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IIpusHaHuja 1 6JIarOAAPHOCTH

Ocob6eHno mpu3HaHue U 6J1aroJapHOCT ce yIaTyBa J0:

YHECKO

MuHuCTEPCTBO 32 KyaTypa Ha Pemybinka Makezonuja - Harnonasana komu-
cuja Ha YHECKO

MunucTepcTBO 3a 0Opa3oBaHue U Hayka Ha Pemybsimka MakesioHmja
Yuusepsurer ,,CB.Kupuit u Meroauj“ - Ckorije

[leHTap 3a KOHTUHYHPAHO 0Opa30BaHUE BO pAMKH Ha YHUBep3UTeTOT Bo Cop-
OooHa, ®pannuja

[IIkosia 3a MmeHanIMeHT Bo biten, CiioBeHuja

®paniycku HHCTUTYT BO CKolije

Arnaud Pellissier Tanon — pakoBoguTes Ha l[eHTapoT 3a KOHTUHYUPAHO 00-
pa3oBaHUE BO paMKH Ha YHUBeP3UTEeTOT Bo CopboHa, Ppanmmja

Isabelle Wackenheim — npenmaBau Bo 1leHTapoT 3a KOHTHHYHpPAaHO 0Opa3oBa-

HHe BO paMKH Ha YHuBep3uTeToT Bo CopOoHa, ®pannuja / KoHcysnaTaHT 3a
MYP

Vincent Skorokhodoff - mpegaBau Bo IleHTapoT 3a KOHTUHYHpPaHO 0Opa3oBa-
HHe BO paMKH Ha YHuBep3uTeToT Bo Copbona, ®pannuja / KoHcysnaTaHnT 3a
MYP

Danica Purg — nmekan u mpertcezaren Ha Illkosara 3a MmeHapMeHT Bo buier,
CnoBenuja

Darja Vrhunc - mpegaBau Bo Illkosnara 3a menapment Bo biexn, CiioBenuja/
KoncynranT 3a MUP

Mepu AraHacoBcku — coBeTHUK 3a UP Bo Biasata na PemyGiuka Makeno-
HHja

NBana /lojunHoBcka CTOjaHOBUK — WjieH Ha yIIpaBeH 07100p Ha MakeJloH-
ckata Aconujanuja 3a Yoseuku Pecypcu/mupekrop 3a UP Bo Babrexk M3T
Ckomje

Jlyan Umepu — koHCysITaHT 32 MYP

cute mpodecroHau 3a YP Kou yuecTByBaa Bo (OKyc rpymnure
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BOBE/] BO CTYIUJATA

Nnejata 1 vHUIIMjaTUBATA 3a OBaa CTyAHja IMOCTOjaT YIITE O/ 2011 TO/INHA, ITIOTTUK-
HATH O] BOCIIOCTaBeHaTa copaboTka momery L[eHTapoT 3a pa3Boj Ha MeHAIIMEHT Ha
YOBEUKH PecypcH HIpu MHCTUTYTOT 3a COITUOJIONIKH U IOJUTHYKO - MPABHU HCTpa-
J)KyBama, YHusepaurer ,,CB.Kupun u Metoauj“ - Ckormje u lleHTapoT 3a KOHTUHYH-
paHo oOpa3oBaHKe BO paMKH Ha YHUBep3uTeTOT Bo CopboHa, ®pannuja (Formation
Continue Panthéon-Sorbonne, Universite Paris 1).

[IpoekToT ,,Pa3Boj Ha pamMKa 3a KJIy4YHH KOMIIETEHIINHA 3a IPOdeCHOHAIIU
3a YOBEYKH pecypcH, KakO OCHOBA 3a Kpeupame Ha JAyaJieH CHCTEeM Ha
o0pa3oBHaA mporpaMa 3a MEHAIIMEHT Ha YOBE€UYKHU pecypcu Bo Pemyoauka
MaxkegoHHja“ Iperno3HaeH Kako MMotpeda U IPUOPUTET 32 BUCOKOTO 0O0pa3oBaHUeE
BO 3eMjaTa, 100u ¢uHAHCHUCKA MojIpIIKa o7 [Iporpamara 3a mapTaiunanyija 2014-
2015 Ha YHECKO, co mocpeacrtBo Ha HamumonanmHara komucuja Ha YHECKO, BO
pamku Ha MUHHCTEPCTBOTO 3a KyiaTypa Ha PemyGsmka MakefoHuja, co IITO ce
OBO3MOJKU HETOBAaTa pean3aluja.

[Tokpaj MHCTUTYTOT 3a COIMOJIONIKY U TIOJTUTHYKO - ITPAaBHU UCTPAKyBamkha, Y HUBEP-
surerT ,,CB. Kupun u Meroguj“ — Ckorrje, BO MpoeKTOT 6ea BKJIIyYeHH U IIPETCTABHUIIN
Ha l[eHTapoT 32 KOHTHHYHUpPAaHO 00pa30BaHHE BO PaMKHU Ha YHUBEP3UTETOT Bo Cop-
6ona, ®pannuja u lllkonara 3a meHapmeHT Bo biexn, CioBenuja. Bo oBaa nmpuiuka
Ou cakasie /1a ja m3pas3uMe Halara 0J1aro/lapHOCT 10 HUB, a BOETHO U J]a HCTaKHEME
JleKa HU TpeTcTaByBa 0cOOeHA UecT IITO MMaBMe MOXKHOCT /1a pa3MeHyBaMe IO3U-
TUBHU UCKYCTBA CO PEHOMUPAHU U BUCOKOIIPO(ECUOHATTHU €KCIIEPTH OJI IPECTUKHU
aKa/JIeMCKU UHCTUTYIIUU.

HpOGKTOT HMa HEKOJIKY I'VIaBHU 3ala4M:

v' na ce uaeHTUdUKyBaaT IJIaBHUTE KOMIETEHIINU 3a MpodecuoHaanu 3a Me-
HaIIMEeHT Ha YOBEUYKHU pecypcu Bo Pemybsika MakesoHMja, HA HajJBUCOKO HU-
BO;

v’ 71a ce Kpeupa KypHKYJIyM Ha CTyJICKaTa IIporpaMa 1o MeHalIMeHT Ha Y0Beu-
KU pecypcH, KaKO YHUBEP3UTETCKU CTyAuU oj BTOp nukiayc, o MCIIIIN —
YKIM, koj ke ce 6a3upa Bp3 UeHTU(UKYBAHUTE KOMIIETEHI[UA BO BHUJ| HA
pesyaTartu ofi yuemeto (learning outcomes);

v/ 71a ce UCIUTAAT MOXKHOCTUTE U Kalal[UTETUTE 32 BOBE/IyBalbe HA IyaJTHU CTY-
UM IO MEHAIIMEHT Ha YOBEUKHU PECYPCH BO 3eMjarta.

MeHaIMeHTOT Ha 4YOBeUKH pecypcu (moHatamy Bo Tekctor, MUP) Bo PemyGsmka
MakesioHuja e creruduyieH U ce YIITe BO CBOjOT 3aUeTOK, aKO ce MMaaT BO IIPEBU/L
ceerckute MYP TpeHI0OBU M COBpeMeHM HMCKYCTBa, HACOPOTU peasiHocTa. lozeka
MaK, npogecroHaIIUTe KOU Ce 3aHUMaBaaT co oBaa mpobJiemaTnka BO 3eMjaTa, ce
coouyBaar co OpOjHU IpeAU3BUIM U Oapuepu, Kako BO HAJ[BOPEIIHOTO, TaKa U BO



BHATPEIIIHOTO OIKPYKYBarbe, HO YECTOIATH, U CO JINUeH HEeJ0CTAaTOK OJi COOZBETHO
dopmanno (u HepopMmasHO) 0OpazoBaHue O] 0bIacTa.

JyanHunoT cucreM Ha obpasoBanue 3a MUP, ciopes @paHIyCKHOT MO, HA MOCT-
JIUTIJIOMCKO HUBO, OU OBO3MOXKIJI IOBP3YBabe Ha TEOPETCKOTO U MPAKTUYHOTO 3Hae-
b€ 32 MEeHAIMEHT Ha YOBEUKHU Pecypcd, IpeKy KoMOMHaNMja Ha aKaJIeMCKH U IIpo-
(ecroHAIHU CTYAWH, COCTaBEHU O] KJIACUYHHU IpeaBama BO opMa Ha JUPEKTHA
HacTaBa O/ cTpaHa Ha mpeaMeTeH podecop U BexOU, KaKO U MPAKTUKAHCTBO BO Of-
7leJT 32 YOBEYKH PECYPCU BO OU3HUC-CEKTOPOT, I0JI MEHTOPCTBO Ha 0OyUeH CylepBU-
30p Ha3HaueH o/ komnanujara. [Ipegnocra Ha VICIIIIN, kako HayYHOUCTpAKyBauKa
¥ BUCOKOOOpa30BHA MHCTUTYIH]a CO JIOJTOTOAUIIHA TPAJUIIMja € IITO IOKPAj JIBETE
ropeHeBe/IeHN KOMIIOHEHTH, IMa KaIaIruTeT /1a ja /10/1a/ie KaKo TpeTa KOMIIOHEHTa —
HCTpaXkyBaukarta MeTojiosioruja 3a MUP, co mITo cTekHATUTE KOMIIETEHIIUU Ce U3-
JIUTHYBaaT Ha HajHAIIPeTHO HUBO, KOe OBO3MOKYBa aHA/IN3a, eBajIyallija, Mepemwbe,
IIPOIIEHKA, IIPe/IBU/IyBabe U IJIAaHUPAbe, CO IIeJT /1A Ce IOHecaT HajCOOABETHU OZIIy-
KU, 0a3upaHu Bp3 NMPUMapHU KBAJIWTATUBHU U KBAHTUTATUBHU €MIIMPHUCKU IO/a-
TOLIN.

