦʩʪʘʚʠ ʢʦʨʠʩʥʘ ʜʠʿʘʛʥʦʟʘñ ʜʦʤʠʥʠʨʘʘʪ ʥʘʜ ʧʦʫʯʫʚʘˁʝʪʦ ʠ ʥʘʜ ʦʮʝʥʫʚʘˁʝʪʦ 

ʠ ʠʤ ʜʘʚʘ ʣʦʰ ʤʦʜʝʣ ʟʘ ʬʦʨʤʘʪʠʚʥʦ ʦʮʝʥʫʚʘˁʝ ʥʘ ʥʘʩʪʘʚʥʠʮʠʪʝ (ʩʪʨ. 5). ʂʦʛʘ ʨʝʟʫʣʪʘʪʠʪʝ ʦʜ ʫʯʝˁʝʪʦ ʩʝ 

ʠʩʢʘʞʫʚʘʘʪ ʩʦ ʦʮʝʥʢʠ, ʥʘʛʨʘʜʠ ʠʣʠ ʨʘʥʛʠʨʘˁʘ, ʫʯʝʥʠʮʠʪʝ ʩʝ ʦʙʠʜʫʚʘʘʪ ʜʘ ʥʘʿʜʘʪ ʥʘʯʠʥʠ ʜʘ ʛʠ ʜʦʙʠʿʘʪ 

ʥʘʿʚʠʩʦʢʠʪʝ ʤʦʞʥʠ ʦʮʝʥʢʠ ʙʝʟ ʨʘʟʣʠʢʘ ʜʘʣʠ ʪʠʝ ʦʮʝʥʢʠ ʩʦʦʜʚʝʪʥʦ ʛʠ ʧʦʢʘʞʫʚʘʘʪ ʩʪʝʢʥʘʪʠʪʝ ʟʥʘʝˁʝ ʠʣʠ 

ʚʝʰʪʠʥʠ. ʂʦʛʘ ʠʤʘʘʪ ʠʟʙʦʨ, ʫʯʝʥʠʮʠʪʝ ʠʟʙʝʛʥʫʚʘʘʪ ʧʦʪʝʰʢʠ ʟʘʜʘʯʠ. ʅʝʛʘʪʠʚʥʠʦʪ ʝʬʝʢʪ ʦʜ ʦʮʝʥʢʠʪʝ 

ʦʩʦʙʝʥʦ ʝ ʠʟʨʘʟʝʥ ʢʘʿ ʧʦʩʣʘʙʠʪʝ ʫʯʝʥʠʮʠ. ɿʘʨʘʜʠ ʣʦʰʠʪʝ ʨʝʟʫʣʪʘʪʠ ʪʠʝ ʚʝʨʫʚʘʘʪ ʜʝʢʘ ʥʝʤʘʘʪ ʩʧʦʩʦʙʥʦʩʪ ʠ 

ʜʝʢʘ ʥʝ ʤʦʞʘʪ ʥʠʰʪʦ ʜʘ ʩʪʦʨʘʪ, ʧʘ ʟʘʪʦʘ ʥʝ ʚʣʦʞʫʚʘʘʪ ʪʨʫʜ ʠ ʧʨʝʩʪʘʥʫʚʘʘʪ ʜʘ ʩʝ ʦʙʠʜʫʚʘʘʪ ʜʘ ʧʦʩʪʠʛʥʘʪ 

ʧʦʚʝ˃ʝ. 

ɹʨʫʢʭʘʨʪ (Brookhart, 2008: 7-8) ʫʢʘʞʫʚʘ ʥʘ ʥʝʢʦʣʢʫ ʠʩʪʨʘʞʫʚʘˁʘ ʢʦʠ ʧʦʢʘʞʘʣʝ ʜʝʢʘ ʫʯʝʥʠʮʠʪʝ 

ʧʦʩʪʠʛʥʫʚʘʘʪ ʧʦʜʦʙʘʨ ʫʩʧʝʭ ʢʦʛʘ ʬʠʜʙʝʢʦʪ ʰʪʦ ʛʦ ʜʦʙʠʚʘʘʪ ʝ ʚʦ ʬʦʨʤʘ ʥʘ ʢʦʤʝʥʪʘʨ ʦʪʢʦʣʢʫ ʦʮʝʥʢʘ. 

ʀʩʪʨʘʞʫʚʘˁʘʪʘ ʠʩʪʦ ʪʘʢʘ ʧʦʢʘʞʘʣʝ ʜʝʢʘ ʦʧʠʩʥʠʦʪ ʬʠʜʙʝʢ ʝ ʧʦʝʬʠʢʘʩʝʥ ʦʜ ʬʠʜʙʝʢʦʪ ʢʦʿ ʩʦʜʨʞʠ ʝʚʘʣʫʘʮʠʿʘ 

ʠʣʠ ʦʮʝʥʢʘ. ʋʯʝʥʠʮʠʪʝ ʢʦʠ ʜʦʙʠʚʘʣʝ ʦʧʠʩʝʥ ʬʠʜʙʝʢ ʧʦʩʪʠʛʥʫʚʘʣʝ ʧʦʜʦʙʘʨ ʫʩʧʝʭ ʠ ʠʤʘʣʝ ʧʦʛʦʣʝʤʘ 

ʤʦʪʠʚʘʮʠʿʘ ʟʘ ʫʯʝˁʝ ʠ ʟʘ ʠʟʚʨʰʫʚʘˁʝ ʥʘ ʟʘʜʘʯʠʪʝ. ʅʦ, ʘʢʦ ʩʦ ʢʦʤʝʥʪʘʨʦʪ ʠʤʘʣʦ ʠ ʦʮʝʥʢʘ, ʤʥʦʛʫ ʫʯʝʥʠʮʠ ʛʦ 

ʠʛʥʦʨʠʨʘʣʝ ʢʦʤʝʥʪʘʨʦʪ ʠ ʦʙʨʥʫʚʘʣʝ ʚʥʠʤʘʥʠʝ ʥʘ ʦʮʝʥʢʘʪʘ. ʆʜ ʦʚʠʝ ʠʩʪʨʘʞʫʚʘˁʘ ʤʦʞʝ ʜʘ ʩʝ ʟʘʢʣʫʯʠ ʜʝʢʘ 

ʬʠʜʙʝʢʦʪ ʝ ʧʦʝʬʝʢʪʠʚʝʥ ʘʢʦ ʝ ʦʧʠʩʝʥ, ʘʢʦ ʩʝ ʦʜʥʝʩʫʚʘ ʥʘ ʟʘʜʘʯʘʪʘ ʠ ʘʢʦ ʥʝ ʝ ʧʨʠʜʨʫʞʝʥ ʩʦ ʦʮʝʥʢʘ. 

ʉʧʦʨʝʜ ɹʣʝʢ ʠ ɺʠʣʠʿʘʤ (Black & Wiliam, 2001: 6) ʧʦʪʨʝʙʥʦ ʝ ʜʘ ʩʝ ʠʟʛʨʘʜʠ Ăʢʫʣʪʫʨʘ ʥʘ ʫʩʧʝʭ ʧʦʪʢʨʝʧʝʥʘ 

ʩʦ ʫʚʝʨʫʚʘˁʝ ʜʝʢʘ ʩʠʪʝ ʤʦʞʘʪ ʜʘ ʫʩʧʝʘʪñ. ɸʢʦ ʥʘʤʝʩʪʦ ʦʮʝʥʢʠ, ʧʦʩʣʘʙʠʪʝ ʫʯʝʥʠʮʠ ʜʦʙʠʚʘʘʪ ʦʧʠʩʝʥ ʬʠʜʙʝʢ, 

ʪʠʝ ˃ʝ ʩʝ ʬʦʢʫʩʠʨʘʘʪ ʥʘ ʦʙʣʘʩʪʠʪʝ ʚʦ ʢʦʠ ʠʤʘʘʪ ʧʨʦʙʣʝʤʠ ʠ ʩʦ ʧʦʩʪʘʚʫʚʘˁʝ ʥʘ ʜʦʩʪʠʞʥʠ ʮʝʣʠ ʠ ʜʘʚʘʿ˃ʠ ʠʤ 

ʥʘʩʦʢʠ ʥʘʩʪʘʚʥʠʮʠʪʝ ˃ʝ ʿʘ ʟʛʦʣʝʤʘʪ ʥʠʚʥʘʪʘ ʩʘʤʦʜʦʚʝʨʙʘ ʠ ʤʦʪʠʚʘʮʠʿʘ ʟʘ ʫʯʝˁʝ. ʄʥʦʛʫ ʝ ʚʘʞʥʦ ʬʠʜʙʝʢʦʪ ʜʘ 

ʥʝ ʩʦʜʨʞʠ ʢʦʤʧʘʨʘʮʠʿʘ ʩʦ ʜʨʫʛʠʪʝ ʫʯʝʥʠʮʠ. ɺʦ ʠʩʪʘ ʥʘʩʦʢʘ ʟʙʦʨʫʚʘ ʠ ʉʝʜʣʝʨ (Sadler, 1989: 121) ʢʦʿ 

ʠʩʪʘʢʥʫʚʘ ʜʝʢʘ ʬʠʜʙʝʢʦʪ ʝ ʝʬʝʢʪʠʚʝʥ ʩʘʤʦ ʪʦʛʘʰ ʢʦʛʘ ʩʝ ʢʦʨʠʩʪʠ ʟʘ ʧʦʜʦʙʨʫʚʘˁʝ ʥʘ ʫʯʝˁʝʪʦ. ɸʢʦ ʬʠʜʙʝʢʦʪ 

ʩʦʜʨʞʠ ʩʘʤʦ ʠʥʬʦʨʤʘʮʠʠ ʙʝʟ ʜʘ ʚʦʜʠ ʢʦʠ ʩʦʦʜʚʝʪʥʠ ʜʝʿʩʪʚʠʿʘ, ʪʦʿ ʥʝ ʤʦʞʝ ʜʘ ʠʤʘ ʧʦʟʠʪʠʚʝʥ ʝʬʝʢʪ ʥʘ 

ʫʯʝˁʝʪʦ. 

ʆʩʚʝʥ ʬʠʜʙʝʢʦʪ ʦʜ ʥʘʩʪʘʚʥʠʢʦʪ, ʬʦʨʤʘʪʠʚʥʦʪʦ ʦʮʝʥʫʚʘˁʝ, ʠʩʪʦ ʪʘʢʘ, ʚʢʣʫʯʫʚʘ ʠ ʩʘʤʦʦʮʝʥʫʚʘˁʝ ʠ 

ʤʝʺʫʩʝʙʥʦ ʦʮʝʥʫʚʘˁʝ ʥʘ ʫʯʝʥʠʮʠʪʝ. ɻʣʘʚʥʠʦʪ ʫʩʣʦʚ ʟʘ ʫʩʧʝʰʥʦ ʩʘʤʦʦʮʝʥʫʚʘˁʝ ʠ ʤʝʺʫʩʝʙʥʦ ʦʮʝʥʫʚʘˁʝ ʝ ʜʘ 

ʙʠʜʘʪ ʿʘʩʥʦ ʧʦʩʪʘʚʝʥʠ ʮʝʣʠʪʝ ʥʘ ʫʯʝˁʝʪʦ ʠ ʩʪʘʥʜʘʨʜʠʪʝ ʢʦʥ ʢʦʠ ʪʨʝʙʘ ʜʘ ʩʝ ʩʪʨʝʤʘʪ ʫʯʝʥʠʮʠʪʝ. ʊʠʝ, ʠʩʪʦ 

ʪʘʢʘ, ʪʨʝʙʘ ʜʘ ʛʠ ʟʥʘʘʪ ʢʨʠʪʝʨʠʤʫʠʪʝ ʟʘ ʦʮʝʥʫʚʘˁʝ ʥʘ ʥʠʚʥʦʪʦ ʟʥʘʝˁʝ. ʉʝʜʣʝʨ (Sadler, 1989: 121) ʩʤʝʪʘ ʜʝʢʘ 

ʩʝʢʦʿ ʫʯʝʥʠʢ ʪʨʝʙʘ:  

¶ ʜʘ ʧʦʩʝʜʫʚʘ ʢʦʥʮʝʧʪ ʟʘ ʩʪʘʥʜʘʨʜʦʪ (ʠʣʠ ʮʝʣ, ʠʣʠ ʨʝʬʝʨʝʥʪʥʦ ʥʠʚʦ) ʰʪʦ ʪʨʝʙʘ ʜʘ ʛʦ ʧʦʩʪʠʛʥʝ, 

¶ ʜʘ ʛʦ ʩʧʦʨʝʜʠ ʥʝʛʦʚʦʪʦ ʤʦʤʝʥʪʘʣʥʦ ʥʠʚʦ ʥʘ ʟʥʘʝˁʘ ʠ ʫʤʝʝˁʘ ʩʦ ʩʪʘʥʜʘʨʜʦʪ, 

¶ ʜʘ ʧʨʝʟʝʤʝ ʩʦʦʜʚʝʪʥʠ ʜʝʿʩʪʚʠʿʘ ʢʦʠ ˃ʝ ʚʦʜʘʪ ʢʦʥ ʧʨʝʤʦʩʪʫʚʘˁʝ ʥʘ ʿʘʟʦʪ. 

 

ɸʢʦ ʫʯʝʥʠʮʠʪʝ ʟʥʘʘʪ ʰʪʦ ʪʨʝʙʘ ʜʘ ʧʦʩʪʠʛʘʥʪ ʠ ʥʘʯʠʥʠʪʝ ʢʘʢʦ ʜʘ ʜʦʿʜʘʪ ʜʦ ʧʦʩʪʘʚʝʥʠʪʝ ʮʝʣʠ, ʪʠʝ ˃ʝ 

ʤʦʞʘʪ Ăʜʘ ʛʠ ʜʝʪʝʢʪʠʨʘʘʪ ʩʚʦʠʪʝ ʩʠʣʥʠ ʠ ʩʣʘʙʠ ʩʪʨʘʥʠ, ʪʘʢʘ ʰʪʦ ʘʩʧʝʢʪʠʪʝ ʢʦʠʰʪʦ ʩʝ ʧʦʚʨʟʘʥʠ ʩʦ ʫʩʧʝʭ ʠ 

ʚʠʩʦʢ ʢʚʘʣʠʪʝʪ ˃ʝ ʙʠʜʘʪ ʧʨʝʧʦʟʥʘʝʥʠ ʠ ʟʘʩʠʣʝʥʠ, ʜʦʜʝʢʘ ʥʝʟʘʜʦʚʦʣʫʚʘʯʢʠʪʝ ʘʩʧʝʢʪʠ ˃ʝ ʙʠʜʘʪ ʤʦʜʠʬʠʮʠʨʘʥʠ 

ʠ ʧʦʜʦʙʨʝʥʠñ (Sadler, 1989: 121). ʅʘ ʪʦʿ ʥʘʯʠʥ ʫʯʝʥʠʮʠʪʝ ʨʘʟʚʠʚʘʘʪ ʩʧʦʩʦʙʥʦʩʪʠ ʟʘ ʩʘʤʦʦʮʝʥʫʚʘˁʝ ʠ 

ʩʣʝʜʝˁʝ ʥʘ ʩʚʦʿʘʪʘ ʨʘʙʦʪʘ ʢʦʿʘ ʠʤ ʧʦʤʘʛʘ ʜʘ ʩʪʘʥʘʪ ʘʚʪʦʥʦʤʥʠ ʫʯʝʥʠʮʠ ʢʦʠ ʧʨʝʟʝʤʘʘʪ ʦʜʛʦʚʦʨʥʦʩʪ ʟʘ ʩʚʦʝʪʦ 

ʫʯʝˁʝ. ʉʧʦʨʝʜ ʉʝʜʣʝʨ (Sadler, 1989: 122) ʮʝʣʪʘ ʥʘ ʤʥʦʛʫ ʦʙʨʘʟʦʚʥʠ ʩʠʩʪʝʤʠ ʝ ʜʘ ʠʤ ʩʝ ʧʦʤʦʛʥʝ ʥʘ 

ʫʯʝʥʠʮʠʪʝ ʜʘ ʧʨʝʤʠʥʘʪ ʦʜ ʬʠʜʙʝʢ ʦʜ ʩʪʨʘʥʘ ʥʘ ʥʘʩʪʘʚʥʠʢʦʪ ʢʦʥ ʩʘʤʦʩʪʦʿʥʦ ʩʣʝʜʝˁʝ ʥʘ ʩʚʦʝʪʦ ʫʯʝˁʝ. 

ʉʧʦʨʝʜ ʪʦʘ, ʢʚʘʣʠʪʝʪʦʪ ʥʘ ʬʠʜʙʝʢʦʪ ʝ ʩʫʰʪʠʥʩʢʠ ʟʘ ʧʦʜʦʙʨʫʚʘˁʝ ʥʘ ʫʩʧʝʭʦʪ ʥʘ ʫʯʝʥʠʮʠʪʝ ʠ ʨʘʟʚʠʚʘˁʝ 

ʩʧʦʩʦʙʥʦʩʪʠ ʟʘ ʩʘʤʦʦʮʝʥʫʚʘˁʝ ʠ ʩʣʝʜʝˁʝ ʥʘ ʩʚʦʿʘʪʘ ʨʘʙʦʪʘ. ɿʘʪʦʘ ʥʝʢʦʠ ʝʢʩʧʝʨʪʠ ʛʦ ʢʦʨʠʩʪʘʪ ʠʟʨʘʟʦʪ 

ʦʮʝʥʫʚʘˁʝ ʥʘ ʫʯʝˁʝ ʥʘʤʝʩʪʦ ʦʮʝʥʫʚʘˁʝ ʥʘ ʫʯʝˁʝʪʦ. 

ʆʮʝʥʫʚʘˁʝʪʦ ʥʘ ʫʯʝˁʝʪʦ ʩʝ ʩʣʫʯʫʚʘ ʧʦ ʫʯʝˁʝʪʦ, ʪʘʢʘ ʰʪʦ ʥʝʛʦʚʘ ʮʝʣ ʝ ʜʘ ʛʠ ʫʪʚʨʜʠ ʨʝʟʫʣʪʘʪʠʪʝ ʦʜ 

ʫʯʝˁʝʪʦ, ʜʦʜʝʢʘ ʦʮʝʥʫʚʘˁʝʪʦ ʟʘ ʫʯʝˁʝ ʩʝ ʩʣʫʯʫʚʘ ʚʦ ʪʝʢʦʪ ʥʘ ʫʯʝˁʝʪʦ (Stiggins et al., 2007: 31). ɺʦ ʧʨʚʠʦʪ 

ʩʣʫʯʘʿ ʥʝʤʘ ʤʦʞʥʦʩʪ ʟʘ ʧʦʜʦʙʨʫʚʘˁʝ ʙʠʜʝʿ˃ʠ ʪʦʘ ʨʝʟʫʣʪʠʨʘ ʩʦ ʢʨʘʿʥʘ ʦʮʝʥʢʘ ʟʘ ʧʦʩʪʠʛʘˁʘʪʘ ʥʘ ʫʯʝʥʠʮʠʪʝ. 

ɺʪʦʨʠʦʪ ʪʠʧ ʥʘ ʦʮʝʥʫʚʘˁʝ ʠʤ ʦʚʦʟʤʦʞʫʚʘ ʥʘ ʥʘʩʪʘʚʥʠʮʠʪʝ ʜʘ ʛʦ ʠʜʝʥʪʠʬʠʢʫʚʘʘʪ ʥʘʧʨʝʜʦʢʦʪ ʥʘ ʫʯʝʥʠʮʠʪʝ, 
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ʥʠʚʥʠʪʝ ʧʦʪʨʝʙʠ ʠ ʧʦʪʝʰʢʦʪʠʠ, ʜʘ ʧʨʘʚʘʪ ʧʣʘʥʦʚʠ ʠ ʜʘ ʿʘ ʘʜʘʧʪʠʨʘʘʪ ʥʘʩʪʘʚʘʪʘ ʟʘ ʜʘ ʛʠ ʟʘʜʦʚʦʣʘʪ ʧʦʪʨʝʙʠʪʝ 

ʥʘ ʫʯʝʥʠʮʠʪʝ ʠ ʠʩʪʦʚʨʝʤʝʥʦ ʜʘ ʠʤ ʜʘʜʘʪ ʬʠʜʙʝʢ ʢʦʿ ˃ʝ ʠʤ ʧʦʤʦʛʥʝ ʥʘ ʫʯʝʥʠʮʠʪʝ ʜʘ ʛʦ ʧʦʜʦʙʨʘʪ ʩʚʦʝʪʦ 

ʫʯʝˁʝ. ʉʧʦʨʝʜ ʪʦʘ, ʦʮʝʥʫʚʘˁʝʪʦ ʥʘ ʫʯʝˁʝʪʦ ʝ ʩʫʤʘʪʠʚʥʦ ʦʮʝʥʫʚʘˁʝ, ʜʦʜʝʢʘ ʦʮʝʥʫʚʘˁʝʪʦ ʟʘ ʫʯʝˁʝ ʝ 

ʬʦʨʤʘʪʠʚʥʦ ʦʮʝʥʫʚʘˁʝ ʢʦʝ ʚʢʣʫʯʫʚʘ ʜʘʚʘˁʝ ʦʧʠʩʝʥ, ʘ ʥʝ ʝʚʘʣʫʘʮʠʩʢʠ ʬʠʜʙʝʢ ʥʘ ʫʯʝʥʠʮʠʪʝ. ɸʚʪʦʨʠʪʝ 

ʠʩʪʘʢʥʫʚʘʘʪ ʜʝʢʘ ʪʦʿ ʧʨʠʩʪʘʧ ʨʝʟʫʣʪʠʨʘ ʚʦ ʧʦʛʦʣʝʤʠ ʜʦʩʪʠʛʥʫʚʘˁʘ ʢʘʿ ʩʠʪʝ ʫʯʝʥʠʮʠ ʠ ʛʦ ʧʦʪʚʨʜʫʚʘʘʪ 

ʤʠʩʣʝˁʝʪʦ ʜʝʢʘ ʥʘʿʛʦʣʝʤʠʪʝ ʧʨʠʜʦʙʠʚʢʠ ʩʝ ʟʘʙʝʣʝʞʫʚʘʘʪ ʢʘʿ ʥʘʿʩʣʘʙʠʪʝ ʫʯʝʥʠʮʠ. ʊʠʝ ʪʚʨʜʘʪ ʜʝʢʘ 

ʦʮʝʥʫʚʘˁʝʪʦ ʟʘ ʫʯʝˁʝ ʝ ʦʩʥʦʚʝʥ ʫʩʣʦʚ ʟʘ ʧʦʜʠʛʥʫʚʘˁʝ ʥʘ ʩʪʘʥʜʘʨʜʠʪʝ ʥʘ ʫʯʝˁʝ ʟʘ ʩʠʪʝ ʫʯʝʥʠʮʠ, ʙʠʜʝʿ˃ʠ 

ʥʘʤʝʩʪʦ ʜʘ ʩʝ ʤʝʨʠ ʝʬʝʢʪʦʪ ʦʜ ʦʙʨʘʟʦʚʥʠʪʝ ʠʥʪʝʨʚʝʥʮʠʠ, Ăʦʮʝʥʫʚʘˁʝʪʦ ʩʪʘʥʫʚʘ ʥʝ ʩʘʤʦ ʤʝʨʘʯ ʥʘ 

ʝʬʝʢʪʦʪ, ʪʫʢʫ ʠ ʠʥʦʚʘʮʠʿʘ ʢʦʿʘ ʿʘ ʧʨʝʜʠʟʚʠʢʫʚʘ ʧʨʦʤʝʥʘʪʘ ʚʦ ʧʦʩʪʠʛʥʫʚʘˁʘʪʘ ʥʘ ʫʯʝʥʠʮʠʪʝ; ʦʮʝʥʫʚʘˁʝʪʦ 

ʥʝ ʝ ʩʘʤʦ ʠʥʜʝʢʩʦʪ ʥʘ ʧʨʦʤʝʥʘʪʘ, ʪʦʘ ʝ ʧʨʦʤʝʥʘʪʘò (Stiggins et al., 2007: 37). 

ɽʜʝʥ ʦʜ ʥʘʿʚʘʞʥʠʪʝ ʝʬʝʢʪʠ ʦʜ ʪʘʢʚʦʪʦ ʦʮʝʥʫʚʘˁʝ ʝ ʟʛʦʣʝʤʫʚʘˁʝ ʥʘ ʤʦʪʠʚʘʮʠʿʘʪʘ ʥʘ ʫʯʝʥʠʮʠʪʝ. 

ʀʩʪʨʘʞʫʚʘˁʘʪʘ ʧʦʢʘʞʘʣʝ ʜʝʢʘ ʚʥʘʪʨʝʰʥʘʪʘ ʤʦʪʠʚʘʮʠʿʘ ʢʘʿ ʫʯʝʥʠʮʠʪʝ ʩʝ ʟʛʦʣʝʤʫʚʘ ʢʦʛʘ ʫʯʝʥʠʢʦʪ ʠʤʘ 

ʯʫʚʩʪʚʦ ʟʘ ʢʦʥʪʨʦʣʘ ʠ ʠʟʙʦʨ, ʜʦʙʠʚʘ ʯʝʩʪ ʠ ʩʧʝʮʠʬʠʯʝʥ ʬʠʜʙʝʢ ʟʘ ʩʚʦʿʘʪʘ ʨʘʙʦʪʘ, ʠʟʚʨʰʫʚʘ ʟʘʜʘʯʠ ʢʦʠ ʩʝ 

ʧʨʝʜʠʟʚʠʢʫʚʘʯʢʠ, ʥʦ ʥʝ ʟʘʧʣʘʰʫʚʘʯʢʠ, ʩʧʦʩʦʙʝʥ ʝ ʜʘ ʩʝ ʦʮʝʥʠ ʩʘʤʠʦʪ ʩʝʙʝʩʠ ʠ ʠʟʚʨʰʫʚʘ ʟʘʜʘʯʠ ʰʪʦ ʩʝ 

ʧʦʚʨʟʘʥʠ ʩʦ ʩʝʢʦʿʜʥʝʚʥʠʦʪ ʞʠʚʦʪ. ʆʜ ʜʨʫʛʘ ʩʪʨʘʥʘ, ʧʨʠʯʠʥʠ ʟʘ ʥʘʤʘʣʫʚʘˁʝ ʥʘ ʚʥʘʪʨʝʰʥʘʪʘ ʤʦʪʠʚʘʮʠʿʘ ʢʘʿ 

ʫʯʝʥʠʮʠʪʝ ʩʝ ʧʨʠʥʫʜʫʚʘˁʝ, ʟʘʧʣʘʰʫʚʘˁʝ, ʥʘʛʨʘʜʠ ʠʣʠ ʢʘʟʥʠ ʧʦʚʨʟʘʥʠ ʩʦ ʦʮʝʥʢʠ, ʩʧʦʨʝʜʫʚʘˁʝ ʥʘ ʝʜʝʥ 

ʫʯʝʥʠʢ ʩʦ ʜʨʫʛ, ʧʦʚʨʝʤʝʥ ʠʣʠ ʥʝʿʘʩʝʥ ʬʠʜʙʝʢ, ʦʛʨʘʥʠʯʫʚʘˁʝ ʥʘ ʣʠʯʥʘʪʘ ʩʣʦʙʦʜʘ ʠ ʦʜʛʦʚʦʨʥʦʩʪ ʙʝʟ 

ʘʚʪʦʨʠʪʝʪ (Stiggins et al., 2007: 39). 

