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Abstract: This paper presents analysis and comments about contemporary work-
related values, based on empirical data obtained through a survey among students from
Bulgaria, Turkey, Macedonia and Ukraine. The Bulgarian data are compared with some
results for Bulgaria in European Value Survey - fourth wave, 2008. The main conclusion
of the study is that the young people in their university education have established the
necessary work-related values, which can contribute to their successful performance at
work. However, they need some essential practical skills, which can be developed in the
process of cooperation between universities and business.
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Pe3rome: Llen Ha HacToswms AOKI1aA € Aa uaeHTngduympa v AMCKYTUpa LLeHHOCTH,
CbOTHOCUMM C paboTHOTO MSCTO, Ha 6as3atra Ha [ABE €eMINPUYHU UNU3C/IeABaHUS:
KPOCKY/TYPHO rpoy4BaHe, rNpoBEAEHO CPeA CTyAeHTH oT boarapus, Typuusi, MakegoHus
n YKpayviHa, n HaLMOHAaJ/IHO-MpeACTaBUTE/IHO [1POYyYBAHE, OCbLUECTBEHO B paMKUTE Ha
EBporieiicko uscneqBaHe Ha LIEHHOCTUTE — 4yeTBbpTa BbsiHa, 2008 r. OCHOBEH u3BO4 OT
aHanusza Ha eMrnupuyHUTE AaHHW € 3a Ha/IMYNETO Ha MU3rPafeHn roJIOKUTESIHN Hariacu n
LUEeHHOCTH, CbOTHOCUMM C paboTHOTO MSCTO, B repnoga Ha YHUBEPCUTETCKOTO
obpa3zoBaHue. B cbLjOTO Bpeme ce ycelja smrcata Ha OCHOBHU MPAKTUYECKN YMEHUS Y
mAaanTe xopa, Kouto morat fga 6bgatr popMupaHn eanHCTBEHO 4Ype3 CbTPyAHUYECTBO
Mexay yHmBepcuteTute u busHeca.

Knwo4yoBn AyMn: LEHHOCTM, CbOTHOCUMM C paboTHOTO MsCTO, “EBponescko
mn3cneqBaHe Ha LEHHOCTUTE — YETBbPTA BbJiHA”.

I. Introduction

This article aims at discussing the issue
about contemporary work-related values
and their impact on the successful
professional career of the individuals.

All theses and conclusions in the article
are based on the analysis of the data,
collected through two empirical studies:
cross-national non-representative study
among 74 students of

I. BbBeaeHue

Llen Ha Tasu cTatMs e pa AucKyTupa
npobneMa 3a LEHHOCTUTE, CbOTHOCUMMU C
npodecnoHanHaTa peanunsauyms Ha
UHOMBUANTE U THAXHOTO BJIMSIHUE BbPXY
KapuepHOTO pa3BuUTHeE.

KoMeHTapute U u3BoauTe B CTaTusata ce
OCHOBaBaT Ha aHanu3a Ha eMMUpPUYHUTE
OaHHW OT ABe uscneaBaHus:
KpOCHaLMOHaNHo HenpeacTaBUTENHO
npoy4yBaHe, B KOeTO ydacTtBaT obuwio 74
CTYAEHTH oT
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“Angel Kanchev” University of Ruse - 19
from Bulgaria, 19 from Turkey, 23 from
Macedonia and 13 from Ukraine, and
representative  study for  Bulgaria,
conducted within the frames of European
Value Survey- Fourth Wave, (2008).

I1. Research Methodology

The main method, used in the cross-
national study, is the inquiry with
especially created questionnaire
consisting of 12 close-ended multiple-
choice questions, giving also the
possibility to express personal opinion in
some of the answers (Table 1).

Despite the fact that this study is non-
representative, it reveals very plausibly
the main trends in the explored issue.
The generalised data of the Bulgarian
respondents from the cross-national
study are compared with Bulgarian
representative data already published,
collected in the European value survey
cited above.

As a qualitative method of data
extraction, the inquiry allows generating
a set of cross-cultural data about the
values and attitudes of the young people
in the period of their university education
in relation to their performance at the
work place, their ability to work in teams
and their motivational profiles.

In the exposition below only the most
important results are analyzed and
discussed.

II1I. Main Research Results

Answering the question “What would you
prefer at your work place - independent
job or team-work - the Ukrainians and
Bulgarians declare their affinity to
individual performance (76,9 % and 75,9
% of the respondents, respectively),
while the affiliation to team-work is more
preferable for the Turks and Macedonians
(57,9 % and 56,5 % of the respondents,
respectively ).

PyceHckn yHuBepcuteT «AHren KbHuyeB» -
19 ot bbarapusa, 19 ot Typuus, 23 oT
MakegoHns w13 oT VYKpahHa, wu
npeactaBuTenHo npoyysaHe 3a bbvnrapus,
npoeeneHo B pamkuTe Ha EBponeincko
n3cnegBaHe Ha LEHHOCTUTE — 4eTBbpTa
BbJiHa, 2008.

I1. MeTtoanka Ha nscneaBaHeTo

OCHOBHUAT MeTon, n3non3BaH npu
KpPOCHaUMOHANHOTO n3cneaBaHe, e
adHKETHO AonnteBaHe CbC cneyunasHo

CbCTaBeHa aHKeTHa kKapta oT 12
3aTBOpPEHM BbMNpoCa C MHOroBapuaHTeH
n360p Ha OTroBOpUTE, KaTo € NpeaBMAEHa
M BBb3MOXHOCT 3@ M3pa3sBaHe Ha
cobcTBeHO MHeHuMe (Tabnuua 1).