Bo cryaujata ce gerasnHo oOpasiiokeHU cuTe a3y U aKTUBHOCTH OJf IIPOIlecoT Ha
Kpeupame Ha paMKaTa Ha KOMIIETEI[UH, KaKo U caMaTa paMKa CO CUTe KOMIIETEHI[UU
MIOeITUHETHO.

Ce HajieBaMe JieKa CO3HaHUjaTa O] 0Baa CTy[uja Ke ja 30oraTar JoMalllHaTa HaydyHa U
CTpy4YHA JIUTepaTtypa oj obJyiacTa Ha MEHAIIMEHTOT Ha YOBEUKH PeCypcH M JeKa
JMUPEKTHO M WHIUPEKTHO Ke IMOC/Iy:KaT BO I0JI3a HA: KpeaTopuTe Ha 3aKOHUTE U
PETYJIATUBUTE KOU Ce OTHECYBAAT HA BUCOKOTO 0Opa3oBaHMe U Ha caMara mnpodecuja
— MeHapIMeHT (yIpaByBaibe) Ha YOBEUKH peCypCH; MeHallepuTe Ha KOMIIAHHUUTE;
podeCHOHAIIUTE 32 MEHAIIMEHT HAa YOBEYKH PECYpCH; U MOTEHIHjaJTHUTE WTHU
CTy/I€HTH.



IIOUM 3A KOMIIETEHLIH

IImo npemcmasysaam komnemeHyuume?

Omro npudareH e CTaBOT JieKa KomMnemeHyuume IpeTcraByBaaT KJacTep Off
3Haeme, BEIITHHH, CIIOCOOHOCTH U JIPYTU KapaKTEPUCTUKH MOTPeOHM 3a eeKTHUBHA
paboTHa nepdopmaHca.

CeToT 0/ KOMIIETEHIINU II1aK, KOj M AeduHUpa 30UpOT o7 Oapama 3a edeKTUBHA
nepdopmMaHca 32 KOHKPETHO paboTHO MecTo, mpodecHja WM OpraHu3aiyja, ce Ha-
peKyBa Mo00dea Ha KoMnemeHyuu.

[Tomupokara paMKa KOjallTo 'l UHTETPUpPa, U OPraHU3upa U T MOBP3yBa pas3jind-
HHUTe MOJIeJI HA KOMIIETEHIINY ce HApEKyBa pamMKka HA KoMnemeHyuu.

Budoeu Ha komMnemeHyuu

KomrmereHnmuTe MokaT fja OuiaT mexHuuku win ouxejeuoparHu. TexHUIKuTE
KOMIIETEHIIUN Ha4yeJHO I'M ofjpa3yBaaT Oapamara 6a3upaHu BP3 HEKOE OIpefiesIeHO
3Haemwe 3a crnenuduuHa paboTHa KaTeropuja (Kako IITO ce NMpodecruoHaIIUTe 3a
YOBEYKHU PecypcH), AojieKa MaK, OMxejBUOPATHUTEe KOMIIETEHIINY Ce IOOMIIITH U Ha
HAjOCHOBHOTO HUBO MOKaT Jla OUJIaT TPUMEHJIMBY 32 TOBEKE U Pa3IUYHU PaOOTHU
KaTeropuu. buxejeBHOpajiHUTe KOMIETEHIIMUN IO OMUIIYBAaaT CIEeNU(PUUHOTO U
BUJUUINBOTO OJIHECYBale IIOBp3aHO co edeKkTuBHA paboTHa nepdopmaHca U TO
oJipa3dyBaaT HAUMHOT Ha KOj ce ynoTpeOyBa 3HaeHeTO.

[TokoHKpPEeTHO, KOMIIETEHIINjaTa eKcCnepmu3a 3a 108euKU pecypclu, € HeOIX0{HA TeX-
HUYKAa KOMIIETEHIINja, KOja IPEeTIIOCTaByBa ONIpezie/ieHO 3HaeHme, & OCTAaHATUTE KOM-
MeTeHITUH, KaK0 Ha MpUMep: KOMYHUKAYUja WA emuuka npakmuka, ce buxejBuo-
PaJIHU KOMIIETEHIINH KOU Cce MOIIIHE 3HAYajHH 3a paboTaTa Ha MPOoQeCHOHAIUTE 3a
YOBEUKH PECYPCH, HO UCTOBPEMEHO ce MOTPeOHU U ITOCAKyBaHU U 32 JIpYTU PaOOTHU
KaTerOpUH, T.e. TpOdeCcuu.

3owmo ce GumHu komnemeHyuume?

Komnerennuure ce ¢pokycupaat Ha ¢GaKTOPUTE KOU BIUjaaT BP3 UHAUBUAYATHUOT U
OpraHU3AIMCKUOT ycrneX. Tue Hyzat 30up Ha MCKAa3UW KOUIITO MOXKAT /1a OUAAT yIo-
TpeOeHH 3a /la T UCTAaKHAT WHJUBUAYyaJIHUTE IIOCTUTHYBama, KAaKO U /Ja TU U/EH-
TU(dUKyBaaT MOTpeOUTe 3a ydemwe, WIN MHaK, HEJOCTATOKOT Off YOBEUKH PeCypCH.
KomnerennunTte 3a npodecuoHaIU 3a YOBEYKU PECYpPCH IIPETCTaByBaaT BUTAJIEH
JleJI OJ1 IIPOLIeCUTe, KaKo IITO Ce:

v Pezpymauuja u ceaexuyuja — 1peky o0e30e/lyBarbe Ha HEIPHUCTPACHU
KPUTEPUYMH M YCJIOBU 3a IPHUBJIEKyBaibe U M300p Ha COOMABETHU KaHIUIATH
3a BpabOTyBarbe;



v MeHnaumeHm Ha nepdopmancu — npexky ob6e3denyBame Ha pep ¥ HeIpu-
CTPAaCHU KPUTEPUYMH KOUM Ke MM IIOMOTHAT HAa MeEHAIIepUTe U OCTAaHATUTE
BpabOTEHU COOJIBETHO Jla TH AUCKYTHpAaaT U eBalyupaat nephopMaHCUTE;

v Yueme, 00yxa u paseoj - npexy rnomMarame Ha OpraHu3alifjata i HHIUBU-
JIyUTE TI0JIECHO J]a T UAeHTH()HUKYBaaT HUBHUTE OTPEOH 07 yueme, o0yKa 1
pasBoj;

v KapuepeH pa3eoj — npeKky o0e30enyBarme Ha jaCHU OUYeKyBarba 3a TOa KOU
BEIIITUHH, 3HAa€Hhe U O/THECYBAIbe ce OTPeOHU Ha CeKOe HMBO U Ha KOj HAUWH
HCTUTE MOXKAT JIa Ce CTEKHAT, OJTHOCHO JIa Ce Pa3BHUjar.

KapuepHu Husoa Ha npoghecuoHaayu 3a woseuxku pecypcu

Mogenure Ha KOMIETEHIIMHU 32 MPO(ECHOHAIIIA 32 YOBEYKH PECYPCH BOOOUYAEHO
ufeHTU(UKYBaaT YeTUPU KapuepHU HUBoa. OBUE KapHepHU HUBOA T'M 0/Ipa3yBaar
pPa3JIMYHUTE BHUJIOBU Ha OJIFOBOPHOCTH HA KOUIINTO NMPOMECHOHAIIUTE 32 YOBEUKH
pecypcH e moTpeOHO Ja OATOBOpaT Ha pabOTHOTO MecTO. IIOKOHKPETHO, IIOHUCKUTE
HUBOA (IIPBOTO W CPETHOTO HUBO) OJ[pa3dyBaaT OJTOBOPHOCTH KOHIITO IO CBOjaTa
IPUPO/Ia ce TIOBEKe TPAHCAKIINCKH, J0/leKa TaK, IOBUCOKHUTE HIUBOA (TPETOTO U YeT-
BPTOTO HHUBO) O/Pa3yBaaT OATOBOPHOCTH KOWIITO IO CBOjaTa IPHUPOJA Ce IMOBeKe
crpaterucku. Paborara Ha npodecronannute 3a yoBeuku pecypcu (UP) Bo 3aBuc-
HOCT O/ KADHEPHOTO HUBO C€ PA3JIUKYBa COAPKHUHCKHU.

TaoOeJa 1: KapnepHn HHUBOA U OIINC HA OCHOBHHUTEC KaPpAKTCPUCTUKHN

KapuepHo HUBO OCHOBHH KapaKTEPUCTUKU

CIIEIHjaJIUCT 3a OompenaesieHa pyHKIHja,

WJIA TEHEPAJIUCT CO JIMMUTHPAHO UCKYCTBO

dopmasien HasuB: acucreHT 3a YP, momian perpyrep
WM IPUTIPABHUK 32 OeHeDUuuu

TeHEePAJINCT U CEHUOP CIEIHjaTICT

MeHaIupa IMIPOeKTH U/ WIN IPOTpaMu

¢dopmasien Ha3uB: MeHariep 3a YP

CITEIHjaJIUCT cO OOTaTO UCKYCTBO

(opmasieH Ha3UB: CEHUODP MeHallep, PAKOBOAUTEI WJIN
yIpaBuTE

HAjUCKyCeH CEHHOP Jyiuzep 3a YP

¢dopmasieH Ha3WB: HajBUCOKA Mo3uiuja 3a YP

BO OpraHmusanujara




METOAOJIOIIKHA ITPUCTAII

IIpea ¢paza: 3a xpeupame Ha paMKaTa Ha KOMIIETEHIINU 32 MPOMECHOHAIIN 32
MeHalIMEHT Ha YOBEUYKHU pecypcu Bo Pemybimka MakenoHuja, Kako mpBa daza e
CIIPOBE/IEHO MPETMMUHAPHO — €KCIJIOPATUBHO HCTPAXKYBakhe, OJTHOCHO IIperjiel] Ha
JIOCETaIllHA ITOCTOEUKHM MOJIeJIM Ha KoMreTeHIuu 3a YP Bo cBeTckaTa HaydyHa M
CTpy4YHa JIUTEpaTypa, O/ CTpaHa Ha HAI[MOHAJHUOT eKCIepTcku TuM. Bo oBaa ¢daza
Oemre pa3BumeHa pabOTHA Bep3Wja HAa paMKa, CUHTETH3UPaHa O CEJIEKTUPAHUTE
mozenu Ha: Ulrich, Brockbank & Younger!, AMepuKaHCKOTO 3/Ipy:KEHHE 3a Me-
HalIMEHT Ha YoBeukH pecypcu (SHRM)2 u KaHaficKuOT3 Mo/1esT 32 KOMIIETEHITUH, CO
OCHOBHA IIeJI Jia TH ONHUIIE CUTE MOTPeOHM KOMIIETEHITUH 32 TPOGECHOHAIIHN 3a
MYP.