ʉʝ ʯʠʥʠ ʜʝʢʘ ʩʦ ʪʨʘʜʠʮʠʦʥʘʣʥʦʪʦ ʦʮʝʥʫʚʘˁʝ ʩʝ ʥʘʤʘʣʫʚʘ ʚʥʘʪʨʝʰʥʘʪʘ ʤʦʪʠʚʘʮʠʿʘ ʥʘ ʫʯʝʥʠʮʠʪʝ ʧʨʝʢʫ 

ʜʘʚʘˁʝ ʥʘ ʝʚʘʣʫʘʮʠʩʢʠ ʬʠʜʙʝʢ ʚʦ ʬʦʨʤʘ ʥʘ ʦʮʝʥʢʘ, ʩʝ ʢʦʨʠʩʪʠ ʟʘ ʩʧʦʨʝʜʫʚʘˁʝ ʥʘ ʧʦʩʪʠʛʘˁʘʪʘ ʥʘ ʫʯʝʥʠʮʠʪʝ 

ʠ ʥʝ ʦʚʦʟʤʦʞʫʚʘ ʜʘʚʘˁʝ ʥʘ ʦʧʠʩʝʥ ʬʠʜʙʝʢ ʩʦ ʢʦʿ ʫʯʝʥʠʮʠʪʝ ˃ʝ ʜʦʟʥʘʘʪ ʰʪʦ ʪʠʝ ʚʦ ʤʦʤʝʥʪʦʪ ʟʥʘʘʪ ʠ ʫʤʝʘʪ ʠ 

ʰʪʦ ʪʨʝʙʘ ʜʘ ʥʘʧʨʘʚʘʪ ʟʘ ʜʘ ʩʝ ʧʦʜʦʙʨʘʪ. ʆʮʝʥʫʚʘˁʝʪʦ ʟʘ ʫʯʝˁʝ, ʦʜ ʜʨʫʛʘ ʩʪʨʘʥʘ, ʿʘ ʟʛʦʣʝʤʫʚʘ ʚʥʘʪʨʝʰʥʘʪʘ 

ʤʦʪʠʚʘʮʠʿʘ ʧʨʝʢʫ ʧʦʪʪʠʢʥʫʚʘˁʝ ʥʘ ʫʯʝʥʠʮʠʪʝ ʜʘ ʧʨʝʟʝʤʘʪ ʧʦʛʦʣʝʤʘ ʢʦʥʪʨʦʣʘ ʠ ʦʜʛʦʚʦʨʥʦʩʪ ʟʘ ʩʚʦʝʪʦ 

ʫʯʝˁʝ, ʢʦʨʠʩʪʝˁʝ ʥʘ ʟʘʜʘʯʠ ʠ ʘʢʪʠʚʥʦʩʪʠ ʢʦʠ ʩʝ ʠʥʪʝʨʝʩʥʠ ʟʘ ʥʠʚ, ʘ ʢʦʠ ʠʩʪʦʚʨʝʤʝʥʦ ʛʠ ʨʘʟʚʠʚʘʘʪ ʥʠʚʥʠʪʝ 

ʩʧʦʩʦʙʥʦʩʪʠ ʟʘ ʨʘʟʤʠʩʣʫʚʘˁʝ, ʨʝʰʘʚʘˁʝ ʧʨʦʙʣʝʤʠ ʠ ʜʦʥʝʩʫʚʘˁʝ ʦʜʣʫʢʠ, ʢʘʢʦ ʠ ʧʨʝʢʫ ʜʘʚʘˁʝ ʯʝʩʪ ʠ 

ʝʬʝʢʪʠʚʝʥ ʬʠʜʙʝʢ.  

 

4. ʉʊʈɸʊɽɻʀʀ ɿɸ ɼɸɺɸɳɽ ʌʀɼɹɽʂ  

ɼʠʩʢʫʪʠʨʘʿ˃ʠ ʟʘ ʨʘʟʣʠʢʘʪʘ ʧʦʤʝʺʫ ʦʮʝʥʫʚʘˁʝ ʥʘ ʫʯʝˁʝʪʦ ʠ ʦʮʝʥʫʚʘˁʝ ʟʘ ʫʯʝˁʝ, ʃʝʿʭʠ ʠ ʥʝʛʦʚʠʪʝ 

ʩʦʨʘʙʦʪʥʠʮʠ (Leahy et al., 2005: 19) ʠʩʪʘʢʥʫʚʘʘʪ ʜʝʢʘ ʝ ʧʦʪʨʝʙʥʘ ʧʨʦʤʝʥʘ ʦʜ ʢʦʥʪʨʦʣʘ ʥʘ ʢʚʘʣʠʪʝʪʦʪ ʚʦ 

ʦʙʝʟʙʝʜʫʚʘˁʝ ʢʚʘʣʠʪʝʪ. ʊʠʝ ʛʠ ʩʧʦʨʝʜʫʚʘʘʪ ʪʨʘʜʠʮʠʦʥʘʣʥʠʪʝ ʥʘʯʠʥʠ ʥʘ ʧʦʫʯʫʚʘˁʝ ʠ ʦʮʝʥʫʚʘˁʝ ʩʦ 

ʬʘʙʨʠʯʢʦʪʦ ʧʨʦʠʟʚʦʜʩʪʚʦ ʙʠʜʝʿ˃ʠ ʩʝ ʩʦʩʪʦʿʘʪ ʦʜ ʧʨʝʜʘʚʘˁʝ ʥʘ ʥʦʚ ʤʘʪʝʨʠʿʘʣ ʢʦʿ ʧʨʝʪʩʪʘʚʫʚʘ ʠʥʧʫʪ ʠ 

ʧʨʦʚʝʨʫʚʘˁʝ ʥʘ ʧʨʦʠʟʚʦʜʦʪ, ʦʜʥʦʩʥʦ ʢʦʿ ʫʩʧʝʘʣ ʘ ʢʦʿ ʥʝ ʫʩʧʝʘʣ ʜʘ ʥʘʫʯʠ. ʊʠʝ ʩʤʝʪʘʘʪ ʜʝʢʘ ʦʮʝʥʫʚʘˁʝʪʦ ʟʘ 

ʫʯʝˁʝ ʝ ʦʙʝʟʙʝʜʫʚʘˁʝ ʢʚʘʣʠʪʝʪ, ʙʠʜʝʿ˃ʠ ʥʘʩʪʘʚʥʠʢʦʪ ʿʘ ʧʨʠʣʘʛʦʜʫʚʘ ʥʘʩʪʘʚʘʪʘ ʚʦ ʪʝʢʦʪ ʥʘ ʫʯʝˁʝʪʦ, ʪʘʢʘ ʰʪʦ 

ʚʥʠʤʘʥʠʝʪʦ ʧʨʝʤʠʥʫʚʘ ʦʜ ʧʦʫʯʫʚʘˁʝʪʦ ʥʘ ʫʯʝˁʝʪʦ. ʂʘʢʦ ʨʝʟʫʣʪʘʪ ʥʘ ʝʜʥʦ ʠʩʪʨʘʞʫʚʘˁʝ ʚʦ ʢʦʝ ʙʠʣʝ 

ʚʢʣʫʯʝʥʠ ʥʘʩʪʘʚʥʠʮʠ ʢʦʠ ʧʦʤʠʥʘʣʝ ʦʙʫʢʘ ʟʘ ʧʨʠʤʝʥʘ ʥʘ ʦʚʦʿ ʧʨʠʩʪʘʧ, ʘʚʪʦʨʠʪʝ ʠʜʝʥʪʠʬʠʢʫʚʘʣʝ ʧʝʪ ʛʨʫʧʠ 

ʥʘ ʦʧʰʪʠ ʩʪʨʘʪʝʛʠʠ ʢʦʠ ʤʦʞʝ ʜʘ ʛʠ ʧʨʠʤʝʥʫʚʘʘʪ ʩʠʪʝ ʥʘʩʪʘʚʥʠʮʠ ʩʦ ʫʯʝʥʠʮʠ ʦʜ ʩʠʪʝ ʚʦʟʨʘʩʪʠ: 

¶ ʇʦʿʘʩʥʫʚʘˁʝ ʠ ʩʧʦʜʝʣʫʚʘˁʝ ʥʘ ʮʝʣʠʪʝ ʥʘ ʫʯʝˁʝ ʠ ʢʨʠʪʝʨʠʫʤʠʪʝ ʟʘ ʫʩʧʝʭ; 

¶ ʆʨʛʘʥʠʟʠʨʘˁʝ ʥʘ ʝʬʝʢʪʠʚʥʠ ʜʠʩʢʫʩʠʠ, ʧʨʘʰʘˁʘ ʠ ʟʘʜʘʯʠ ʚʦ ʫʯʠʣʥʠʮʘʪʘ; 

¶ ɼʘʚʘˁʝ ʬʠʜʙʝʢ ʢʦʿ ʛʦ ʧʦʪʪʠʢʥʫʚʘ ʥʘʧʨʝʜʦʢʦʪ ʥʘ ʫʯʝʥʠʮʠʪʝ; 

¶ ɸʢʪʠʚʠʨʘˁʝ ʥʘ ʫʯʝʥʠʮʠʪʝ ʢʘʢʦ ʦʜʛʦʚʦʨʥʠ ʩʫʙʿʝʢʪʠ ʚʦ ʧʨʦʮʝʩʦʪ ʥʘ ʫʯʝˁʝ; 

¶ ʇʦʪʪʠʢʥʫʚʘˁʝ ʥʘ ʫʯʝʥʠʮʠʪʝ ʜʘ ʩʦʨʘʙʦʪʫʚʘʘʪ ʠ ʜʘ ʩʠ ʧʦʤʘʛʘʘʪ ʤʝʺʫʩʝʙʥʦ. 

 

ʉʝʢʦʿʘ ʦʜ ʦʚʠʝ ʩʪʨʘʪʝʛʠʠ ʤʦʞʝ ʜʘ ʩʝ ʧʨʠʤʝʥʠ ʧʨʝʢʫ ʢʦʨʠʩʪʝˁʝ ʥʘ ʛʦʣʝʤ ʙʨʦʿ ʪʝʭʥʠʢʠ ʢʦʠ ʥʘʩʪʘʚʥʠʮʠʪʝ 

ʤʦʞʝ ʜʘ ʛʠ ʧʨʠʣʘʛʦʜʘʪ ʩʧʦʨʝʜ ʚʦʟʨʘʩʪʘ ʠ ʧʦʪʨʝʙʠʪʝ ʥʘ ʩʚʦʠʪʝ ʫʯʝʥʠʮʠ (Leahy et al., 2005). 

ɼʨʫʛ ʤʦʜʝʣ ʟʘ ʦʮʝʥʫʚʘˁʝ ʟʘ ʫʯʝˁʝ ʩʝ ʩʦʩʪʦʠ ʦʜ ʩʝʜʫʤ ʩʪʨʘʪʝʛʠʠ ʢʦʠ ˃ʝ ʠʤ ʧʦʤʦʛʥʘʪ ʥʘ ʫʯʝʥʠʮʠʪʝ ʜʘ 

ʦʜʛʦʚʦʨʘʪ ʥʘ ʪʨʠʪʝ ʛʣʘʚʥʠ ʧʨʘʰʘˁʘ (Stiggins et al., 2007: 42): 

      ʂʘʜʝ ʦʜʘʤ? 

1. ʆʙʝʟʙʝʜʝʪʝ ʿʘʩʥʘ ʠ ʨʘʟʙʠʨʣʠʚʘ ʚʠʟʠʿʘ ʟʘ ʮʝʣʪʘ ʥʘ ʫʯʝˁʝʪʦ. 

2. ʂʦʨʠʩʪʝʪʝ ʧʨʠʤʝʨʠ ʠ ʤʦʜʝʣʠ ʥʘ ʫʩʧʝʰʥʘ ʨʘʙʦʪʘ. 

ʂʘʜʝ ʩʫʤ ʩʝʛʘ? 

3. ʈʝʜʦʚʥʦ ʜʘʚʘʿʪʝ ʦʧʠʩʝʥ ʬʠʜʙʝʢ. 

4. ʆʙʫʯʝʪʝ ʛʠ ʫʯʝʥʠʮʠʪʝ ʢʘʢʦ ʜʘ ʩʝ ʦʮʝʥʫʚʘʘʪ ʩʘʤʠʪʝ ʩʝʙʝ ʠ ʜʘ ʩʠ ʧʦʩʪʘʚʫʚʘʘʪ ʮʝʣʠ. 

      ʂʘʢʦ ʤʦʞʘʤ ʜʘ ʿʘ ʧʨʝʤʦʩʪʘʤ ʨʘʟʣʠʢʘʪʘ? 

5. ʇʣʘʥʠʨʘʿʪʝ ʛʠ ʯʘʩʦʚʠʪʝ ʥʘ ʪʦʿ ʥʘʯʠʥ ʰʪʦ ʬʦʢʫʩʦʪ ʚʦ ʦʜʨʝʜʝʥ ʤʦʤʝʥʪ ʜʘ ʙʠʜʝ ʩʘʤʦ ʥʘ ʝʜʝʥ ʘʩʧʝʢʪ ʥʘ 
ʢʚʘʣʠʪʝʪ. 
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6. ʆʙʫʯʝʪʝ ʛʠ ʫʯʝʥʠʮʠʪʝ ʢʘʢʦ ʜʘ ʧʦʚʪʦʨʫʚʘʘʪ ʟʘ ʜʘ ʩʝ ʬʦʢʫʩʠʨʘʘʪ ʥʘ ʦʜʨʝʜʝʥʠ ʨʘʙʦʪʠ. 

7. ʇʦʪʪʠʢʥʫʚʘʿʪʝ ʛʠ ʫʯʝʥʠʮʠʪʝ ʜʘ ʨʘʟʤʠʩʣʫʚʘʘʪ ʟʘ ʩʚʦʝʪʦ ʫʯʝˁʝ, ʜʘ ʩʠ ʚʦʜʘʪ ʜʥʝʚʥʠʢ ʠ ʩʚʦʠʪʝ 
ʨʘʟʤʠʩʣʫʚʘˁʘ ʜʘ ʛʠ ʩʧʦʜʝʣʫʚʘʘʪ ʩʦ ʜʨʫʛʠʪʝ. 

 

 ɹʨʫʢʭʘʨʪ (2008: 5) ʥʘʚʝʜʫʚʘ ʜʝʢʘ ʩʪʨʘʪʝʛʠʠʪʝ ʟʘ ʜʘʚʘˁʝ ʬʠʜʙʝʢ ʤʦʞʝ ʜʘ ʚʘʨʠʨʘʘʪ ʩʧʦʨʝʜ: ʚʨʝʤʝʪʦ 

(ʢʦʛʘ ʠ ʢʦʣʢʫ ʯʝʩʪʦ ʩʝ ʜʘʚʘ ʬʠʜʙʝʢ), ʢʦʣʠʯʝʩʪʚʦʪʦ (ʟʘ ʢʦʣʢʫ ʨʘʙʦʪʠ ʪʨʝʙʘ ʜʘ ʩʝ ʜʠʩʢʫʪʠʨʘ ʠ ʢʦʣʢʫ ʟʘ ʩʝʢʦʿʘ 

ʦʜ ʥʠʚ), ʥʘʯʠʥʦʪ (ʫʩʪʝʥ, ʧʠʩʤʝʥ ʠʣʠ ʚʠʟʫʝʣʝʥ/ ʜʝʤʦʥʩʪʨʘʮʠʿʘ) ʠ ʮʝʣʥʘʪʘ ʛʨʫʧʘ (ʠʥʜʠʚʠʜʫʘʣʥʠ ʫʯʝʥʠʮʠ, 

ʛʨʫʧʘ ʠʣʠ ʮʝʣ ʢʣʘʩ). ʊʘʘ ʩʫʛʝʨʠʨʘ ʜʝʢʘ ʢʦʛʘ ʩʪʘʥʫʚʘ ʟʙʦʨ ʟʘ ʟʥʘʝˁʝ ʥʘ ʬʘʢʪʠ, ʬʠʜʙʝʢʦʪ ʪʨʝʙʘ ʜʘ ʩʝ ʜʘʜʝ 

ʚʝʜʥʘʰ, ʥʦ ʢʦʛʘ ʬʠʜʙʝʢʦʪ ʩʝ ʦʜʥʝʩʫʚʘ ʥʘ ʥʘʯʠʥʠʪʝ ʥʘ ʨʘʟʤʠʩʣʫʚʘˁʝ ʠ ʧʨʦʮʝʩʫʠʨʘˁʝ ʥʘ ʠʥʬʦʨʤʘʮʠʠʪʝ ʢʘʿ 

ʫʯʝʥʠʮʠʪʝ, ʪʦʛʘʰ ʪʨʝʙʘ ʤʘʣʢʫ ʜʘ ʩʝ ʧʦʯʝʢʘ ʟʘ ʜʘ ʤʦʞʝ ʥʘʩʪʘʚʥʠʢʦʪ ʜʘ ʛʠ ʜʦʙʠʝ ʨʝʣʝʚʘʥʪʥʠʪʝ ʠʥʬʦʨʤʘʮʠʠ. 

ʇʨʠ ʜʘʚʘˁʝʪʦ ʬʠʜʙʝʢ, ʥʘʩʪʘʚʥʠʢʦʪ ʪʨʝʙʘ ʜʘ ʩʝ ʢʦʥʮʝʥʪʨʠʨʘ ʥʘ ʥʘʿʚʘʞʥʠʪʝ ʨʘʙʦʪʠ ʧʦʚʨʟʘʥʠ ʩʦ ʛʣʘʚʥʠʪʝ 

ʮʝʣʠ ʥʘ ʫʯʝˁʝʪʦ. ʆʩʚʝʥ ʥʘ ʠʥʜʠʚʠʜʫʘʣʥʠ ʫʯʝʥʠʮʠ, ʥʘʩʪʘʚʥʠʢʦʪ ʤʦʞʝ ʜʘ ʜʘʜʝ ʬʠʜʙʝʢ ʥʘ ʮʝʣʠʦʪ ʢʣʘʩ ʠʣʠ ʥʘ 

ʛʨʫʧʘ ʫʯʝʥʠʮʠ ʘʢʦ ʢʘʿ ʩʠʪʝ ʝ ʟʘʙʝʣʝʞʘʥ ʥʝʢʦʿ ʧʨʦʧʫʩʪ, ʪʘʢʘ ʰʪʦ ʜʘʚʘˁʝʪʦ ʬʠʜʙʝʢ ʧʨʝʪʩʪʘʚʫʚʘ ʤʦʞʥʦʩʪ ʟʘ 

ʧʦʚʪʦʨʥʦ ʫʯʝˁʝ.  

 ɺʦ ʦʜʥʦʩ ʥʘ ʩʦʜʨʞʠʥʘʪʘ, ʬʠʜʙʝʢʦʪ ʤʦʞʝ ʜʘ ʩʝ ʨʘʟʣʠʢʫʚʘ ʩʧʦʨʝʜ: ʬʦʢʫʩʦʪ (ʥʘ ʨʘʙʦʪʘʪʘ, ʥʘ 

ʧʨʦʮʝʩʠʪʝ ʥʘ ʫʯʝˁʝ, ʥʘ ʩʘʤʦʨʝʛʫʣʘʮʠʿʘʪʘ ʥʘ ʫʯʝʥʠʢʦʪ ʠʣʠ ʥʘ ʥʝʛʦʚʘʪʘ ʣʠʯʥʦʩʪ), ʩʧʦʨʝʜʙʘʪʘ (ʩʦ ʢʨʠʪʝʨʠʫʤʠ 

ʟʘ ʫʩʧʝʰʥʘ ʨʘʙʦʪʘ, ʩʦ ʜʨʫʛʠ ʫʯʝʥʠʮʠ ʠʣʠ ʩʦ ʧʨʝʪʭʦʜʥʘʪʘ ʨʘʙʦʪʘ ʥʘ ʫʯʝʥʠʢʦʪ), ʬʫʥʢʮʠʿʘʪʘ (ʦʧʠʩ, ʝʚʘʣʫʘʮʠʿʘ/ 

ʦʮʝʥʢʘ), ʪʝʥʜʝʥʮʠʿʘʪʘ (ʧʦʟʠʪʠʚʝʥ/ ʥʝʛʘʪʠʚʝʥ), ʿʘʩʥʦʩʪʘ, ʩʧʝʮʠʬʠʯʥʦʩʪʘ (ʩʦ ʧʨʝʤʥʦʛʫ ʜʝʪʘʣʠ, ʫʤʝʨʝʥ, 

ʧʨʝʤʥʦʛʫ ʦʧʰʪ) ʠ ʪʦʥʦʪ (ʠʤʧʣʠʢʘʮʠʠʪʝ, ʰʪʦ ʫʯʝʥʠʢʦʪ ˃ʝ Ăʩʣʫʰʥʝñ). ɻʣʘʚʥʠʪʝ ʩʫʛʝʩʪʠʠ ʚʦ ʦʜʥʦʩ ʥʘ 

ʩʦʜʨʞʠʥʘʪʘ ʢʦʠ ʛʠ ʥʘʚʝʜʫʚʘ ɹʨʫʢʭʘʨʪ ʩʝ ʜʝʢʘ ʬʠʜʙʝʢʦʪ ʪʨʝʙʘ ʜʘ ʝ ʥʘʩʦʯʝʥ ʢʦʥ ʨʘʙʦʪʘʪʘ ʠ ʢʦʥ ʧʨʦʮʝʩʠʪʝ ʥʘ 

ʫʯʝˁʝ. ʀʩʪʦ ʪʘʢʘ, ʪʦʿ ʪʨʝʙʘ ʜʘ ʿʘ ʧʦʪʪʠʢʥʫʚʘ ʩʘʤʦʨʝʛʫʣʘʮʠʿʘʪʘ ʥʘ ʫʯʝʥʠʮʠʪʝ, ʜʦʜʝʢʘ ʢʦʤʝʥʪʘʨʠʪʝ ʥʘʩʦʯʝʥʠ 

ʢʦʥ ʣʠʯʥʦʩʪʘ ʥʘ ʫʯʝʥʠʢʦʪ ʪʨʝʙʘ ʜʘ ʩʝ ʠʟʙʝʛʥʫʚʘʘʪ. ʇʨʠ ʜʘʚʘˁʝʪʦ ʬʠʜʙʝʢ, ʥʘʩʪʘʚʥʠʮʠʪʝ ʪʨʝʙʘ ʜʘ ʢʦʨʠʩʪʘʪ 

ʦʧʠʩ ʥʘʤʝʩʪʦ ʜʘ ʜʘʚʘʪ ʝʚʘʣʫʘʮʠʿʘ ʠʣʠ ʦʮʝʥʢʘ. ʅʝʛʘʪʠʚʥʠʦʪ ʦʧʠʩ ʥʘ ʨʘʙʦʪʘʪʘ ʥʘ ʫʯʝʥʠʮʠʪʝ ʪʨʝʙʘ ʜʘ ʙʠʜʝ 

ʧʨʠʜʨʫʞʝʥ ʩʦ ʧʦʟʠʪʠʚʥʠ ʩʫʛʝʩʪʠʠ. ʌʠʜʙʝʢʦʪ ʪʨʝʙʘ ʜʘ ʙʠʜʝ ʿʘʩʝʥ ʠ ʜʘ ʦʜʛʦʚʘʨʘ ʥʘ ʚʦʟʨʘʩʪʘ ʥʘ ʫʯʝʥʠʮʠʪʝ. 

 

5. ɿɸʂʃʋʏʆʂ  

ɽʜʝʥ ʦʜ ʧʦʚʘʞʥʠʪʝ ʬʘʢʪʦʨʠ ʚʦ ʧʨʦʮʝʩʦʪ ʥʘ ʫʯʝˁʝ ʝ ʬʠʜʙʝʢʦʪ ʠʣʠ ʧʦʚʨʘʪʥʘʪʘ ʠʥʬʦʨʤʘʮʠʿʘ ʢʦʿʘ ʿʘ ʜʦʙʠʚʘʘʪ 

ʫʯʝʥʠʮʠʪʝ ʦʜ ʥʘʩʪʘʚʥʠʢʦʪ. ʅʦ, ʟʘ ʜʘ ʙʠʜʝ ʝʬʝʢʪʠʚʝʥ, ʬʠʜʙʝʢʦʪ ʪʨʝʙʘ ʜʘ ʩʦʜʨʞʠ ʥʝ ʩʘʤʦ ʠʥʬʦʨʤʘʮʠʿʘ ʟʘ 

ʨʘʙʦʪʘʪʘ ʥʘ ʫʯʝʥʠʢʦʪ, ʪʫʢʫ ʠ ʥʘʩʦʢʠ ʟʘ ʧʦʥʘʪʘʤʦʰʥʘʪʘ ʨʘʙʦʪʘ ʟʘʨʘʜʠ ʧʦʜʦʙʨʫʚʘˁʝ ʥʘ ʫʯʝˁʝʪʦ ʠ 

ʧʦʩʪʠʛʥʫʚʘˁʝ ʥʘ ʧʦʜʦʙʘʨ ʫʩʧʝʭ. ɽʬʝʢʪʠʚʥʠʦʪ ʬʠʜʙʝʢ ʥʝ ʩʘʤʦ ʰʪʦ ʦʙʝʟʙʝʜʫʚʘ ʧʦʚʨʘʪʥʘ ʠʥʬʦʨʤʘʮʠʿʘ ʪʫʢʫ ʠ 

ʿʘ ʟʛʦʣʝʤʫʚʘ ʠ ʩʘʤʦʜʦʚʝʨʙʘʪʘ ʠ ʤʦʪʠʚʘʮʠʿʘʪʘ ʢʘʿ ʫʯʝʥʠʮʠʪʝ. ʆʩʚʝʥ ʪʦʘ, ʪʦʿ ʠʩʪʦ ʪʘʢʘ ʚʦʜʠ ʢʦʥ ʧʦʛʦʣʝʤʘ 

ʩʘʤʦʩʪʦʿʥʦʩʪ ʚʦ ʫʯʝˁʝʪʦ, ʙʠʜʝʿ˃ʠ ʛʠ ʧʦʪʪʠʢʥʫʚʘ ʫʯʝʥʠʮʠʪʝ ʜʘ ʨʘʟʤʠʩʣʫʚʘʘʪ ʟʘ ʩʚʦʝʪʦ ʫʯʝˁʝ, ʜʘ ʩʠ 

ʧʦʩʪʘʚʫʚʘʘʪ ʮʝʣʠ ʠ ʜʘ ʢʦʨʠʩʪʘʪ ʩʪʨʘʪʝʛʠʠ ʟʘ ʧʦʩʪʠʛʥʫʚʘˁʝ ʥʘ ʪʠʝ ʮʝʣʠ. ʀʩʪʨʘʞʫʚʘˁʘʪʘ ʧʦʢʘʞʫʚʘʘʪ ʜʝʢʘ 

ʬʠʜʙʝʢʦʪ ʪʨʝʙʘ ʜʘ ʙʠʜʝ ʦʧʠʩʝʥ, ʜʘ ʙʠʜʝ ʿʘʩʝʥ, ʜʘ ʥʝ ʙʠʜʝ ʧʨʠʜʨʫʞʝʥ ʩʦ ʦʮʝʥʢʘ ʠ ʜʘ ʙʠʜʝ ʥʘʩʦʯʝʥ ʢʦʥ 

ʨʘʙʦʪʘʪʘ ʠ ʢʦʥ ʧʨʦʮʝʩʠʪʝ ʥʘ ʫʯʝˁʝ. 

ʌʠʜʙʝʢʦʪ ʝ ʜʝʣ ʦʜ ʬʦʨʤʘʪʠʚʥʦʪʦ ʦʮʝʥʫʚʘˁʝ ʙʠʜʝʿ˃ʠ ʩʝ ʩʣʫʯʫʚʘ ʚʦ ʪʝʢʦʪ ʥʘ ʫʯʝˁʝʪʦ ʠ ʧʦʤʘʛʘ ʟʘ ʥʝʛʦʚʦ 

ʧʦʜʦʙʨʫʚʘˁʝ, ʟʘ ʨʘʟʣʠʢʘ ʦʜ ʩʫʤʘʪʠʚʥʦʪʦ ʦʮʝʥʫʚʘˁʝ ʢʦʝ ʩʝ ʩʣʫʯʫʚʘ ʦʪʢʘʢʦ ʧʨʦʮʝʩʦʪ ʥʘ ʫʯʝˁʝ ʝ ʟʘʚʨʰʝʥ ʠ 

ʩʣʫʞʠ ʩʘʤʦ ʟʘ ʝʚʘʣʫʘʮʠʿʘ ʥʘ ʨʘʙʦʪʘʪʘ ʥʘ ʫʯʝʥʠʢʦʪ.  ɿʘʪʦʘ ʛʦʣʝʤ ʙʨʦʿ ʠʩʪʨʘʞʫʚʘʯʠ ʿʘ ʥʘʛʣʘʩʫʚʘʘʪ ʚʘʞʥʦʩʪʘ 

ʥʘ ʦʮʝʥʫʚʘˁʝʪʦ ʟʘ ʫʯʝˁʝ ʥʘʤʝʩʪʦ ʦʮʝʥʫʚʘˁʝʪʦ ʥʘ ʫʯʝˁʝʪʦ ʠ ʠʩʪʘʢʥʫʚʘʘʪ ʜʝʢʘ ʦʮʝʥʫʚʘˁʝʪʦ ʟʘ ʫʯʝˁʝ ʛʠ 

ʧʦʜʠʛʥʫʚʘ ʩʪʘʥʜʘʨʜʠʪʝ ʥʘ ʫʯʝˁʝʪʦ ʢʘʿ ʩʠʪʝ ʫʯʝʥʠʮʠ ʠ ʜʝʢʘ ʦʩʦʙʝʥʘ ʢʦʨʠʩʪ ʠʤʘʘʪ ʫʯʝʥʠʮʠʪʝ ʢʦʠ ʠʤʘʘʪ 

ʧʦʪʝʰʢʦʪʠʠ ʚʦ ʫʯʝˁʝʪʦ. ɿʘʪʦʘ ʝ ʤʥʦʛʫ ʚʘʞʥʦ ʥʘʩʪʘʚʥʠʮʠʪʝ ʜʘ ʥʘʫʯʘʪ ʢʘʢʦ ʜʘ ʠʤ ʜʘʚʘʘʪ ʧʦʚʨʘʪʥʘ 

ʠʥʬʦʨʤʘʮʠʿʘ ʥʘ ʫʯʝʥʠʮʠʪʝ ʟʘ ʜʘ ʩʝ ʧʦʩʪʠʛʥʝ ʥʘʿʜʦʙʘʨ ʝʬʝʢʪ ʚʨʟ ʧʨʦʮʝʩʦʪ ʥʘ ʫʯʝˁʝ ʠ ʚʨʟ ʫʩʧʝʭʦʪ ʥʘ 

ʫʯʝʥʠʮʠʪʝ.  
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Abstract: In recent decades, the world has been dominated by changes that shape the social and economic 

conditions. The decentralization process has enabled local authorities and other socio-economic actors to assume 

increasing responsibility for the development of their areas and improvement of the quality of life of residents in the 

community. 