Makap u HenpeaCTaBUTENHO, AAHHUTE OT

n3cneanBaHeTo HanbAHO  AOCTOBEPHO
NpoekTMpaT HSKOM  TEHAEHUMM  BbB
Bpb3ka c npoy4dsaHus npo6nem.
0O606WweHnTe pAaHHM Ha b6barapckurte
pecrnoHAeHTH OT  KpPOCHALMOHAHOTO

@HKEeTHO JomnuMTBaHe ce cpaBHsABaT C
ny6anMKyBaHUTE eMNUPUYHN pe3ynTaTu 3a
Bbnrapys  OT  UMTMPAHOTO  MO-rope
NpeAcCTaBUTENHO €BPOMNENCKO Npoy4YBaHe.
KaTo kauyecTBeH MeTOoA 3a WM3BJIMYAHE Ha
nHdopMaumsi,  aHKETHOTO  AOMUTBaHE
nossosnisiBa aa 6bvae reHepupaH MacuB OT
KPOCKYNTYPHM AaHHW 3@ UEHHOCTUTE U
HarnacmTe Ha MnaguMTe Xopa B nepuosa
Ha YHMBEPCUTETCKOTO UM obpa3oBaHuMe no
OTHOLWIEHWE Ha TAXHOTO MNpeacTaBsiHe Ha
paboTHOTO MSACTO, TAXHaTa CNOCOBHOCT 3a
paboTa B eKuUn nU TEXHUTE MOTMBALMOHHU
npodunu.

B n3noxeHneTo no-gony ca AUCKYTUPaHU
camo Han-BaXxxHUTe pesynTtaTtu oT
n3cnenBaHeTo.

II1. Pe3yntatu OT uscsieaBaHeTo

Ha BbMpoca aanm nHaMBMaUTE
npegnountat ga 6baar He3aBUCUMU B
pabotata cu unam pga 6bpoat yYact OT TUM
YKpavHumte n 6bnarapute ca u3pasuimn
npeanoynMTaHve KbM WHAMBMAYyanHaTta
n3siBa MU NocTmxeHusa (cboTBeTHO 76,9 %
n 75,9 % OT pecrnoHAeHTUTe), AOKaTo
TypunuTe M MakegoHUMTE ca NOCoYMNMU
KaTo Mo-npuopuTeTHa MNpUHaAANEXHOCTTa
KbM rpyna UM oOUeHKaTa Ha HenHaTa
pabota (cvoTtBeTHO 57,9 % u 56,5 % ot
pecnoHaeHTUTE).
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The possible explanation for the results
presented is the different position of the
respective ethno-cultural groups on the
individualism-collectivism bipolar scale
according to the points of view of
Triandis, Hofstede, Trompenaars and
other authors, as well as in accordance
with the results of the cross-national
project GLOBE (Hofstede, 1991;
Trompenaars, 1995; Triandis, 1995;
House et al.).

In congruence with the data from
empirical studies of the above citied
authors as well as based on well-known
clusters of value orientations, identified
by these researchers, our expectation is
for a prevalence of collectivist values
among the respondents from the four
ethno-cultural groups (so called
“institutional collectivism” in the results
of GLOBE project). The data about Turks
and Macedonians confirm these
expectations. In the case of Bulgarians
and Ukrainians who declare their
individualistic orientation, a conclusion
can be drawn about experiencing
transition from collectivism to
individualism in the societal values, which
is more visible among the younger and
more educated representatives of society.

The next question is similar in its content
to the previously discussed one -
whether the preference is for individual or
group responsibility for the work done.
Here the prevailing number of the
respondents - 78,9 % of the Ukrainians,
76,9 % of the Bulgarians, 65,2 % of the
Turks and 57,9 % of the Macedonians -
declares strong agreement with the
statement that the individual should take
responsibility for his/her actions. We can
discuss these results in the light of
“power distance” dimension identified by
Hofstede and reflected in the results of
the GLOBE project. The respondents
demonstrate a preference towards flatter
hierarchies in which the delegation of
responsibilities is a wusual practice, in
contrast to individuals’ screening behind
the collective responsibility and
reluctance to take initiative,

Tyk BEpPOATHOTO 0bscHeHmne 3a
noayyeHnTe pesyntatm e pasfnmyHaTta
no3uumusg, KOSATO 3aeMaT CbOTBETHUTE
E€THOKY/TYPHU rpynm no ckanarta
WHAMBUAYANN3bM-KOJEKTUBU3BM B
LEeHHOCTHUTE opueHTauunm cnopen
Bb3rnegmte Ha TpuaHaguc, Xodcrtene,
TpoMmneHaapc “ Apyrn asTOpU, KaKTo M
CbrlacHO pe3ynTaTuTe OT peanusupaHus
npes 1993 r. KpocCcHauumoHaneH npoeKT
GLOBE (Hofstede, 1991; Trompenaars,
1995; Triandis, 1995; House et al.).

B cvoTBeTcTBME C  pe3yntatm  OT
eMNUpUYHM MpoyyBaHMsa Ha usbpoeHuTe
aBTopu, Ha 6Gasata Ha KOUTO ca
MAeHTUPUUNPAHN KTbCTEePU OT LLEeHHOCTHU
OpWeHTauun, O4YaKBaHETO MNpu 4eTupute
rpynn pecrnoHAeHTU e 3a AOMWHMPaHe Ha
KONEeKTUBUCTUYHA opueHTaumsa (“MHCTUTy-
LMOHaneH KONeKTUBM3bM” cnopea
pesyntatute oOT npoekta GLOBE). ToBa
O4YakBaHe ce NoTBbpXKAaBa OT AaHHUTE 3a
Typuute UM MakegoHuute. B cnyyas c
6bnrapute M yKpavHUuUTe, KbAETO e
3asilBeHa  MHAMBMAYANUCTUYHA  OpUEH-
Taums (T.Hap. “opueHTaums KbM
npeacraBsHe” cnopen pe3yaTaTuTe Ha
npoekta GLOBE), Moxem pa Hanpasum
M3BOA4 3a Mnpexon OT KONEKTUBU3BM KbM
WHAMBMAYANM3bM B  LEHHOCTMTE  Ha
0o6LWecTBOTO, KOUTO € Han-BMAUM MpKU no-
MnaauTe W No-BMCOKO obpasoBaHuTe
HeroBsu npeacraBuTeNN.