2007 Competency model 2012 HR Competencies: Six primary domains :
R SIRM
ORCANIZATION
CAPARILITIES ; P
S0, /m ‘q
STETEMS & OPTALTIINAL .. . { I-
PROCESSES ELECUTOR | | .:
@ i\ ) 0 A SHRM
RELATIONSHIPS A\ COMPETENCY
'\ oo \ MODEL

PROFESSIONALISM

Cauxa 1: Modeau Ha xomnemenuyuu 3a 4P

Bmopa ¢pa3a: Bo BTopara ¢asa 6ea cripoBefieHN yeTUPH GHOKYyC-TPyHH co mpode-
CHOHAJIIIY 32 MEHAIIMeHT Ha YOBeuKu pecypcu. McnutaHunute 6ea MpUNATHULII
IJIaBHO Ha IPUBATHUOT CEKTOP, MIPH IITO Oea MOKaHETH MPETCTABHUIIA Ha HajyCIel-
HUTe KOMIIAaHWU KOU JIeJCTBYyBaaT Ha TepuTopujaTa Ha Pemybsmka MakenoHuja,
mpunagHu Ha MakeloHCKaTa acolyjarija 3a YOBEUKH PECYpCH, CeJIeKTUPaHU
IIOpaHEIIHU CTYy/IEHTH o amyMHHu O0asarta Ha VICIIIIM, kou uMaar 60raTto u JI0JIro-
TOJIUIITHO pabOTHO HUCKYCTBO Kako mpodecuoHannu 3a YP, Ha HajBUCOKO KapHepHO
HUBO, HO, UCTO TaKa, 6ea IMOKaHEeTH U HEKOJIKY IPETCTABHUIIU O/ JABHUOT CEKTOP, CO
IleJT Ia Ce WCIHTAa Jajd € BO3MOKHO paMKaTa Ha KOMIIETEHITUH Jla Ouje oJl YHHU-
Bep3aJieH KapaKTep, OJHOCHO Jla MOKe Jia Oujie arIuKaTUBHA BO CUTe CEKTopH, 0e3
pasJyinka Ha TOJIEeMUHATa, JIOKAIjaTa U BUJIOT Ha UHyCTpUjaTa.

1Ulrich, D., Brockbank, W., Johnson, D., & Younger, J. (2007). Human resource competencies: Responding to increased
expectations. Employment Relations Today, 34(3), 1-12.
http://deepblue.lib.umich.edu/bitstream/handle/2027.42/57368/20159?sequence=1\

Younger, J., Brockbank, W., & Ulrich, M. (2012). HR from the outside in: Six competencies for the future of human resources.
McGraw Hill Professional.

2 Society for Human Resource Management (2012) SHRM Competency Model
http://www.shrm.org/HRCompetencies/Documents/Competency%20Model%2011%202 10%201%202014.pdf

3 Canadian Council of Human Resources Associations (2014) Certified Human Resources Professional (CHRP) Competency
Framework

http://c.ymedn.com/sites/www.chrp.ca/resource/resmgr/CHRP CompetencyFramework.pdf
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On uctmrtanunute 6erire mobapaHo:

= JIa II0COYAT KOU O] HaBeJ[eHUTe KOMIIETEHIIUH JI0/IaBaaT HajroJieMa BPETHOCT
3a CUTE CTEjKXOJIeJIEPH;

=% Jla TI0COYaT KOU KOMIIETEHI[UH UM Ce JIMYHO HEOMXOJHHU 3a YCIEIIHO U He-
IIpeYeHO0 U3BPIITYBakbe HA CEKOjIHEBHUTE PAOOTHU 33/1aUU U OCTBapyBarbe Ha
HajBUCOK IepdopMaHc;

=% Jla OZITOBOPAT KaKO MO’KAaT KOMIIETEHIIMHUTE Jla Ce CTEKHAT U J]a Ce pa3BHjaT
kaj npodecnonanure 3a YP Ha HajOp3 1 HajepeKTUBEH HAUMH.

Cauxa 2: ®oxyc-epynu

Tpema d¢ba3a: Bo Tperata daza Gea ocTBapeHHU J[Be €KCIIEPTCKH IaHes-CpPeI0oH BO
Ckomje u Bo [lapu3s, momery KOHCYJITaHTH O/ MIHCTHUTYTOT 3a COITMOJIONIKH U ITOJIH-
TUYKO - IPAaBHU UCTPa)KyBama, YHusepaurer ,,CB.Kupun u Meroguj“ — Ckortje, [leH-
TApOT 3a KOHTHHYHUPAHO 0Opa3oBaHUEe BO paMKu Ha YHuBep3uTeToT Bo CopOoHa,
®pannuja u llIkosara 3a meHaiMeHT Bo bies, CiioBeHuja.

Ha cpenbure ce pasMeHyBaa NCKyCTBa U IPAKTUKHU O/ TPUTE 3eMjU BO O/THOC Ha:

=% MMIUIEMeHTal[jaTa Ha paMKHUTe 32 KOMIIETEHIINH 32 MEHAIIMEHT Ha YOBEUKU
pecypcu BO 00pa30BHUTE KyPUKYIYMU;

=% MUMIUIEMeHTallhjaTa Ha PAMKUATE 32 KOMIIETEHIINHY 3a MEHAIMEHT Ha YOBEUKH
pecypcu BO KOMIIAHUUTE;

=% OaparbaTa Ha 3aKOHCKHUTE PEryJIaTUBH U OOBPCKM 3a KOMITETEHI[UUTE 34 Me-
HaIIMEHT Ha YOBEUKH PECYPCH.

ITocebHO BHMMaHUe Oellle TOCBETEHO 3a OMHUC Ha IMPOIEyPUTE U HAUMHOT Ha QYHK-
INOHUPame Ha AyaTHUOT crucreM 3a MUP crynuu Bo YHuBep3uretoT Bo CopboHa n
edexTuTe 01 UCTUOT.



DEVELOPMENT AS A BASIS

3P

FOR CREATION OF
DUAL SYSTEM
ON HRM EDUCATIONAL

Cauxa 3: Excnepmcxu naxen cpedbu

Hcro Taka, 6ea ocTBapeHU cpefidU U O MPETCTaBHUIIN HA PPaHIyCKUOT UHCTUTYT BO
Ckorje, co 1eJ J1a ce AUCKYTHpaaT MOXKHOCTUTE 32 cOPAbOTKA U pa3MeHa Ha CTy/leH-
TH 110 MEHAIIMEHT HAa YOBEUYKU pecypcu noMmery Makenonuja u @panmyja.

Yemepma ¢ha3a: Bo dyerBpraTa dasza o1 IpoeKTOT Oea crpoBeieHH yITe e Go-
KyC TPYIIH cO IpodecHoHAIIN 32 MEHAIMEHT Ha YOBEUKH PECYPCH, IIPH IITO O] HC-
MMUTAaHUIUTE Oellre mobapaHo:

% Jla TH OI[€HAT MOKHOCTHTE U KallallUTETUTe Ha KOMIIAHUKTE 3a IIPUEM Ha CTy-
JIeHTH Kou OU peasim3upasie IPaKTUKAHCTBO BO OfjfieJieHrjaTa 32 YOBEUKH pe-

CypCH.

Cauka 4: Dokyc epynu

ITerra ¢rasa: IlerraTa u nmocieaHa daza mojipazdouparlie cyoauMupame Ha JIo0ue-
HHUTE CO3HAHU]ja OJI IPETXOTHUTE ITPOEKTHU AaKTUBHOCTU U FeHEpUPamhe HAa UCTPaXKy-
BAUYKU U3BEIITaj BO BUJ Ha CTyAHja.
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PAMKA HA KOMIIETEHIIUH 3A 9P [IPO®ECHUOHAJIINU KAKO OCHOBA
3A KPEUPAIHE HA IYAJIEH CUCTEM HA OBPA30OBHA ITIPOIrPAMA 3A MYP

BOJICTBO
MEJINJATOPCTBO Y

HACOYYBAIbE

JOHECYBAIDBE
HA
OVIYKHN

BA3SNUPAHU BP3 KOHCYJITAIINJA

APTYE S EKCIIEPTU3A

3A
YOBEUYKU
PECYPCHU
ITO3HABAIBE
HA KOMYHUKAIINJA

BN3HNCOT

ETHNYKA I'VIOBAJTHO
ITPAKTUKA AEJCTBYBAIBE




Mo3HaBarbe Ha NPUHLUNUTE,UCKYCTBaTa U yHKLUUTE
3a epeKTUBHO ynpaByBakbe CO YOBEUKUTE PECypcH.