Local development, involving local participants, especially in the activities of local self-governments, is a result of 

the ability of society to decide what it wants, to pursue shared goals and to monitor the achievement of results. Local 

and regional development thus becomes a tool for consultation and social dialogue which requires the participation 

of all factors. 

Higher education is said to increase productivity, primarily through growth of human capital, by creating a better -

educated workforce, but also to influence the creation of entrepreneurial potential. In addition, the developed 

societies are moving towards a knowledge economy and by knowledge production and transmission of knowledge 

into industry, higher education is considered to be one of the key factors for economic growth, and therefore it 

demands close cooperation with the local self-government in whose territory the institution of higher education is 

located. 

Key words: higher education, local self-government, regional and local development. 

 
INTRODUCTION  

The problems countries throughout the world are increasingly facing are, on the one hand, the problems of 

underdeveloped territories and, on the other hand, the problems of excessive concentration of population and 

economic activity in some parts of its territory. These extremes represent problems for the development of the 

country as a whole. 

The concept of regional development is linked to economic categories and viewed through economic growth, 

employment, wealth, and often the concept of regional development is identified with the regional economic 

development. Regional development is an important component of economic development of a country. 

Generally speaking, in the world as a whole and in individual countries, imbalances are becoming more prominent, 

and thus the question of regional disparities becomes more pronounced. The adoption of laws and bylaws, as well as 

statistical regionalization of Serbia, has established an institutional framework for solving the problem of regional 

disparities. Regional disparities in Serbia are among the highest in Europe
45

 and are the result of uneven deployment 

of capital and employment and their concentration in the most developed areas. Statistical data and analysis of 

regional development in Serbia indicate the existence of imbalances and polarization of the country. 

The transition process has deepened regional disparities, as well as recessionary waves. A multilayered regional 

polarization is manifested through the high intra-regional differences related to demographic characteristics, human 

resources, efficiency and structure of the economy, poverty and infrastructure development. 

 The group of factors that can be affected in a timely and long-term way and which in the turbulent business 

conditions of the global market economy have an increasing importance and influence, includes access to 

information and education, and the quality and level of education itself. Therefore, the need for increasing access to 

higher education arises which would in turn cause and allow increased and faster local economic development and 

prosperity, with the active participation of local self-governments and higher education institutions located in the 

territory of the local self-government. 

 

THE CAUSES OF POLARIZATION AND THE CONDI TION OF REGIONAL DEV ELOPMENT IN 

SERBIA 

The regional imbalances in Serbia are manifested in multiple regional polarization and intraregional polarization. 

These regional disparities are due to inherited and transitional discrepancies of economic activities, intensive process 

of depopulation, a longtime economic and social backwardness, inconsistent and uncoordinated regional policies, 

unfinished institutional framework that systematically governs the regional development of Serbia. Intraregional and 
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interregional disparities stop local development and initiate migration flows, which deepens the already existing 

demographic imbalance in the whole area, and also multiplies through the imbalances in territorial, economic, 

social, educational, urban planning, environmental and other development dimensions. 

The following are stated as key reasons of polarization: 

Å Constant unfavorable demographic trends 

Å High regional unemployment 

Å Constant deterioration of industrial complexes 

Å Underdeveloped infrastructure network and 

Å Underdeveloped and under functional legal framework 

Demographic trends in Serbia are characterized by: extreme depopulation, demographic lagging, weak demographic 

resources and uneven territorial distribution of the population, or drain of  the rural and underdeveloped areas. If we 

look at individual counties the largest number of them belong to the demographic surveillance area (eastern, western 

and south-western parts of Serbia), and the consequences are reflected in the low economic activity and low level of 

development. Over the last decade, Serbia has lost 377,335 inhabitants, or 5% of population in comparison with 

2002. Demographic devastation has captured more than 50% of municipalities in Serbia. Population has decreased 

in 146 municipalities, and its number has increased only in 22 municipalities which is determined by negative 

population growth. The number of households in Belgrade has increased by 6%, but the number of households in the 

southeast Serbia has decreased by the same percentage. Adverse migration flows include foreign migration of 

young, able-bodied and highly educated population, and also very numerous internal migration from rural to urban 

areas. 
46

 

Pessimistic demographic picture is visible in the low biological power of the population, i.e., according to the rate of 

total fertility Serbia has been below the threshold level for several decades. A negative or zero natural increase has 

been recorded in 157 out of 165 cities and municipalities. The general fertility rate is 9.6 ă, and thus Serbia is 

among the European countries with the lowest birth rate. The total fertility rate is lower than in the EU (1.6) and is 

located at a level that does not provide a simple reproduction of the population (1,44). The aging of population has 

reached alarming proportions, and the share of elderly in the total population is 17% categorizing the population of 

Serbia among the oldest in Europe. 

Regional GDP in the year 2012 shows the asymmetry of the region in the creation of new values - namely, the 

regions of Belgrade and Vojvodina realize the 67% of Serbia's GDP. More specifically, the Belgrade region has 

almost three times higher GDP than the region of Southern and Eastern Serbia. 

High unemployment is one of the largest, if not the biggest economic and social problem in Serbia. The most 

common reasons and causes of long-term unemployment are generally inadequate supply and insufficient demand 

for labor. The relatively high share of agricultural production in the structure of national income, by sector, is not the 

result of development of this activity, but the underdevelopment of other economic activities. All this has resulted in 

high unemployment. An unfavorable characteristics of unemployment in Serbia is its length. As much as two-fifths 

of the unemployed do not work for more than five years, and only a quarter do not work for less than a year, which 

means that Serbia is not concerned with cyclical, but with structural unemployment. The highest percentage of 

participation in registered unemployment is occupied by the young (25-29 years) with over 13%, and the average 

waiting time is 4 years. The condition varies by region. The Belgrade region has seen an increase in employment by 

50% compared to the Serbian average, while all three regions recorded a decline - Vojvodina (98%), Ġumadija and 

Western Serbia (82%), Southern and Eastern Serbia (76%). 

The education-employment relation reveals discrepancies  contributing to the spatial and sectoral imbalances in the 

labor market. The educational structure of the adult population is unfavorable. Among the adult population of 

working age (15-64 years) the majority of people have secondary education (56%), and nearly 30% haven't finished 

primary school, and only 21% of the population in the age group of 30-34 years has higher education ( 31% in the 

EU). A significant number of children and young people are not involved in education or they abandon it very early. 

The labour market in Serbia is characterized by a number of restrictions that are not only due to the transition period 

and restructured economy (long-term unemployment, lack of flexibility, market duality, etc.), since the most 

common reasons and causes of long-term unemployment are inadequate offer and insufficient demand for labor. The 

low employment rate occurs as a key factor to the depopulation of the region. A small number of active industrial 

complexes require a small number of employees. The structure of human resources as a driving force is inadequate 

and not in accordance with the market demand. Lack of adequate staff is reflected in the economy of the region, and 

macroeconomics in general, because it affects the efficiency and competitiveness of enterprises and the region. 
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Poverty caused by demographic and economic disharmony with the growing social consequences and the low living 

standards of the population (18 districts recorded a medium level of human development) is particularly prevalent in 

underdeveloped (23.3% of the poor in southern and eastern Serbia) and rural areas. This situation has arisen by 

interaction of many factors, but this problem can only be reduced in the long run by harmonizing education and 

market demands with active participation of local self-government bodies, which should take a key role as a link 

between the business sector, the sector of higher education and  the state, through the creation of a long-term 

strategy of regional and local development aimed at optimization of demand and supply of human resources at the 

local and regional labor market. 

 

THE IMPORTANCE OF HI GHER EDUCATION TO RE GIONAL AND LOCAL DEV ELOPMENT  

Education is a system, a subsystem of the global social system. Starting from the general theory of systems, and 

bearing in mind the characteristics of the educational system, it represents a part or a subsystem of the global social 

system and has a complex structure, many elements and myriad interactions. As a complex system it involves many 

issues in itself, relations and processes that are essential for society as a whole. Education as a formalized social 

system aims, on the basis of firmly grounded and proven scientific knowledge, to train and qualify the young 

generation to perform certain socially recognized and valued economic affairs. At the present level of development 

of civilization, acquired knowledge initiates attempt to replicate, transform, combine and transfer from one area to 

another, or from one sphere to another - material to the spiritual and vice versa. Education is globally conceived as a 

lifelong process of acquiring knowledge, skills and attitudes. It must allow for the acquisition, but also for the steady 

broadening of knowledge, especially scientific disciplines and working practices which may be applied by the 

individual, in accordance with the activities and objectives of the labor market needs. 

The right to education is an essential, integral part of the value of European heritage
47

, and as such it is included in 

the European Convention on Human Rights. In most European countries it is not only the right but also a legal 

obligation of a particular age group. There is an agreement that the public authorities have an obligation to provide 

education for all at the basic level, and depending on the country, the length of compulsory schooling has been 

increasing in recent times, but not to the level of higher education. Education is a tool used by every society in an 

effort to improve things and opportunities that do not meet the requirements and values to be achieved. Quality is 

essential for education and because it provides opportunities for new chances and a better life in the community. 

Higher education has a wider social role, which is reflected primarily in the construction of national identity, and 

also in the construction of critical thinking and in the promotion of the values and attitudes that encourage the 

development of critical thinking. One of the important objectives that direct the European education policy is to 

"enable all citizens, irrespective of their personal, social or economic circumstances, to lifelong acquire, modernize 

and develop the skills they need for work as well as key competences for employment and for the improvement of 

further learning, active citizenship and intercultural dialogue"
48

. The key aspect of higher education that is brought 

into connection with the social and personal development is the issue of social inequalities and the effects that 

higher education has on inequalities in society. From this angle, higher education has an impact on social 

stratification. As a channel of social mobility it can enable or facilitate individual advancement on the social ladder, 

and thus improve the socio-economic status and move individuals from the less privileged social classes to more 

privileged sections of society. In the modern development of society, the role of professional personnel changes 

much faster than ever before. On the long way of development, most professions today show the continuing 

diversity. Therefore, curricula and teaching methodologies of school education should be constantly further 

developed and innovated in order to meet the requirements of the 21st century. 

In the framework of the Bologna process, "The Standards and Guidelines for Quality Assurance in the European 

Higher Education Area" were adopted  by the Ministers responsible for higher education in Bergen in 2005 

following a proposal prepared by ENQA (European Association for Quality Assurance in Higher Education) 
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committing themselves to introducing the proposed model for an objective assessment of  agencies for quality 

assurance at the national level, with respect to the adopted guidelines and criteria. By these guidelines Serbia has 

pledged to establish mechanisms for quality assurance, in order to improve the quality of the educational process of 

higher education institutions and encourage mobility. An important determinant of the quality of higher education in 

terms of quality of study programs on the European space for higher education, in addition to functional 

complementarity of a large number of "Bologna" components (objectives and learning outcomes, competences, 

innovated facilities, pedagogical and methodological components, the methods of monitoring the engagement of 

students in the teaching process, new systems of learning of students, the choice of primary and wider literature and 

the like), will be the modularization of the learning content. Such study programs could be recognizable on the 

European educational space and be an initial but very important factor in the harmonization of our European system 

of higher education
49

. New trends bring the student and his or her needs to the forefront which means that the new 

approach to the educational process is based on the outcome. The emphasis is placed on competences that students 

should master after completing a course, opening opportunities and perspectives by which students would respond to 

the needs of society. It is very important that students are equal partners in the education process and they cannot be 

set as observers or be excluded from the decision-making process
50

.
 
Higher education plays a significant role in 

fostering economic and social development in Serbia, since the reforms should be based on advanced knowledge 

and skills in various fields. If the higher education market functioned perfectly, the balance between labor supply 

and demand in the labor market would not exist. In practice, this is not the case, and the two key factors appear to be 

the responsibility of the public sector and insufficient democratic development of society as a whole, as well as 

higher education institutions. For the efficiency of higher education as a basic support of "a knowledge society", 

crucial for economic, social and cultural development of the community, it is important to clearly establish in which 

domain the public sector, as well as local self-governments, have a particular responsibility with regard to higher 

education, and what the nature of this responsibility is. The very essence lies in the fact that higher education is not 

only "public responsibility" but also the "public good". Higher education needs to be observed from the perspective 

of public goods, particularly in terms of economics, information gaps, the necessity to provide and promote quality, 

as well as the necessity of higher education to open to all those who are capable, regardless of social background. 

Changes in higher education are essential not only for the democratic development of Serbian society as a whole, 

but also for higher education institutions. The initiation of reform processes in higher education leads to the 

promotion of economic and social prosperity of the whole country, especially of the regions and local communities 

in which higher education institutions are placed. Reform processes are essential because they enable students to 

adequately prepare for the demands placed on them by the labor market. But, the increase in the number of highly 

educated people not only has effects on well-being, but also affects the economic growth and the welfare of society 

as a whole, as well as regional development, which is especially important when regional development disparities 

are highly expressed. 

Serbia is ranked 141 out of 144 countries and it is among the leading countries in the world in the number of highly 

qualified personnel who have left their country and it is ranked lower than all the neighboring countries - Bosnia and 

Herzegovina (140), Romania (136), Macedonia (135), Hungary (129), Bulgaria (128) and Croatia (126). 

Education has a significant social and economic impact. It is also an important factor which determines social 

mobility and the distribution of resources within society. The movement and structure of the workforce affect the 

level and dynamics of economic development. The supply and demand in the labor market are constantly at odds, 

and opportunities for new jobs are scarce. In the guidelines for the development of human resources education 

policy has been raised to the level of economic policy, since investment in the development of skills in the 

framework of education is crucial for competitiveness in the globalized market. Employment policies and vocational 

education rely on the need for strategies for the development of human capital. The market economy has led to a 

pronounced need for development of human capital as a means of competitive advantage. In the theory of human 

resource development, the education policy has been raised to the level of economic policy, because investment in 

the development of skills through education and training are considered crucial to competitiveness at the local, 

regional, and global level. 
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THE POSITION OF LOCA L SELF-GOVERNMENTS IN RELAT ION TO THE SYSTEM OF  HIGHER 

EDUCATION  

The differentiation and heterogeneity of society caused the decentralization process, which is now set as a condition 

for the survival and further development of democracy. The center is accepted as a place of adoption of general 

guidelines and ensuring order and safety while other levels of organization and government, regional and local, are 

seen as a place of direct concretization of the general decisions. Local self-governments have a major role and direct 

influence on the quality of life of their communities. 

The basic principle which determines the content of local self-government is the principle that the development of 

local self-government is related to democracy, and without democracy there is no local self-government. The main 

characteristics of the local self-government could include the following: 

Å The existence of the constitutional circle of self-management of local affairs which local governments perform 

without interference from the central authorities; 

Å Citizens in local communities freely elect their representative body or directly decide on important matters of 

interest to the local community; 

Å The organizational and personal independence of local institutions; 

Å The existence of independent and other financial resources (from taxes and own property) whose origins and 

purposes  are determined in the budget of the local community; 

Å The existence of constitutional and legal protection of the rights of self-management, which allows the orderly 

functioning of local self-government
7
. 

The economically weakened local communities had very limited economic capacities and in this sense the 

opportunity to plan their economic development and meet the needs of different interest groups on their territories. 

In the situation when the fiscal revenues are collected at the state level, and then, according to the centrally created 

budgets and the key are allocated to local communities for different purposes (infrastructure development, health, 

culture, education, economic development, etc.), the work of local authorities  largely comes down to the realization 

of the given plan. Such legal regulation has led to the point where, with limited opportunities to plan and implement 

development plan and general functioning of the territory for which they are responsible, local governments 

practically occur as an extension of state power. Thus the economic entities, their development and general business 

climate are left up to the decisions of those who cannot give clear insights into local needs. In addition, instead of 

turning to local authorities as a logical partner, companies, especially large ones, are turned to the country and strive 

by belonging to the same social networks, particularly those based on political like-mindedness, to realize a variety 

of benefits. Thus, the state government has become the central economic actor and its representatives the main 

beneficiary of economic benefits within society, and the political affiliation defeats the economic logic. Local self-

governments in Serbia still do not have sufficient capacity to independently plan their local, primarily economic 

development. In this sense, they do not represent an equal partner to large enterprises that operate on their territory. 

According to the principle of subsidiarity, the state should provide sufficient autonomy to local municipalities in 

improving their development. This method of operation has led to the fact that a quarter of the economically active 

population is out of work, and unable to take care of themselves and their family, and Serbia has the highest 

unemployment rate in Europe. Young people are particularly affected by unemployment, and in most cases they fail 

to engage in the labor market for years and thus become a "lost generation". According to the level of economic 

development, the ratio between the most developed and least developed municipalities amounted to 10: 1 in 2008. 

Of the total of 150 municipalities, 46 are extremely underdeveloped, of which 40 belong to the group of devastated 

municipalities or municipalities that are below 50% of the average national economic development. These 

municipalities are mainly located in the south of Serbia. 

With the adoption of the Poverty Reduction Strategy in 2003, the government of the Republic of Serbia set the basic 

strategic courses of action in order to reduce poverty. PRS is a comprehensive action plan aimed at reducing key 

forms of poverty by creating material and other prerequisites and by providing equal opportunities to each person to 

provide a living for himself and his family. This defines it as an integral part of the strategy of social development. 

The following strategic objectives have been identified in order to reduce the large regional differences in 

development in Serbia, which have been increasing over the years: 

1. The reduction of structural problems and regional disparities by investing in human capital and infrastructure 

2. The provision of institutional infrastructure in the regions and local communities that is required for the 

development. 

Investing in human capital becomes imperative of every society. Resources and efforts should be directed towards 

increasing the quality of higher education, thereby contributing to the development of each individual and thus 

society as a whole. This challenge can be answered only by a combination of activities of institutions of local self-

government, higher education institutions, students and academics, government institutions, private sector and other 
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parts of society. On the other hand, the overall responsibility for the operation and success is solely in the public 

domain - meaning that it is a collective responsibility of all of us as citizens of democratic societies. 

Local self-government finances only operational costs in primary schools, and there is no budget allocation for the 

program of higher education. Many local authorities are ready to support initiatives in the field of higher education if 

they are started within the framework of other funds and programs. Teachers´ salaries and only a part of the material 

costs are funded by the Ministry which also supports the partnership between business and education, promotional 

campaigns and seminars. However, a low level of awareness of the local self-government, institutions and 

beneficiaries about the importance of active participation in the strategy of higher education at the local level is 

evident. 

Political priorities of local authorities should be sustainable economic development of systems with high 

environmental awareness and social equity elements. Uneven regional development is essentially a lack of social 

and territorial cohesion, visible in the economic, demographic, infrastructure, and social indicators. Some of these 

indicators are: lack of cooperation between many partners who are responsible for different aspects of citizens' lives, 

huge differences between rural and urban areas, the isolation of suburban parts, undefined regional economic policy, 

centralized education that does not follow the needs of modern economic flows and the international division of 

labor, lack of coordination and planning at the regional level. All this speaks for the purposes of determining 

modalities of cooperation between local governments with central authorities, as well as to create optimum 

conditions for higher education development strategy defined at the local level, with the aim of balanced regional 

development in Serbia, which will contribute to social and territorial cohesion, and reduce unemployment. 

 

 STRATEGY 

Global changes are based on knowledge, which is an indicator of social development, an important indicator and 

factor in the development of every nation. Knowledge is the most important human as well as national resource and 

capital. The development perspective can only be possessed by individuals, organizations and companies that have 

the necessary knowledge and skills that will enable them to overcome the powerful and interconnected processes, 

such as the speed of change, a complex environment and uncertain time in which we live. For this reason, higher 

education should be seen as a strategic investment rather than as a consumer of funds, with public funding as the 

main source of support, and strategic planning at the local level with active participation of local self-governments, 

businesses and the labor market. On the basis of local needs, local development must be approached with the idea of 

development and realization through new activities, and initiatives that have a clear local nature and are aimed at 

solving local problems and achievement of the objectives that were initiated and carried out by local residents. Local 

development initiatives should go beyond the examination of the local needs, and should include the follow-up 

activities that would enable targeted local development. In doing so, different strategies, operational structure and 

activities can be used. The concept of local responsibility for higher education should be seen as a multidimensional 

concept that involves the establishment and maintenance of the necessary legal infrastructure, development policies, 

provision of funds and the further development of the social dimension in order to meet current and future needs of 

the knowledge society, primarily at the local level, with the aim of reducing regional development disparities. 

Changes of the present system must be carried out both at local and national level, by establishing a relevant legal 

framework and educating local government employees, and other stakeholders on ways to improve in relation to the 

objectives and capabilities of the local community. 

State institutions have sole responsibility for the high-school framework, including the degree structure, the 

institutional framework, the framework for quality assurance and authoritative information on the higher education 

framework. Defining the frame cannot be left to anyone else. Participation of local institutions to ensure equal 

opportunities in higher education, including access policy and student finance, is necessary. The path or trajectory 

by which someone arrived at the threshold of higher education also modifies the chances of enrollment, learning 

programs and completion of the study. There is unequal access to higher education due to the ability of an individual 

and his family to materially carry out the burden of education at university level. Regardless of income level, low 

parental education and family culture where education is not valued are also obstacles to higher education. Measures 

for equalizing opportunities should be part of the strategy at the local level, and their aim should be to make 

education available to those who relying only on their own strength could not afford higher education for themselves 

or members of their households. This is crucial thing that makes higher education a public good as much as possible, 

and the overall  objective of local governments must be to ensure that everyone who lives in this country is able to 

fully utilize his abilities, regardless of the economic, social or cultural origin, financial possibilities and earlier 

education. 

In accordance with the values of democratic and equitable societies, public authorities should ensure that higher 

education institutions, while enjoying all the greater autonomy, become able to fulfill multiple expectations of local 
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communities and realize their diverse tasks, including the personal development of students, preparing for active 

citizenship in a democratic society, the development and dissemination of advanced knowledge and preparation for 

the labor market. 

With the aim of local development and improvement of sustainable employment opportunities for graduates the 

local self-government should establish adequate bridges between higher education institutions and work sector, as 

well as bridges between state and local governments, emphasizing their strategies to local demands in the segment 

of higher education. A key element is the linking and networking of different activities in a consistent manner, for 

example, through the establishment of appropriate institutional structures, based on local area networks, 

organizations for providing support and creating a harmonized clear and responsible strategy. This would reduce the 

heavy dependence of higher education institutions on government institutions and local development would be 

initiated,   because strategic decisions for functioning and development of local self-government must be adopted 

and implemented at local authority level, not at the state level, or large companies. 

 

CONCLUSION 

Bearing in mind that the effects of education reflect not only on individuals, but on society as a whole, we can say 

that knowledge is becoming the main development factor. Consequently, investment in education gets a character of 

investments in human capital. Education policy is not treated only as a policy of creating human capital, but also as 

part of development policy. The thing that makes this policy very special is its very long-term strategic character. 

Conceptual mistakes in education policy result in deferred but serious consequences that were first seen on the labor 

market in the form of an imbalance in supply and demand for certain professions, and they were finally manifested 

in the general economic backwardness. Balancing the levels of development of regions is a prerequisite for fast and 

long-term development of the entire economy of a country, as well as all regions therein taken individually. Higher 

education plays an important role in fostering the economic and social development since the reforms should be 

based on advanced knowledge and skills in a variety of areas. It is important to bear in mind that in contemporary 

practice universities and other institutions of higher education as a whole are facing a whole range of new challenges 

that are a product of modern society. Changes in higher education are essential to the democratic development of 

society as a whole, but also to higher education institutions. Coordination between the national and local level is not 

satisfactory in the implementation of higher education policy. Higher education in the modern world is not only a 

public good, but also, in more concrete terms, a key value for the vast majority of the population. It can be said that 

such a trend is universal. The responsibility for equal opportunities needs to be considered at the national, 

institutional and local level in terms of different but related issues. 

In conditions when in underdeveloped municipalities in Serbia reside nearly one million inhabitants, the biggest 

challenge is definitely higher education network optimization and its adaptation to demographic and economic 

circumstances, with the active participation of all levels of government, businesses, labor market institutions and 

higher education institutions. In order for this process to be sustainable it must encompass economic component, 

taking into account social equity, human wellbeing, environmental issues, technological advances, good governance 

and efficient, well-managed local institutions. Social, economic and commercial initiatives in the local interest 

should be combined and optimal use of local resources to ensure their sustainability. Decentralization and increased 

competition bring challenges and opportunities for the private sector, the public sector and organizations involved in 

community development. 

Democratic and accountable local government is a central place where the attitudes, values and aspirations of the 

local community can be translated into strategies, projects, plans and programs, and thus be given practical value in 

human resource development in local communities. 
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Summary: The importance of the industry for the economic development of local and complete results from her 

multi-faceted impact on this development. Industry influences on its development revolutionizing the mode of 

production in all other sectors of the economy, and in a certain way and non-economic activities. Development and 

industry impact on reducing the natural production symbolically, especially in the field of agriculture. The 

development of scientific research and application of results, science comes to training pro- duction, which are 

increasingly performed by means replace, especially physical, to a certain extent and mental strength of people. The 

development of industry brings wider speatar use value: there are more goods, but there are also products with new 

properties and purposes. Istivremeno comes to enlargement of trade exchange with foreign countries. 

Key words: industry, production, development, management. 
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Rezime: Znaļaj industrije za privredni i sveokupni razvoj proizilazi iz njenog viġestranog uticaja na taj razvoj. 

Industrija svojim razvojem utiļe na revolucionisanje naļina proizvodnje u svim ostalim granama privrede, a na 

odreĽeni naļin i u neprivrednim delatnostima. Razvoj i industrija utiļe na smanjenje naturalne proizvodnje upoġte, a 

naroļito u oblasti poljoprivrede. Razvojem nauļnoistraģivaļkog rada i primenom rezulatata nauke dolazi do 

usavrġavanja porizvodnje koja se sve viġe obavlja sredstvima koja zamenjuju, naroļito fiziļku, a u odreĽenoj meri i 

umnu snagu ljudi. Razvoj industrije donosi ġiri speatar upotrebnih vrednosti: ima sve viġe robe, a javljaju se i 

proizvodi sa novim svojstvima i namenama. Istivremeno dolazi do proġirenja robne razmene sa inostranstvom. 

Kljuļne reļi: Industrija, proizvodnja, razvoj, upravljanje. 

 

UVOD - OPĠTI PRISTUP STRATEGIJSKOM UPRAVLJANJU RAZVOJEM INDUSTRIJE sa aspekta 

PROIZVODNJE 

Proces dinamiļnog razvoja moderne industrije, u svetskim razmerama, traje veĺ viġe od dva veka. Taj i takav proces 

je zapoļeo prvom industriskom revolucijom i traje do danaġnjih dana. To je omoguĺilo industriji da zauzme mesto u 

strukturi privrede koje joj pripada. 

Proces razvoja industrije je zahvatio sve delove sveta i odigrao je najveĺu presudnu ulogu u privrednom razvoju 

velikog broja zemalja. Mnoge od tih zemalja su upravo, zahvaljujuĺi industriji ostvarile visok tempo rasta i izuzetno 

visoko postigle stepen svoje privredne a, i sveukupne razvijenosti. Te zemlje su postale industrijski razvijene zemlje. 