CnegBawmar Bbnpoc e 6AM3bK MO
CbAbpXXaHue [0 npeaxoaHuss -  ganu
npeanoynTaHMeTo € 3a wWHAMBMAYaSHa
WAW TrpynoBa OTFOBOPHOCT 3a MW3BbP-
weHaTta paborta. MNpeobnagasawnar 6poi
pecnoHAEHTU OT BCUYUKM ETHOKYNTYPHU
rpynn  3asBgBaT  KaTeropuvyHata cu
YBEpPEeHOCT, 4e wuHamBMAbT Tpsabea nAa
HOCWM OTrOBOPHOCT 3a JAelcTBusaATa CU -
cboTBeTHO 78,9 % wu 76,9 % ot
6bnrapute M ykpanHumte, 65,2 % oT
MakefoHunmte u 57,9% oT TypuwuTe.
Tb/IKyBaHEeTO Ha MNOCOYeHUTe pe3yaTaTu
MOXe Ja Cce HanpaBm B MNjaHa Ha
n3MepeHneTo “BnactoBa  guctaHumsa”,
naeHTUdUUMpaHo B MNpPOy4YBaHETO Ha
XodbcTteae M B AaHHMTE OT nNpoekTa
GLOBE. PecnoHAeHTUTE AEMOHCTpupaTt
admMHUTET KbM NO-NMNIOCKMN Mepapxuu, rnpu
KOWUTO JAenernpaHeTo Ha OTFOBOPHOCT e
obuyanHa nNpakTmKa, 3a passnka oT
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typical of the times of centrally-planned
economy.

The data obtained based on the next
question correspond with the statements
presented above about preferences
towards decentralised organisational
structures and participation in decision
making. Here 84,6 % of the Ukrainians,
84,2 % of the Turks, 73,9 % of the
Macedonians and 73,7 % of the
Bulgarians inform about their desire to
take initiative and to support the
managerial body with suggestions and
ideas.

With the next question the respondents
are faced with the dilemma to choose
interesting and challenging work or well-
paid work, irrespective of its character.
The data for all groups of experimental
persons show a dominating preference for
the challenging work in the following
sequence of percentage: Turks - 78,9 %,
Macedonian - 69,6 %, Bulgarians - 68,4
%, Ukrainians - 61,5 %. The content of
this question is related Ilargely to
prevailing work-related values and can
orient researchers in the motivation of
the young people to choose a concrete
professional career. Probably some
opponents of the results presented above
will argue that after their graduation the
young professionals will change their
preferences in favor of material
possession. Despite the possible
confirmation of this value transformation
in some individuals, these data can serve
as a plausible indicator for the employers
that the young people in the period of
their university education are ready to
face challenges. In this sense, the
organisations can rely on them in finding
non-routine solutions.

In the answers to the next question, the
unanimity of the respondents s
disturbed. The Bulgarians (78,9 %) and
the Turks (63,2 %) express their desire
to receive realisation in their own
country, while the Ukrainians (84,6 %)
and the Macedonians(52,2 %) prefer a
professional realisation abroad. The
possible reasons for the preference of the
latter are economic ones - problematic
economy, significant percentage of
unemployment, etc. The optimism of the
Bulgarian young people is very surprising.

TUNWYHOTO 3@ BPEMETO Ha LEHTpasHOo
niaHnWpaHaTa MKOHOMWKA MPUKPMBAHE Ha
WHAWBUANTE 334 KONEKTMBHA OTFOBOPHOCT
N HeXxenaHue ga ce noemMa MHUUKMaTMBA.
Moco4yeHOTO NO-rope npeanoYymTaHMe KbM
AEUeHTpanmM3nMpaHn CTPYKTYypu M ydacTtue
BbB B3eMaHETO Ha pelleHuns e Hanuue 1 B
OTroBOpuMTE Ha cCnegBawus  BbMNPOC,
KbAETO npeobnagasawuaT 6pon
pecnoHaeHTK cbobliaBaTt, 4ye Xenasart aa
noemaT MHMUMaTMBa U Aa ce cbobpasssar
C TSAXHOTO MHeHMe. Hali-Bucok e
MPOLUEHTLT Ha cbrinacMe C ToBa MNpwu
yKpanHumte n Typuute (cboTBeTHO 84,6
% un 84,2 %), cneaBaHn OT MakeAoHUUTe
(73,9 %) v 6bnrapute (73,7 %).
CnepBawmsaT BbMNpoC nocTtass
pecnoHaeHTUTe nNpea Awnemata Aa
n3bepat MHTEpecHa W MnpeausBUKaTeNHa
pabota wnn pobpe nnateHa paboTa,
HEe3aBMCMMO Janum € MHTepecHa WM He.
JaHHUTe nokasBaT, Ye Npu BCUYKU FPYynu
peCnoHAEHTH OOMUHMPaA npeano-
UMTAHWETO KbM Npeam3BukaTenHa pabora.
TyK BEPOSITHO 6MXa ce NoSBUIN OMOHEHTU
C TBbpAeHMeTo, 4e npu cbnbcbka Ha
mMnaguTte xopa C peanHaTa
OENCTBUTENHOCT Cnej  3aBbpliBaHe Ha
obpasoBaHmetro wuM, 6K ce nonyuuna
npeHarnaca B LEeHHOCTUTE n
M3MEeCTBaHETO WM KbM [JIOCKOCTTa Ha
MaTepuanHoTo. [Jopn 1 Npm HAKOWU OT TSX
Aa HacTbMAaT TakmBa TpaHcdopMauum,
Te3n p[AaHHM MoraT jga CciayxaT KaTo
nHamkauma 3a pabotopatenuTte, e
MflagMTe Xopa ca roTtoBM jAda nocpewat
npeavMsBMKaTencTBa, 4Ye pyTuMHATa He m
3a0BOJISiBa M B TO3M CMUCDHJ1 Ha TSIX MOXe
Ja Ce pas3uyuTa MNpuM HaMMPAHETO Ha Mo-
HETPaAMLMOHHM pelleHmns Ha npobnemun.

