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STRATEGIC PLANNING OF HUMAN
RESOURCES IN CRISIS SITUATIONS
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Abstract: Strategic planning of human resources in crisis situations
is a key process for ensuring the resilience and competitive
advantage of organizations under conditions of uncertainty. This
paper explores the effectiveness of strategic approaches to human
resource management during economic disruptions, technological
changes, and global crises. The focus is on proactive risk
recognition, development of crisis teams, continuous employee
education, and the improvement of leadership skills, all of which
contribute to business stability. Special attention is given to the
implementation of innovative work models, such as digitization and
flexible work arrangements, which support business continuity and
maintain productivity. The paper also emphasizes the importance of
fostering psychological safety for employees and creating an
organizational culture that promotes innovation and transparent
communication. Research shows that trust between management
and employees, along with the development of expert and leadership
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teams, significantly contributes to the rapid adaptation of
organizations in crisis situations. The results of the analysis indicate
that strategic human resource planning during crises ensures the
long-term sustainability of organizations through flexibility,
innovation, and resilience. These elements form the foundation for
successfully overcoming challenges in turbulent times.

Keywords: Human capital, employee adaptability, crisis
management, organizational mindset.

INTRODUCTION

Constant changes occurring in the world market affect the economy of
countries. Depending on the development of countries, the consequences
caused by turbulent changes in the market are not the same for everyone.
The organization of the state, its political and economic stability, as well
as changes in technology are of great importance and affect the operations
of all organizations (Drucker, 1999; Kotler & Keller, 2016; Brynjolfsson &
McAfee, 2017).

An unstable environment negatively affects both the survival of the
organization itself and its competitiveness. In order for the organization
to operate successfully, both on the regional and international markets,
constant changes in the way of doing business, modernization of business
processes and state support through effective policies and strategies for
easier change management are necessary (Porter, 2008; Grant, 2016).
Developed countries are more prepared and faster to react and adapt to
changes, while developing countries monitor and react to changes in their
own way. The main problem of developing countries is the non-
compliance of their state regulations with European laws, which prevents
them from receiving additional support for organizations through
European funds for innovation and development (North, 1990).

Crisis situations arising as a result of political turmoil, wars, economic
instability and environmental changes require timely management
response and strategic planning, especially in the human resources
segment (Ulrich et al,, 2017; Boin et al., 2020). Organizations, if they want
to ensure survival on the market, are forced to constantly change their
business, introduce novelties into processes, as well as new products and
services, and thus gain a competitive advantage. In order to put all of the
above into practice, it is necessary to change the business process itself, as
well as human resources management. Proper strategic planning of
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human resources allows organizations to recover faster and respond to
increasingly sophisticated customer demands, as well as changes in the
environment (Wright & McMahan, 1992; Ashkenas, 2021).

There is no real recipe for successful business, but the need for flexibility
in all fields of activity and adaptability to modern business conditions and
changes dictated by the market is certainly important. Various changes,
which cannot be predicted with certainty, such as wars, the fall of the
domestic currency, political turmoil in the country, various environmental
and climatic changes, negatively affect the business of organizations
(Mintzberg et al., 1998). When a crisis arises as a result of poor business
operations, subsequent analysis reveals that, in order to cut costs, safety
compromises were made, risks were underestimated, and rules were
ignored. Crisis management cites poor judgment, incompetence and
negligence as the cause of disaster (Fink, 1986). The quick reaction of
crisis management, the management of new changes, as well as the
creation of a good strategy and the application of innovations lead the
organization to recovery, and all of this together contributes to increasing
competitiveness and better positioning of organizations on the market.

In this context, strategic planning of human resources plays a key role in
preventing and mitigating the consequences of crisis situations.
Thoughtful planning implies timely assessment of risks, training of
employees, creation of flexible teams and introduction of innovative
solutions in the management of human resources (Boin et al, 2005;
Forbes, 2022). Innovations are also important for all organizations that
introduce changes in their business and represent both the challenge and
the risk that such business can bring. The importance of innovation is
confirmed by the fact that the EU encourages innovation in order to
become the most competitive knowledge-based economy (European
Commission, 2020).

Knowledge-based economy (European Commission, 2020).

RESEARCH METHODOLOGY

Strategic planning of human resources includes forecasting potential
risks, development of crisis strategies, optimization of organizational
capacities, as well as continuous training of employees. This scientific
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work relies on the application of appropriate scientific research methods,
which include basic knowledge methods, general scientific methods and
data collection methods. The combination of qualitative and quantitative
approach made it possible to look at the problem from different angles,
thus achieving the comprehensiveness and precision of the results.

The research methods used in this paper include different approaches that
enable a deeper understanding of the phenomenon of strategic planning
of human resources in crisis circumstances. Methods of analysis and
synthesis are applied to break down the problem into its basic
components and reconnect them to obtain a comprehensive
understanding. The deductive method made it possible to draw
conclusions based on existing theoretical knowledge, while the inductive
method was used to generalize research results from concrete data.

The abstraction method was used to isolate key terms and factors of
strategic planning of human resources, while the concretization method
enabled the application of those factors to specific examples from the
research. The comparative method compared the practices of strategic
planning of human resources in crisis situations with theoretical models
and empirical studies, which made it possible to see the similarities and
differences between different approaches.