Industrijalizacija je postala osnovni metod razvoje, ona je cilj i sredstvo materijalne i ekonomske politike kojim se i 

pomoĺu kojeg se vrġi opġti privredni razvoj. 

Industrija kao najznaļajniji deo materijalne proizvodnje ima veliki proizvodni multiplikator. Zbog toga je njen 

znaļaj za privredni i sveokupni razvoj svake zemlje izuzetno veliki. 

Vremenom industrija postaje dominantna privredna delatnost. Drugim reļima ona postaje osnovni ļinilac ukupnog 

druġtvenog i ekonomskog razvitka. 

Dosadaġnji razvoj moderne industrije i njeno izrastanje u vodeĺu privrednu delatnost posledica je dejstva velikog 

broja raznovrsnih faktora. Veliku ulogu u razvoju industrije odigrala je i konkurencija, ļija je uloga i danas izuzetno 

velika. Dosadaġnji razvoj industrije, upravo, zbog njenog znaļaja, njene uloge i mesta u privrednom i sveukupnom 

razvoju nikada i nigde se nije odvijao u uslovima, to jet na naļelima slobodne konkurencije. Nosioci ekonomske 

politike su oduvek shvatali vaģnost industrije i tretirali je kao oblast materijalne proizvodnje ļiji razvoj treba svesno 

usmeravati zbog ostvarivanja odreĽenih ciljeva kako u privrednom, tako i u sveukupnom razvoju. 
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OPĠTE ZNAĻENJE I AKTIVNOSTI STRATEGIJSKOG UPRAVLJANJA RAZVOJEM INDUSTRIJE 

Opġte znaļenje obuhvata: 

Proces razvoja industrije, podleģe ljudskoj kontroli, svesnom usmeravanju odnosno upravljanju tim razvojem. 

Upravljanje razvojem industrije, kao svesna aktivnost, pojavilo se dosta rano s tim ġto u poļetku nije bilo celovito  i 

organizovano. Sa sve brģim razvojem industrije, sa pojavom poremeĺaja i kriza u njenom razvoju (posebno 30-ih 

godina dvadesetog veka) interesovanje nosilaca ekonomske politike ja raslo, jaļala je njihova uloga pa je, tokom 

vremena, doġlo do ġirenja i polja upravljanja i instrumenata upravljanja. U savremenim uslovima, prisutan je izraģen 

uticaj nosilaca ekonomske politike na razvoj industrije i tim razvojem uslovljeno je i izrazito brzim razvojem 

informatike, brzim razvojem nauļnoistraģivaļkog rada koji se maksimalno stimuliġe, kao i ļinjenicom da razvoj 

industrije uslovljava ekonomsku, tehnoloġku, politiļku i vojnu snagu jedne zemlje. 

Savremeni razvoj industrije je izrazito dinamiļan i u tom razvoju, treba obezbediti i visok stepen stabilnosti. To 

nameĺe potrebu konstituisanja odgovornog i efikasnog sistema strategijskog upravljanja razvojem industrije. 

Strategijsko upravljanje razvojem industrije dobija sve veĺi znaĺaj jer se u procesu veoma brzih civilaizacijskih 

promena moraju definisati dugoroļni ciljevi razvoja. 

Strategijsko upravljanje razvojem industrije podrazumeva moderna upravljaļka znanja, veġtine i modernu 

tehnologiju donoġenja odluka. To je, u stvari, veoma sloģena funkcija skopļana sa nauļnim aktivnostima kao ġto su: 

prognoziranje (proces izrada raznovrsnih prognoza o buduĺem razvoju industrije i to na bazi postojeĺeg stanja i 

neophodnih promena u buduĺnosti), 

dijagnostika (trenutna slika stanja, koja nam pokazuje gde se u procesu razvoja industrija nalazi sa stanoviġta 

razvojnih moguĺnosti), 

planiranje (centralna karika strategijskog upravljanja, koja predstavlja proces donoġenja plana ï oblikovanje 

buduĺnosti odnosno optimalne vizije razvoja industrije) i 

odluļivanje (proces donoġenja odnosno izbora strateġkih odluka o razvoju industrije). 

 

INSTRUMENTI I INFORMACIONA OSNOVA STRATEGIJSKOG UPRAVLJANJA RAZVOJEM INDUSTRIJE 

Za strategijsko upravljanje razvojem industrije potreban je veliki broj raznovrsnih informacija: o resursima, 

fiziļkom obimu i vrednosti industrijske proizvodnje, novim proizvodima, trģiġtu, industrijskoj proizvodnji, novim 

tehnologijama, radnoj snazi koja se moģe angaģovati u industriji, za uspeġno upravljanje informacije moraju biti, 

dostupne, pravovremene i moraju da imaju visoku upotrebnu vrednost. 

Strategijsko upravljanje razvojem industrije zahteva odgovarajuĺi sistem upravljaļkih instrumenata (parametara) 

pomoĺu kojih se prikazuje promena stanja ï dinamika razvojnog procesa industrije i pomoĺu kojih se prati, 

kontroliġe i usmerava razvoj industrije. Instrumenti strategijskog upravljanja razvojem industrije su brojni i 

heterogeni i u ekonomskoj teoriji razvrstavaju se prema razliļitim kriterijumima. Pri izboru upravljaļkih 

instrumenata za strategijsko upravljanje razvojem industrije, pomoĺu kojih se utvrĽuje stanje, promene i bitne 

tendencije i pomoĺu kojih se utiļe na promenu kursa razvoja, potreban je izuzetno visok stepen opreznosti. 

Strategijsko upravljanje razvojem industrije uslovljeno je postojanjem i odgovarajuĺe informacione osnove odnosno 

postojanjem strategijskog upravljaļkog resursa ï informacije. Informacije su nezamenljivi resurs i sve ļeġĺe se 

izjednaļavaju sa znanjem. 

 

4. KOMPONENTE STRATEGIJSKOG UPRAVLJANJA RAZVOJEM INDUSTRIJE 

Strategijsko upravljanje razvojem industrije predstavlja sistem ļiju strukturu ļine sledeĺe komponente i to: 

koncepcija razvoja industrije (izbor osnovnih ciljeva razvoja) 

proizvodna orijentacija industrije (izbor alternativa za ostvarivanje osnovnih ciljeva razvoja) 

strategija razvoja industrije (postupci, naļini i metode za ostvarivanje koncepcije razvoja i sa njom usaglaġene 

proizvodne orjentacije), i 

industrijska politika (operativni skup instrumenata za ostvarivanje strategije razvoja) 

IzmeĽu ovih komponenata postoji visok stepen meĽuzavisnosti i jako izraģena veza, pa se mora poġtovati redosled u 

njihovom utvrĽivanju. Inaļe, utvrĽiavanje osnovnih komponenata strategijskog upravljanja razvojem industrije 

ostvaruje se kroz tri faze i to: 

u prvoj fazi vrġi se analiza prethodnog perioda ï utvrĽuje se precizna dijagnoza 

u drugoj fazi pristupa se utvrĽivanju moguĺnosti za buduĺi razvoj to jest utvrĽivanju pretpostvki i ograniļenja za 

buduĺi razvoj i 

u treĺoj fazi vrġi se, uz koriġĺenje kvantitativnih metoda, projekcija buduĺeg razvoja industrije (istraģuju se 

moguĺnosti i projektuju buduĺi tokovi razvoja industrije u razliļitim varijantama). 
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5. KONCEPCIJA RAZVOJA I PROIZVODNA ORJENTACIJA INDUSTRIJE 

5.1. KONCEPCIJA RAZVOJA INDUSTRIJE  - POJAM I VRSTE 

Koncepcija razvoja moģe se definisati kao komponenta strategijskog upravljanja razvojem industrije kojom se vrġi 

izbor pravca i kljuļnih ciljeva razvoja ndustrije. 

Koncepcija razvoja industrije proizilazi iz koncepcije razvoja privrede kao celine i utvrĽuje se uz koriġĺenje opġtih 

nauļnih saznanja i teorije razvoja na dugi rok. 

Koncepcija razvoja privrede i iz koje proizilazi koncepcija razvoja industrije, moģe biti: 

opġta ili globalna 

usmerena. 

Opġta koncepcija privrednog razvoja odnosi se na privredu kao celinu a njenu sadrģinu ļine usmerene koncepcije u 

koje spadaju: 

sektorske, 

gradske i 

koncepcija razvoja uģih ekonomskih podruļja i problema. 

Koncepcija razvoja industrije pripada grupi sektorskih koncepcija razvoja. 

Prva koncepcija karakteristiļna je za Japan i za novoindustrijalizovane zemlje jugoistoļne Azije a, nastala je kao 

rezultat neposredne saradnje vlada, industrije i sindikata. 

Druga koncepcija karakteristiļna je za veĺinu zemalja Zapadne Evrope, SAD i zemlje izvoznice nafte. U ovom 

sluļaju osnovna pitanja razvoja industrije prepuġtena su individualnim vlasnicima kapitala. 

 

5.2. PROIZVODNA ORJENTACIJA INDUSTRIJE 

Proizvodna orjetacija industrije, moģe se definisati kao izbor alternativa za ostvarivanje osnovnih ciljeva razvoja 

definisanih koncepcijom razvoja. Ona predstavlja opredeljenje nosilaca ekonomske politike u pogledu tempa rasta, 

obima i strukture proizvodnje industrije u narednom periodu ili periodima, koja se ostvaruje na datom teritorijalnom 

podruļju i uz odreĽene uslove zaposlenosti, tehniļko-tehnoloġke opremljenosti rada odnosno ciljeva u pogledu 

poslovnih rezulatata, koji odlikuje unutraġnji sklad odnosa izmeĽu industrijskih grana, kao i industrije u celini prema 

ostalom delu privrede tog regiona ili zemlje. Za razliku od koncepcije razvoja proizvodna orjentacija industrije se 

definiġe na srednji rok. Pri tome moraju se imati u vidu brojni uslovi razvoja industrije a posebno pitanje vezano za 

odnos izmeĽu pojedinih delova industrije kao i za odnos industrije prema drugim delatnostima. Reļ je o strukturi 

kako industrije, tako i o strukturi  privrede kao celine. Pitanje strukture industrije je jedno od centarlnih pitanja i to 

zbog toga ġto se efikasan razvoj industrije moģe ostvarivati samo u uslovima postojanja skladnog odnosa u toj 

strukturi. 

Proizvodna orijenatcija preduzeĺa u industriji predstavlja orijentaciju na proizvodnju proizvoda ili grupe proizvoda 

po odreĽenom tehnoloġkom procesu i postupku, sa odreĽenim kvalitetom radne snage, to jest izbor u proizvodnom 

asortimanu i tehnologiji proizvodnje. 

Izbor asortimana proizvodnje vrġi se prilikom izgardnje preduzeĺa, izbor tehnoloġkog procesa i postupka vrġi se 

prilikom opredeljivanja za odreĽeni asortiman proizvodnje, u zavisnosti od dostignutog stepena razvoja. 

Izbor proizvodne orjentcije preduzeĺa je proces koji zavisi od brojnih fakrtora i koji se stalno odvija. 

Pri izboru proizvodne orjentacije posebnu paģnju treba posvetiti istraģivanju trģiġta. 

Izbor proizvodne orjentacije kod preduzeĺa u industriji motiviġe se najļeġĺe potrebama trģiġta, ostvarenim 

rezulatatimna kod drugih preduzeĺa, moguĺnoġĺu obezbeĽenja sirovina i repromaterijala, kao i ljudskih resursa, po 

kvalitetu i kvantitetu. Kod preduzeĺa mogu da se jave proizvodi koji su novi sa stanoviġta zemlje ili novi sa 

stanoviġta preduzeĺa. 

Orjentacija na osvajanju novih proizvoda sa stanoviġta zemlje je najefikasniji put razvoja svakog preduzeĺa i put 

efikasnog doprinosa svakog preduzeĺa ukupnom privrednom razvoju. 

Orjentacija na osvajanju novih proizvoda sa stanoviġta preduzeĺa ima niz nedostataka. Kako je orjentacija u 

proizvodnji proces koji mora stalno da se obnavlja, moguĺe je da pojedina preduzeĺa stalno poboljġavaju kvalitet 

proizvoda, zadrģavaju namenu, to jest da prmenom kvaliteta ġire ili suģavaju namenu i da tako utiļu na promenu 

proizvodne orjentacije kod drugih preduzeĺa. 

Razvoj jednog proizvoda i proizvodne orjentacije zahteva mnogo vremena, sredstava i zanja da se proizvod razvije, 

proizvode, plasira i prati njegovo ponaġanje na trģiġtu, kao i da se vrġe blagovremene pripreme za potrebne 

intervencije na poboljġanju njegovog kvaliteta i proġirenju ili suģenju namene. To je jedan od uzroka zbog ļega se 

broojna preduzeĺa orjentiġu na proizvodnju proizvoda koje veĺ neko drugi proizvodi i na kojima se ostvaruje 

povoljan ekonomski efekat. 

Izbor proizvodne orjentacije u industrijskim preduzeĺima je znaļajan faktor koji utiļe na stabilizaciju privrede i 

ekonomiju poslovnja preduzeĺa. Od proizvodne orjentacije zavisi kvalitet koriġĺenja sredstava, kvalitet investicionih 
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ulaganja, kvalitet iskoriġĺenja ljudskih resursa, kvalitet uticaja preduzeĺa na ukupan privredni razvoj. Svaka 

promena u izboru proizvodne orjentacije uslovljava promenu niza kvaliteta, svako preduzeĺe mora da se 

osposobljava za stalno revitaliziranje, usavrġavanje poslovanja, tehnologije proizvodnje. U savremenim uslovima 

skoro da nema zemlje u kojoj se ekonomskim merama ne utiļe na razvoj, odnosno na izbor proizvodne orjentacije 

preduzeĺa. To je znaļajno, kako za razvijene, tako i za zemlje u razvoju. Cilj nerazvijenih je da se pribliģe stepenu 

razvoja razvijenih zemalja, a njihov pak cilj je da oļuvaju i ojaļaju pozicije na meĽunarodnom planu. 

 

6. STRATEGIJA RAZVOJA INDUSTRIJE 

6.1. POJAM I VRSTE STRATEGIJA RAZVOJA INDUSTRIJE 

Tokom industrijskog razvoja sveta primenjivane su razliļite strategije razvoja industrije. Prva iskustva ozbiljnijeg 

industrijskog razvoja vezane su za zemlje zapadne Evrope, odakle se industrijalizacija proġirila na ostale delove 

sveta. U ovim zemljama industrijalizacija se odvijala na temeljima prve industrijske revolucije u okviru koji su 

primitivni izvori energije (ljudi, ģivotinje, vode i vetra) ustupili mesto mnogi savrġenijoj parnoj maġini, a ljudski rad 

u fiziļkom smislu zamenjen maġinskim. 

Sasvim drugaļije razvojno isustvo karakteriġe bivġi Sovjetski Savez i druge zemlje istoļne Evrope, u kojima je 

industrijalizacija zapoļela najpre sa forsiranim razvojem teġke industrije, uz izuzetno spor i potpuno neodgovarajuĺi 

razvoj lake industrije. 

Treĺe istorisko iskustvo je vezano za zemlje u razvoju. Za njih se ne moģe reĺi da ih karakteriġe jedinstvena 

strategija industrijalizacije. Neke od zemalja pokuġavaju sa primenom razvojnih iskustava vezanih za prioritetan 

razvoj lake, neke za prioritetan razvoj teġke, a neke pokuġavaju slediti sopstveni put razvoja. Poġto se 

industrijalizacija ovih zemalja u odnosu na danas razvijene zemlje sveta moģe se reĺi da danas u svetu postoje dva, u 

osnovi razliļita, istorijska iskustva: strategija takozvanog ñprirodnogò puta razvoja karakteristiļna za 

industrijalizaciju danas industrijski razvijenih zemalja sveta se preporuļuje i zemljama u razvoju. Takva vrsta 

industrijalizacije u startu ne zahteva velika sredstva, relativno brzo daje rezulatate, omoguĺava poveĺanje 

zaposlenosti, ġto se sve na prvi pogled zaista i poklapa sa realnim ļinjenicama, poġto ove zemlje ne raspolaģu sa 

znaļajnom akomulacijom a karakteriġe ih obilje jevtine radne snage. Koriġĺenje ove strategije za veĺinu 

nerazvijenih zemelja nije prihvatljivo. 

S druge strane, iskustvo prioritetnog razvoja teġke indusrtije karakteriostiļno za zemlje istoļne Evrope je pokazalo 

da se u kvantitativnom smislu za relativno kratko vreme mogu ostvariti veoma impresivni rezulatati. 

Na bazi dosadaġnjih iskustava iskristalisale su se tri osnovne strategije razvoja: 

forsiranje proizvodnje za zadovoljenje rastuĺih potreba na domaĺem trģiġtu, 

uvozno ï suspstitutivna ratvojna orjentacija (import ï suspstituting industrijalization) 

ekspanzija proizvodnji naglaġeno izvozno orjentisanih (eksport ï led industrijalization) 

Strategija forsiranja proizvodnje za zadovoljenje rastuĺih potreba na domaĺem trģiġtu je elementarna strategija kojoj 

najļeġĺe pribegavaju nerazvijene zemlje na samom startu industrijalizacije. 

ISI strategija je orjentisana proizvodnji i za domaĺe trģiġte prethodno uvoģenih industrijskih dobara, dok druga 

(eksport ï led industrijalization) raļuna sa proizvodnjom industrijskih proizvoda za prekomorska trģiġta. Ovo nisu 

strategije razvoja koje se meĽusobno iskljuļuju. Najļeġĺe su prisutne obe pri ļemu viġe preovlaĽuje jedna ili druga 

taļa. 

U okviru  ove dve strategije razvoja industrije moglo bi se govoriti o razliļitim alternativama koje se ogledaju u 

industijalizaciji zasnovanoj na domaĺim ili inostranim resursima, industraijalizaciji koja se odvija uz koriġĺenje 

kapitalnointezivne ili radno ï intezivne tehnike, industrijalizaciji razvoja gradskih jezgra ili sela, industraijalizaciji 

velikog ili malog obima. 

Na primer, ISI strategija je generalno velikog obima. 

U koncipiranju i ostvarivanju ISI strategije znaļajne razlike su postojale izmeĽu trģiġno orjentisanih zemalja i 

zemalja u kojima je sprovoĽenje ove strategije putem centarlno - planskog mehanizma imalo za cilj strukturnu 

transformaciju cele ekonomije. 

U pedesetim i ġezdesetim godinama dvadesetog veka ISI je dominirala najveĺim latinoameriļkim zemljama 

(BRAZIL, ARGENTINA, MEKSIKO) i u nekim juģnim i jugoistoļnim zemljama Azije (Indija, Pakistan, Filipini). 

Sredinom ġezdesetih strategija uvozne supstitucije je poļela da se primenjuje u sup ï saharskoj Africi (Nigerija, 

Kenija, Gana i Zambija) i u manjim latinoameriļkim i zemljama jugoistoļne Azije. 

Od  kraja ġesdesetih, iako je ISI strategija bila dominirajuĺa u zemljama u razvoju, postepeno poļinje da se 

pojavljuje i izvozno orjentisana strategija industrije. U tom smislu je naroļito interesantno veĺ pomenuto iskustvo 

J.Koreje, Singapura, Tajvana i Hong Konga, u kojima se najpre poļelo sa nekom vrstom jednostavnije ISI strategije, 

da bi relativno brzo preovladala izvozno orjentisana strategija. U izvesnom smislu u ovu grupu se mogu ukljuļiti 

Brazil, Argentina, Meksiko, Indija i Pakistan, obzirom da industrijski izvoz u  ovim zemljama raste znatno brģe od 
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ukupne stope rasta. Ali i dalje postoji  vrlo znaļajna razlika izmeĽu ove dve grupe zemalja poġto je izvozno 

orjentisana industrijalizacija, osnovna strategija razvoja, dok u poluindustrijalizovanim zemljama domaĺe trģiġte 

prosto nameĺe ISI strategiju, ali u uporedo sa tim, izvozno orjentisana strategija dobija sve viġe na znaļaju. 

Pored osnovnih iskristalisale su  se i tri dopunske strategije razvoja industrije i to: 

strategija razvoja baziļnih industrija, 

strategija industrijalizacije vlastitim snagama i 

strategija ubrzane izvozno orjentisane proizvodnje sirovina i energije. 

 

6.2. STRATEGIJA TRADICIONALNE INDUSTRIJSKE PROIZVODNJE 

Strategija tradicionalne industrijekse proizvodnjeje bila veoma prisutna u poļetnim etapama industrijalizacije, danas 

visoko razvijenih zemalja. 

U primeni elementarne varijante ove strategije razvoja, zemlje u razvoja se oslanjaju na zastarelu tehniku, brojnu i 

jeftinu ali mahom nekvalifikovanu radnu snagu. 

Ova strategija industrijalizacije za koju su se opredelile neke nerazvijene zemlje u praksi je ispoljila niz negativnih 

posledica: 

Nerazvijene zemlje raspolaģu sa obiljem, uglavnom, manje pismene i manje kvalifikovane radne snage, koja usled 

razvoja ekstraktivne industrije bez viġih faza prerade nije mogla biti adekvatno angaģovana. Zbog toga pitanje 

nezaposlednosti predstavlja jedan od najteģih nereġenih socio - ekonomskih i politiļkih problema zemalja u razvoju 

koji se primenom ove strategije razvoja ne moģe ļak ni ublaģiti. 

Razvoj ekstrativne industrije u nerazvijenim zemljama je po pravilu zasnivan na monokulturnoj strukturi industrija 

ġto je bilo u skladu sa njihovim raspoloģivim prirodnim bogatstvima. 

Razvoj ekstrativnih industrija u nerazvijenim zemljama, je uglavnom, bio pod kontrolom multinacionalnih 

kompanija. I ako su u nekim granama koriġĺene visoke tehnologije, to nije imalo ozbiljnijeg multiplikativnog 

dejstva na razvoj ukupne industrije dotiļne zemlje. Oko industrijskih pogona u zemljama u razvoju se stvaraju 

odreĽena naselja sa prateĺom infrastrukturom koja je teġnje povezana sa centralom multinacionalne kompanije nego 

sa neposrednim loklanim okruģenjem. 

U novije vreme usled snaģnoog razvoja nauļno-tehniļkog progresa najrazvijenije industrijske zemlje ubrzano vrġe 

prestrukturiranje svojih industrtija u pravcu redukcija uļeĺa rudarstva crne i obojene metalurgije, bazne hemije u 

korist razvoja kompjuterizacije i informatike, autimatizacije i robotike. Takav pravac strukturnih promena dovodi do 

realokacije proizvodnje vezane za takozvane prljave tehnologije ġto je u znaļajnoj meri potpomognuto i rigoroznim 

pooġtravanje mera u razvijenim zemljama vezanih za zaġtitu ļovekove okoline. 

Naroļitu opasnost po buduĺnost razvoja ovih zemalja kratkoroļno posmatrano predstavlja pogorġavanje uslova 

razemene a dugoroļno posmatrano relna oguĺnost iscrpljivanja postojeĺih rudnih bogadstava. 

 

7. ZAKLJUĻAK 

Strategija razvoja ļine postupci metodi, naļini ostvarivanja utvrĽene koncepcije i sa njom usaglaġene proizvodne 

orjentacije. Strategija industrijalizacije je unapred smiġljeno delovanje drģave ili druġtva u cilju unapreĽenja 

ukupnog industrijskog razvoja, to se nejefikasnije postiģe izmenom proizvodne strukture, poboljġanjem organizacije, 

poveĺanjem produktivnosti rada podizanjem ukupne efikasnosti i meĽunarodne konkurentnosti. 
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Abstract: The knowledge economy is a term which is first conceived introduced in literature Peter Drucker. He 

belongs responsible that first realized the importance that knowledge has in generating economic benefits to the 

organization. Knowledge and continuous learning are a key element of success in the knowledge economy. To the 

new economy leaders were effective and efficient, it is necessary to manage knowledge, and better than their 

competitors. To help organizations maintain a competitive edge are increasingly turning to intangible assets and 

invest a lot of efforts for the maintenance and improvement of the same. Knowledge is used as capital organizations 

have used and combined in a new and creative way. If we look at knowledge as a potential we can conclude that it 

allows not only the provision of value added services for consumers and users of services, but also encourage 

innovation at all levels of the organization. In order for companies to be successful and achieve a competitive 

advantage, it is necessary that with the knowledge that has steadily increased its value. 

Keywords: economy, knowledge, resources, human capital 

 

EKONOMIJA ZNANJA I LJUDSKI KAPITAL  
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Apstrakt: Ekonomija znanja je pojam koga je prvi osmislio  uveo u literature Peter Drucker. Njemu pripada yasluga 

da je prvi uvideo znaļaj koji znanje ima u stvaranju ekonomskih benefita za organizaciju. Znanje i kontinuirano 

uļenje predstavljaju kljuļni element uspeha u ekonomiji znanja. Da bi u novoj ekonomiji rukovodioci bili efektivni i 

efikasni neophodno je da upravljaju znanjem, i to bolje od svojih konkurenata. Kako bi organizacije odrģale 

konkurentsku prednost sve viġe se okreĺu neopipljivoj imovini i mnogo napora ulaģu za odrģavanje i unapreĽenje 

istog. Znanje se koristi kao kapital koji organizacije poseduju, koriste i kombinuju na nov i kreativan naļin. Ako 

posmatramo znanje kao potencijal moģemo zakljuļiti da ono omoguĺava ne samo pruģanje usluga sa dodatnom 

vrednoġĺu za potroġaļa i korisnika usluga, nego i podsticanje inovacija na svim nivoima organizacije. Da bi 

kompanija bila uspeġna i ostvarila konkurentsku prednost, potrebno je da pomoĺu znanja koje poseduje stalno 

uveĺava svoju vrednost.  

Kljuļne reļi: ekonomija, znanje, resursi, ljudski kapital 

 

UVOD 

Ljudi su po prirodi biĺa koja misle i reġavaju probleme. Kljuļna elementi za uspeh kompanije su obrazovanje, 

obuka, upravljanje i koriġĺenje znanja svakog zaposlenog. Da bi znanje moglo efikasno da se koristi potrebno je 

odgovarajuĺe institucionalno okruģenje. Obrazovanje na svim nivoima, posebno visoko, u srediġtu je paģnje. Znanje 

doprinosi liļnom razvoju, moguĺnosti izbora posla i podizanju konkurentnosti kompanije i drģave. ĂNa radnom 

mestu, druġtvena promena je uslovljavala sposobnost upravljanja promenom, voĽstvo, izgradnju timova, 

inovativnost, upravljanje znanjem i fleksibilan rad, od ļega imaju koristi i organizacija i oni koji rade za nju.ñ 

Ljudsko znanje postaje veoma vredno i predstavlja najvaģniji  ļinilac druġtvenog ģivota. Danas se viġe od 50% bruto 

domaĺeg proizvoda (BDP) u razvijenim ekonomijama bazira na znanju, tj. na intelektualnoj imovini i struļnosti 

ljudi. Usluge su doģivele izuzetnu ekspanziju i predstavljaju dominantno uļeġĺe u BDP-u.  

¶ EKONOMIJA ZNANJA I LJUDSKI KAPITAL  

Usluga (softver, zdravstvena zaġtita, komunikacije, obrazovanje itd.) su intelektualni i informacioni procesi, koji 

stvaraju najveĺi deo vrednosti za firme. Vrednost za kompanije stvara se iz znanja, umeĺa, intelektualne imovine i 

sposobnosti, pa je znanje u centru paģnje. Vrednost same kompanije nije viġe samo fiziļka imovina, ona je sada 

zasnovana na znanju, umeĺu i intelektualnoj imovini. Oni koji upravljaju moraju prepoznati talente i naĺi naļin da se 

ljudski kapital usmerava ka inovacijama kako bi se razvijali proizvodi i usluge koje stvaraju vrednost za 

organizaciju. Ljudski kapital predstavljaju pojedinaļne sposobnosti, znanja, struļnost i iskustvo zaposlenih i 

rukovodstva u kompaniji. Okupljanje talenata, sposobnosti, veġtina i ideja predstavlja ulaganje u kompaniju. 