B oTroBopute Ha cneaBawus BbMPOC
eAnHOAYLIMEeTO Ha pecrnoHAeHTUTe ce
Hapywasa. bbarapute (78,9 %) wu
Typunte (63,2 %) Xxenaat pa ce
peanu3anpat B cO6CTBEHaTa CU CTpaHa,
pokato  ykpauvHumte (84,6 %) m
MakegoHumnte (52,2 %) npegnouuTaTt
peanusaumsaTa B 4yXbuHa. BeposTHUTE
NPpUUYMHM 3@  NpeanovYnTaHMeTo  Ha
nocnegHuTte ca NKOHOMMYECKHU -
npobsieMHa WMKOHOMMWKA, ronsM TMpPOUEHT
Ha 6e3paboTuuaTta u ap.
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Despite the economic difficulties, they
would like to apply their knowledge and
skills in the local environment. It has to
be pointed out that probably their
pragmatic choice is due to their
awareness of the European Ilabour
market, which is not open as a whole for
Bulgarians and requires high qualification
and practical skills from the employees.
The data about the motivating factors for
the respondents are very interesting from
a cross-cultural point of view. For the
Bulgarians the strongest motivator is the
work payment (52,6 % of the
respondents); for the Turks the
motivating factors are two: career
opportunities (36,8 %) and
implementation of interesting tasks (31,6
%); for the Macedonians such factors
are: career opportunities (43,5 %) and
work payment (30,4 %); and for the
Ukrainians we have equal percentage for
the three factors mentioned above (30,8
%). Very symptomatic characteristic of
the results is that nobody from the
representatives of the ethno-cultural
groups has indicated job security as a
motivating factor. Here we can find a
significant difference between the values
of the older and younger generations.
While for the former the job security and
long-term work for a single organisation
have the greatest priority as values
(inherited from the times of centrally
planned economy), for the latter the work
mobility and the compatibility between
the job and personal interests are of
utmost importance. In congruence with
some motivation theories we can say that
for the Bulgarians the so called hygienic
factors of motivation like work payment
(Herzberg, 1966) are valid while for the
representatives of the other three groups
the essential motivators like career
opportunities and interesting work are
the ones that play a significant role in
their motivational profiles.

Through the answers of the next question
all respondents in the study express their
preference for leadership positions within
organisations. The percentage of the
opinions is, as follows: Turks - 94,7 %,
Ukrainians - 84,6 %, Macedonians - 69,6
%, Bulgarians - 68,4 %.

N360pbT Ha Obnrapute BeposATHO ce
Ob/MKN Ha akTa, 4Ye ca 3arno3HaTM C
ocobeHoCTUTE Ha eBponenckus nasap Ha
Tpyda, KOWTO BCe OlWe He e OTBOpeH
n3usino 3a 6barapu WMAKM MNOCTaBss MHOMO
BUCOKM M3NCKBaHUS 3a TAXHaTa
KBanudmnkaums.

MHTepec npeacTaBnsiBaT OTrOBOPUTE Ha
BbMpoca 3a TOBa KakBO MOTMBMUpA
pecrnoHAeHTUTe 3a No-Ao6po npeacTaBsiHe
Ha paboTHOTO MACTO. 3a 6bnarapute Haun-
CUNTHUAT MoTUBaTOp ce OKa3Ba
3annawaHeto (52,6 %), npu TypuwuTe
MOTMBMpALWN (AKTOPU Ca Bb3MOXHOCTTA
3a kapuepa (36,8 %) M U3NbAHEHMETO Ha
MHTepecHn 3agaunm (31,6 %), npwm
MakefoHUMTe  TakmBa  dakTtopu  ca
Bb3MOXHOCTTa 3a kapuepa (43,5 %) wu
3annawaHeTto (30,4 %), a 3a yKpanHuute
€ paBeH AenbT Ha TpUTe NOCOYEeHU AO0TYK
daktopa (30,8 %). CwumMmnToMaTu4Ha
0COBEeHOCT Ha pe3ynratute e, 4e
npeacTaBUTENNTE HA HUTO eAdHa oT
rpynute He ca NMOCOYU/IN CUIYPHOCTTA Ha
paboTHOTO MSACTO cCpen MOTMBMpalLUTe
dakTopu. TyK MMEHHO € CbllecTBeHaTa
passiMka Mexay UEeHHOCTMTE Ha Mo-
Bb3pacCTHMUTE W MNO-MNaAUTE MOKOJIEHMS.
JlokaTo 3a nMbpBUTE CUFYPHOCTTa Ha
paboTHOTO MACTO M MPOABIKUTENHOCTTA
Ha pabotata 3a eaHa W cbla
opraHmMsauma e npuopuUTETHA LEHHOCT,
HacnegeHa OT BPEMETO Ha LEHTpasHo
nJaHMpaHaTa MKOHOMKKA, 3a BTOpUTE ca
no-BaxkHW MobunHocTTa U cbobpassiBaHe-
TO Ha M3BbplUBaHaTa paboTta C
NepCcoHasHUTE MHTEpecu Wu npeanoymTa-
Hus. Cropen TeopusiTa Ha MoOTMBauusTa
MOXeM fa ce 0606uu, ye 3a 6barapute
ca BaMAHW T. Hap. XUIrMeHHn dakTopu
(Herzberg, 1966) «kato 3annaliaHe,
[OKaTO 3a NnpeacraBuUTennTe Ha apyrute
TP Trpynn OCHOBHMUTE MOTMBATOpPU Ca
Bb3MOXHOCTUTE 3@ Kapuepa W MHTepecHa
paboTa.