KomneteHuuja 6p. 1: EKcnepTusa 3a YHOBEUYKU pecypcu

CrpaTteluku 6U3HMUC-MeHALIMEHT - [pnaoHecyBare
KOH BM3MjaTa, 3aa4m1Te, BPeAHOCTUTE U LLeaunTe Ha
opraHM3aumjaTa co NoKarkyBakbe jacHa CMMCAa 3a
6M3HUC UM y4ecTBO BO NPOLLECOT HA CTPATELIKO
naaHupakrse Co Lea NoAApLiKa Ha LenuTe Ha
opraHu3aumjaTta, NpekKy ycornacyBake Ha
WCKYCTBaTa 3a yNpaByBaHETO CO YOBEYKM pecypcu;
MnaHuparbe Ha YOBEUKU pecypcu U BpaboTyBatrbe -
MN3roteyBatbe U cnpoBeayBakbe M1aH 33 YOBEYKM
pecypcu npeky 6aparbe KaHAUAATH, HUBHA
cenekumja, n3bop 1 npmem, HacouyBajKM r'm KOH
yCOBpLUYBakbe LWTO Ke r'v 3340B0JIM NOTPebHUTE
BELUTMHU 1 3a4pKyBatbe Ha KBAaIMPUKYBaH Kagap
BO QYHKLMja Ha CTpaTeLLKMTe Lev Ha Gupmara;
Pa3Boj Ha YoBeUKM pecypcu - Kpenpame Ha
MOHOCTU 33 NpodecnoHasieH pa3Boj U yyere
Ha BpaboTeHUTe CO MaKCUMU3NPAHE HA HUBHUOT
noTeHLMjan BO NOrnes Ha onepaTuMBHaTa
cTpaTeruja, co uen aa ce nobue epumkaceH
npuaoHec, NpeKy cnpoBeayBakbe Ha NPOrpamm 3a
yyerbe M NocTojaHo epMKaCHO yCcoBpLIYBakEe BO
COTMMIACHOCT CO MPUHLMMUTE Ha YYeHETO Ha
BO3pPaCHu;

KomneHsauuu n 6eHnduumm - dopmmpatse,
CnpoBeayBakbe M NPOLEHKa Ha CTPYKTypaTa 3a
BKYMNEH HaZlOMeCTOK LWTO ondaKa: naatu, NeH3UCKU
CUCTEM, COLMjaIHU NPUA0OUBKM U XOHOPapWH, Ha
HAYMH [a ce 3aJP*KaT KOXePEHTHOCTA, NpaBeaHOCTa
N KOHKYPEHTHOCTa Ha opraHun3aumjaTa, CoriiacHo
npaBHUTE HOPMM U CO Hamepa BpaboTeHUTe aa
OEMOHCTPUpPTaaT NOCaKyBaHO OZHECYBatbE;
YnpasyBake co puU3uK - [l[pomosupatrse 1
enabopupatroe, Nnpes MmeHalepute 1 BpaboTeHuUTe,
NoAIUTUKM, NpoLLesypU, YIOTU U OAFOBOPHOCTU BO
obnacTa Ha 3apaBjeTo, besbeaHOCTa M rpurKaTa 3a
na ce obesbeam agekBaTHa 0byKa U MOHUTOPUHT,
KaKo 1 BOBeZlyBakbe MEpPKM 3a 3aLUTUTa Ha
WHBaNWAM, Npeky pasbuparbe Ha 3aKOHUTE,
perynatuemTe U CTaHZ4APANUTE CO LLeN Aa Ce 3roNiemm
CBecTa BO OpraHu3almjaTa 3a yrnpaByBatbe co
pusnum;

AN

Cekoralu e BO TeK €O
peneBaHTHUTE 3aKOHMU, NPaBHU
OA/IYKM U Nponucw;
OpLprKyBa NO3HaBakbe Ha
OMWTHTE U HAjHOBM
BOCMOCTaBEHW UCKYCTBA,
CTpaTerMm v TeXHOA0rMu 3a
YOBEYKM pecypcu;
JdemoHcTpupa paboTHo
No3HaBarbe Ha KPUTUYHU
bYHKLMM Ha MEeHALMeHTOT
Ha YOBEYKMTE pecypcy,
BK/y4yBajKu:

CTpaTeLwWwkKn bU3HMUC-MeHaLIMEHT
naaHWparse Ha
YOBEYKUTEpPECYypPCU n
BpaboTyBare

pa3Boj Ha YOBEYKM pecypcu
Komnesaumm n 6eHnobuumnmn
ynpaByBake CO PU3MK
(BKNyyyBajku 6e3beaHoCT,
*KMBOTHaTa cpeauHa 1 34paB-
jeTo, KBaNUTET, CUTYPHOCT U CA1.)
TexHosoruja 3a MYP

TaNIeHT MeHaLMeHT

MNpaBun NnpropuTeTH Ha
paboTHM 3afaun 3a
MaKcMManHa edUKacHoCT;
lpagu v KOpUCTU Hajaobpwn
WCKYCTBa;

JocTaByBa npunarogeHm
pelleHnja 3a 4YoBEYKUTE
pecypcu Npyu opraHmM3aLmCcKm
npeau3BnLm;

Bapa npodecroHaneH passoj
3a MYP npodecnoHanuumTe;
bapa npouecun Ha
nonobpysarbe, KOPUCTEjKK
pa3Hu 13BOpY;

Ja nssegysa ocHoBHaTa
aejHoct Bo MYP u Kopuctum
cneundUyYHM TEXHONOMUK 33
peluaBatbe Ha AeN0BHU
npeau3BuLM.
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TexHonoruja 3a MYP - [No3HaBame Ha
MHGOPMATUYKM peLleHNnja 3@ yHanpeayBatbe Ha
npouecot Ha MYP, Kako 1 HanpeaHM UCKYCTBA CO
KOM Ke ce NOTTUKHE aHra*KMpPaHoCTa,
Mmobunnsaumjata U1 MoTUBALMjaTa HA BpaboTeHuTe
npeKy pa3BuBarbe Ha MHOBATUBHU CTPaTErnun u
HUBHO MMMNJIEMEHTUPAHE N OLEeHYyBare Co Len aa
ce nogo6pun NPOAYKTMBHOCTA U MOPA/IOTHA
BpaboTeHWTE U yHanpeayBakbe Ha
OopraHmM3aLmncKaTa KyaTypa;

TaneHT meHayMeHT - OTKpMBaHtb€Ha MEHALIEPCKU U
TEXHUYKWN TasIeHTU, Kpenparbe Ha NONTUKM 33
HUBEH Pa3BOj U 3a4PXKyBarbe;

MeHalmeHT Ha npomeHu - Kpenparbe cTpaTternja 3a
ynpaByBakbe CO MPOMEHM, MPU WTO ce MHPopMMpPa
3a LennTe, HEONXOAHUTE pPecypcu U U3BOPU Ha
OTNOPOT KOH peannsaumjata Ha NAaHoT Ha
OopraHusauujaTa.




KomneteHuuja 6p. 2: Meaujatopcrso

Cnoco6HoOCT Aa ce meHayuMpaar u aa ce pacumnuTupaar
penauuute nomery paboTogaBayoT, CMHOUKATOT
(mokonKy noctoun), meHalepuTe, BpaboteHUTe U cute
OCTaHaTM BHATPELUHU U HaZBOPELUHU 3aCErHaTU CTPAHM,
CO uen Aa ce 0BO3MOXKU NPoAyTUBHA paboTHa cpeguHa,
6asupaHa Bp3 mefycebHa copaboTKa 1 noumr.

BocnocTaByBatbe Ha
Kpeambunutet Bo cute
WUHTEpaKumu;

e [N TpeTupa cuTe BHATPELIHMU U
HaABOpPELIHM 3acerHaTu cTpaHu
CO MOYUT U JOCTOUHCTBO;

e [pagu NPoOaKTUBHM OAHOCHK CO
CUTe BHATPELLHU U
HaZBOPELUHW 3aCerHaTh CTpaHu,
npeky gosepba, TMMcKa paboTa
N OMPEKTHA KOMYHUKaLMja;

e [lemoHCTpMpa OTBOPEHOCT U
[0CTanHocT;

e [lpu McnopaKa Ha ycayrn wu
nHbopmaumm 3a
opraHusauwmjaTta TMe ce BO
COrIaCHOCT CO NOJIUTMKATA Ha
oanenot 3a YP;

e (Ob6e3beayBa ycnyrv Ha
BHATPELUHWUTE 3acerHaTu
CTpaHuy;

e [lpomoBMpa M MeHaympa
ycnewHn ogHocH co
BHATPELHNTE U HaABOPELUHUTE
3aCerHaTv CTpaHu;

e [0 dopcupa CTaBOT AeKa 04,
eduMKacHOCTa Ha
opraHu3aumjata MMaaT KopuUCT
CUTe 3acerHaTu CTpaHu;

e Ce opHecyBa KaKo 3acTanHuK
Ha opraHusauujaTa, Kora e
COOZBETHO U NOTPEBHO;

e VYHanpegyBa epeKTUBEH TUM
6UNANHT Nomery 3acerHaTuTe

CTpaHu.

MNo3HaBakbe, MHTepnpeTayuja U NpMMeHa Ha
npaBHaTa paMKa (3aKoH 3a paboTHU ogHOCK,
KOJIEKTUBHM 4,0r0BOPU U CA.);

e YnpasyBake CO Nyre;

e 3acTanHuK Ha opraH13aumjaTa;

e [lperoBapamse;

° YnpasyBabe CO KOHPNUKTY;

e Kpepubunurer;

e OpHoOCK co 3aegHMLATA;

TpaHcnapeHTHOCT;

MpoaKTUBHOCT;

e OAroBopHOCT;

e MeHTOpPCTBO;

BnwujaHue;

AHraxkxupatbe Ha BpaboteHure;

Tumcka pabora;

3aemHa noywur.
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CnocobHoCT 3a gaBarbe HacOKW/coBeTu Ha
CUTe OpraHU3aLMUCKU cTejKxongepu

KomneteHuuja 6p. 3: KoHcynTauumja

O6ykKa;
MpoeKkTeH meHaLMeHT (BU3uja, AU3ajH,
MMNNeMeHTauuja u eBanyaumja);
AHaNUTUUYKO pasMuUCNyBak-E;

PewaBake npobnemu;

KpeaTuBHOCT U MHOBaLMY;
dnekcnbunHocr;

MountyBaH 6U3HUC-NapTHEP;

TaneHT meHaymeHT/YnpasyBatbe €O nyre;
MeHaymeHT co Bpeme.