Kompanija koja poseduje znanje, ģeli da ga saļuva i dalje unapreĽuje. U organizaciji moraju postojati efikasne 

strukture koje promoviġu timski rad i razmenu informacija, jako liderstvo koje podstiļe inovacije i kulturu koja 

zahteva izuzetnost. Znanje predstavlja vlasniġtvo i moĺ, ali i odluļujuĺi izvor konkurentske prednosti. Prokopijeviĺ 
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smatra da je znanje vaģan element privrednog i druġtvenog napretka tokom ļitave istorije. Zaslugu za intelektualni 

razvoj ekonomije zasnovane na znanju imaju, pre svega, Hajek i Maklup, predstavnici austrijske ġkole. ĂHajek je 

1945. godine objavio ļlanak Upotreba znanja u druġtvu (The use of knowledge society), u kome se istiļe da je 

znanje subjektivno i da efikasnost u njegovom koriġĺenju iziskuje ġto niģe transakcione troġkove, to jest ġto manje 

prepreke za poslovnu aktivnost u poslovnom okruģenju. Hajek misli na proizvodnju, prenos, preradu i koriġĺenje 

znanja ili informacija.ñ Maklup je 1962. godine objavio knjigu koja je govorila o promeni privredne i druġtvene 

strukture SAD (The production and distribution of knowledge in the United States), s obzirom na sve veĺe 

oslanjanje na znanje. U njoj je prvi put koriġĺen termin ekonomije zasnovane na znanju (engl. knowledge based 

economy). Svedoci smo izgradnje nove ekonomije zasnovane na znanju, a ļovek je u srediġtu takve ekonomije. Ovo 

ĺe iznova menjati regulative u kompanijama i drģavama. Izraz koji je uġao u svakodnevnu upotrebu je ekonomija 

znanja. U ekonomiji znanja bogatstvo ide ka onima koji mogu uspeġno da rukovode intelektualnim kapitalom. To je 

ekonomija u kojoj se ideje, informacije i razliļiti oblici znanja nalaze u osnovi inovacija i ekonomskog rasta. ĂU 

globalnoj ekonomiji znanja, veġtine, uļenje, talenti i osobine koje ljudi poseduju ï njihov ljudski kapital postali su 

kljuļni kako za njihovu sposobnost da zarade za ģivot, tako i za ġiri privredni rast.ñ.  

Termin intelektualni kapital odnosi se na ljudski kapital, tehnologiju i druġtveni kapital.  ñIntelektualni kapital 

(nevidljivi kapital) sastoji se od ljudskog kapitala, strukturnog kapitala i relacijskog kapitala. Ljudski kapital je skup 

znanja, veġtina, sposobnosti, intuicije i stavova radne snage. Strukturni kapital ļini ġiroki spektar patenata, modela i 

kompjuterskih i administrativnih sistema. To su sistem, struktura, strategija i kultura. Relacijski kapital odreĽen je 

brendom, licencama, odnosima sa dobavljaļima, saradnicima, korisnicima i kupcima.ñ Ljudi koji imaju znanje 

imaju moĺ. Znanje je moĺ, kako kaģe Miġel Fuko! Pomoĺu znanja moģemo preuzeti svoj ģivot u svoje ruke, i uticati 

na njegov kvalitet. Pol Romer, profesor ekonomije na Stanfordu, prema navodima Albijaniĺa, smatra da svaku 

ekonomiju ļine tri elementa: ljudi, zatim fiziļke stvari kao ġto su sirovi materijali i maġine i, konaļno, pravila. 

Pokretaļi odrģivog privrednog rasta su znanje i inovacije. Draker izdvaja tri glavne osobine ekonomije znanja: ï 

nema granice jer znanje putuje lakġe od novca, ï mobilnost (pokretljivost) naviġe, ï dostupna svima kroz lako 

steļeno formalno obrazovanje, potencijal za neuspeh je isti kao i za uspeh. Svako moģe da stekne znanje koje je 

potrebno za posao ali ne mogu svi da pobede. Ekonomija zasnovana na znanju/uslugama zahteva velika ulaganja u 

informacionu tehnologiju i obrazovanje. ĂEkonomija znanja (Knowledge economy) ï odnosi se na upotrebu znanja 

kao sredstva za stvaranje ekonomskih koristi. Izraz se odnosi na naļin na koji razliļite visoko tehnoloġke delatnosti, 

posebno one iz oblasti kompjuterskog softvera, telekomunikacija i virtuelnih usluga, te obrazovne i istraģivaļke 

institucije, mogu da doprinesu ekonomiji zemlje.ñ Za ekonomiju zasnovana na znanju od kljuļne je vaģnosti 

institucionalni okvir za stvaranje, preradu, razmenu i drugu upotrebu informacija, znanja i veġtina. Prema jednoj 

ġkoli miġljenja, drģava treba da pomaģe obrazovanje, nauļno istraģivanje, nove tehnologije. Prokopijeviĺ smatra da 

je ovo miġljenje ograniļeno jer su putevi nauke inovacija i pronalazaka nepredvidivi, tako da drģava ne moģe znati u 

kom pravcu ĺe istraģivanje krenuti. U mnogim razvijenim drģavama izdvajanje privatnog sektora za istraģivanje je 

dominantno. Dominacija privatnih ġkola i vauļera za slobodan izbor ġkole snaģnije bi vezali obrazovne ustanove za 

trģiġte.11 Druga ġkola miġljenja smatra da je uloga drģave da odreĽuje pravila igre, da kreira ġto bolje uslove za 

biznis i da podstiļe konkurenciju, a da privatnim investitorima ostavi da odluļe o tome gde ĺe ulagati i pod kojim 

uslovima.  

¶ IZUĻAVANJE MENADĢMENTA ZNANJA 

Motor napretka je istraģivanje, ono je posveĺeno shvatanju poslovanja i organizacije. Uļionica je mesto na kome se 

studenti obuļavaju umeĺu analitiļkog reġavanja problema i stilu operativnih istraģivanja.Henri Mincberg istiļe 

znaļaj sistematskog istraģivanja za akademsko izuļavanje menadģmenta. Japan, Koreja i Tajvan napravili su svoje 

sisteme upravljanja. Japanaci su pokazali veliku sposobnost da prevazilaze kopiranje i uvode inovacije. Najveĺi 

uspeh su ostvarili u automobilskoj industriji; u najnaprednijim i najzahtevnijim visoko tehnoloġkim proizvodima: 

optiļkim ureĽajima, preciznim maġinama i instrumentima, kao i u robotici i elektronici. Na primer, Tojota je 

specifiļna po svom stilu i smatra se da je to automobilska kompanija kojom se u svetu najbolje upravlja. Japanci 

imaju odseke za poslovanje na svojim univerzitetima, ali su usredsreĽeni iskljuļivo na redovno fakultetsko 

obrazovanje i jako su posveĺeni teoriji. Japanci su svoj razvoj zasnivali na radu, obrazovanju i odluļnosti. Japan je 

bio inspirisan primerom Amerike. ĂJapanska etika kolektivne odgovornosti ï pojedinac ne sme da izneveri ostale ï 

je dovela do efikasnog timskog rada, razmene ideja izmeĽu radne snage i uprave, posveĺenosti detaljima kako bi se 

izbegle greġke i nedostaci.ñ Razvoj menadģmenta uglavnom je bio briga samih korporacija. Hicosubaġi univerzitet 

od 2000. godine uveo je program magistrature poslovne administracije (MBA ï Master of Business Administration). 

ĂDok su se mnoge zapadne firme hvatale za najnoviju tehniku, japanske firme su bile sklone da najnovije tehnike 

paģljivo uklapaju u svoje sopstvene kulture.ñJapanci su koristili jednostavnu devizu: ġtiti se dok ne ojaļaġ. Nemaļka 

je u obrazovanju za poslovanje takoĽe krenula sopstvenim putem sa vrlo jakim programima redovnih studija koje je 

utemeljila po oblastima. Veliki broj Nemaca prenosi tako specijalizovano obrazovanje sve do nivoa doktorata. 
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ĂSuġtina nemaļkog upravljanja je u firmi, a ne u samoj profesiji upravljanja.ñ Za razliku od japanskih kompanija 

koje premeġtaju svoje zaposlene svuda, da bi upoznali razliļite delove kompanija, u Nemaļkoj je praksa 

rasporeĽivanja po funkcijama. U Francuskoj centralizovan je sistem ġkolovanja ali i drugih institucija. Regulatorno 

telo na nivou drģave odobrava nastavne planove i programe. Postoje dve vrste diploma: one koje dodeljuje drģava i 

one koje dodeljuju pojedini univerziteti. Viġe se vrednuje i ceni drģavna diploma jer se smatra da ona zadovoljava 

nivo standarda obrazovanja. Nastavnici su drģavni sluģbenici i drģava odreĽuje njihovu visinu plata i okvir obaveza. 

Francuska ima univerzitetske poslovne ġkole, ali pravi status pripada ograniļenom broju visokih ġkola za 

poslovanje, inģenjerstvo i druga polja. Primeri takvih ġkola su Ecole Polztecnique i Ecole Nationale 

dôAdministration (ENA). Iz njih izlaze direktori, rukovodioci i politiļari. Jedan francuski menadģer istiļe: ĂMoramo 

traģiti ljude koji ĺe se brzo razviti kao menadģeri. Vrhunske ġkole daju pojedince visokog kalibra, koji mogu da 

prouļe problem i brzo smisle odgovor.ñ Francuska analitiļka inteligencija, koja nema radnog iskustva, kritikovana 

je kao i magistri poslovne administracije u SAD. Ti diplomci postaju previġe izdvojeni i arogantni. Francuska 

funkcioniġe tako ġto na privilegovan naļin gura te ljude napred, kao da je zemlja jedna dobro kontrolisana 

korporacija, koja pomera napred svoje visoke potencijale. Najbolji studenti dobijaju uticajne kadrovske poslove u 

vladi ili preduzeĺima. SAD imaju veliki broj privatnih univerziteta i koledģa. Razlika izmeĽu privatnih i drģavnih 

univerziteta nije toliko izraģena, jer studenti i na privatnim univerzitetima dobijaju drģavne stipendije i drģavna 

sredstva za potrebe istraģivanja. Univerziteti dobijaju znaļajne donacije od privatnih firmi, ali mnogo zavise i od 

pomoĺi drģave. U takvim okolnostima univerziteti moraju da oļuvaju svoju samostalnost. Gidens smatra, prema 

navodima Albijaniĺa, da je jedan od naļina za to potvr- Ľivanje vrednosti kojima se univerziteti bave. Prema 

Gidensu, doĺi ĺe do spajanja: ï potrebe za kreativnoġĺu u privredi zasnovanoj na znanju/uslugama, ï oļuvanja 

univerziteta koji obuhvata umetnosti, humanistiļke nauke i ◑ilozo◑iju, kao i prirodne nauke i tehnologiju, i ï 

ponovnog podizanja vodeĺih evropskih univerziteta na svetski nivo.  

Prestiģna poslovna ġkola za menadģment u Americi je Harvard. Na Harvardu program poļinje nizom studija 

sluļajeva razliļitih kompanija. Zatim, prouļavaju se osnove ◑inansija i raļunovodstva. Suġtina programa su kljuļne 

teme iz upravljanja kao ġto su konkurentska strategija, strategija korporacije, ◑inansijsko upravljanje, strategija 

marketinga. Na kraju dolazi ġiroka i integriġuĺa uloga liderstva korporacije. ĂOd uļesnika se oļekuje da se angaģuju 

u diskusijama o studijama sluļaja, raspravljaju o alternativama i preporukama, a ponekad i vrġe prezentacije 

zasnovane na njihovim sopstvenim zakljuļcima.ñ Vaģno je dobro upravljanje obrazovnim i nauļnoistraģivaļkim 

institucijama. Menadģment totalnog kvaliteta u obrazovanju predstavlja prilaz upravljanja ġkolom i fakultetom 

orijentisan na kvalitet, zasnovan na uļeġĺu svih, koji stremi dugoroļ- nom uspehu.  

Ciljevi strategije zasnovane na menadģmentu totalnog kvaliteta u institucijama obrazovanja: 

 ï Stvarati najkvalitetnije uļenike i studente, kako bi napredovali i zauzimali znaļajne pozicije u druġtvu.  

ï Usmeriti paģnju na proces uļenja, a ne na proces ocenjivanja. Uļenje kroz iskustvo ohrabruje kreativnost i ģelju za 

eksperimentom.  

ï UnapreĽivati odnose sa osnovnim i srednjim ġkolama i pomagati im da poboljġaju kvalitet uļenika koji dolaze na 

fakultet. 

ï Poboljġavati sistem uļeniļkog i studentskog napretka i usluga da bi se poboljġao kvalitet i produktivnost u liļnom 

ģivotu i zajednici.  

ï Promovisati struļno usavrġavanje za nastavnike i administrativne radnike; podsticati stvaranje nauļnih radova kod 

profesora.  

ï Uspostaviti voĽstvo koje pomaģe ljudima da koriste informacione tehnologije, da bi bolje uradili posao i utabali 

stazu za razvoj ljudske kreativnosti.  

ï Kreirati takvo okruģenje koje ohrabruje ljude da slobodno govore i koriste ġanse.  

ï Ukloniti barijere izmeĽu struļnih aktiva i katedri. Ljudi moraju raditi kao tim. Potrebno je razvijati strategije 

izmeĽu grupa i ljudi. Planiranje vremena ĺe olakġati ovu funkcionalnost.  

ï Ukloniti barijere koje ne dozvoljavaju uļenicima, studentima, nastavnicima, profesorima i rukovodstvu da uģivaju 

u svom pravu na radost u rada sa ljudima.  

ï Uvesti snaģan program obrazovanja i samopoboljġanja za svakoga.  

ï Prihvatiti novu f lozofiju da menadģment mora biti probuĽen izazovom, preuzimanjem odgovornosti i voĽstva za 

promenu.  

¶ PROMENA JE STALAN ZADATAK  

 Ljudski kapital Prema OECD-u ljudski kapital moģemo definisati kao znanje, veġtine, kompetencije i osobine 

otelotvorene u pojedincu, koje omoguĺavaju stvaranje liļnog, druġtvenog i ekonomskog blagostanja. Ljudski kapital 

podrazumeva znanje i veġtine koje pojedinci stiļu putem obrazovanja, obuke i iskustva. Znanje je verovanje koje 

proizilazi iz ļinova intelektualne vrline. Saznanje je kognitivni dodir sa realnoġĺu koji proizilazi iz ļinova 

intelektualne vrline. Moģemo razlikovati viġe vrsta znanja kao ġto su znanje ļinjenica, znanje opġtih veza izmeĽu 
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ļinjenica, teorijsko i praktiļno znanje, opġte i individualno, implicitno i eksplicitno znanje. Postoji znanje koje se 

sistematizuje, dokumentuje, lako ponavlja i ġiroko prenosi. Primeri takvog znanja su knjige i nauļni radovi, 

tehnoloġki projekti, softveri, patenti i dr. Postoji i nevidljivo znanje koje se nalazi u svesti ljudi, u njihovom 

obrazovanju i iskustvu. Koristi se i prenosi samo uz uļeġĺe i saglasnost pojedinca. Iz svega navedenog moģemo 

zakljuļiti da znanje moģe biti eksplicitno, objektivno, formalno, otvoreno i ono koje ima oblik veġtina, podataka, 

nauļnog znanja, priruļnika i sl. Sa druge strane postoji implicitno, nevidljivo, liļno i skriveno znanje. Ono je od 

kljuļne vaģnosti za stvaranje novog znanja u organizaciji. Baza znanja je organizovan skup ukupnog ljudskog 

znanja i organizacijskog znanja dostupnog za koriġĺenje (npr. baza znanja ukljuļuje baze podataka, internet stranice, 

zbirke knjiga, rezultate istraģivanja, ekspertska znanja, struļna miġljenja itd.). Ljudi mogu posedovati razliļite 

veġtine:tehniļke, humanistiļke i konceptualne veġtine. U izvornom znaļenju, veġtina je zanat, umeĺe, umetnost. 

ĂTehniļka veġtina predstavlja umeĺe koriġĺenja procedura, tehnika, znanja i spretnosti za obavljanje nekog posla ili 

aktivnosti. Ova veġtina podrazumeva sposobnost upotrebljavanja odgovarajuĺih alata i tehnika, ili sposobnost u 

odreĽenoj oblasti (specijalizacija). Tehniļke veġtine su usmerene na stvari. Humanistiļke veġtine predstavljaju 

poznavanje i sposobnost rada sa ljudima. Obiļno se smatra da su to veġtine komunikacije sa ljudima. Podstiļu timski 

rad i saradnju, a stvaraju atmosferu poverenja. Konceptualne veġtine podrazumevaju sposobnost rada na idejama, 

apstraktnim iskazima i strateġkim planovima.ñ 

Veġtine nisu samo zanatske ili  rutinske one se razvijaju u snaģne kompetencije poput veġtina reġavanja problema, 

veġtina socijalnog zakljuļivanja, opġte kognitivne sposobnosti i drugih vaģnih ļinilaca. Veġtina reġavanja problema 

ogleda se u kreativnoj sposobnosti osobe da savlada nove, neuobiļajene i slabo definisane organizacione i druge 

probleme i zadatke. Ova veġtina sadrģi prepoznavanje problema, prikupljanje informacija o njemu, sagledavanje 

problema i predlog ili nacrt reġenja. Veġtina procenjivanja druġtvenih okolnosti podrazumeva poznavanje ljudi i 

druġtvenih sistema. Sadrģi sposobnost razumevanja drugih, prepoznavanje onoga ġto im je vaģno ï shvatanje 

njihove motivacije, fleksibilnost ophoĽenja i sposobnost predstavljanja svojih stavova drugima. Termin 

kompetencije se proġirio i na polje ġkolskog obrazovanja. Znanje i veġtine se razvijaju kroz proces obrazovanja i 

uļenja. ĂZadatak obrazovanja nije samo da razvije ljude prilagoĽene sadaġnjoj situaciji, veĺ i ljude koji ĺe biti u 

poziciji da deluju kao nosioci druġtvenog razvoja u narednoj etapi.ñ Obrazovanje nije samo proces prikupljanja 

informacija, veĺ i sistem saznanja koji utiļe na ļovekovo shvatanje sveta. ĂU Oksfordskom reļniku, obrazovanje je 

definisano kao proces podizanja (mladih osoba); to je sistematsko obuļavanje, ġkolovanje i uve- ģbavanje mladih (i 

odraslih) kao priprema za ģivotni posao; ono je kultura ili razvoj sposobnosti, formiranje karaktera.ñ 

Obrazovanje osposobljava ljude da ģive, rade i zaraĽuju; razvija sposobnosti i veġtine; sprema pojedince za njeno 

ukljuļivanje u graĽansko druġtvo. Kurikulum, kao program obrazovanja, obuhvata institucionalne ciljeve i 

operativne nastavne planove i programe. Cilj obrazovanja je sticanje taļnog znanja, ali i podsticanje razumevanja i 

sposobnosti za reġavanje problema. Obrazovanje pomoĺu programa, uz koriġĺenje metoda, usmerava ili ubrzava 

proces uļenja. Naġe veġtine i navike, znanje, motivi, brojne emocije, razliļite osobine, pa i naġa liļnost, prvenstveno 

su rezultat uļenja. Pod uļenjem podrazumevamo relativno trajne promene ponaġanja na osnovu aktivnosti 

pojedinca. Kokoviĺ istiļe da se uļenje zasniva na ļetiri stuba: 

 ï uļenje za znanje (opġte obrazovanje i uļenje kako se uļi),  

ï uļenje za rad (sticanje struļnih veġtina, uļenje za saradnju i timski rad),  

ï uļenje za zajedniļki ģivot (uļenje za dijalog i toleranciju, razumevanje drugih ljudi),  

ï uļenje za postojanje (razvoj liļnosti i individualnih potencijala, uļenje za komunikaciju, raznolikost, samostalnost 

i eksperimentisanje).  

Uļenje je prirodni proces za sva ljudska biĺa i mnogo viġe od usvajanja sadr- ģaja i razvijanja kognitivnih veġtina. 

Ono predstavlja koriġĺenje osnovnih kognitivnih procesa, svesnih i nesvesnih, koji doprinose e◑ikasnijem reġavanju 

problema i izvoĽenju zadataka u svakodnevnom ģivotu. Razlikujemo formalno uļenje, koje je vezano za obrazovne 

institucije; van institucionalno (odvija se u klubovima, udruģenjima ili na poslu); i implicitno koje nije nameravano i 

unapred odreĽeno. Iz svega navedenog moģemo zakljuļiti da je uļenje doģivotan proces.  

Kako istiļe Nikola Rot za uļenje uviĽanjem vaģno je da se shvate odnosi u novoj problemskoj situaciji. Kod ove 

vrste uļenju imamo angaģovanu psihiļku aktivnost koju nazivamo miġljenjem. Za uļenje materijala koji nije 

smislen kaģemo da je to mehaniļko uļenje, a ako je uļenje materijala sa smislom onda to nazivamo logiļkim 

uļenjem. Psiholoġki ļinioci koji utiļu na uspeh uļenja i pamĺenja su: 

- motivacija (interesovanje i volja),  

- aktivnost pri uļenju (rad na gradivu),  

- uviĽanje smisla.  

Pomoĺu miġljenja uviĽamo odnose i veze meĽu pojavama. Miġljenje je usmereno operisanje znacima ili simbolima 

pomoĺu kojih dolazimo do uvi- Ľanja odnosa. Miġljenje je posredno saznavanje pri kome se, koristeĺi iskustvo, 

saznaje viġe nego ġto je dato njima samima. Miġljenje je mentalna aktivnost kojom nastojimo da savladamo neki 
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aktuelni problem pred kojim smo se naġli. Izvor: Memorija je veoma znaļajna kada je u pitanju uļenje, pamĺenje i 

miġljenje. Ona se sastoji od znanja o proġlim dogaĽajima kroz postojanje mentalnih slika. Lakġe i uspeġnije 

reġavamo probleme pomoĺu steļenog znanja i miġljenja koje nam pomaģe u tome.  

Da bi uspeġno reġavala probleme, osoba mora imati:  

ï osetljivost na probleme, tj. radoznalost i teģnju da se saznaju i otkriju nove pojave i sklonost da se stvari ne 

prihvataju kao same po sebi razumljive,  

ï otvorenost duha, koja se ispoljava u sklonosti da se primaju i traģe nove ideje i da se ne ostane uporno na 

ġablonskim naļinima reġavanja problema i da se umeju posmatrati stvari na nov naļin, ï istrajnost u traģenju reġenja 

uprkos svim teġkoĺama na koje se nailazi.  

Talenat se ogleda u sposobnosti da se misli o onome ġto bi se moglo dogoditi van konteksta i pozivanja na iskustvo. 

Tu veoma vaģnu ulogu igra upoġljavanje imaginacije. Stvaralaļko miġljenje predstavljaju originalna reġenja, do 

kojih dolazimo misaonom aktivnoġĺu, a koja imaju opġtu druġtvenu vrednost. Tu spadaju nauļna otkriĺa, tehniļki 

pronalasci, umetniļka dela, nauļna dela, knjiģevna dela itd.  

Prema Gilfordu Ăkarakteristike stvaralaļkog miġljenja su:  

ï originalnost ï koja se sastoji u nalaģenju neobiļnih i retkih odgovora;  

ï fleksibilnost ï koju ļini sposobnost menjanja usmerenosti miġljenja;  

ï fluentnost ï koju karakteriġe sposobnost da se proizvede mnogo ideja;  

ï sposobnost rede◑inisanja ï koja se sastoji u pronalaģenju novih upotreba poznatih objekata; 

ï osetljivost za probleme ï koju ļini sposobnost otkrivanja pitanja i problema;  

ï elaboracija ï umeġnost da se u detalje razvije originalna ideja reġenjañ  

Razlike u inteligenciji su individualne razlike u uspeġnosti miġljenja. Inteligencija obuhvata zapaģanje, obradu 

informacija, opġte rasuĽivanje, razmiġljanje i pamĺenje. Prema Nikoli Rotu: ĂInteligencija je sposobnost da se nauļi 

novo i dotad nepoznato; sposobnost za formiranje apstraktnih pojmova i za formiranje apstraktnog miġljenja; 

sposobnost prilagoĽavanja i snalaģenja u novim situacijama. Najļeġĺe se navodi odreĽenje: inteligencija je 

sposobnost snalaģenja u novim situacijama. Poġto je inteligencija sposobnost reġavanja problema putem miġljenja, 

kao suġtinska psihiļka aktivnost koja se upraģnjava pri inteligentnom ponaġanju, moģe se smatrati da je uviĽanje 

bitnih odnosa u problemskoj situaciji. A bitnim odnosima i znaļajnim odnosima oznaļavamo one koji su od vaģnosti 

za reġenje problema, za snalaģenje u situaciji koja je za nas nova.ñ  Rot daje primere faktorskih analiza. 

Engleski psiholog Spirman je zakljuļio da uspeh u svakom poslu zavisi od dve grupe faktora:  

ï jednog opġteg ili generalnog faktora, koji odgovara onome ġto nazivamo inteligencijom, i  

ï viġe posebnih ili speci◑iļnih faktora, vaģnih za uspeġno obavljanje odreĽenih vrsta poslova (rezultat su posebnog 

interesovanja za tu aktivnost, posebnog veģbanja i iskustva).  

Pri reġavanju problema uspeh ne zavisi samo od jedne sposobnosti, niti je prost zbir viġe sposobnosti, veĺ 

kompleksnija kombinacija viġe faktora.  

Ameriļki psiholog Gilford (P. Guilford) objedinio je veliki broj posebnih sposobnosti u pet grupa: 

ï sposobnost pamĺenja ï od koje zavisi zadrģavanje i obnavljanje raznih vrsta utisaka; 

ï kognitivne sposobnosti ï od kojih zavisi uoļavanje podataka i osetljivost za nalaģenje problema; ï sposobnost 

konvergentnog miġljenja ï od koje zavisi umeĺe da se dosledno ide ka nalaģenju reġenja u pravcu koji je oznaļen 

zadatkom; 

ï sposobnosti divergentnog miġljenja koje se ogledaju u bogatstvu ideja, originalnosti, kreativnosti i u moguĺnosti 

da se za dati problem naĽe viġe dobrih reġenja;  

ï sposobnosti evaluativnog miġljenja koje se ogledaju u kritiļnosti i taļnom ocenjivanju ġta je ispravno a ġta nije.  

ĂKatel je razlikovao dva razliļita izraģavanja opġte inteligencije: fluidnu inteligenciju, koja je nezavisna od kulture, 

a izraģava se u sposobnosti da se sagledaju kompleksni odnos, kao i da se primene novi, originalni naļini u 

reġavanju problema, i kristalizovanu inteligenciju, koja se odnosi na koriġĺenje prethodno razvijenih veġtina, znanja 

i naļina razmiġljanja.ñ 

Veĺina ljudskih potreba i motiva povezana je sa druġtvenim ģivotom i nastaje kao rezultat druġtvenog ģivota ljudi. 

Personalni motivi predstavljaju specifiļnost liļnog iskustva pojedinca. Na njih utiļu liļni interesi, liļne sklonosti, 

liļni stavovi, steļene navike, osobine liļnosti i za pojedinca karakteristiļna oseĺanja.  

ĂMekLiland je formulisao teoriju koja zagovara tri osnovna motiva i to: motiv za postignuĺem, udruģivanjem i 

moĺi. Svaki motiv obuhvata meĽusobno suprotne ģelje i strahove. Postignuĺe se odnosi na ģelju za uspehom i 

strahom od neuspeha. Motiv za udruģivanjem kombinuje ģelju za zaġtitom i strah od odbacivanja od drugih. Procesi 

socijalizacije u kulturi i obrazovni sistemi dovode do veĺe ili manje sklonosti kod svojih ļlanova da teģe 

postignuĺima. Druġtva koja ohrabruju autonomiju i liļno postignuĺe mogu postiĺi brģi druġtveni ekonomski rast.ñ 

Ponaġanje svakog pojedinca uslovljeno je veĺim brojem motiva. Maslov je predstavnik humanistiļke koncepcije 

liļnosti i on smatra da su svakom ļoveku, svojstvene pozitivne odlike, date bar kao moguĺnost. Takve izrazito 
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pozitivne osobine jesu teģnja za dobrotom, pravdom, za ljubavi prema drugima i za etiļkim vrednostima. A naroļito 

za stvaranjem i stvaralaļkom aktivnoġĺu. Maslov smatra da je stvaralaġtvo univerzalna ljudska osobina, a odlika 

koju smatra najizrazitijom i bitnom jeste teģnja za samoaktualizacijom. Ljudi sebe predstavljaju delima i reļima. Oni 

promiġljeno odaberu ġta treba da se pokaģe, a ġta da sakrije, ļime ispoljavaju na koji naļin ģele da se prikaģu. 