Ype3 oTroBopuTe Ha crneaBalumst BbMNpoC
pPeCnOHAEHTUTE OT BCUYKW E€THOKYNTYPHU
rpynM u3spassBaT MpeanoymTaHue KbM
3aeMaHeTO Ha pPbKOBOAHA, a He Ha
M3NbIHUTENCKA nosnums B
opraHmsaumaTa, KaTo Hah-ronsam e
NMPOLEHTHLT Ha M3Pa3nnTe TakoBa MHEHNEe
npn Typumte (94,7 %). Cnemn TaXx ce
HapexaaT  YKpauvHuuTe (84,6 %),
MakegoHunte (69,6 %) wu 6bnarapurte
(68,4 %).
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The possible explanation of these results
can be found in the cultural specificity of
power-determined relationships in the
organisations, reflected in Hofstede’s
“power distance” dimension. When the
social distance between managers and
executives is large, the aspiration for
leadership positions is stronger because
of the privileges of the status, as it is in
the case with our data.

The next question aims at measuring the
so called “in-group collectivism” (GLOBE
project), i.e. identification with the work
team and organisation, respectively. Here
the representatives of all ethno-cultural
groups declare the great importance of
loyalty towards an organisation for them
(94,7 % of the Turks; 89,4 % of the
Bulgarians; 78,3 % of the Macedonians;
61,5 % of the Ukrainians). The comment
in this case could be that while the levels
of institutional collectivism within some
ethno-cultural groups decrease, as was
mentioned above, the in-group
collectivism, i.e. putting the focus on in-
groups the individuals belong to, keeps
its levels high.

The data for Bulgaria from the above
analysed inquiry correspond interestingly
with the results from a representative
study conducted within the frames of
European Value Survey - Fourth Wave,
(2008).

There is a question in it: “What sides of
the work are important for you?” - and
the respondents’ answers can serve for
the construction of the following
hierarchy of work-related values (the
respondents have given more than one
answer): good payment - 97,3 %; job
security - 85,8 %,; work which
corresponds with my abilities - 83,2 %;
nice colleagues - 80,4 %; interesting
work - 78,3 %,; equal treatment of the
people at the work place - 76,4 %; work
in which you can achieve something -
75,4%; acquisition of new skills - 68 %;
useful work for the society - 59 %;
opportunity to take initiative - 58,8 %;
responsibility for the work - 57,8 %;
participation in decision making.

Ob6sacHeHMETO Ha Te3n pe3ynTaTh MOoXe Aa
ce TbpcM B CneundukuTe Ha ynpax-
HABAHETO Ha BflaCT B POAHUTE CTpaHW Ha
pecnoHAeHTUTE M BEPOSITHO B CTerneHTa
Ha n3paseHocT Ha M3MepPEHMETO
“BnactoBa guctaHumsa” no Xodgcrege. Tyk
MOXe JpJa Cce HanpaBu WU3BOAbLT, ue

KOJIKOTO e no-ronsiMa coumnanHata
ANCTaHUNnA Mexay ynpaBnsasalin n
ynpaBigdBaHu, TOJIKOBa e no-cunneH

CTpEMEXbT KbM 3aemMaHe Ha BJlacTOBMU
nosnuumn 7 CBbp3aHWTE C  TOBa
npuBMNErMn N NUYHM obnaru.
CnepBawmar BbNPOC € CBbp3aH C
M3MepBaHETO Ha T.Hap “BbTPELHOrpyrnos
konektmsmabM” (npoekt GLOBE), T.e.
NnpuBbP3aHOCT KbM paboTHata rpyna,
peCneKTUBHO opraHmsauusra. Tyk
npeacraBuTennTe Ha  BCUYKM  €THO-
KYNTYPHU Tpynu Aeknapupart, ye 3a TaX
NOANIHOCTTa KbM  OpraHusaumaTa  wuMma
ronsaMo 3HadeHue. B TO3M cnydan moxe
[a Ce HanpaBuM KOMEHTap, 4Ye [AokaTo
HMBaTa HA WHCTUTYLUMOHANHNA KONekK-
TMBM3BM  benexaT  TeHAEeHUMS  KbM
HaMmansiBaHe, Kakto bewe otbensizaHo B
aHanmM3a 3a HSAKOW ETHOKYATYPHWU rpynu
no-rope, BbTPELWHOrPYNnoOBUAT  KONeK-
TUBU3BM, T.e. dokycmpaHocTTa n
MpUBbP3aHOCTTA KbM Han-61mM3KoTO
0bKpbXeHMe, 3anasBa CBOMTE BUCOKMU
CTOMHOCTW.