MpuMmeHyBa KpeaTUBHM peLleHKnja Npu
pellaBatbe Ha npobaemuTe u
notpebuTe Ha BU3HUCOT;

Cny»Ku Kako BHaTpelLHa paboTHa cuna
M KaKO eKcnepT 3a ynpaByBatkbe Co Nyfe;
AHanusupa cneymduyHmn bUsHUC-
npean3BuULM, BKAYYyBajKM ja paboTHaTa
CUNa n HyaM pelleHnja, basmpaHu Ha
Hajao6pKu MCKYCTBA UKW UCTPAXKYBaHba;
leHepupa cneunduyHN MHTEPBEHL MM
BO OpraHusauujaTa ( Np. npomeHa Ha
KyNTypaTa, MPOMEHM Ha MEHaLIMEHT,
npecTpyKTyuparse, obyKku 1 aAp.) BO
noaAgpLUKa Ha OpraHM3aLMUCKNUTE Lenu;
Pa3BMBa KOHCYNTAaTUBHU M 0OYYyBayKK
BELUTUHMU;

' HacovyBa BpaboTeHuTe Npwm
cneunduUHM KapuepHn cUTyaumumu.




KomneteHuuja 6p. 4: BoacTBO U HacouyBake

CnocobHOCT Aa HacouyBa U NpUAOHECYBa
3a MHULMjaTMBUTE U NpoLEecUTe BO opraHMsauujaTa

MeHapMeHT Ha NpoMeHu;

TpaHcpopmmupauko U GyHKLMOHANHO BOACTBO;
OPUEHTUPAHO KOH Pe3yTaTu U Lenu;
MocnepoBaTenHo NaaHUpake;

MpoeKkTeH MeHaLMEeHT;

UmnemeHTaumja Ha BM3MjaTa U MUCK]jaTa;
BnwujaHue;

Fpapguten Ha KOHCeH3ycC.

BocnocrasyBa nporpamu,
npoueaypv 1 NOJNTUKK 33
noAApLUKa Ha OpraHM3aLmMcKaTa
KyNTypa;

MoTTUKHYBa copaboTKa;

o pa3bupa HajeHeKTUBHUOT U
HajedMKaCHMOT HaYMH Aa ce
WCMNOJ/IHAT LLeITe BO PaMKK Ha
OopraHusaumncKaTa xmepapxuja,
npouecu, CUCTEMMU U NOAUTUKM;
PassuBa pelwweHunja 3a
HagMWHYBakbe Ha
NoTEeHLUMjaIHUTE NPEYKM 33
yCMNeLwHo MMMNNeMeHTUPArbE Ha
WHULUMjATUBUTE;

[eMoHcTpurpa arnaHocT u
CTPYYHOCT Npu BOAEHE Ha
OpraHM3auncK1MTe MHULNjATUBU
WAW KOTa MM NoAAPKYBa
WHULUN]jaTUBUTE Ha APYrUTeE;

' npeseayBa BM3ujaTa,
MMUCKjaTa U cTpaTermjata Bo
KOHKPETHU LeNn 1 O4eKyBama
CO BpPeMEHCKa pamKa;

Bnwnjae Bp3 cTpaTternjata 3a YP;
Ja Boan opraHusaumjata
YMELUHO MNpPW HEMOBO/IHU
cuUTyauuu;

MpomoBnpa KOHceH3yc nomery
3acerHatuTe CTpaHu BO
opraHusaumjata (npumep:
BpaboTeHuW, pakoBoauTENUTE
Ha cekTopuTe, HedopmanHuTe
BOZA4YM) Kora npeasiara HoBu
WHULNjATUBNY;

[lejcTByBa KaKO areHT Ha
NpoOMeHM BO OpraHu3aunjaTa;
Cny»xu Kako
TpaHcpopMaLMOHEH Anaep
NpeKy COMNCTBEH NpuMmep.
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KomneteHuuja 6p 5: KomyHuKkauuja

CnocobHocT 3a epuKacHa u epeKTUBHA pasmeHa
Ha nHPopMaLUM CO CUTe 3auHTEepPeCcUpPaHmn CTPpaHU

CeneKkTMBHOCT U aHAIMTUYHOCT HA
nHopmaumu;

CuHTesa Ha nHpopmauuu;
KpUTHUYHOCT KOH MH$OopMmaLuu;
B1UCOKO HUBO HAa NUCMEHOCT;
[o6ap n akTMBeEH caywaren;
[o6ap 1 akTUBEH COrOBOPHMUK;
O6jeKTMBHa UHTepnpeTaumja Ha
nHopmaumu;

BelwTHHM 3a Npe3eHTaluja;

O6e36enyBa 1 gaBa HaBpeMeHU NOBPATHU

nHopmaumu;

EdeKTMBHOCT NpU BoAEHE Ha COCTaHOLUM;

OaHoCK €O jaBHOCT.

Ob6es3beayBa jacHu, NpeymsHu
nHbopmauum Bo BepbasnHa,
NMUCMEHa, eNeKTPOHCKa 1 Apyr
BM/, Ha KOMYHMKaLMja BO
OZHOCUTE BHATPE M HafBOp O
opraHu3aumjaTa;

BHMMaTenHo caywa u
CTaBOBMWTE Ha ApyruTe ru
npuvma co emnaTuja;
Ob6e3benyBa KPUTUUHU
nHbopmaumm 3a cute
3acerHaTtu;

bapa gononHuTeNnHU
nHbOpMaLMmM 3a NojacHyBake
Ha 4,BOCMUC/IEHOCTY;
Ob6e36enyBa KOHCTPYKTMBEH
nospaTeH 04roBOpP BO pPasymeH
POK;

Obesbenysa edpeKTUBHA
KOMYHMKaLnja BO
opraHu3aumjaTa;

Obesbenysa 0ob6po
npomucneH ¢mabdek Bo
COO0ABETHU CUTYaLUNN;
Ob6es3benyBa NpoaKTUBHA
KOMYHWKaumja;

JemoHcTpupa pasbuparse Ha
NnepcnexkTUBUTE HA APYTUTE;
Mm nomara Ha apyrute ga rv
BOOYAT HOBUTE MEPCMNEeKTUBY;
Boau ebeKkTMBHU U ePpUKACHM
cpenbu;

Mm nomara Ha meHallepuTe ga
pasrosapaar He camo 3a YP
npobnemu;

Kopunctn KoMyHMKaLMCKK
TEXHOJIOTUM N COLMjaNHU
MeaNYyMMU.




KomneTteHuuja 6p. 6: TnobanHo aejctesyBare

CnocobHoCT 3a BpeaHyBarbe, pasbuparse u
MeHalMpare Ha PasIMYHOCTU U Pa3HOBUAHOCTH

MNepcneKkTyBa 32 pasHOBUAHOCT;
OTBOPEHOCT KOH Pa3/IM4HUTE NepCneKTUBY;
Mo3HaBake 1 NoYUTyBaHe Ha KYATypHUTE
pasnuKun u BpeaHoCTH;

Emnartuja;

OTBOpPEHOCT 32 UCKYCTBQ;

TonepaHuwuja 3a NOBeKe3HAYHOCT;
Mpunaropgnusocr.

MoceayBa cMneH ceT Ha OCHOBHU
BPEeAHOCTU AOAEKA U3BPLIYBa, CO
npunarogyBakbe Ha onpegeneHu
YC/0BW, CUTyaL MK U Nyfe;
OanpyBa OTBOPEHOCT KOH
ngevTe Ha Apyrute U AoHecyBa
OZ/1YKM BP3 OCHOBA Ha MUCKYCTBO,
nofatoum, GaKkTM U paLMoHaHa
npoLeHKa;

MokarkyBa HeocyayBayKa NoymT
3a ApyruTe nepcrnexkTnay;

PaboTtn edpmKacHo co pasnnyHm
KYATYpUY U nonynauumu;

Bplm 6msHMUC co pa3buparse 1
NoYUTYBakbE Ha PA3/INKNUTE BO
npasuaata, obuyanTe, 3aKOHUTE,
perynatusuTe U 6UsHUC-
onepaumuTe nomery concTBeHaTa
W ApYrUTE HALMOHANHW KYATYPH;
LleHn 3ae4HMLITBO, BPEAHOCTU U
WMHAMBUAYANHATA YHUKATHOCT Ha
CUTE YOBEYKM CYLUTECTBA;

bp3o ru npunaroaysa
NnepcnekTUBUTE U OAHECYBaHETO
BO 3aBMCHOCT O, Ky/ITYPHUOT
KOHTEKCT;

YnpaByBa co pasnkute nomery
HajuyecTo npudaTeHaTa NpPaKkTUKa n
CO 3aKOHOT Npu CNpoBeayBakbe Ha
6U13HUC BO ApyruTe 3emju;
Pabotu co egeH rnobaneH,
OTBOPEH HAYMH Ha PasMUC/yBatbe,
[0JeKa UCTBOPMEHO e
YYBCTBUTE/IEH Ha KYNTYypHUTE
BPELHOCTU U Pas/IKK;

PaboTu co ocHoBHa foBepba BO
apyrute nyre;

' npoMmoBUMpa KyATYypHUTE
BPEAHOCTU 1 Pa3/INKK BO
opraHmsaumjaTa.
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KomneteHuuja 6p. 7: ETUYKa NnpaKTUKa

Cnoco6HOCT Aa ce UHTerpupaar KAyyHuTe
BPe4HOCTU, UHTErPUTET U OArOBOPHOCTM HU3 CUTE
OpPraHU3aUMCKU U 6U3HUC-NPAKTUKK

JakHeme Ha goBepba;
JNnyeH, 6uxejsuopaneH un npodpecmoHaneH
UHTErpuTeT;

Kpeaubunurer;
MpodecnoHanusam;

JlnyHa n npodecrmoHanHa gobnecr.