¶ EKONOMSKI PARAMETRI LJUDSKOG KAPITALA  

Uspeh zahteva postignuĺe i realizaciju produktivne aktivnosti, a na kraju postiģe se druġtveno prihvatanje i 

priznanje. Manhajm razlikuje dve vrste subjektivnog uspeha: 

ï Druġtvena nagrada koja se sastoji od neke vrste priznanja, ove ili  one vrste prestiģa, i na vrhu je slava. Ovaj uspeh 

karakteriġe se nestalnim. 

ï Druġtveni uticaj ili  moĺ da se raspolaģe materijalnim dobrima.  

Moģemo govoriti o uspehu koji se odnosi na moĺ, uspehu u privrednom ģivotu i uspehu u karijeri. Karijeru 

karakteriġu sledeĺe ļinjenice: moĺ raspolaganja stvarima (u obliku prihoda, plate), moguĺnosti da se vrġi uticaj 

(sfere uticaja, moĺ da se upravlja) i druġtveni prestiģ koji uspeh donosi. Gregory Mankiw istiļe da produktivnost 

predstavlja velike razlike u ģivotnom standardu. Produktivnost je koliļina dobara koju radnik moģe da proizvede za 

svaki sat rada. Osnovni ļinioci produktivnosti su: fiziļki kapital, prirodni resursi, tehnoloġko znanje i ljudski kapital. 

Koliļina opreme i objekata koji se koriste za proizvodnju dobara i usluga naziva se kapital. Veoma vaģan ļinilac 

produktivnosti koji predstavlja i primenu najboljih naļina za proizvodnju dobara i usluga je tehnoloġko znanje. 

Tehnologija je danas olakġala posao i omoguĺila da se veĺi posao obavi sa manjim brojem ljudi. Najbolji primer su 

raļunarske tehnologije koje su unapredile mnoge stvari u ljudskom ģivotu. Ljudski kapital predstavlja investiciju od 

strane osobe koja doprinosi pove- ĺanju vrednosti proizvodnje ili usluga u organizaciji. Veliļina ljudskog kapitala se 

operacionalizuje i meri kategorijama obrazovanja, treninga i iskustva. U savremenoj organizaciji potrebno je imati 

talentovane ljude na svim nivoima. Kompanije industrijskog doba stvorile su intelektualnu elitu ï rukovodioce i 

inģenjere ï koji su koristili svoja analitiļka umeĺa za oblikovanje proizvoda i procesa, za upravljanje odnosima sa 

klijentima i za nadzor svakodnevnih operacija. Sve je manja potreba za tradicionalnim radnim funkcijama, a sve viġe 

se traģe inģenjeri, radnici za marketing, upravljanje i administraciju. Njih ļesto nazivaju radnici sa znanjem. Njihov 

zadatak je da misle, da reġavaju probleme i da osiguraju kvalitet. Sada zaposleni vrednost stvaraju koristeĺi svoje 

znanje i informacije koje mogu pruģiti. Investiranje u obrazovanje i obuku zaposlenih, koriġĺenje znanja i 

menadģment znanja, postali su kljuļni faktori uspeha kompanija informacionog druġtva. Od ljudi se danas oļekuje 

da poseduju veġtine i sposobnosti, ali i prave vrednosti i stavove.  

 

5. PRIVLAĻENJE LJUDSKOG KAPITALA  

Ģivotno iskustvo pomaģe ljudima da koriste znanje i usmeravaju svoje ponaġanje. Bandura predlaģe kombinaciju pet 

osnovnih sposobnosti: 

ï Simboliļka sposobnost se odnosi na osobinu ljudi da predstavljaju svoje znanje simboliļki. Jezik je najubedljiviji 

primer ļovekove sposobnosti da rezonuje koriġĺenjem simbola.  

ï Vikarijska sposobnost je umeĺe da se usvajaju znanja i veġtine posmatranjem ili putem uļenja po modelu. 

ï Sposobnost predviĽanja odnosi se na moguĺnost sagledavanja buduĺih deġavanja, ġto predstavlja centralnu odliku 

motivacionog i emocionalnog ģivota.  

ï Samoregulativna sposobnost pomaģe ljudima da postave ciljeve i procene sopstvene akcije. 

ï Samoreflektivna sposobnost je jedinstvena ļovekova karakteristika da svesno razmiġlja o sebi samom.  

Kada zavrġimo fakultet, potrebno je vreme da se odvoje bitne od nebitnih stvari, tj. da se odvoje stvari koje su 

primenljive. Poveĺavanje i produbljivanje sposobnosti kroz rad nije u saglasnosti sa naļelom institucija koje ģele da 

ljudi rade ġto viġe razliļitih stvari brzo i e◑ikasno. Danas se u firmama zaposleni stalno testiraju i meri se njihov 

uļinak na radnom mestu, kako bi se nagradio talenat ili oznaļio neuspeh. Traganje za talentom nije puka tehniļka 

veģba. Poznato je da su zaposleni nefleksibilni i teġki za bilo kakav vid promene u organizaciji. Vrhunskim firmama 

i fleksibilnim organizacijama potrebni su ljudi koji mogu savladati nove veġtine, a ne oni koji se ļvrsto drģe starih. 

U organizacijama koje su dinamiļnije naglasak je na sposobnosti da se obrade i protumaļe razliļite situacije. 

Ljudski potencijal odreĽuje se prema tome koliko je pojedinac u stanju da prelazi sa jednog problema na drugi, sa 

jedne teme na drugu.  

Danaġnje druġtvo obeleģavaju brze promene, nove tehnologije i novi naļini poslovanja. Dģejms Rid, generalni 

direktor evropske agencije za zapoġljavanje kaģe: ĂU tom novom svetu pobednici ĺe biti oni koji privuku 

najdarovitije, koji su najpronicljiviji i koji transformiġu naļin poslovanja kako bi doneli pravu i istrajnu vrednost 

potroġaļima... U fokusu buduĺih radnji i buduĺih investicija biĺe jedino i iskljuļivo ljudi. U novoj, kreativnoj 

ekonomiji, viġe nego ikad pre, biĺe znaļajni ljudi, a ne kapital. Naġa filozofija oduvek je bila da su ljudi u centru 

paģnje i naġa buduĺa strategija ĺe to pokazati.ñ  Sliļno misli i Dģek Velļ, bivġi predsednik General Electric 
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Company ï Sve ġto moģemo da uļinimo jeste da se kladimo na ljude koje odaberemo. Tako se i sav moj posao 

sastoji od odabiranja pravih ljudi. 

Pri prijemu novih radnika mnogi rukovodioci zaduģeni za ljudske resurse prave temeljnu analizu osobe i posla. 

Njihov posao uopġte nije lak. Oni vrġe precizno slaganje profila znanja, sposobnosti i veġtina prema odgovarajuĺem 

poslu. Pri tome zapravo dolaze do izraģaja veġtine koje se odnose na specifiļne zadatke (npr. motoriļke veġtine, 

sposobnost prikupljanja i obrade specifiļnih informacija, veġtine u komunikaciji). Manje se uzimaju u obzir opġte 

znanje i iskustvo, socijalne veġtine, liļne vrednosti, ubeĽenja i stavovi zaposlenog. Postoji miġljenje da pri izboru 

vrhunskog izvrġioca paģnja treba da bude usmerena na naļin razmiġljanja, njegove stavove, socijalne veġtine i opġti 

pristup ka uspehu u skoro svim poslovima. Sve ovo nas dovodi do zakljuļka da su veġtine jako vaģne. To pokazuje i 

slogan zaposli zbog stava, obuļi zbog veġtine.  

 

6. RAZVOJ  LJUDSKOG KAPITALA   

Razvoj liļnosti duboko je povezan sa procesom obrazovanja. Obrazovne moguĺnosti znaļajno utiļu na liļne 

sposobnosti i druġtvenu mobilnost. Druġtvene mere sprovedene kroz obrazovanje optimizuju ljudski kapital. Da bi 

se razvijao ljudski kapital to podrazumeva formalno obrazovanje, iskustvo i odnose koji pomaģu ljudima da se 

pripreme za ģivot. Obuka se odnosi na sadaġnjost i na poboljġanje uspeġnosti zaposlenih u tekuĺim poslovima i 

prilagoĽavanje promenama. Nalazimo se u svetu konstantnih promena, u kome se menjaju i vrste znanja neophodne 

ljudima da bi bili uspeġni. Neophodno je konstantno obnavljanje znanja kako bismo ostali konkurentni na trģiġtu 

rada. Psiholoġki uspeh zavisi viġe od same liļnosti nego od poveĺanja plate ili napredovanja u kompaniji. Nove 

generacije ģele smislen posao i fleksibilnost u obavljanju istog.  

Kompanija Texas Instruments bavi se dizajnom i reġenjima za obradu digitalnih slika (36.000 zaposlenih). 

Razmeġtena je na 129 lokacija ġirom sveta. Da bi osiguralo uspeh dugoroļnih poslovnih strategija, rukovodstvo je 

uoļilo potrebu razvijanja tehniļkih sposobnosti kod zaposlenih. Delotvornost poslovanja vrednuje se u tri kategorije: 

ï poslovni uspeh, ï ◑inansijska poboljġanja i, ï pitanja povezana sa ljudima. Jedan od tri poslovna prioriteta je 

unapreĽivanje razvoja zaposlenih. Zaposleni u saradnji sa rukovodiocem, mora da napravi liļni plan razvoja. 

Osnova plana predstavlja odgovor na pitanje gde ģeli da se nalazi u svojoj karijeri u odnosu na mesto na kome se 

trenutno nalazi. Ostvarivanje plana zaposlenog vrġi se ukljuļivanjem u razliļite obuke, kao i menjanjem radnog 

mesta. Ovaj naļin omoguĺava i popunjavanje odreĽenih upravljaļkih pozicija. Poslovne potrebe zahtevaju i nove 

ljude. Na internet stranici mogu se naĺi korisni saveti za traģenje posla, meĽu kojima su uputstva za pisanje 

biogra◑ije, kako napisati propratno pismo i pruģiti informacije o karijeri. Postoji i anketa koja pomaģe da se shvati 

suġtina usklaĽenosti radne kulture u kompaniji Texas Instruments i sa potrebama ljudi koji traģe posao. Texas 

Instruments je razvio viġekulturalnu radnu snagu i podstiļe etiļko donoġenje odluka, zasnovano na tri osnovne 

vrednosti: poġtenje, inovativnost, predanost.  

Baza znanja moģe da se poveĺa na tri naļina: 

ï znanje moģe biti kupljeno (zapoġljavanje, formiranje saveza);  

ï moģe biti iznajmljeno ali i,  

ï razvijeno putem edukacije i stalnog uļenja.  

Obuka se danas ļeġĺe sprovodi nego nekoliko godina unazad. Ranije je bila posveĺena tehniļkim veġtinama (npr. 

obuļavanje nastavnika da piġu plan nastave). Znanje, veġtine i sposobnosti zaposlenih nisu zauvek date. Obuka i 

razvoj moraju se izvoditi na svim nivoima organizacije. Stalni napredak i promene tehnologije uslovljavaju da jedan 

deo znanja zastareva. Zato je vaģno uvoditi obuke za zaposlene, ako imamo za cilj visok rast i visok kvalitet, onda je 

obuka vaģan deo za uspeh. Obuka nije odgovornost samo sektora za ljudske resurse veĺ zahteva aktivnu ulogu 

rukovodioca na svim nivoima organizacije.  

Kompanija General Electric svake godine angaģuje 200 predavaļa, 30 sluģbenika, 30 direktora za ljudske resurse i 

mnogo mladih menadģera koji aktivno uļestvuju u programu obuke za profesionalnu orijentaciju. Teme su 

konkurentnost, uspeġno takmiļenje na globalnom trģiġtu, kao i ocenjivanje za kompaniju najvaģnijih vrednosti. 

Obuka vas zapravo tera da se suoļite sa sopstvenim vrednostima. Pruģa moguĺnost za razvoj menadģera, analizu i 

posmatranje aktivnosti drugih kompanija, i prenoġenje steļenog znanja u svoju kompaniju. U okviru kompanije 

vaģnu ulogu predstavlja i prenoġenje sopstvenog znanja drugome, kao i usvajanje Ănevidljivogñ znanja od drugih 

radnika. Vaģan element razvoja ljudskog kapitala je prenoġenje posebnog i specijalizovanog znanja. Iz svega 

navedenog vidimo da firme vrġe obuku na licu mesta, organizuju obuku na poslu ili van firme (npr. saradnja sa 

Univerzitetima). U organizacijama menadģeri prate pojedinaļni napredak svakog zaposlenog i unapreĽuju razmenu 

eksplicitnog i Ătihogñ znanja. Bitno je da zaposleni steļena znanja praktiļno koriste, da ih dele sa drugima u firmi i 

da zajedniļki rade na postizanju ciljeva kompanije i da stvaraju novu vrednost. Zbog toga postoje sistemi 

vrednovanja. Uobiļajeni su Ăod vrha na doleñ, a mnoge organizacije koriste sistem vrednovanja iz svih uglova i kao 

sistem povratne informacije. Ocenjivanje mogu da vrġe pretpostavljeni, kolege, dobavljaļi ili kupci. Postoji potreba 
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da se prate iĂsuptilnijeñ osobine kao ġto su umeĺe komunikacije i socijalne vrline, liļne vrednosti, ubeĽenja i 

stavovi. Za menadģere je vaģno da postiģu vrhunske rezultate, ali ne na raļun zaposlenih, veĺ kroz razvoj suġtinskih 

vrednosti kompanije na duģi rok. Menadģer koji postiģe uspeh na raļun zaposlenih, neĺe imati ozbiljniju karijeru.  

 

7. ZADRĢAVANJE  LJUDSKOG KAPITALA   

Zaposleni koji su privrģeni organizaciji u kojoj rade, njenoj misiji i zatvoreniji prema konkurenciji manja je 

verovatnoĺa da ĺe preĺi u konkurentske kuĺe. Timska lojalnost je veoma vaģan faktor koji ljude vezuje za 

organizaciju i time se uspostavlja odnos sa kompanijom. Zaposleni ģele da dele stavove i uverenja, kao i radni 

prostor. Unutraġnja motivacija zaposlenog znaļi da mu je posao zanimljiv, uzbudljiv, da mu priļinjava zadovoljstvo 

i da predstavlja liļni izazov. Privlaļenje, razvoj i zadrģavanje ljudskog kapitala zavise od mnoġtva faktora, odnosa i 

struktura. Plaĺanje danas nije najvaģniji faktor za privlaļenje i zadrģavanje ljudskog kapitala. Finansijsko 

nagraĽivanje jeste vitalni kontrolni mehanizam, ali za ljude ima razliļito znaļenje, kao ġto su sigurnost, priznanje, 

oseĺaj slobode i nezavisnosti. Kada bi zaposleni bili samomotivisani potreba za menadģerima bi nestala. 

Zadrģavanje zaposlenih postaje vaģna aktivnost menadģera zbog suoļavanja sa nedostatkom znanja i sposobnosti. 

Hofman istiļe da su ljudima vaģni moralni principi. Posebno ĺemo izdvojiti dva univerzalna moralna principa u 

zapadnim zemljama: briga za druge i princip pravde. Pravda i korektnost ukljuļuju pitanja preraspodele druġtvenih 

dobara, pravo vlasniġtva nad dobrima, pitanje kazne u slu- ļaju krġenja pravila itd. Kriviļna pravda traga za 

korelacijom izmeĽu kriminalnog dela i kazne, a distributivna pravda teģi korelaciji izmeĽu nagrade i odreĽene mere 

zasluge. Prema Hofmanu, postoje tri principa distributivne pravde: zasluga, potrebe, jednakost. ĂPravda bazirana na 

zasluzi podelu resursa vrġi u skladu sa iznosom ili kvalitetom dobara ili usluga koje individua doprinosi: to jest, s 

individualnom produktivnoġĺu, naporom ili sposobnoġĺu. Sposobnost ukljuļuje talente, obrazovanje, znanje, 

veġtine, sve ġto prema pretpostavci moģe da doprinese produktivnosti. Ulaganje u produktivnost kroz novac ili 

obrazovanje moģe da bude takoĽe ukljuļeno.ñ ĂSa poļetkom tranzicije menadģeri, lideri i vlasnici kompanije u 

Republici Srbiji su poļeli da shvataju da su ljudi najvaģniji Ăposedñ ili vrednost koju imaju. Moģete imati sjajan 

proizvod, ali ako nemate prave ljude, pravi tim, neĺete postiĺi onoliko koliko biste ģeleli. Ovo je posebno kritiļno u 

oblasti prodaje gde je poznato da manji broj izuzetnih prodavaca ostvaruje bolje rezultate nego veĺi broj slabijih 

prodavaca. UvoĽenje slabog ļlana tima negativno utiļe na grupni i timski duh. Odlazak bilo kog zaposlenog, ma 

kako loġ bio, ostavlja i negativan utisak na trģiġtu i kod klijenata koji to vide kao slabost kompanije i nesposobnost 

menadģera da izabere prave ljude.ñ Moģemo zakljuļiti da velika fluktuacija zaposlenih upuĺuje na to da je u 

organizaciji loġe rukovoĽenje. Mada su organizacijama nekada potrebni novi kadrovi koji donose nove ideje 

(naroļito na rukovodeĺim funkcijama), odliv zaposlenih predstavlja veliki problem i troġak za organizaciju naroļito 

ako su ulagali velika sredstva u njihovu obuku i usavrġavanje.  

 

8. UNAPREņENJE LJUDSKOG KAPITALA I VEĹE SOCIJALNO UKLJUĻIVANJE  

Od suġtinskog znaļaja za strategiju i politiku zapoġljavanja je razvoj i unapreĽenje ljudskog kapitala. Podizanje 

kvaliteta radne snage kroz obrazovanje i obuke i socijalno ukljuļivanje pojedinaca i grupa koje se nalaze u stanju 

socijalne iskljuļenosti doprineĺe ekonomskom i socijalnom razvoju Republike Srbije. Suġtina obrazovne politike u 

narednom periodu treba da se ogleda u reformi obrazovnog sistema, koja podrazumeva reformu obrazovnih zakona, 

reformu nastavnih planova i programa, izgradnju institucija, profesionalnu obuku nastavnika i direktora obrazovnih 

institucija, a zatim i medijsku kampanju radi bolje informisanosti javnosti o obrazovnoj reformi. Celokupna politika 

obrazovanja treba da se zasniva na stvarnim i realnim potrebama trģiġta. Zbog znaļaja razvoja sistema obrazovanja 

veoma je vaģno uspostaviti saradnju i koordinaciju relevantnih aktera kako bi se na odgovarajuĺi naļin upravljalo 

obrazovanjem, uoļili nedostaci koji dovode do neusklaĽenosti ponude i potraģnje i razlika na trģiġtima rada. 

Saradnja i koordinacija je vaģna i za uspostavljanje sistema finansiranja razvoja, kontrole i upravljanja institucijama 

i programima obrazovanja i obuke. Inicijativa Strategije ĂEvropa 2020.ò ï ĂAgenda za nove veġtine i radna mestaò 

ima za cilj usklaĽivanje ponude i potraģnje predviĽanjem potreba za odreĽenim veġtinama i unapreĽenjem veġtina 

na najbolji moguĺi naļin. Sve veĺi znaļaj u svim sektorima na trģiġtu rada imaĺe transverzalne i generiļke veġtine, 

koje podrazumevaju reġavanje problema i analitiļke sposobnosti, veġtine komunikacije i timskog rada, rukovoĽenje 

sopstvenim zadacima, jeziļke sposobnosti i poznavanje rada sa digitalnom tehnologijom, oseĺaj za inicijativu i 

preduzetniġtvo. U tom smislu, veoma je bitno efikasno investiranje u obrazovanje i obuke kako bi se odgovorilo na 

brze promene potreba modernog trģiġta rada, obuhvatajuĺi sve sektore obrazovanja. U tesnoj vezi sa nacionalnim 

okvirom kvalifikacije je i nacionalni sistem klasifikacije zanimanja. Postojeĺi nazivi zanimanja i struļna zvanja su 

zastarela i prevaziĽena, a kvalifikacije se zasnivaju na nacionalnoj Nomenklaturi zanimanja koja se, uprkos 

znaļajnim tehnoloġkim i druġtvenim promenama i stvaranju novih a nestanku velikog broja zastarelih zanimanja, 

nije menjala gotovo 20 godina. U toku je izrada nacionalnog sistema klasifikacije zanimanja prema meĽunarodnim 

standardima i principima za razvoj nacionalnih sistema klasifikacije zanimanja ISCO i ISCED. Razvoj instrumenata 
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za praĺenje potreba i prognoza na trģiġtu rada, kao i monitoringa i evaluacija programa i mera u oblasti obrazovanja 

i obuke predstavlja jedan od prioriteta. Identifikacija potrebnih/nedostajuĺih veġtina na trģiġtu rada je veoma vaģna u 

planiranju obrazovne politike i programa obuka. To predstavlja bitan segment razvoja i planiranja obrazovanja u 

pravcu stvarnih potreba trģiġta rada.  

8.1. UnapreĽenje kvaliteta ljudskog kapitala  

U osnovi ekonomskog rasta i razvoja inovativne i konkurentne privrede, sa viġe poslova i sa boljim poslovima, 

nalazi se ulaganje u ljudski kapital i kvalitet sistema obrazovanja. Odgovarajuĺe znanje i njegova primena, 

prepoznato je kao osnovni razvojni faktor koji Republika Srbija, s obzirom na ostale raspoloģive faktore i resurse, 

mora u punoj meri da iskoristi. Razvoj privrede i druġtva ne moģe se zamisliti bez odgovarajuĺih ljudskih resursa, 

tako da razvoj i upravljanje ljudskim resursima ukljuļuje sve procese i aktivnosti koje imaju za cilj poveĺanje 

zapoġljavanja i produktivnosti rada, razvoj i edukaciju kadrova, kroz poveĺanje kvalifikacija i kompetencija radne 

snage i izradu zakonske regulative u oblasti obrazovanja i zapoġljavanja. Mere i aktivnosti treba da budu usmerene 

na podsticanje profesionalnog razvoja radnika, kroz razvoj sistema karijernog voĽenja i savetovanja, kao i na 

smanjivanje neusklaĽenosti ponude i traģnje na trģiġtu rada, odnosno neusklaĽenosti sveta rada i obrazovanja. 

Proces obrazovanja i uļenja treba usmeriti u pravcu ishoda uļenja odnosno primenljivosti steļenih kompetencija i 

poveĺanju konkurentnosti na trģiġtu rada. Potrebno je unapreĽenje kvaliteta obrazovanja i obuka naroļito u delu koji 

se odnosi na kratke obuke i praktiļnu nastavu koje treba da budu usaglaġene sa sistemom formalnog obrazovanja, jer 

su upravo praktiļna znanja i steļene veġtine od velikog znaļaja za zapoġljavanje i ukljuļivanje u svet rada.  

8.2. Razvoj karijernog  voĽenja i savetovanja  

Strategija karijernog voĽenja i savetovanja, ļijim sprovoĽenjem treba da se uspostavi sistem karijernog voĽenja i 

savetovanja, zajedno sa akcionim planom za njeno sprovoĽenje, predstavlja dokument koji treba da doprinese brģoj 

reformi u oblasti obrazovanja i zapoġljavanja. Sistemsko ureĽenje oblasti karijernog voĽenja i savetovanja treba da 

doprinese poboljġanju stanja na trģiġtu rada u Republici Srbiji i kao bitan segment razvoja druġtva, treba svakom 

pojedincu da obezbedi i omoguĺi liļni razvoj u cilju donoġenja sopstvenih odluka po pitanju uļenja, zapoġljavanja, 

rada, kao i planiranja i upravljanja svojom karijerom. Na taj naļin treba da se omoguĺi i pomogne nezaposlenom 

licu u razjaġnjenju neposrednih ciljeva zapoġljavanja, pri traģenju posla i zadrģavanju zaposlenja, ali i spremnosti da 

pristupi osposobljavanju i sticanju dodatnih potrebnih znanja i veġtina, odnosno poveĺanju kompetencija, ġto bi 

znaļajno doprinelo njegovoj konkurentnosti i mobilnosti na trģiġtu rada, a time i zapoġljavanju.  

8.3. Priznavanje znanja i veġtina steļenih neformalnim uļenjem  

U cilju unapreĽenja kvaliteta ponude radne snage, razvijanje modela priznavanja znanja i veġtina steļenih 

prethodnim uļenjem (kroz neformalne oblike obrazovanja i informalnog uļenja) znaļajno bi doprinelo poveĺanju 

kvalifikovanosti radne snage, a time i konkurentnosti na trģiġtu rada. Znaļaj priznavanja prethodnog uļenja i 

steļenih znanja, prepoznala su sva relevantna ministarstva i institucije Republike Srbije, ali joġ uvek ne postoji jasan 

model po kome ĺe se proces priznavanja odvijati i zato ĺe u narednom periodu to biti jedan od prioriteta u oblasti 

obrazovanja i zapoġljavanja. Suġtina priznavanja neformalnog i drugih oblika uļenja je u tome da uļenje relevantno 

za kvalifikaciju, njene komponente, ili neki drugi formalno ustanovljeni oblik, treba da bude priznato, bez obzira na 

to putem kojih procesa i iskustava je znanje odnosno kompetencija steļena. Priznavanje rezultata prethodnog uļenja 

od velikog je znaļaja za trģiġte rada jer su ļesto znanje, veġtine i kompetencije prisutne kod nezaposlenih, ali nisu 

vidljive jer nisu zvaniļno priznate. Postojanje nacionalnog okvira kvalifikacija je kljuļno za razvijanje priznavanja 

ishoda neformalnog i drugih oblika uļenja. Treba obezbediti povezanost nacionalnih okvira kvalifikacija i da 

priznavanje prethodnog uļenja poļiva na ļinjenici da su kvalifikacije koje su uvrġtene u nacionalni okvir 

kvalifikacija opġte priznate i prihvaĺene. TakoĽe je priznavanje prethodnog uļenja od kljuļne vaģnosti za razvijanje 

sistema obrazovanja i vaspitanja nakon nivoa obaveznog obrazovanja, jer ĺe priznavati uļenje bez obzira na to kako, 

kada i gde je steļeno, pod uslovom da je relevantno za ishode uļenja ili sticanje kompetencije, u nekom predmetu, 

modulu jedinice, kursu ili kvalifikaciji. Kao jedan od naļina za reġavanje pitanja priznavanja prethodnog uļenja vidi 

se pre svega u formiranju tela na nivou drģave koje bi se izmeĽu ostalog bavilo i sertifikacijom znanja i veġtina 

odnosno priznavanjem rezultata prethodnog uļenja sa jasno definisanim ulogama svih relevantnih institucija. 

TakoĽe je neophodno izraditi i nacionalni sistem klasifikacije zanimanja prema meĽunarodnim standardima i 

principima s obzirom da postojeĺi nazivi zanimanja i struļna zvanja ne odgovaraju ni tehnoloġkim ni druġtvenim 

promenama. 