JaHHuTe 3a bbnrapms oT npuBeneHoTo
no-rope u3cnegBaHe KopecnoHaupaT no
MHTEpeCeH HayuH C pesynrtatute OT
HauUMOHaNHO NpeACcTaBUTENHO Mpoy4yBaHe,
npoeeaeHo B paMkuTe Ha (EBponencko
n3cneaBaHe Ha LEHHOCTUTE — 4eTBbpTa
BbJiHa, 2008).

B Hero Ha Bbnpoca “Koum cTpaHu Ha
paboTaTta ca BaXXHM 3a Bac” ca MoJsly4YeHmu
cnegHuTe oTroBopu (pecrnoHAeHTUTe ca
haBanun noBevye OT €AUH OTroBOp): Ao6po
3annawaHe - 97,3 %; curypHo paboTHo
macto - 85,8 ©%; pabota, KoATO
CbOTBETCTBa Ha cnocobHocTute Mmn — 83,2
% ; npusatHn konern — 80,4 %; nHTEpecHa
pabota - 78,3 %,; paBHOMNOCTaBEHO
TpeTMpaHe Ha xopaTa Ha paboTHOTO
MACTO — 76,4 %; paboTa, B KOATO MOXeLl
Ja nocturHew Hewo - 75,4%; ycBosiBaHe
Ha HOBM yMeHuss — 68 %; nonesHa 3a
obwecTteoTo pabota — 59%;

Bb3MOXHOCT Aa nposiBS WHMUMaTUBa -
58,8 %; otroBopHa pabota - 57,8 %; Aa
Ce yyBa MHEHWETO MW Mpu B3EMAHETO Ha
peweHnsa - 55,8 %.

142



Contemporary Work-Related Values and Skills in Cross-Cultural Perspective

As can be seen from the data for
Bulgarians in the two studies, good
payment is an important side of
professional realisation, irrespective of
the generational affiliation of the
respondents. The next coincidence
between the data from the two studies is
the relatively low percent of the
respondents (especially of those in the
representative study) for whom the
opportunities to take initiative and
responsibility and to participate in
decision making are motivating factors.
We can explain this negative result with
the inertia inherited from the times of
centrally planned economy, where the
main work-related values were patience
and loyalty to power and authorities.
However, we have to underline the
optimistic fact that the young Bulgarians
have declared a stronger aspiration for
taking initiative and responsibility.
Therefore, their attitude can be used in
the period of their university education
for the transformation of work-related
values into practical skills.

In parallel with the indicated coincidences
in both studies, several discrepancies
have been found due to the fact that in
the representative study we have used
average data results, while in the
students’ study the data reflect the
opinions of one category - students aged
20 to 23. This representative study has
pointed out the aspiration towards job
security, which is not among the priorities
of the young people. As was mentioned
above, they prefer mobility instead of
long-term work for a single organisation.

In the representative study, we also
observe a high percent of agreement in
relation to the favourable organisation
climate (nice colleagues). In contrast to
this, young people in Bulgaria identify
with the lowest percent of preference
towards informal relationships at the
work place. This fact was explained in the
context of their orientation to tasks and
not to people, which is in congruence
with the dominating Western trend.

Kakto ce BumxAaa OT AaHHUTE B [BETE
npoy4yBaHusl, 3a 6barapute, He3aBMCUMO
OT TMOKOJIEHCKaTa WM MNPUHAASEXHOCT,
[06poTO 3annallaHe e BaXxHa CTpaHa oT
peanv3auMsTa MM B npodecrmoHaneH
nnaH. CneaBalloto  CbBNajeHne B

AaHHUTE OT [ABEeTe nMpoydBaHUS €
CPaBHUTENIHO  HWUCKUAT  MPOUEHT  Ha
pecnoHaeHTUTe (ocobeHo npu
y4yacCTHUUUTE B NpeacTaBUTENHOTO
u3cnegBaHe), 3a KOUTO MOTUBMPpALLM

CbaKTOpM Ca BDB3MOXHOCTTA Aa NposABAT
MHUNUMaTnBa, Aa noeMmaTt OTroBOpHOCT U Aa
y4yacTBaT BbB B3€MAHETO Ha peleHus.
O6sicHeHMeTO 3a TOBa MOXe Aa Cce TbpCu B
HacnegeHata wWHepuna OT BPEMETO Ha

LEeHTpaHO naaHMpaHaTa MKOHOMWKa,
KoraTto OCHOBHM LEHHOCTHU 6sxa
nocnywaHuneTo, TbprneHneTo n

NIOANIHOCTTa KbM BfacTTa. YcnokosiBaly
AOHsIKbAe e haKTbT, Ye Mmnagute 6barapum
ca 3aaBMAM  MO-CUNEH CTPEMEX KbM
noeMaHe Ha MHMUMaTMBa M OTFOBOPHOCT U
MMEHHO TYK MOXE Aa Ce NMOTbpPCU eauH OT
nocrtoBeTe 3a GpopMmMpaHe Ha LEHHOCTU M
YMEHUSI C TakaBa HACOYEHOCT oue B
nepmoga Ha 06pa3oBaHNETO UM.
MapanenHo C NOCoOYeHUTe CbBMageHus, B
AaHHUTE Ha [ABeTe wu3cneaBaHus ce
OTKpPMBAT M HSAKOW HecbBMNageHWsl nopaau
dakTa, ye B npeacTaBUTENTHOTO
nscneaBaHe pes3yntaTuTe ca OCpPefHEeHMU,
AOKATO B HeNpeacTaBUTENIHOTO Te ce
OTHacAT caMO A0 efHa Bb3pacToBa
kaTeropusa (mexay 20 n 23 rogmHmn).