OanpKyBa LOBEPANBOCT;
[JejcTByBa co nyeH, buxejsnopaneH
1 npodecnoHaneH UHTErpUTeT;
HaspemeHo pearmpa Ha npujaBeHo
HEEeTUYKO OAHecyBarbe Man
KOHOMKT Ha UHTepecw;

v NOTTMKHYBa BpaboTeHUTe Aa
npujaBaT HEETUYKO OAHECYBatbe
WU KOHOIMKT Ha MHTepecu 6es
CTpaB o4 nocneamum 1 ogMasaa;
Mpudaka rpeLukuy;

YnpaByBa cO €TUYKO OPraHmM3aLmcKo
OKpPY’KyBathbe;

Kpeupa KofeKc 1 ro umniaemeHTUpa
BO OpraHu3aLmjaTa;

CooaBeTHO ynoTpebysa MoK u/nau
aBTOPUTET;

Bogu cmeTKa 3a 06jeKTUBHOCT U
HEenpUCTPACHOCT, KaKo Kaj cebe,
TaKa v Kaj gpyrute, npu
[OHEeCYBaHeTO Ha BU3HUC-OANYKU;
OpanpKyBa TPAHCMAPEHTHOCT BO
CUTe OPraHM3aLMUCKN UCKYCTBa;
Boau cmeTKa Aa ce cayliHe
MWUC/IEHETO Ha CUTE CTEjKXON4epM.




KomnerteHuumja 6p. 8: Mo3HaBabe Ha 6u3HUCOT

CnocobHocT aa ce pasbepar 1 ga ce npumeHat
MHbOpMaLUmMTE 3a NPULOHEC KOH OPraHN3aLUuCcKUoT
cTpaTerncku naaH

CrpareLuka armaHocr;

3Haere 3a 6U3HUCOT;

CUCTeMaTCKO pasmMUCyBatbe;

EkoHOMCKa cBecT;

EdeKTUBHO agMUHUCTPUPALE;

3Haere 3a GUHAHCUWN U CMETKOBOACTBO;
3Haetre 3a Npogarkba U MapKeTUHr;

3Haetbe 3a TEXHO10ruja;

3Haere 3a Na3apoT Ha paboTHa cuna;

3Haerba 3a GU3HMC onepaumn/NOrucTUKa;
3Haetbe 3a BlagMHUTE U perynaTopHUTe ynaTcTea;
YP u opraHusaumckm mepuna/aHanusmn/6msHuc
MHAUKaTOpU.

MokarkyBa pasbuparbe 3a
CTpaTelKnTe ogHOCK nomery
epeKTUBHMOT MEHALIMEHT Ha
YOBEYKM pPecypcu U OCHOBHUTE
dYHKLMM Ha BU3HKUCOT;
MokarkyBa cnocobHOCT 3a
pasbupatbe Ha AeN0BHUTE
onepauumn n GyHKLUN BO
pamKuTe Ha opraHu3aumjaTa;
Ja pasbupa nHayctpujata u
6U3HUCOT/KOHKYpeHTHaTa
cpeAvHa BO paMKM Ha Koja
bYHKLMOHMPA opraHu3aumjaTa;
MpaBu 6U3HMC-CyYaj 3a
MEHaLIMEHTOT Ha YOBEYKM
pecypcu (Ha npumep, 3a
NMOBPATOK Ha MHBECTMLMjaTa, Ha
HAUYMH Ha KOj NpuaoHecyBa 3a
edurKacHO u ePpeKTUBHO
dYHKLMOHMPaKbe Ha
opraHusaumjaTa);

' pa3bupa opraHM3aLUCKUTE
napameTpu n HMBHaTA
Kopenaumja co 6U3HMC ycrnexorT;
KopucTtn opraHmsaumnckm
pecypcu 3a Aa ro yum bmusHucot
n onepaTuBHUTE GYHKLNNK;
KopucTtn opraHm3saumnckm
napameTpu 3a JOHEeCyBare Ha
OANYKM;

"o npomosupa ogaenot 3a YP
KaKo BHaTpeLlHo (Ha npumep,
npeKky bpeHanpare Ha
BpaboTyBar-eTO);

Ja KopucTu TexHonornjata 3a
pelaBarbe Ha bU3HUC-
npobaemu.
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KomneteHuuja 6p. 9: [loHecyBake Ha 0ANYKU 6asupaHu Bp3 aprymeHTu1

CnocobHOCT 3a MHTepnpeTauunja Ha MHopmaLumre
nNpu Hocewe Ha OANIYKU U Npenopaku 3a 6usHucor

BelwTnHU 332 mepere U NPOLEHK];
O6jeKTUBHOCT;

Kputuuko pasmucnysatbe;

PewaBake Ha npobnemu;

Jby6onutHoCT;

BeLTUHM 32 CAMOCTOjHO UCTPaXKyBake
(AM3ajH Ha UcTparKyBauKa MeTOA0/10rKja,
AN3ajH Ha NPUMEPOK U UCTPaXKYBaAYKKU
MHCTPYMEHTHU, cobuparbe, 06paboTka u
TO/IKyBaHbe Ha NOAATOLM, FeHepupame Ha
pes3yAaTaTu u co3HaHuja);

CoopBeTHO KopUCTeke Ha CEKYHAAPHU U
TepuujasiHu nogaToum;

DoHecyBare Ha 0ayKK;

BewTtnHu 3a Bepudpuumpamse.

Hocu connanu ogyku Bp3 0CHOBa Ha
NnpoLEeHKa Ha AoCTanHuTe
nHbopmauum;

l'o npoueHyBa BAKjaHMETO Ha
NPOMEeHUTEe Ha 3aKOHOT BP3
OpraHusaunckmTe GyHKLMM 33
MEHaLIMEHTOT Ha YOBEYKM pecypcy;
Bpwun TpaHcdep Ha 3Haere U
Hajaobpu UCKYCTBA OZ, eAHa cUTyaLmja
Ha apyra;

MpYMeHyBa KPUTUYKO PasMUCIyBaHbE
3a MHpopMaLmnTe A0OUEHU o,
OpraHM3auUMUCKNUTE CTejKXO4EepPU U
NpoLEeHYBa LWITO MOXe Aa ce
WNCKOPWUCTU 33 OPraHM3aLUMCKMUOT yCrnex;
Cobupa KpUTUYKKN MHDOPMaLLUWK;
AHanusunpa noaaToum co ronemo
YYBCTBO 33 OHa LUTO € KOPUCHO;
Ob6jacHyBa jaceH ceT Ha Hajaobpu
WCKYCTBa BP3 OCHOBA Ha UCKYCTBOTO,
M3BeLUTan, apryMmeHTUTe 0Z, CTPy4HaTa
W Hay4yHaTa nTepaTypa, jaBHO
L0CTanHU 1 BepOAOCTOjHU OHAAjH
N3BOPU Ha MHPOPMALLUK, KAKO U ApYrU
N3BOpPY;

AHanusupa nHpopmaumm co uen aa
naeHTMoMKyBa Hajaobpu UCKycTBa
BP3 OCHOBA Ha aprymeHTH;
NoeHTUdMKyBa KNYYHM MHAMKATOPU
3a pesynTatuTe;

AHann3unpa rosieMm KOJAMYMHU Ha
MHbOPMaLMK 04 UCTPaXKyBakbaTa U
npakTuKaTa.
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INTRODUCTION TO THE STUDY

The idea and the initiative for this study have existed since 2011 and were triggered
by the established collaboration between the Institute for Sociological, Political and
Juridical Research (ISPJR), University “Ss. Cyril and Methodius” in Skopje and the
Center for Continuing Education, University of Sorbonne in France (Formation
continue Panthéon-Sorbonne, Universite Paris 1).

The project “DEVELOPMENT OF KEY COMPETENCIES FRAMEWORK FOR HR
PROFESSIONALS AS A BASIS FOR CREATING A DUAL EDUCATIONAL SYSTEM
FOR HRM IN REPUBLIC OF MACEDONIA” acknowledged as a need and a priority
in the higher education in the country, received financial support from the UNESCO
2014-2015 Participation Programme, with the mediation of the UNESCO National
Commission within the Ministry of Culture of Republic of Macedonia, which enabled
its fruition.

The Project has several main aims:

v" to identify the main Competencies required from human resources professio-
nals in Republic of Macedonia at the highest level;

v' to create a curriculum of a study program in human recourse management as
second cycle university degree studies at ISPJR based on the identified
Competencies and predetermined learning outcomes;

v" to examine the possibilities and the capacity of introducing dual human
resource management studies in Republic of Macedonia.

Human resource management (HRM) in Republic of Macedonia is a delicate issue
and it is still at its rise in Republic of Macedonia compared to the world HRM trends
and contemporary practices. The professionals in this field in Republic of Macedonia
are facing numerous challenges and obstacles in their outer, as well as their inner
surrounding, and very often, with a personal lack in appropriate formal (and infor-
mal) education in the field as well.