 

ZAKLJU ĻAK 

U visokom obrazovanju razvoj inovacija i transfer inovativnog znanja i tehnologija iz akademskog u privredni 

sektor je najvaģniji  oblik aktivnosti koji podstiļe razvoj. U tom smislu podsticaĺe se zajedniļki rad univerziteta, 

istraģivaļkih institucija i privrede, kao i koriġĺenje opreme i znanja prisutnih na univerzitetima i institutima od 

strane privrednih subjekata i obrnuto, kao i studentski projekti i praksa. Razvoj nauļnoistraģivaļke i inovacione 
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delatnosti je od velikog znaļaja za Republiku Srbiju jer treba da omoguĺi transfer znanja u privredu i druġtvo, razvoj 

tehnoloġkih inovacija u industriji, kao i razvoj i rad novih inovativnih preduzeĺa. Razvoj struļnog obrazovanja i 

obuka treba da dovede do poveĺanja zapo- ġljavanja radne snage i usklaĽenosti ponude i potraģnje, usklaĽenosti 

sistema obrazovanja i obuka sa potrebama trģiġta rada, boljeg pristupa doģivotnom uļenju. Moderno struļno 

obrazovanje u RepubliciSrbiji treba da bude zasnovano na unapred definisanim ishodima uļenja odnosno struļnim 

kompetencijama ļije ĺe dostizanje biti osnovno merilo uspeġnosti obrazovnog procesa. Obrazovni programi moraju 

biti fleksibilni i to kako na planu sadrģaja tako i na planu naļina realizacije, odnosno duģine trajanja, a sve u cilju 

lakġeg pohaĽanja i spreļavanja ranog napuġtanja ġkolovanja. Polazna osnova za kreiranje takvih, modernih 

obrazovnih programa, biĺe sistem nacionalnih kvalifikacija stvoren kroz partnerski rad svih relevantnih ļinilaca koji 

utiļu ili na koje utiļe jedan ovakav sistem. Da bi se doġlo do unapreĽenja kvaliteta u struļnom obrazovanju i obuci 

neophodno je pristupiti uvoĽenju evropskog referentnog okvira za osiguranje kvaliteta. On predstavlja instrument 

koji pomaģe u podsticanju i praĺenju stalnih poboljġanja sistema struļnog obrazovanja i obuke, sadrģi zajedniļke 

kriterijume, odrednice i pokazatelje kvaliteta, praĺenje putem internih i spoljnih mehanizama ocenjivanja, koriġĺenje 

alata za merenje, a primenjuje se na sisteme struļnog obrazovanja i obuke i na pruģaoce usluga. Programe obuka 

treba prilagoĽavati potrebama poslodavaca, kao i potrebama pojedinaca u cilju poveĺanja kompetentnosti. U 

narednom periodu treba intenzivno unaprediti kvalitet obuka i pristupiti razvoju i uspostavljanju sistema kratkih 

obuka na trģiġtu rada. U tom smislu pristupilo se definisanju i usvajanju zakonske regulative u oblasti obrazovanja 

odraslih, ġto ĺe doprineti i uspostavljanju sistemskog reġenja po pitanju standardizacije programa, akreditacije 

obrazovnih ustanova, kao i sertifikacije znanja i veġtina, kroz model priznavanja prethodnog uļenja. Kljuļne 

aktivnosti u tom smislu obuhvataju izradu i standardizaciju programa obuka sa jasno definisanim, standardima i 

procedurama, modulima i ishodima uļenja. Da bi takvi programi bili kvalitetno realizovani neophodno je pristupiti 

eksternoj evaluaciji i akreditaciji obrazovnih ustanova, koje ĺe takve programe sprovoditi u adekvatnim uslovima, 

kako po pitanju prostornih i tehniļkih uslova, tako i po pitanju kvalitetnih programa, metoda nastave i nastavnog 

osoblja sa relevantnim licencama i akreditacijama za rad. Krajnji cilj podrazumeva sticanje priznatog sertifikata, 

kroz prethodnu proveru znanja od strane relevantnih institucija, tela ili komisija. Da bi ovakav sistem zaģiveo bitno 

je prepoznavanje, podrġka i saradnja svih relevantnih aktera u druġtvu. Kljuļna podrġka je i izgradnja novih ili 

preispitivanje moguĺnosti i prilagoĽavanje rada postojeĺih institucija i tela koja bi se bavila evaluacijom kvaliteta 

navedenih aktivnosti. U kontekstu razvoja obrazovanja odraslih je i koncept doģivotnog ili celoģivotnog uļenja, koji 

se joġ uvek promoviġe i biĺe potrebno vreme da on u potpunosti zaģivi. On predstavlja proces uļenja koji se odvija 

tokom celog ģivota osobe radi liļnog razvoja, sticanja novih znanja i kompetencija, efikasnijeg prilagoĽavanja 

novim ģivotnim okolnostima, novim tehnologijama, saznanjima i dostignuĺima ljudskog druġtva i ukljuļuje sve 

oblike uļenja, a ne samo formalno uļenje u obrazovnim institucijama. 
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COMPONENTS OF KNOWLEDGE MANAGEMENT: COMPETITIVE 

MANAGEMENT AND HUMAN RESOURCE MANAGEMENT  
Liljana Stosic Mihajlovic  PhD 

Abstract: Knowledge management is like a puzzle, isolated one part, annexing another, connected to five parts, but 

still missing the one who must uklapiti. emerged in the complex game of modern business and the knowledge 

economy knowledge management as a new discipline that integriġuĺuĺi, the missing piece of the puzzle that 

connects all parts of the whole that represents the future. 

Knowledge management is an important business concept, incorporated in operations and organizational culture is a 

serious participant in the global market. since the modern consumer or service user expects high quality products 

and services, it is essential that operators-providers have the same timely information, necessary knowledge and 

techniques for better serving its customers. knowledge management systems are systems based on information 

technology, which allow market participants continued awareness and acquiring knowledge. 

Management of scientific knowledge and its commercialization is the main target managers in large companies and 

scientific institutions. transfer and sharing of knowledge is becoming a central driver of the economy of the xxi 

century. many companies already restructured the intellectual capital of human resources as the main factor of 

success in business. knowledge management is a relatively new segment in the field of management science. due to 

its versatility and multidisciplinary knowledge management in the last ten years has gained immense popularity 

among the scientists from different domains and managers in all sectors of the corporation. knowledge management 

is closely connected with the organization of learning, organized learning and learning organizations. on the other 

hand, knowledge management is directly related to the management of innovation. innovation management 

contributes to the development of methodology in the field of knowledge management. new innovative structures 

transfer and commercialization of knowledge about new technologies occupy a prominent place in the management 

of knowledge. 

Keywords: knowledge management, competition management, human resources management 

 

KOMPONENTE UPRAVLJAN JA ZNANJEM: KONKURENTSKI MENADĢMENT I 

MENADĢMENT LJUDSKIH RESURSA 
Dr Ljiljana Stoġiĺ Mihajloviĺ 

 

''Intelektualni kapital je neġto ġto ne moģete da dodirnete, ali vas ipak ļini bogatim''   

Skandia Future Centre 

 

''Nova ekonomija favorizuje nevidljivo ï  ideje,  informacije i povezanosti'' 

J.Palmer, I.Richards 

Apstrakt: Menadģment znanja je poput slagalice, izdvoji se jedan deo, pripoji drugom, poveģe se pet delova, a opet 

nedostaje jedan koji se mora uklapiti. Iznikao u kompleksnoj igri savremenog biznisa i ekonomije znanja 

Menadģment znanja kao nova disciplina je taj   integriġuĺuĺi, nedostajuĺi deo slagalice kojim se svi delovi povezuju 

u celinu koja predstavlja buduĺnost. 

Knowledge management (upravljanje znanjem) je znaļajan poslovni koncept, inkorporiran u poslovanje i 

organizacionu kulturu ozbiljnih uļesnika na svetskom trģiġtu. Buduĺi da savremeni potroġaļ ili korisnik usluga 

oļekuje visokokvalitetne proizvode i usluge, neophodno je da subjekti-ponuĽaļi istih poseduju pravovremene 

informacije, neophodna znanja i tehnike za ġto kvalitetnije opsluģivanje svojih klijenata. Knowledge management 

sistemi su sistemi zasnovani na informacionoj tehnologiji, koji omoguĺavaju uļesnicima natrģiġtu kontinuiranu 

informisanost i sticanje znanja. 

Upravljanje nauļnim znanjem i njegova komercijalizacija postaje glavni cilj menadģera u velikim kompanijama i 

nauļnim institucijama. Transfer i distribucija znanja postaju centralni pokretaļ ekonomije XXI veka. Mnoge 

kompanije veĺ sada reorganizuju intelektualni kapital ljudskih resursa kao glavni faktor uspeha u biznisu. 

Menadģment znanja je relativno novi segment u oblasti nauka o menadģmentu. Zbog svoje velike razgranatosti i 

multidisciplinarnosti menadģment znanja u posljednih desetak godina stekao je ogromnu popularnost u krugovima 

nauļnika iz razliļitih domena i menadģera u svim sektorima korporacija. Menadģment znanja tesno je povezan sa 

organizacijom uļenja, organizovanim uļenjem i organizacijama koje uļe. Sa druge strane menadģment znanja je u 

neposrednoj vezi sa menadģmentom inovacija. Menadģment inovacija doprinosi razvoju metodologije u domenu 

menadģmenta znanja. Nove inovativne strukture prenosa i komercijalizacije znanja o novim tehnologijama 

zauzimaju istaknuto mesto u menadģmentu znanja.  

Kljuļne reļi: upravljanje znanjem, konkurentski menadģment, menadģment ljudskih resursa  
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UVOD 

U savremenoj digitalnoj i globalnoj ekonomiji najznaļajniji izvor postojane konkurentske prednosti postaje 

efektivno koriġĺenje znanja. Danas se govori o konkurentnosti baziranoj na znanju. Preduzeĺa razvijaju nove 

metode, kompetencije, procese, proizvode i usluge zasnovane na znanju. 

Procenjeno je da se preko polovine bruto domaĺeg proizvoda u nekim zemljama razvijene trģiġne privrede vezuje za 

produkovanje i distribuciju znanja, ġto je dobar pokazatelj vaģnosti znanja za preduzeĺa i zemlje koje konkuriġu na 

globalnom trģiġtu. Indikativan je i rast proizvodnji visoke tehnologije u njihovom izvozu. Pored toga, kontinuirane 

inovacije, automatizacija i konkurisanje u kreiranju i upotrebi znanja su znatno skratili ģivotni ciklus proizvoda u 

mnogim delatnostima. 

Znaļajni izvori konkurentske prednosti savremenih preduzeĺa su u velikoj meri vezani i za informacije, odnose sa 

eksternim stejkholderima, kao i za proces organizovanja. Intelektualni kapital inkorporira infrastrukturu firme, 

odnose sa kupcima i partnerima, inovativne napore. Na ovaj naļin intelektualni kapital preduzeĺa predstavlja zbir 

znanja svih pojedinaca, kao i praktiļno prevoĽenje tog znanja u konkretne procese, marke proizvoda i u zaġtitni 

znak. Iz ovoga proizilazi da je znanje deo intelektualnog kapitala, ali intelektualni kapital faktiļki obuhvata i druge 

bitne elemente. Marka i zaġtitni znak, kao i upravljanje odnosima sa odreĽenim stejkholderima (snabdevaļima, 

kupcima, distributerima, partnerima u strategijskim alijansama) predstavljaju dimenzije stvaranja vrednosti. 

Opseģnija istraģivanja u domenu intelektualnog kapitala i praktiļna primena ovog koncepta u korporacijama su 

vezana za drugu polovinu 1990-ih godina i za poļetak XXI veka. 

 

1. KONKURENTSKI MENADĢMENT ZNANJA 

Konkurentski menadģment znanja ï kao nova i dinamiļna disciplina biznisa ï prouļava sloģene odnose kadrova, 

treninga i obuke, finansija i ekonomije, istraģivanja i razvoja i inovacija, informacionih tehnologija i 

telekomunikacija, marketinga i menadģmenta marke. "Danas se nalazimo u situaciji kada se menadģment znanja i 

intelektualni kapital susreĺu. To su dve strane istog novļiĺa", to je izreka koja se ļesto moģe ļuti u eorijskim i 

praktiļnim krugovima u oblasti savremenog menadģmenta. 

Menadģment znanja je istoremeno i 1) korporativno pitanje, 2) pitanje vlade i drģave, ali i i 3) individualno pitanje. 

Menadģment znanja je, ipak nastao na nivou preduzeĺa, s obzirom da je najveĺi deo njegovih aktivnosti tokom 

1980-ih bio vezan za biznis planove kojim se nastojalo da se aktivnosti razvoja kadrova i unapreĽenja njihovog 

znanja veģu za strategiju organizacije.  

To znaļi da su aktivnosti unapreĽenja znanja sistematiļne i planirane, a menadģment znanja predstavlja 

kontinuiranu aktivnost oslonjenu na fluidnu i fleksibilnu organizacionu strukturu koja se u znaļajnoj meri oslanja na 

individualistiļki pristup razvoju kadrova i znanja.  

Kasnije, tokom 1990-ih kompanije su se suoļile sa naglim promenama, tako da su se napori ka uspostavljanju 

politike razvoja kadrova, kao i planiranje njihove obuke i kvalifikovanja ļesto zavrġavali neuspehom proklamovanih 

ciljeva i strategija.  

Menadģment znanja se, definiġe na razliļite naļine, ali je upoek prisutan stav - centralna premisa - da se svi faktori 

koji dovode do superiornijih performansi: organizaciona kreativnost, efektivnost operacija i kvalitet proizvoda i 

usluga, unapreĽuju kada znanja postanu dostupna i kada se kompetentno koriste.  

Odnos intelektualnog kapitala i menadģmenta znanja reġava se tako ġto se u osnovi intelektualnog kapitala, pored 

uļeĺe organizacije, inovacija, kljuļnih kompetentnosti, nevidljivih resursa, nalazi i menadģment znanja. U svakom 

sluļaju, visok je stepen saglasnosti da su intelektualni kapital i menadģment znanja strateġka pitanja oranizacije koja 

joj donose konkurentsku prednost.  

Menadģment znanja se danas sve viġe prouļava u svetlu kvaliteta znanja i merenja uspeġnosti u upravljanju 

znanjem. Na osnovu empirijskog istraģivanja ustanovljeno je viġe oblasti u kojima je poslovanje imalo merljivi 

pozitivni rezultat zahvaljujuĺi bazi znanja organizacije. Ustanovljeno da su to sledeĺe oblasti: inovacije i rast, 

organizaciona responzivnost, okrenutost ka kupcima, lanci snabdevanja, interni kvalitet. Postoje razliļiti modeli  za 

kvantifikovanje i utvrĽivanje odreĽene mere za intelektualni kapital: relativna vrednost, modeli kompetentnosti, 

benļmarking, procena poslovanja, banke znanja i drugi. Transfer znanja je znaļajan za ostvarivanje visokih 

performansi organizacije.  

Menadģment znanja obuhvata proces generisanja i ġirenja znanja koji zapoļinje prikupljanjem podataka koji se 

ļuvaju i obraĽuju da bi se stvorile informacije, koje se dalje razmatraju i proizvode znanja koja su osnova za 

efektivno delovanje kojim se dalje dolazi do podataka ļijim povezivanjem se dolazi do mudrosti.  

Menadģment znanja ili konkurentska inteligencija, u najġirem smislu,  obuhvataju preduzetniġtvo, tehnoloġka 

znanja, konsultantske sposobnosti i stepen povezanosti sa okruģenjem.  
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Znaļajne promene je donela i nuģnost strateġkog menadģmenta koja je integrisala sve znaļajne dimenzije 

organizacije i postavila ih u odnosu na okruģenje na duģi rok uz nuģnost definisanja vizije, misije, strategije i 

kljuļnih kompetentnosti u skladu sa vrednosnim sistemom i organizacionom kulturom. Liderstvo, principi voĽenja 

poslovanja su takoĽe veoma znaļajni u oblasti menadģmenta znanja. Lideri se pre svega vide u ulozi onih koji 

umeju da sluġaju, da uļe i da ostvaruju znaļajne veze sa okruģenjem u uslovima savremene Ekonomije znanja. 

 

2. NOVA EKONOMIJA ILI EKONOMIJA ZNANJA  
Na teorijskom nivou dve saglasne tendencije su doprinele poveĺanju znaļaja znanja, posebno u domenu 

strategijskog menadģmenta.Prva je rastuĺa popularnost resursnog viĽenja preduzeĺa, koje je jasno identifikovalo 

znanje kao potencijalno primarni izvor postojane konkurentske prednosti. Druga se odnosi na postmoderno 

preispitivanje organizacija  polazeĺi od fundamentalnih pretpostavki o prirodi i znaļenju znanja u preduzeĺima, 

pojedinim poslovnim delatnostima i u druġtvu kao celini. 

Diferenciraju se dve kategorije znanja : tacitno znanje i eksplicitno znanje ( slika 1) adaptirano prema 20 na bazi 6.  

Primarni cilj sistema menadģmenta znanja je da  identifikuje vredno i  korisno znanje pojedinaca i da ga proġiri kroz 

celu organizaciju. 

Bitno je da se unutar samog preduzeĺa podstakne transfer znanja.U tome veliki znaļaj imaju informaciono ï 

komunikacione tehnologije, ali ne bi trebalo zanemariti ni direktnu komunikaciju  '' licem u lice '' koja doprinosi 

izgradnji jakih interpersonalnih odnosa. Pri svemu tome je znaļajan vremenski faktor, posebno u sluļaju tacitnog  

znanja. 

Socijalizacija se odnosi na proces komuniciranja tacitnog znanja pojedinaca u ġiri organizacioni kontekst. 

Eksternalizacija predstavlja proces konvertovanja tacitnog znanja u eksplicitne koncepte i moģe se odvijati na 

individualnom i na kolektivnom nivou. Kada se jedanput  eksternalizuje  tacitno znanje pojedinca, ono se moģe 

lakġe kombinovati sa znanjem drugih. Kombinacija podrazumeva proces analiziranja, kategorisanja i integrisanja 

eksplicitnog znanja  niza pojedinaca  da bi se kreiralo novo eksplicitno znanje, koje  se onda moģe  raġiriti  kroz 

organizaciju.             

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Slika 1.Spirala kreiranja znanja 

 

 

 

Intelektualni kapital je orijentisan na buduĺe poslovanje, na koriġĺenje ġansi iz okruģenja, na razvoj opcija i na 

poveĺanje konkurentnosti u buduĺem periodu. Polazeĺi od toga, realna vrednost preduzeĺa se procenjuje preko 

njegovog potencijala za buduĺe sposobnosti poveĺanja konkurentnosti i profitabilnosti. Upravljanje intelektualnim 

kapitalom je nov izazov za menadģere. On predstavlja odgovor na praktiļnu potrebu da se upravlja preduzeĺem kao 

celinom, a ne samo njegovim vidljivim delom. 

U ovom kontekstu je relevantan i koncept organizacije koja uļi (learning organization) kao sistema gde se odvija 

kontinuirani proces uļenja koji se nikada ne zavrġava. Organizacija koja uļi je veġta u kreiranju, prihvatanju i 
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prenoġenju novog znanja, kao i u modifikovanju svog ponaġanja da bi ono odrazilo nova saznanja. Pri tome je 

znaļajno uļenje koje utiļe na poboljġanje konkurentskih varijabli. 

Prema jednom pristupu intelektualni kapital ļine: 

trģiġna aktiva - svi nematerijalni elementi koji su povezani sa trģiġtem, ukljuļujuĺi lojalnost kupaca, marke 

proizvoda, kanale distribucije; 

aktiva vezana za ljude - znanja, ekspertize, umeġnost u reġavanju problema, stilovi liderstva, sposobnosti zaposlenih; 

aktiva koja se odnosi na intelektualnu svojinu - know-how, zaġtitni znak, patenti i sve nematerijalno ġto moģe biti 

zaġtiĺeno autorskim pravom; 

infrastrukturna sredstva - sve tehnologije, procesi i metodologije koji omoguĺavaju funkcionisanje preduzeĺa. 

U savremenoj praksi i na njenim dostignuĺima razvijenoj literaturi ukazuje se na pet kljuļnih preduslova 

neophodnih da bi se osnovni igraļi u organizaciji podstakli da unapreĽuju i doprinose razvoju kulture zasnovane na 

znanju koja prepoznaje i nagraĽuje uspeġnu praksu razmene znanja, a obeshrabruje one koji nisu spremni da svoju 

struļnost i znanja podele sa drugima.  

Prvo, viġi menadģment se mora posvetiti akumuliranju, koriġĺenju i obnavljanju baze znanja organizacije i da stvara 

upravljaļke sisteme kojima se ovi procesi olakġavaju. 

Drugo, potrebno je da postoji autonomija jer inovativne ideje razvijaju pojedinci kojima treba dati slobodu i 

samostalnost u tome da ih  istraģe i razvijaju.  

Treĺe, istraģivanje moģe dovesti do kreativnog haosa u kome se preispituju ranije uspostavljeni principi u 

organizaciji.  

Ļetvrto, treba nagraĽivati sve one aktivnosti kojima se znanje u organizaciji ġiri, prenosi na druge i kojima se 

omoguĺava veĺem broju ljudi da steknu znanja, jer se poveĺavanjem broja pojedinaca koji poseduju ista znanja 

poveĺava sigurnost sistema i moguĺnost da se kvalitetnije radi.  

Peto, u organizaciji se mora postiĺi isti stepen internog diverziteta koji odgovara kompleksnosti okruģenja kako bi 

one mogle da odgovre na pravi i fleksibilni naļin.  

Menadģment znanja unapreĽuje ljudski potencijal i omoguĺava ljudima da budu efektivniji, ġto im donosi prednosti 

na individualnom planu, ali efekti se postiģu i na nivou organizacije u kojoj rade. To je interdisciplinarna oblast koja 

uļestvuje u stvaranju nove poslovne paradigme. Sa porastom intelektualne svojine u kompanijama, veĺi je pritisak 

da se na pravi naļin predstavi vrednost koju ona donosi organizaciji. Investitori razmatraju vrednost intelektualne 

svojine u proceni doprinosa odreĽene kompanije kao potencijalnog akcionara. Intelektualni kapital je sav 

intelektualni materijal ï znanje, informacije,intelektualna svojina, iskustvo ï koje se moģe upotrebiti da bi se 

stvorilo bogatstvo. To je kolektivnna moģdana snaga. Teġko je identifikovati do kraja, a joġ teģe upotrebiti je 

efektivno.  

T. Stjuart koji istiļe da su informacije i znanje "termonuklearno konkurentsko oruģje naġeg doba". Znanje je vaģnije 

od prirodnih resursa, velikih fabrika ili od nabubrelih bankovnih raļuna. Istiļe se primer Wal-Marta, Majkrosofta i 

Tojote koji nisu bili bogatiji od Sears-a, IBM-a ili General Motors-a, ali su posedovali neġto vrednije od fiziļkog i 

finansijskog kapitala ï posedovali su  intelektualni kapital. One kompanije koje ne umeju da upravljaju i koriste 

korporativnu moģdanu snagu, koja predstavlja najvaģniji posed kojim raspolaģu, gube milijarde dolara prihoda i 

profita. 

Po drugima intelektualni kapital je jezik kojim se razmiġlja, razgovara i radi neġto u prilog buduĺe zarade 

kompanije. Intelektualni kapital podrazumeva odnose sa kupcima i partnerima, inovacione napore, infrasturkturu 

kompanije i znanja i veġtine ļlanova organizacije.  

 

Menadģment ljudskih resursa i upravljanje znanjem 

Aktuelnost upravljanja znanjem (knowledge management) poslednjih godina prouzrokovana je brzinom promena u 

okruģenju savremenih organizacija. Razvoj informacionih, ali i drugih tehnologija stvorio je nesluĺene 

komunikacione moguĺnosti i ġirenje znanja neverovatnom brzinom.   

Prema istraģivanju Stanford univerziteta iz SAD, ukupno ljudsko znanje nastalo do 1900. Godine udvostruļeno je do 

1950., a od tada se udvostruļava svakih 5-8 godina. Znanje tako brzo zastareva da svako od nas treba da svoje 

znanje udvostruļi svake 2-3 godine da bi odrģao korak sa promenama. 

Znanje je danas kljuļni organizacioni resurs. Savremene organizacije sve viġe zavise od znanja, a sve manje od 

materijalnih i drugih resursa. Zato je postalo veoma vaģno pitanje: kako osloboditi i razviti znanje u funkciji 

organizacionih ciljeva? Da bismo odgovorili na ovo pitanje, treba prvo da utvrdimo gde se nalazi korporativno 

znanje? 

Jedno istraģivanje je pokazalo da se oko 42 % ukupnog znanja nalazi u glavama ljudi, 26% u papirnim 

dokumentima, 20% u elektronskim dokumentima i 12% u elektronskim bazama znanja. To jasno pokazuje da 

menadģment znanja pretpostavlja odgovarajuĺi naļin upravljanja ljudskim resursima, koji omoguĺava pronalaģenje, 
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oslobaĽanje i koriġĺenje znanja. Pri tome je posebno vaģno da znanje postane krucijalna vrednosti stvori kulturni 

ambijent koji omoguĺava da znanje postane osnovni izvor moĺi u organizaciji. 

Pojamznanjauorganizacionomkontekstuimaġireznaļenjeusmislukompetencija, kojepodrazumevajueksplicitnoznanje, 

veġtine, iskustvo, vrednostiidruġtveneodnose.  

Menadģment ljudskih resursa, kao proces obezbeĽivanja oblikovanja, razvijanja i usmeravanja ljudskih znanja, 

sposobnosti i volje prema zahtevima koji proizlaze iz ciljeva organizacije, danas ima izuzetan znaļaj i ulogu u 

upravljanju znanjem. 

 

Za razliku od kadrovske ili  personalne funkcije, koja ima primarno organizaciono-administrativni karakter, 

menadģment ljudskih resursa predstavlja integralnu menadģersku funkciju i ima strategijski, razvojni i dinamiļki 

karakter. U ovom konceptu se naglaġava resursni pristup, a pojam resurs je shvaĺenka o potencijali bogatstvo, ġto je 

povezano sa sa znanje mo ļovekovim nesluĺenim moguĺnostima u vidu razvoja kreativnosti i sposobnosti 

samoobnavljanja. Zada ci menadģmenta ljudskih resursa su povezani i meĽusobno uslovljeni i nijedan za sebe ne 

daje odgovarajuĺi rezultat, veĺ samo u meĽusobnoj povezanosti i usklaĽenosti. Menadģeri treba da identifikuju, 

razviju, usmere i koristete potencijale za organizacione ciljeve, omoguĺavajuĺi da pojedinac u organizaciji 

istovremeno zadovolji svoje potrebe.  

Strategijski i razvojni karakter menadģmenta ljudskih resursa prvo je naglasila Harvardska ġkola joġ poļetkom 80-

tih godina u SAD, dok je Miļigenska ġkola skrenula paģnju na selekciju, razvoj, ocenjivanje uspeġnosti i 

nagraĽivanje kao generiļke funkcije. Govori se o generiļkim funkcijama zato ġto se pomoĺu njih direktno generiġe 

ģeljeno ponaġanje i vrednosti u organizaciji. Poġto koncept menadģmenta znanja (knowledge management) 

polaziodznanjakao osnovne organizacione vrednosti, od potrebe stalno guļenja, ġirenja i delenja znanja, vaģno je da 

razmotrimo na koji naļin ove funkcije generiġu znanje. 

Selekcija pri zapoġljavanju je prvi korak u stvaranju uslova da znanje uĽe u organizaciju. Zaposleni donose znanje 

ukoliko ga organizacija traģi. Od naļina na koji organizacija privlaļi ljude sa znanjem, od kriterijuma koje postavlja 

prilikom zapoġljavanja, kao i postupaka kojim proverava znanje u procesu selekcije, zavisi dali ĺe znanje uĺi u 

organizaciju i ostati u njoj. Zato je vaģno da u zahtevima poslova dobro definiġemo koja i koliko znanja treba da ima 

kandidat za odreĽeno radno mesto. Poġto naġe znanje zastareva za 2-3 godine, same diplome nemo gubiti garancija 

posedovanja znanja. One treba da budu samo ulaznica ili  pretpostavka, a stvarno znanje u smislu kompetencija treba 

proveravati odgovarajuĺim metodama, kao ġto su intervju ili  testovi. Praksa naġih organizacija, naģalost, pokazuje 

da se u postupku zapoġljavanja znanja poistoveĺuju sa diplomomi primat daje nekim drugim kriterijumima: 

politiļkim, socijalnim, prijateljskim i sl.  

Nije dovoljno obezbediti samo da znanje uĽe u organizaciju. PoĽednako je vaģno i da se znanje postiļe i razvija 

tokom ļitavog radnog veka. Menadģment znanja podrazumeva aktivnu ulogu menadģera u identifikaciji, razvoju i 

usmeravanju sposobnosti, odnosno potencijala ljud i u organizaciji. Jedan od najvaģnijih zadataka menadģera je 

razvoj zaposlenih u finkciji  organizacionih ciljeva, kao i individualnih potreba pojedinca. Spoznaje motiva cionih 

teorija nam ukazuju da je razvojna potreba najviġa ljudska potreba, koja uzpotrebu za poġtovanjem predstavlja 

veliku pokretaļku energiju. 

Organizacije su danas razvile ļitav spektar metoda razvoj al judskih potencijala, kao ġto su obrazovanje i obuka, 

rotacija, obogaĺivanje posla, projektn itimovi, upravljanje karijerom i sl. 

Znanje se u organizaciji generiġe uļenjem. Aktivnosti organizacija na obrazovanju i obuci zaposlenih usmerene su 

na aktuelni i buduĺi posao, podizanje nivoa veġtina, sposobnosti, znanja, stavova ili  ponaġanja radi poboljġanja radne 

efikasnosti.  