B npeacraBuUTeNIHOTO  uM3cneaBaHe €
OTKPOEH CTPEMEXbT KbM CUFYPHOCT Ha
paboTHOTO MSICTO, KOEeTO He e cpen
npuoputeTMTe Ha Maaaute 6barapwm,
KakTo 6ewe MNoCcoO4YeHO MoO-rope BbB
BPpb3ka C MAEHTUOUUMPAHUS TMpU  TaX
cTpeMex 3a MOBMAHOCT, a He 3a
yceaHanoct. OCBeH TOBa C BUCOK MPOLEHT
Ha cbrlacMe B  NpPeacTaBUTENIHOTO
n3cneaBaHe € M3TbKHATO, 4Ye HaJIM4YneTo
Ha MNPUATHM KOJSerm e BaXKHa CTpaHa oT
paboTtata, JAoKaTto npu  CTyAeHTUTe-
6barapn He 6elwe yCTaHOBEHO CEPUO3HO
npeanoynTaHue KbM HedopManHuTe
OTHOLUEHUA Ha paboTHOTO MSACTO, KOEeTo
CbOTBETCTBA Ha AOMUHMpaLllaTa
“3anagHa” TeHAeHUMS 3a OpUEeHTauMs KbM
3ajauunTe.
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IV. Conclusions

The data analysed above give evidence
for the statement that the young people
in student age, irrespective of their
ethno-cultural affiliation, possess
favourable attitudes towards their future
professional realisation, as well as work-
related values like: affinity to interesting
and challenging work, aspiration towards
independence and individual
performance, loyalty towards
organisation, etc.

At the same time, the aspiration of the
young people for taking initiative and
responsibility, as well as their readiness
for team work do not have a strong
representation in their value profiles.

The university education can contribute
to the development of these values and
their transformation into practical skills in
several directions.

Firstly, it can encourage young people to
take initiative and responsibility and to
participate in decision making through
the replacement of the educational focus
from passive to active learning and
teaching, i.e. through usage of interactive
methods of teaching and implementation
of independent studies, which require
originality  and creativity, through
simulations and case studies and also via
giving lectures by practitioners.

Secondly, the university education can
contribute to the improvement of the
skills for teamwork through team
assignments and students’ participation
in educational and research projects.

Thirdly, it is necessary to intensify the
cooperation between universities and
businesses in the provision of places for
students’ internships and practices.

Only in the real working environment, in
which the needs and requirements for the
professional competencies of the young
people are clearly defined, can the
adequate transformation of their
promising work-related values into
practical skills be realised.

IV. 3aknouyeHue

AHanusmpaHuTe no-rope JAaHHW pasaT
OCHOBaHMe 3a TBbPAEHMETO, 4e MaaauTe
X0pa B CTYAEHTCKa Bb3pacT, He3aBUCUMO
OT ETHOKYNTypHaTa MM NPUHAANEXHOCT,
nputexasaTt 6naronpuaTHK Harnacum
OTHOCHO 6baewaTta cu npodecnoHanHa
peanusaums, KaKTo 7 LLEeHHOCTH,
CbOTHOCMMM C paboOTHOTO MSACTO, KaTo:
adunHnTeT KbM MHTEpecHa n
npeamssukatenHa paboTa, CTpeMex KbM
HE3aBMCMMOCT M WHAMBUMAYaANHa uU3sBa,
NOSANHOCT KbM OpraHmsaumsTa v ap.
Mo-cnaba u3pa3eHoOCT B LEHHOCTHUTE UM
npouan uUMaT CTPEMEXbT KbM MOEMaHe
Ha WHUUMATMBA WM OTrOBOPHOCT MU
roToBHOCTTa 3a paboTa B ekun.
YHMBEPCUTETCKOTO 0bpasoBaHMe MOXe Aa
cnocobctBa 3a pa3BuTME Ha  Te3u
LEeHHOCTM W  nNpeBpbllaHETO WM B
NpaKTU4YeCKN YMEHUS B HAKOJIKO MOCOKMU.
Ha nbpBO MACTO, 3a Hacbp4yaBaHeTO Ha
WHULUMATUBHOCTTa, noeMaHeTo Ha
OTrOBOPHOCT M Y4YacTMETO Ha MaauTe
XOpa BbB B3EMAHETO Ha peweHus e
HeobxooMMO wn3MecTBaHe Ha ¢dokyca oT
NacMBHOTO BbPXY aKTUBHOTO 0bOy4yeHume,
T.e. M3MNON3BaHE HA  MHTEpPaKTMBHMU
mMeToaM 3a o0b6yuyeHue, Bb3NaAraHe Ha
CaMOCTOSITE/THM 3a4ayn, KOUTO WU3UCKBAT
OPWUIMHANHOCT W TBOPYECTBO, pellaBaHe
Ha Ka3yCM UM HaB/M3aHe Ha Xopa OoT
npakTukaTta B ayantopuuTe.

Ha BTOpo MSCTO, YHWBEPCUTETCKOTO
obpa3oBaHMe MoOXe pga JonpuHece 3a
YCbBbPLWEHCTBAHE HAa YMeHuMsATa 3a
paboTa B €KMN 4pe3 Bb3laraHeTo W
OLEeHKaTa Ha EeKUMHM 3ajayn, u4pes
NpUBANYAHETO Ha CTyAeHTM 3a paboTa no
n3cnenoBaTeNCKn " obpaszoBaTenHm
NpoeKTn u ap.