The dual educational system for HRM, based on the French model, for postgraduate
studies, would enable a connection between the theoretical and the practical know-
ledge of management of human resources through a combination of academic and
professional studies consisting of university lectures and internship at a human
resources department in the business sector under the mentorship of a trained
supervisor appointed by the company. The advantage of ISPJR as a scientific,
research and higher education institution with a long tradition is that besides the
two components mentioned above, could easily add as a third component the re-
search methodology for HRM which would raise the gained competencies to the most
advanced level which includes capacity for analysis, evaluation, measuring, assess-
ment, anticipation and planning in order to make the most appropriate decisions on
the basis of primary qualitative and quantitative empirical data. All the phases and
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activities of the process of the creation of the Competencies framework as well as the
framework itself are elaborated in detail in the study.

We hope that the findings from this study will enrich your home scientific and
professional library and that it will directly and indirectly serve to: the lawmakers for
higher education and the profession itself — human resource management;
companies’ managers; HR professionals and the potential future students.



DEFINING COMPETENCIES

What are competencies?

It is widely accepted that a competency is a cluster of knowledge, skills, abilities,
and other characteristics necessary for an efficient working performance.

The collection of competencies that are relevant to theperformance in a particular
job, profession, or organization is called a competency model.

The broader framework which integrates, organizes and aligns the different
competency models is called a competency framework.

Types of competencies

Competencies can be either technical or behavioral. Technical competencies
primarily reflect the knowledge-based requirements of a specific job category (e.g.,
HR professionals). The behavioral competencies are more general and at surface
level can apply across multiple job categories. Behavioral competencies describe the
specific and observable behavior associated with effective job performance and
reflect the ways in which knowledge is applied.

More precisely, the competence human resource expertise is an indespensabe
technical competence which presupposes specific knowledge, and the other Com-
petencies like communication or ethicalpractice are behavioural Competencies
which are also very important for the working performance of the HR professionals
but, at the same time, they are necessary and required in other job categories i.e.
professions.

Why competencies matter?

Competencies focus on factors that influence individuals’ and organizations’ success.
They provide a set of statements that can be used to highlight personal achievements,
but also identify learning needs or gaps in people resources. The competencies for
HR professionals are a vital part of the following processes:

v Recruitment and selection — by providing unbiased -criteria and
conditions for attracting and choosing suitable candidates;

v' Performance management — by providing fair and unbiased statements
to help managers and other staff discuss and assess performance;

v' Learning, training and development — by helping the organization and
individuals to identify their learning, training and development needs more
easily;

v Career development — by providing clear expectations of what skills,
knowledge and behaviors are needed at each level and by showing individuals
how they can acquire new or further develop their current skills.
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HR professionals career levels

The competency models for HR professionals generally identify four career levels.
These career levels reflect different types of responsibilities for which HR professio-
nals are accountable in their job positions, or more specifically, earlier career levels
(i.e., early career and mid-level) reflect responsibilities that are more transactional in
nature, whereas more senior career levels (i.e., senior and executive levels) reflect
responsibilities that are more strategic in nature. The job of HR professionals differs
qualitatively across career levels.

Table 1.Career levels and description of their basic characteristics

Career level Basic characteristics

Specialist in specific support functions or generalist
with limited experience

Formal title: HR assistant, junior recruiter or benefits
clerk

Generalist or a senior specialist

Manages projects or programs

Formal title: HR manager, generalist or senior
specialist

Very experienced generalist or specialist.

Formal title: senior manager, director or principal.

The most senior leaders in HR

Formal title: holds the top HR job in the organization




METHODOLOGICAL APPROACH

First phase: In the first phase of the creation of the Competencies framework for
HR professionals in Republic of Macedonia, a preliminary exploratory research was
conducted which consisted of an overview of the existing competency models for HR
professionals in the professional and scientfic literature by a national team of ex-
perts. In this phase a draft Competencies framework was created synthesized from
the selected models: Ulrich, Brockbank & Younger’s model!, the model of the
American Society for Human Resource Management (SHRM)2 and the Canadian
Competencies model3 aiming at describing all necessary Competencies for HRM
professionals.

2007 Competency model 2012 HR Competencies: Six primary domains Sl
o
ORGANIZATION
CAPABILITIES
‘33%@ @ @; q
— @ @ A
PROCESSES
SHRM

RELATIONSHIFS

COMPETENCY
MODEL

PROFESSIONALISM

Picture 1. HR Competencies Models

Second phase: In the second phase four focus groups consisted of HRM pro-
fessionals were created. The respondents mainly came from the private sector. Re-
presentatives of the most successful companies in Macedonia were invited to
participate as well as members of the Macedonian HR Association, selected former
students from the alumni database of ISPJR who are very experienced and had
worked as HR professionals for a long time at the higher career levels. However,
members of the public sector were also invited in order to ensure that the framework
could be implemented universally i.e. to make sure if the framework could be applied
in all sectors regardless of the size, location or the type of the industry.

1 Ulrich, D., Brockbank, W., Johnson, D., & Younger, J. (2007). Human resource competencies: Responding to increased
expectations. Employment Relations Today, 34(3), 1-12.
http://deepblue.lib.umich.edu/bitstream/handle/2027.42/57368/20159?sequence=1\

Younger, J., Brockbank, W., & Ulrich, M. (2012). HR from the outside in: Six competencies for the future of human resources.
McGraw Hill Professional.

2 Society for Human Resource Management (2012) SHRM Competency Model
http://www.shrm.org/HRCompetencies/Documents/Competency%20Model%2011%202 10%201%202014.pdf

3 Canadian Council of Human Resources Associations (2014) Certified Human Resources Professional (CHRP) Competency
Framework

http://c.ymedn.com/sites/www.chrp.ca/resource/resmgr/CHRP CompetencyFramework.pdf
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The respondents were asked to:

=% Point out which of the proposed competencies add value the most to all stake-
holders;

= Select competencies that are necessary to them to successfully perform their
everyday working assignements and attain maximum performance;

= Answer how the comptences can be most rapidly and most effectively acquir-
ed and developed by the HR professionals.

Picture 2. Focus groups

Third phase: The third phase included two expert panel meetings, in Skopje and in
Paris, which included consultants from the Institute for Social, Political and Juridical
Research, University “Ss. Cyril and Methodius” in Skopje, the center for Continuing
Education within the University of Sorbonne, France and from Bled School of Ma-
nagement.

During the meetings experiences and best practices were shared in regards with:

=% The implementation of the competencies frameworks for HRM professionals
in the educational curricula;

=% The implementation of the competencies frameworks for HRM professionals
in the companies;

=% The legal requirements and the regulations related to the HRM competencies;

Special attention was dedicated to the description of the procedures and the way the
dual system for HRM studies functions at the University of Sorbonne and its effects.

Furthermore, we also met representatives from the French Institute in Skopje in
order to discuss the possibilities for cooperation and student exchange in the field of
HRM.



DEVELOPMENT AS A BASIS
FOR CREATION OF
DUAL SYSTEM
ON HRM EDUCATIONAL
PROGRAM"

Picture 3. Expert panel meeting

Fourth phase: Within the fourth phase two more HRM professionals focus groups
meetings were held during which, the respondents were asked to:

=% To assess the possibilities and the capacities of the companies to accept stu-
dents-interns in their HR departments.

Picture 4. Focus groups

Fifth phase: In the fifth and final phase we synthesized the findings from the pre-
vious project activities and generate the research report in a form of a study.
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COMPETENCY FRAMEWORK FOR HR PROFESSIONALS AS A
BASIS FOR CREATING A DUAL SYSTEM OF A HRM STUDY
PROGRAM

MEDIATION

ARGUMENT-BASED
DECISION MAKING

KNOWLEDGE OF
THE BUSINESS

ETHICAL
PRACTICE

LEADERSHIP
AND
DIRECTION

CONSULTATION

COMMUNICATION

GLOBAL ACTION




Knowledge about the principles, experiences
and the functions for effective human resource

Competency n’1: Human resources expertise

ement

Strategic business management —Ability to
contribute to the vision, tasks, values and aims
of the organization by showing clear sense for
business and by participating in the process of
strategic planning in order to support the goals
of the organization and by aligning the HRM
experiences;

HR planning and employment — Ability to
prepare and conduct a HR plan by targeting
candidates,doing selection and finalizing their
employment directing them to self-development
in order to acquire the required skills necessary
for the strategic goals of the companyand
retention of qualified staff;

HR development - Ability to create
possibilities for professional dvelompment
and learning of the staff by maximizing their
potential in view of their operative strategy,
in order to obtain efficient contribution by
conducting learning programs and
continuing efficient training and
development in alignment with the adult
learning principles;

Compensation and benefits -
Establishment, implementation and assessment
of the structure for payments including: salaries,
pension plans, social benefits and fees,
maintaining coherence, fairness and
competitiveness of the organization, in
accordance with legal norms and with the
intention employees to demonstrirtaat desirable
behavior;

Risk Management - Promoting and
elaborating,before the managers and employees,
policies, procedures, roles and responsibilities
in the areas of health, safety and employee care
to ensure adequate training and monitoring, as
well as introducing measures to protect the
disabled, through understanding the laws,
regulations and standards in order to increase
awareness in the organization's risk
management;

HRM technology - Knowledge of IT solutions
for the improvement of the HRM process and of

<

LN X

HR professionals should:

Always be up to date with
relevant laws, legal decisions
and regulations;

Have general and the latest
established practices,
strategies and technologies
for human resources;
Demonstrate a working
knowledge of the critical
functions of human resource
management, including:
Strategic Business
Management
HR planning and
employment
Development of Human
Resources
Compensation and benefits
Risk management (including
safety, environment and
health, quality, reliability,
ete.).