 

Dok su ljudi nekada zavrġavali ġkole i ļitav svoj radni vek radili u jednom zanimanju sa istim veġtinama i znanjima, 

danas je prisutna eksplozija organizacionog uļenja. Ukoliko ģelimo da ostanemo i opstanemo u svetu rada, moramo 

stalno da uļimo i da se menjamo. Tom Peters kaģe da treba da budemo preplaġeni zbog promena u svetu rada, koje 

od nas zahtevaju stalno uļenje (3). Danas se sve viġe govori o uļeĺoj organizaciji, u kojoj se znanje stalno umnoģava 

i deli meĽu zaposlenim (7). Uļenje u takvim organizacijama je sastavni deo posla, uļi se radi savladavanja novih 

veġtina potrebnih na drugim poslovima, uļenje se realizuje stalnom neformalnom interakcijom, primanjem i 

davanjem znanja, a menadģer nije kontrolor nego moderator uļenja. Uļenje, dakle, ne znaļi formalno obrazovanje i 

sticanje diploma ġkola i fakulteta, nego stalnu obuku u i izvan radnog mesta radi sticanja novih veġtina i znanja. 

Procenjuje se da u organizacijama koje ģele da idu u korak sa promenama zaposleni treba da na obuci provedu 2-5% 

od godiġnjeg fonda radnih sati. 

Rotacijajemetodarazvojaljudskihresursakojuļestokoristepoznatesvetskekompanijekadaģeledazaposlenisavladajuviġe

veġtinauorganizaciji, iliuciljurazvojamenadģerskihpotencijala. 

Zaposleniseprivremenopremeġtanaradnamestanakojimstiļenoveveġtineiupoznajesesarazliļitimaspektimaorganizacio
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nihfunkcija, kakobikasnijekaomenadģeriimaliboljiuviduukupneorganizacioneprocese. 

OvojepogodnametodakojomobezbeĽujemoraznovrsnostposla, boljekoriġĺenjesposobnosti, 

otkrivanjeskrivenihpotencijalazaposlenih, novaiskustva, poznanstvaistvaranjekorisnihposlovnihmreģa. 

Urazvojuzaposlenihvaģnuuloguimadizajniranjeposla. Poznatojedaposaopredstavljaznaļajanmotivacionifaktor, 

alipruģainizmoguĺnostidaboljeangaģujemopotencijalezaposlenih. 

Posebnojezadizajniranjeposlavaģnovoditiraļunadaseobezbediraznolikost, celovitost, 

samostalnostibrzapovratnainformacijaorezutatima. 

  U okviru postojeĺe organizacione strukture to moģemo postiĺi obogaĺivanjem posla. Obogaĺivanje posla je metoda 

kojom se podstiļe razvoj potencijala zaposlenih tako ġto se postojeĺim poslovima dodaju sloģeniji i tako podstiļe 

uļenje, uz istovremeno proveru potencijala zaposlenih. Ova metoda ima snaģno motivaciono dejstvo i dobro se 

pokazala, posebno kada zaposleni nakon izvesnog vremena poļne da radi rutinski i izgubi interes za posao koji mu 

postaje dosadan. 

Projektnitimovi, kaoitimskiraduopġte, veomajerasprostranjenaiaktuelnaformaradausavremenimorganizacijama. 

Razlozizatosuviġestruki. Timskiselakġesavladavakompleksnostzadataka, generiġunovareġenjaiideje, boljeuļi, 

stvaraatmosferazajedniġtvaipripadnosti, boljekoristepojedinaļnipotencijaliioslobaĽasinergija (novazajedniļkasnaga, 

veĺaodzbirapojedinaļnihmoguĺnosti). 

Karijera se u mnogim organizacijama danas ne prepuġta samo pojedincu. Organizacije imaju interes da podstiļu 

razvoj pojedinaca i da ih profesionalno usmeravaju u skladu sa organizacionim potrebama. Na taj naļin se pokazuje 

briga o zaposlenim, pojaļava oseĺaj pripadnosti, poveĺava privlaļnost organizacije za zaposlene i spoljne ciljne 

grupe, smanjuje frustracija zbog profesionalne statiļnosti i obezbeĽuje raznovrsnost i potreba da uļenjem. U 

poslednje vreme je doġlo do znaļajnih promena u shvatanju karijere zbog trenda smanjivanja hijerarhijskih nivoa i 

ograniļenja u napredovanju (plato u karijeri) koji na taj naļin nastaje. Zato organizacije podstiļu dualnu karijeru 

(ekspertsku paralelno sa menadģerskom) i horizontalnu putanju karijere, koja znaļi savladavanje novih veġtina i 

znanja u istom hijerarhijskom nivou. Tako se podstiļe profesionalna mobilnost, odnosno fleksibilnost organizacije i 

pojedinca istovremeno. Nije retkost da organizacije od svakog zaposlenogzahtevaju da poznaju bar tri posla, kako bi 

se prema potrebi brzo mogli premeġtati na druge poslove. 

Upravljanjeznanjempretpostavljaiodgovarajuĺevrednovanjeznanjauorganizaciji. 

Utomeposebnuuloguimaprocesvrednovanjaradneuspeġnosti, kojipretpostavljakontinuiranopraĺenje, 

vrednovanjeiusmeravanjeradnihrezultatairadnogponaġanja, zasnovanognaodgovarajuĺimkriterijumima, 

metodamaisistemimaprocene. 

Ovajprocesimaevaluacionuirazvojnudimenziju.UtomeposebanznaļajimarazgovorouspeġnostiizmeĽuneposrednogruk

ovodiocaizaposlenog, kojemjeciljdaseutvrdeaktivnostinabuduĺemrazvojuuokviruistogilidrugogposla. 

UtimrazgovorimarukovodilacizaposlenizajedniļkiutvrĽujunedostajuĺailipotrebnaznanjainaļinnjihovogsticanja. 

Kolikonekaorganizacijavrednujeznanje, najboljepokazujenjensistemnagraĽivanja. SistemnagraĽivanja, 

viġenegobilokakvaretorika, ġaljeporukezaposlenimkakodaseponaġaju. Akouorganizacijivrednujemoznanje, 

ondamoramoidaganagraĽivanjempotvrdimo. Dabibioufunkcijiorganizacioneuspeġnosti, 

sistemnagraĽivanjamoraobezbeditivezuizmeĽuradnihrezultataizarada, 

pruģitipovratnuinformacijuzaposlenomonjegovomraduizalaganju, obezbeditiprivlaļnostnagrade, 

transparentnostkriterijumanagraĽivanjaipraviļnost.  

Menadģmentznanja, kaosavremeniupravljaļkikoncept, 

pretpostavljadisperzijumoĺiuorganizacijiiparticipativnistilrukovoĽenja. 

Izvormoĺirukovodiocautomkonceptunemoģebitifunkcionalnamoĺ, moĺnagraĽivanjaikaģnjavanja, 

ilikontrolainformacija. Izvormoĺimoradasepomeranaznanjeiliļnuharizmu. Rukovodilacjemoderatorznanja, 

atoznaļidazaposlenimtrebadaobezbediprostorzakreativnoispoljavanje, 

samokontroluiparticipacijuuprocesudonoġenjaodluka. Radnicimaznanjasenemoģerukovoditiprisilom, 

manipulacijomistrogomkontrolom. 

Zauspeġanrazvojkonceptamenadģmentaznanjabitanjeiukupanorganizacioniambijent, 

sistemvrednostiinaļinnakojisereġavajuproblemi. 

Zatonetrebazanemaritidaprimenakonceptamenadģmentaznanjazahtevaodgovarajuĺuorganizacionukulturu, 

podkojompodrazumevamosistemvrednosti, verovanjaimodelaponaġanja, kojizaposlenistiļuzajedniļkimradom. 

Trebaimatiuvidudasunekekultureotvorene, anekerezistentnenatakvepromene. 

NatajaspektnamposebnoukazujeĻarlsHendi, 

kojigovoridaustvarnostiorganizacijanailazimonaļetiriosnovnatipakulture: kulturamoĺi, kulturauloge, 

kulturazadatkaikulturapodrġke (2). Usvakomtipukulturemoĺjerasprostranjenanaodgovarajuĺinaļin, 

ġtonajļeġĺezavisiodvrsteposlaijednostavnostizadatakakojimseorganizacijabavi, veliļineorganizacije, 

naļinarukovoĽenjaisl. Nekekulturestvarajuprostorigeneriġuznanje, 
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doksudrugezatvorenezaznanjeisvakumoguĺnostpromene. Najboljeuslovezapodsticanje, 

razvojigenerisanjeznanjaimamoukulturizadatka. 

Tojekulturakojukarakteriġuprojektnitimoviinalazimojeuorganizacijamaukojimsvakizadatakzahtevaoriginalniikreativ

nipristup, kaoġtosuinstituti, dizajnerskeimarketinġkeagencije.  

Udrugimkulturamajekonceptmenadģmentaznanjateġkoprimenjiv. 

Toseposebnoodnosinatipoveorganizacijaukojimvladakulturaulogeikulturamoĺi. Ukulturiuloge, 

kojajekarakteristiļnazastabilneibirokratizovaneorganizacionesisteme (javnesluģbe, administracijaisl.), 

viġesevrednujuprocedureipravila, negoznanjeipromene. Takve kulture neprihvataj uniġta ġto moģe da ugrozi 

ustaljenukoloteļinu. 

Ukupna vrednost preduzeĺa na poļetku novog milenijuma predstavlja zbir finansijskog kapitala i intelektualnog 

kapitala, pri ļemu finansijski kapital ukljuļuje svu fiziļku i monetarnu aktivu, dok intelektualni kapital ļine sva 

"nevidljiva" sredstva i procesi preduzeĺa. Na ovaj naļin intelektualni kapital se sastoji iz dva dela: ljudskog 

("misleĺeg") kapitala i strukturnog ("nemisleĺeg") kapitala. Ova distinkcija je bitna sa aspekta primene razliļitih 

metoda menadģmenta u sluļaju opisanih komponenti intelektualnog kapitala. Model "grananja" intelektualnog 

kapitala predstavlja vizuelizaciju "neopipiljive strane" preduzeĺa preko pojedinih komponenti intelektualnog 

kapitala (slika3.) adaptirano prema. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Slika.Model "grananja" intelektualnog kapitala 

 

Prema ovom modelu u praksi ljudi generiġu kapital za preduzeĺe kroz svoje kompetencije, stavove i kroz 

intelektualnu agilnost. Kompetencije kao komponenta ljudskog kapitala ukljuļuju znanje, veġtine, talente i know-

how menadģera i zaposlenih. Znanje se odnosi na akademsko ili tehniļko poznavanje stvari i predstavlja neġto ġto 

mora biti nauļeno. 

Ukulturimoĺiprimarnajevrednostlojalnost, aneznanje. Tosukulturemalihporodiļnihorganizacija, aliipolitiļkihpartija, 

ukojimjesvepodreĽenomoĺijedneosobe, kojojsupotrebniistomiġljenici. Taosobajenajļeġĺemeraistineiznanja. 

UtakvimkulturamavoĽaoblikujepercepcijustvarnostizazaposlene, kojitrebasamodagasluġajuislede. 

TakvakulturamoģebitiuspeġnaukolikovoĽaimaispravnupercepcijustvarnosti. MeĽutim,  

onanepodstiļerazvojiproaktivnodelovanje, negoposluġnostimirenjesasudbinom. 

Kulturamoĺijekarakteristiļnazazemljesavelikomdistancommoĺi, 

odnosnodruġtvaukojimpostojisklonostnekritiļkomprihvatanjuautoriteta. 

Takvakulturajekarakteristiļnaizanaġepodneblje.  

Interesovanjezaorganizacionukulturuuorganizacionojteorijipodstaknutojesaznanjemoizraģenomsocijalnomkarakteru

organizacijainjegovomuticajunauspeġnostuposlovanju. 

Ovasaznanjanamomoguĺavajudalakġeidentifikujemoorganizacionustvarnostiupravnjamosocijalnimsistemima. 

Moguĺnostupravljanjaproizlaziizļinjenicedakulturamoģedasemenja. 

Menadģeritrebadapoznajudometeiograniļenjakultureidaupravljajusloģenimprocesomnjenepromene.  
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Menadģmentznanjazahtevaupravotakavprocespromenekulturnogambijentaorganizacijeukojemĺeznanjepredstavljatio

dgovarajuĺuvrednostibitiosnovnikriterijumusvimprocesimaupravljanjaponaġanjemirazvojemzaposlenih. 

 

ZAKLJUĻAK 

Zanasjevaģnodauļinimokorakdaljeododuġevljenjakonceptommenadģmentaznanjaidaradimonastvaranjuuslovazanjeg

ovuprimenu. 

UtomprocesujeneophodnosagledavanjeiprilagoĽavanjeprakseupravljanjaljudskimresursimaistvaranjeodgovarajuĺeku

ltureuorganizaciji. 

Nadajmosedaĺekonkurentskookruģenjepodstaĺitakvepromeneikodnasiznanjestavitinapijadestalkojempripada. 

Onima, kojiranijeshvateproceseunaġemokruģenjuipoļnuodmahdasemenjaju, buduĺnostĺebitibliģa, asvetotvoreniji.  

Onikojitoneshvate, biĺebrzonepotrebniineupotrebljivizabuduĺisvetradakojidolazivelikombrzinom. 

Suġtina intelektualnog kapitala predstavlja sposobnost sticanja prihoda i ostvarenja profita u buduĺnosti, sa ġirom i u 

veĺoj meri na ljude orijentisanom perspektivom nego ġto je to sluļaj u sadaġnjim finansijskim izveġtajima 

preduzeĺa. Intelektualni kapital pretpostavlja fokusiranje na zaposlene, na stav kupaca, poslovne povezanosti, 

organizacionu strukturu, moĺ obnavljanja i razvoj preduzeĺa. Bitno je da se interne i eksterne veze na koje se odnosi 

deo intelektualnog kapitala uļine vidljivim i da se adekvatno sagledaju sa aspekta poveĺanja konkurentnosti u 

buduĺem periodu. 

Moģemo zakljuļiti da efektivni menadģment znanja  za mnoga preduzeĺa moģe da predstavlja jezgro 

kompetentnosti  koje ona moraju danas da razvijaju da bi bila konkurentna u buduĺnosti. Pored toga, sve viġe ĺe 

dolaziti do izraģaja  mehanizam iza zakona rastuĺih prinosa koji je u  velikoj meri vezan za iskoriġĺenje  

informacionih aspekata biznisa.  
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Abstract: The present article reviews the specifics of the organization, preparation and conduct of adult vocational 

training in Bulgaria. Determined are the requirements for validation of competences of adult acquired through 

formal and informal (self) learning. Presented are effective models of communication and different approaches to 

motivate adult learners. The article deals with some problems and prospects for development of vocational training 

for adults. 
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ʇʈʆʌɽʉʀʆʅɸʃʅʆʊʆ ʆɹʋʏɽʅʀɽ ʅɸ ɺʒɿʈɸʉʊʅʀ ɺ ɹʒʃɻɸʈʀʗ: ɸʂʊʋɸʃʅʆ 

ʉʒʉʊʆʗʅʀɽ ʀ ʇʈʆɹʃɽʄʀ 
ɼʦʮ. ʜ-ʨ ɼʠʘʥʘ ʉʪ. ʄʠʪʦʚʘ   

ʈ.ɹʲʣʛʘʨʠʷ ʖɿʋ Ăʅʝʦʬʠʪ ʈʠʣʩʢʠñ- ɹʣʘʛʦʝʚʛʨʘʜ ʌʘʢʫʣʪʝʪ ʧʦ ʧʝʜʘʛʦʛʠʢʘ 

ʂʘʪʝʜʨʘ Ăʊʝʭʥʦʣʦʛʠʯʥʦ ʦʙʫʯʝʥʠʝ ʠ ʧʨʦʬʝʩʠʦʥʘʣʥʦ ʦʙʨʘʟʦʚʘʥʠʝñ didimitova2006@abv.bg 
 

ʈʝʟʶʤʝ: ɺ ʥʘʩʪʦʷʱʘʪʘ ʩʪʘʪʠʷ ʩʝ ʨʘʟʛʣʝʞʜʘ ʩʧʝʮʠʬʠʢʘʪʘ ʚ ʦʨʛʘʥʠʟʘʮʠʷʪʘ, ʧʦʜʛʦʪʦʚʢʘʪʘ ʠ ʧʨʦʚʝʞʜʘʥʝʪʦ ʥʘ 

ʧʨʦʬʝʩʠʦʥʘʣʥʦʪʦ ʦʙʫʯʝʥʠʝ ʥʘ ʚʲʟʨʘʩʪʥʠ. ʆʧʨʝʜʝʣʷʪ ʩʝ ʠʟʠʩʢʚʘʥʠʷʪʘ ʧʨʠ ʚʘʣʠʜʠʨʘʥʝʪʦ ʥʘ ʢʦʤʧʝʪʝʥʪʥʦʩʪʠ 

ʥʘ ʚʲʟʨʘʩʪʥʠʪʝ, ʧʨʠʜʦʙʠʪʠ ʯʨʝʟ ʥʝʬʦʨʤʘʣʥʦ ʠ ʠʥʬʦʨʤʘʣʥʦ (ʩʘʤʦʩʪʦʷʪʝʣʥʦ) ʫʯʝʥʝ. ʈʘʟʛʣʝʞʜʘʪ ʩʝ ʝʬʝʢʪʠʚʥʠ 

ʤʦʜʝʣʠ ʥʘ ʢʦʤʫʥʠʢʘʮʠʷ ʠ ʨʘʟʣʠʯʥʠ ʧʦʜʭʦʜʠ ʟʘ ʤʦʪʠʚʘʮʠʷ ʥʘ ʚʲʟʨʘʩʪʥʠ ʫʯʘʱʠ. 

ʇʨʝʜʩʪʘʚʷʪ ʩʝ ʥʷʢʦʠ ʧʨʦʙʣʝʤʠ ʠ ʧʝʨʩʧʝʢʪʠʚʠ ʟʘ ʨʘʟʚʠʪʠʝ ʥʘ ʧʨʦʬʝʩʠʦʥʘʣʥʦʪʦ ʦʙʫʯʝʥʠʝ ʥʘ ʚʲʟʨʘʩʪʥʠ. 

ʂʣʶʯʦʚʠ ʜʫʤʠ: ʧʨʦʬʝʩʠʦʥʘʣʥʦʪʦ ʦʙʫʯʝʥʠʝ ʥʘ ʚʲʟʨʘʩʪʥʠ; ʚʲʪʨʝʰʥʦ-ʬʠʨʤʝʥʦ ʦʙʫʯʝʥʠʝ; ʬʘʩʠʣʠʪʠʨʘʥʝ; 

ʪʨʝʥʠʥʛ; ʦʙʫʯʝʥʠʝʪʦ ʥʘ ʨʘʙʦʪʥʦʪʦ ʤʷʩʪʦ. 

 

1. ʋɺʆɼ  
ɸʥʜʨʘʛʦʛʠʷʪʘ ʝ ʥʘʫʢʘ ʟʘ ʦʙʨʘʟʦʚʘʥʠʝʪʦ ʥʘ ʚʲʟʨʘʩʪʥʠʪʝ. ʊʷ ʝ ʥʘʩʦʯʝʥʘ ʢʲʤ ʨʘʟʚʠʪʠʝ ʥʘ ʫʤʝʥʠʷʪʘ, 

ʧʦʪʨʝʙʥʦʩʪʠʪʝ ʠ ʥʘʛʣʘʩʠʪʝ ʥʘ ʭʦʨʘʪʘ ʟʘ ʧʨʦʜʲʣʞʘʚʘʥʝ ʥʘ ʫʯʝʥʝʪʦ ʠ ʩʣʝʜ ʟʘʜʲʣʞʠʪʝʣʥʦʪʦ ʦʙʨʘʟʦʚʘʥʠʝ, ʧʨʠ 

ʥʘʚʣʠʟʘʥʝ ʚ ʪʨʫʜʦʩʧʦʩʦʙʥʘ ʚʲʟʨʘʩʪ ʠ ʪʲʨʩʝʥʝ ʥʘ ʪʨʫʜʦʚʘ ʟʘʝʪʦʩʪ. ʇʨʦʬʝʩʠʦʥʘʣʥʦ ʦʙʫʯʝʥʠʝ ʥʘ ʣʠʮʘ, 

ʥʘʚʲʨʰʠʣʠ 16 ʛʦʜʠʥʠ, ʦʩʠʛʫʨʷʚʘ ʢʦʤʧʝʪʝʥʪʥʦʩʪʠ ʚ ʩʲʦʪʚʝʪʩʪʚʠʝ ʩ ʜʲʨʞʘʚʥʠʷ ʦʙʨʘʟʦʚʘʪʝʣʝʥ ʩʪʘʥʜʘʨʪ ʟʘ 

ʧʨʠʜʦʙʠʚʘʥʝ ʥʘ ʢʚʘʣʠʬʠʢʘʮʠʷ ʧʦ ʩʲʦʪʚʝʪʥʘʪʘ ʧʨʦʬʝʩʠʷ. ʆʙʫʯʝʥʠʝʪʦ ʥʘ ʚʲʟʨʘʩʪʥʠ ʝ ʚʘʞʝʥ ʢʦʤʧʦʥʝʥʪ ʦʪ 

ʩʠʩʪʝʤʘʪʘ ʟʘ ʫʯʝʥʝ ʧʨʝʟ ʮʝʣʠʷ ʞʠʚʦʪ. 

 

2. ʉʇɽʎʀʌʀʂɸ ʅɸ ʇʈʆʌɽʉʀʆʅɸʃʅʆ ʆɹʋʏɽʅʀɽ ʅɸ ɺʒɿʈɸʉʊʅʀ 

ʋʯʝʥʝʪʦ ʧʨʝʟ ʮʝʣʠʷ ʞʠʚʦʪ ʚʢʣʶʯʚʘ ʧʨʦʮʝʩʠʪʝ ʥʘ ʫʯʝʥʝ ʚʲʚ ʬʦʨʤʘʣʥʘ, ʥʝʬʦʨʤʘʣʥʘ ʠ ʠʥʬʦʨʤʘʣʥʘ ʬʦʨʤʘ 

(ʩʘʤʦʩʪʦʷʪʝʣʥʦ ʫʯʝʥʝ), ʧʨʝʤʠʥʘʚʘʱʠ ʧʨʝʟ ʩʪʨʫʢʪʫʨʠʪʝ ʥʘ ʪʨʘʜʠʮʠʦʥʥʘʪʘ ʦʙʨʘʟʦʚʘʪʝʣʥʘ ʩʠʩʪʝʤʘ.  

ʌʦʨʤʘʣʥʦʪʦ ʦʙʨʘʟʦʚʘʥʠʝ ʟʘ ʚʲʟʨʘʩʪʥʠ  ʧʨʝʜʧʦʣʘʛʘ ʦʙʫʯʠʪʝʣʥʠ ʜʝʡʥʦʩʪʠ, ʚʦʜʝʱʠ ʜʦ ʜʠʧʣʦʤʠ ʠ 

ʩʝʨʪʠʬʠʢʘʪʠ, ʝʢʚʠʚʘʣʝʥʪʥʠ ʥʘ ʪʝʟʠ, ʢʦʠʪʦ ʤʦʛʘʪ ʜʘ ʙʲʜʘʪ ʧʦʣʫʯʝʥʠ ʚ ʩʠʩʪʝʤʘʪʘ ʥʘ ʫʯʠʣʠʱʝʪʦ ʠʣʠ ʚʠʩʰʝʪʦ 

ʦʙʨʘʟʦʚʘʥʠʝ. ʅʝʬʦʨʤʘʣʥʦ ʦʙʫʯʝʥʠʝ  ʟʘ ʚʲʟʨʘʩʪʥʠ ʝ ʬʦʨʤʘ ʥʘ ʫʯʝʥʝ ʠʟʚʲʥ ʦʬʠʮʠʘʣʥʠʪʝ ʠʥʩʪʠʪʫʮʠʠ ʟʘ 

ʦʙʨʘʟʦʚʘʥʠʝ ʠ ʦʙʫʯʝʥʠʝ, ʢʦʷʪʦ ʚʦʜʠ ʜʦ ʧʨʠʜʦʙʠʚʘʥʝ, ʨʘʟʰʠʨʷʚʘʥʝ ʠ ʫʩʲʚʲʨʰʝʥʩʪʚʘʥʝ ʥʘ ʣʠʯʥʦʩʪʥʠʪʝ, 

ʛʨʘʞʜʘʥʩʢʠʪʝ ʠ ʧʨʦʬʝʩʠʦʥʘʣʥʠʪʝ ʟʥʘʥʠʷ, ʫʤʝʥʠʷ ʠ ʢʦʤʧʝʪʝʥʪʥʦʩʪʠ. ʀʥʬʦʨʤʘʣʥʘʪʘ ʬʦʨʤʘ ʠʣʠ 

ʩʘʤʦʩʪʦʷʪʝʣʥʦʪʦ ʫʯʝʥʝ, ʧʨʝʜʧʦʣʘʛʘ ʩʘʤʦʦʙʫʯʝʥʠʝ ʚ ʧʨʦʮʝʩʘ ʥʘ ʠʟʧʲʣʥʝʥʠʝ ʥʘ ʨʘʟʣʠʯʥʠ ʜʝʡʥʦʩʪʠ ʠ ʯʨʝʟ 

ʩʘʤʦʩʪʦʷʪʝʣʥʦ ʪʲʨʩʝʥʝ ʠ ʫʩʚʦʷʚʘʥʝ ʥʘ ʠʥʬʦʨʤʘʮʠʷ, ʢʦʝʪʦ ʚʦʜʠ ʜʦ ʧʨʠʜʦʙʠʚʘʥʝ ʠʣʠ ʨʘʟʚʠʪʠʝ ʠ 

ʫʩʲʚʲʨʰʝʥʩʪʚʘʥʝ ʥʘ ʚʝʯʝ ʧʨʠʜʦʙʠʪʠ ʟʥʘʥʠʷ, ʫʤʝʥʠʷ ʠ ʢʦʤʧʝʪʝʥʪʥʦʩʪʠ. 

ʉʧʦʨʝʜ ɿʘʢʦʥʘ ʟʘ ʠʟʤʝʥʝʥʠʝ ʠ ʜʦʧʲʣʥʝʥʠʝ ʥʘ ɿʘʢʦʥʘ  ʟʘ ʥʘʩʲʨʯʘʚʘʥʝ ʥʘ ʟʘʝʪʦʩʪʪʘ ʚ ɹʲʣʛʘʨʠʷ (ʏʣ. 58ʘ.), 

ʦʙʫʯʝʥʠʝʪʦ ʥʘ ʚʲʟʨʘʩʪʥʠ ʚʢʣʶʯʚʘ: ʦʙʫʯʝʥʠʝ ʟʘ ʦʛʨʘʤʦʪʷʚʘʥʝ; ʦʙʫʯʝʥʠʝ ʟʘ ʧʨʠʜʦʙʠʚʘʥʝ ʥʘ ʧʨʦʬʝʩʠʦʥʘʣʥʘ 

ʢʚʘʣʠʬʠʢʘʮʠʷ; ʦʙʫʯʝʥʠʝ ʟʘ ʧʨʠʜʦʙʠʚʘʥʝ ʠ ʫʩʲʚʲʨʰʝʥʩʪʚʘʥʝ ʥʘ ʢʣʶʯʦʚʠ ʢʦʤʧʝʪʝʥʪʥʦʩʪʠ ʠ ʤʦʪʠʚʘʮʠʦʥʥʦ 

ʦʙʫʯʝʥʠʝ.
51

 

ʇʨʦʬʝʩʠʦʥʘʣʥʦ ʦʨʠʝʥʪʠʨʘʥʝ ʠ ʦʙʫʯʝʥʠʝ ʥʘ ʚʲʟʨʘʩʪʥʠ ʩʝ  ʦʨʛʘʥʠʟʠʨʘ ʦʪ ɸʛʝʥʮʠʷʪʘ ʧʦ ʟʘʝʪʦʩʪʪʘ, ʚ 

ʩʲʦʪʚʝʪʩʪʚʠʝ ʩ ʧʦʪʨʝʙʥʦʩʪʠʪʝ ʥʘ ʧʘʟʘʨʘ ʥʘ ʪʨʫʜʘ, ʠʟʠʩʢʚʘʥʠʷʪʘ ʥʘ ʨʘʙʦʪʦʜʘʪʝʣʠʪʝ ʠ ʫʪʚʲʨʜʝʥʠʷ ʧʣʘʥ ʟʘ 
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 ɿʘʢʦʥ ʟʘ ʥʘʩʲʨʯʘʚʘʥʝ ʥʘ ʟʘʝʪʦʩʪʪʘ 
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