Ha Tpeto MsActo, e HeobxoauMo pa ce
MHTeH3MdbMUMpa CbTPYAHNYECTBOTO
Mexay yHuBepcuteTute ©  b6baewuTe
paboTonatenu c ornesi OCUrypsiBAHETO Ha
Mecta 3@ CTaX M MnpaKTMka Ha

CTyOeHTUTE.
EonHcTBEHO B peanHa paboTHa cpepa, B
KOSITO ca SICHO aeduHnpaHn

NnoTpebHOCTUTE U  U3UCKBAHMATA KbM
KOMMNEeTEHUMNTE Ha MJaAuTe Xopa, MOXe
Ja Cce WU3BbpWM Taka Heob6XoAUMUST
NMPEHOC Ha TEOPEeTUYHM 3HaHUS B
NpaKTUYeCcKN yMeHUs Npu BoaellaTa pons
Ha LleHHOCTUTE, CbOTHOCKMMMU C
npodecnoHanHaTa peanusauus.
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Table 1. Questionnaire
Tabnnua 1. AHKeTHa KapTa

1. You would like to work for: Bune nckarte pa pa6éorurte 3a:
a) big organisation a) ronsiMa opraHusaums
b) small organisation 6) manka opraHmsauus
c) I can't answer categorically B) HE MOra Aa OTroBOpsl KaTeropmyHo
2. At your work place you would like to be: Ha pa6oTHOTO CM MACTO UCKaTe Aa cTe:
a) independent in your work a) He3aBMCMM B paboTaTta cu
b) part of a team 6) yacT oT TUM
c) I can't answer categorically B) HE MOra Aa OTroBOps KaTeropmyHo
3. At your work place you prefer: Ha pa6oTHOTO cM MACTO BMe npeanouuTare:
a) individual responsibility for the work done a) MHAuBMAYasiHa OTrOBOPHOCT 3a M3BbplUeHaTa
b) group responsibility for the work done paboTa
c) other (indicate what) 6) rpynoBa OTroBOPHOCT 3a M3BbpLUEHATa
paboTa
B) Apyro (nocoyeTe KakBo)
4. At your work place you would like: Ha pa6oTHOTO cM MACTO BMe UckKaTe:
a) to take responsibility and your opinion to be a) aa noemaTte uHuumaTmMBa M ga ce cbobpasasat
considered C BalLETO MHeHue
b) to be instructed for your duties 6) Aa n3nbaHABaTE TOBA, KOETO BM € Bb3/I0XKEHO
c) other (indicate what) B) Apyro (nocoyeTe KakBo)
5. At your work place you would like to deal Ha pa6oTHOTO CM MAICTO BMe uckarte Aa ce
with: 3aHuMMaBare:
a) interesting and challenging work a) C UHTepecHa u npeamnsBukaTenHa paborta
b) well-paid work, irrespectively of their 6) c nobpe nnateHa paborta, HE3aBUCUMO Aanu €
character MHTEpeCHa Unn He
c) other (indicate what) B) Apyro (mocoyeTe Kakeo)
6. You would like to receive realization: Bue uckate nonyumrte peanusauma:
a) in your own country a) B cobcTBeHaTa Cu CTpaHa
b) abroad 6) B 4yyx6buHa
c) I can't answer categorically B) HE MOra Aa OTroBOpsS KaTeropmyHo
7. You are motivated for better performance 3a no-ao6po npeacraBsHe Ha paboTHOTO
at the work place by: MACTO BM MOTUBMpa:
a) career opportunities a) Bb3MOXHOCTTa 3a Kapuepa
b) job security 6) curypHocTtTa Ha paboTHOTO MACTO
c) payment B) 3annawaHeTo
d) interesting task r) MHTepecHaTa 3ajava
e) other (indicate what) A) Apyro (nocoyere KakBo)
8. You strive to: Bue ce ctpemure:
a) leadership position a) KbM 3aeMaHe Ha pbKOBOAHA NO3MLUUSA
b) executive position 6) KbM 3aeMaHe Ha M3NbJIHUTENICKa NO3NLUNs
c) other (indicate what) B) Apyro (noco4yeTe Kakgo)
9. For you loyalty towards organisation: 3a Bac NOAJIHOCTTA KbM OpraHmsauusaTa:
a) has a great importance a) MMa ronsiMo 3HayeHue
b) has not a great importance 6) HaMa ronsMo 3HauyeHue
c) I can’t answer categorically B) HE MOra Aa OTroBOps KaTeropmyHo
10. At your work place you prefer: Ha pa6oTHOTO CM MAACTO NpeanouunTare:
a) informal relationships with the colleagues a) HeoULMaNHMN OTHOLIEHUSA C KONernTe
b) formal relationships, determined by the 6) opnumManHM OTHOLIEHUS, onpeaeneHn oT
status cTaTyca
c) I can’t answer categorically B) He MOra ga oTroBops KaTeropmyHo
11. You prefer to work for an organisation Mpeanouutate pa pa6borure 3a
which: opraHusauua:
a) takes risks and adapts quickly to changes a) KOSITO pUCKyBa 1 ce agantmpa 6bp30 KbM
b) acts reservedly and is more conservative npomMeHuTe
c) other (indicate what) 6) KoATO AencTBa NpeanasnMBo U e no-
KOHCepBaTUBHa
B) Apyro (noco4yeTe Kakgo)
12. You prefer to work for an organisation in Mpeanouutate pa pa6borute B opraHusauums,

which people:

a) are representatives of one culture

b) are representatives of different cultures
c) I can’t answer categorically

B KOSITO XoparTa:
a) ca npeacTtaBuTeNM Ha efHa KynTypa

6) ca npeacTtaBuTENN Ha PasNYHU KYNTYpH
B) He MOra Aa OTroBopsi KAaTeropnyHo
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