HRM Technology

Talent management
Prioritze tasks for maximum
efficiency;

Build and use best practices;
Propose customized
solutions for human
resources organizational
challenges;

Find professional
developmentprograms for
HRM professionals;

Look to improve processes
using a variety of sources;
Perform basic HRM activities
and use specific technologies
to solve business challenges.
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advanced experiences that foster engagement,
mobilization and motivation of employees
through the development of innovative
strategies and their implementation and
evaluation in order to improve productivity and
staffmoraleof employees and promoting the
organizational culture;

Talent Management—Ability to discover
managerial and technical talents, to create
policies for their development and retention;
Change Management — Ability to create a
strategy for change management and to keep the
staff informed about the objectives, necessary
resources and the origin of the obstacles to the
realization of the plan of the organization.




Competency n’2: Mediation

Ability to manage and facilitate the relations
between the employer, the union (if there is
one), the managers, the employees and all the
other internal and external stakeholders in
order to enable a productive working
environment based on mutual cooperation
and respect.

HRM professionals should:

e Establish credibility in all
interactions;

e Treat all internal and
external stakeholders with
respect and dignity;

e Build proactive relationships

Knowledge, interpretation and
application of the legal framework
(labor law, collective agreements, etc.);

¢ People management; with all internal and external
e Arepresentative of the organization; stakeholders through trust,
¢ Negotiation; teamwork and direct
¢ Conflict management; communication;
e Credibility; ° Demopsjcr.ate openness and
¢ Relationships with the community; accessibility;
o Transparency; . Verify that the delivery of
e Proactiveness; services and 1nfc.)rm.at10n .
¢ Accountability; about the organization are in
. accordance with the policy of
e Mentoring;
the Department of Human
* Influence; Resources;
* Engaging ir.nployees; e Provide services to internal
¢ Team work; stakeholders;
¢ Establishing mutual respect.

¢ Promote and manage
successful relationships with
internal and external
stakeholders;

e Put forward the view that all
stakeholders would benefit
from the effectiveness of the
organization;

e Act as a representative of the
organization, where
appropriate and necessary;

e Promote effective team
building among stakeholders.
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Ability to give advice/guidance to all
stakeholders of the organization

Competency n’3: Consultation

Training;

Project management (vision, design,

implementation and evaluation);
Analytical thinking;

Problem solving skills;
Creativity and innovation;
lexibility;

A respected business partner;
Talent Management / People
management;

Time management of time.

HRM professionals should:

Apply creative solutions to solve the
problems and meet the needs of the
company;

Serveas an internal labor force and
as an expert for people management;
Analyze specific business challenges,
including labor and offers solutions
based on best practices and
research;

Generate specific interventions in
the organization (eg. Change the
culture, management changes,
restructuring, training, etc.) in
support of organizational goals;
Develop advisory and training skills;
Direct and give advice toemployees
inspecific career situations.




Competency n’4: Leadership and direction

Ability to lead and to contribute to the
initiatives and the processes in the
organization

Change Management

Transformational and functional leadership
oriented towards results and objectives
Consistent Planning

Project Management

Vision and mission driven

Influence

Consensus builder

HRM professionals should:

Establish programs,
procedures and policies to
support the organizational
culture

Encourage cooperation
Understand the most effective
and efficient way to meet the
goals within the
organizational hierarchy,
processes, systems and
policies

Develop solutions to
overcome potential obstacles
to successful implementation
of initiatives

Demonstrate agility and
expertise in conducting
organizational initiatives or to
support other initiatives.
Translate the vision, mission
and strategy into specific
objectives and expectations
with a specific timetable
Affect the HR strategy

Lead the organization
skillfully in adverse situations
Promote consensus among
stakeholders in the
organization (eg. Employees,
heads of departments,
informal leaders) when
proposing new initiatives
Act as an agent of change in
the organization

Serve as a transformational
leader through its own
example
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Competency n’ 5: Communication

Ability for efficient and effective exchange
of information with all stakeholders

Ability to select and analyze
information;

Ability to synthetize information;
Ability for critical overview of
information;

High levelof literacy;

Good active listening skills;

Good and active interlocutor;
Ability for objective interpretation
of information;

Developed presentation skills;
Ensures and provides timely
feedback;

Effectiveness in conducting
meetings;

Ability for public relations

HRM professionals should:

Provide clear and accurate
information in verbal,
written, electronic or other
form of communication
within the organization and
beyond;

Carefully andwith
empathylisten to the views
of others;

Provide critical information
for all stakeholders;
Require additional
information for clarification
of ambiguities;

Provide constructive
feedback within a
reasonable timeframework;
Ensure effective
communication in the
organization;

Provide well-thought out
feedback in appropriate
situations;

Ensure proactive
communication;
Demonstrate understanding
of the points of view of
others;

Help others to see new
prospects;

Chair effective and efficient
meetings;

Helpmanagers to discuss not
only HR problems;

Use communication
technologies and social
media.




Competency n’6: Global action

Ability to value, understand and manage
differences and diversi

HRM professionals should:

e Possess a set of strong core
values while managing
situations and people;

Ability to put diversity in perspective; e Beopento others' ideas and

Openness to different perspectives; make decisions based on

Knowledge of and respect for cultural experience, data, facts and

differences and values; rational assessment;

Empathy; e Demonstrate respect for other

Openness to experience; people’s opinions;

Tolerance for ambiguity;  Work effectively with people

Adaptability. from different cultures and
backgrounds;

¢ Do business by understanding
and respecting the differences
in the norms, customs, laws,
regulations and business
operations between his/her own
and other national cultures;

e Foster and appreciate unity,
values and individual
uniqueness of all human beings;

e Quickly adjust to the cultural
context;

e Manage the differences
between the commonly accepted
practice and the law when
conducting business in other
countries;

e Work with a global, open
mindset, while being sensitive
to cultural values and
differences;

e Work with basic trust in other
people;

e Promote cultural values and
differences in the organization.
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Competency n’7: Ethical practice

Ability to integrate key values, integri
and accountability in all organizational
and business practices

HRM professionals should:

e Maintain confidentiality;

e Act with personal, behavioral and
professional integrity;

e React to reported unethical
behavior or conflict of interest

in due time;

e Encourage employees to report
unethical behavior and conflicts
of interest without fear of
consequences and retribution;

e Aacknowledge mistakes;

e Manage the organizational
ethical environment;

e Create and implement a code of
the organization;

e Appropriately use the power
and /or authority;

e Take care of his/her and others
objectivity and impartiality when
making business decisions;

e Maintain transparency in all
organizational activities;

e Listen to the opinion of all
stakeholders.

Strengthening the trust;
Personal, behavioral and
professional integrity;
Credibility;

Professionalism;

Personal and professional virtue.




Competency n’ 8: Knowledge of the business

Ability to understand and apply information
in order to contribute to the organization’s

strate

ic plan

Strategic agility;

Knowledge of the business;
Systematic thinking;

Economic awareness;

Effective administration;

Knowledge of finance and accounting;
Knowledge of sales and marketing;
Knowledge of Technology;

Knowledge of the labor market;
Knowledge of business operations /
logistics;

Knowledge of government and regulatory
guidelines;

HR and organizational measurement
tools/ analysis / business indicators.

HRM professionals should:

Demonstrate understanding
of the strategic relationship
between the effective
management of human
resources and the basic
functions of the business;
Demonstrate ability to
understand business
operations and functions
within the organization;
Understand the industry and
the business / competitive
environment within which
the organization operates;
Do business cases for human
resource management (eg,
return on investment in a
way that contributes to the
efficient and effective
functioning of the
organization);

Understand the
organizational parameters
and their correlation with
the business performance;
Use organizational resources
to teach business and
operational functions;

Use organizational
parameters for decision-
making;

Promote the HR department
both internally and externally
(for example through
employment branding);

Use technology to solve
business problems.
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Competency n’9: Argument-based decision making

Ability to interpret information when
making decision and recommendations
for the business

48

Monitoring and evaluation skills;
Objectivity;

Critical thinking;
Problem-solving;

Curiosity;

Skills for autonomous research
(design of research methodology,
samples and instruments; data
collection, processing and
interpretation; generating results

and findings);

Appropriate usage of secondary
and tertiary data;
Decision-making;

Verification skills.

HRM professionals should:

e Make solid decisions based on
assessment of available
information;

e Assessthe impact of changes to the
law on organizational functions for
human resources management;

e Transfer knowledge and best
practices from one situation to
another;

e Apply critical thinking to
information obtained from
organizational stakeholders and
estimate what can be used for
organizational success;

e Collect critical information;

¢ Analyze data with a great sense of
what is useful and what is not;

e Beable to explain a clear set of best
practices based on experience,
reports, arguments from the
professional and scientific
literature, publicly available and
reliable online sources of
information, and other sources;

e Analyze information based on
argumentsin order to identify best
practices;

¢ Identify key indicators for results;

e Analyze large chunks of
information from research and
practice.
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Closing message

We would like to thank you for your interest in Competency Framework for Human Re-
source Professionals. We hope that it will be of use.

We would be happy to receive your comments and feedback and it would be our pleasure to
answer any of your questions.

You can contact us at:

mborota@isppi.ukim.edu.mk and marija t@isppi.ukim.edu.mk.

f AHCTHTYT 34
i COUMSNOLLEKA M
MO NMHTHYKG
MPABHMHK
HCTPANYBAMA

Linined Mations ;
Educaiional, Soenifo and =
Cbural Duganization -







MHCTUTYT 3A
COUHNOJIOLIKN A
NONNTUYKO
mMPABHMU
UCTPAXXYBAHA

Yhusepauter “Ce. Kupun u Metoguj”

Yuusepsurer ,,Cs. Kupun n Metoau;”

UHCTUTYT 3A COLIMONOLLKA U
MONUTUYKO-TIPABHU UCTPAXKYBAA
CKOINJE

Byn. MapTtusaHcku oppeay 66, N. Max 435
1000 Ckonje

Tenedbon: 02/3061-119, 3090-447
®akc: 02/3061-282

www.isppi.ukim.edu.mk

[ isppi.skopje

N 9989b3344-Y4

9478998933447