The statistical method was used to analyze the survey results through
descriptive statistics, factor analysis and non-parametric statistical tests.
With the help of statistical software such as SPSS, Excel and Access, data
quantification was performed and correlations between key variables
were revealed, which enabled a more precise insight into the relevant
factors for the strategic planning of human resources in times of crisis.

With this methodological approach, a comprehensive analysis of the
strategic planning of human resources in crisis situations was achieved,
whereby the research results provided a reliable basis for making
conclusions and recommendations for improving organizational
capacities and remediating crisis situations.

The research sample was formed by surveying 200 companies from the
territory of the Republic of Serbia, of which 143 companies filled out the
questionnaire correctly. The sample is stratified according to company
size (small, medium and large), type of activity and experience in crisis
management. In the structure of surveyed companies according to activity
and basic business orientation, the following areas are represented:
production (36 companies), trade (51 companies), service activities (38
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companies) and public companies (electricity distribution, water supply,
megamarkets and restaurants) with 18 companies. According to the
number of employees, 2/3 of the surveyed companies are micro and small
companies, while the rest are medium-sized companies.

The main goal of the research is to examine the influence of various factors
on the company's performance and identify causalities related to: 1)
human resources, including the attitude towards education, training,
expertise and innovation of employees and managers, 2) the attitude of
employees towards changes and crises, 3) interactions between
management and employees, and 4) management's contribution to the
resolution of crisis situations. These researches are aimed at providing
insight into the key factors that enable companies to effectively get out of
crisis situations and recover from business.

A questionnaire focused on several key areas was used to collect data. The
first part of the survey included basic demographic data on companies and
respondents, including the structure of the company, such as activity,
ownership structure, number of employees and their education, as well as
years of operation on the market. Also, data was collected on the sex, age
structure, educational structure and work experience of the respondents,
as well as their position in the company. The second part of the survey is
aimed at identifying the key factors that influence the effective strategic
planning of human resources in crisis situations. The questions dealt with
the importance of intellectual capital, professional training and education,
development of innovation and creative potential of employees, as well as
their readiness to adapt to changes and crises. Also, management and
employee relations were analyzed, including discipline, motivation,
creativity and transparency in communication. In this part of the survey,
attention was paid to the management's contribution in solving the crisis,
through monitoring new business trends, developing crisis strategies and
making quick and effective decisions. The structure of the survey included
33 questions that provided insight into the performance of human capital,
the role of employees and management in crisis situations, factors of
motivation and innovation, as well as strategic approaches of
management to achieve resilience and recovery of the company. The aim
of the survey was to identify key factors between human resources,
employee attitudes towards changes and management contributions
through the analysis of the obtained data, in order to create
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recommendations for strategic planning of human resources in crisis
situations and achieving long-term resilience of organizations.

Data analysis

The collected data were analyzed using SPSS, Excel and Access software
tools, using various statistical techniques. Descriptive statistics made it
possible to summarize the basic characteristics of the data, including
central tendencies and standard deviations, thereby identifying basic
patterns in responses and variations among them. Non-parametric
statistical tests were applied to compare differences between sample
subgroups, allowing for the analysis of non-normally distributed data.
Factor analysis was used to identify key factors that influence the success
of strategic planning of human resources in crisis situations, reducing the
number of variables to a smaller number of factors that combine
interrelated variables. The combination of these tools enabled a detailed
understanding of the factors that influence the effectiveness of strategic
human resources planning, providing a basis for making precise decisions
In crisis circumstances.

Description of the structure of the company and the respondents

More than half of the surveyed companies are from the production and
service sector (52%). According to the form of ownership, private
companies dominate (61%). Micro and small enterprises make up 66.4%
(enterprises with up to 50 employees), medium-sized enterprises 1/3.
Companies that have been operating on the market for more than 10 years
make up 47% of the surveyed companies. The representation of
respondents according to age is evenly distributed. As for the educational
structure of the respondents, respondents with a university degree
predominate (70%).

Statistical analysis of the responses of surveyed companies

The results of the survey were analyzed using statistical software tools
SPSS, Excel and Access. The questions from the survey were treated as
variables, classified into qualitative (categorical) and quantitative
(numerical) variables, with most of the answers allowing for
quantification, which enabled further statistical processing. Respondents’
attitudes about strategic planning of human resources in crisis situations
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were evaluated using a customized Likert scale, with values from 1 to 4,
where each answer was scored, and the total score for each question was
calculated to express the general attitude of the respondents. Descriptive
statistics, including response frequency, arithmetic means, standard
deviations, and coefficient of variation, were used for data analysis. This
analysis enabled the identification of variations in the attitudes of
companies on key factors of strategic planning, as well as the recognition
of dominant patterns of thought and perception. The results enabled a
deeper understanding of human capital, employee reactions to changes,
management's attitude towards crisis planning and its roles in crisis
recovery. Statistical methods enabled the quantification of respondents’
attitudes and the detection of correlations between the key variables of
the research, which laid the foundations for recommendations to improve
the strategic planning of human resources and increase the resilience of
organizations.

Descriptive statistics of analysis results

Descriptive statistics of the survey results enabled the analysis of the
attitudes and perceptions of the surveyed companies regarding the key
aspects of strategic planning of human resources in crisis situations. The
results are presented through the frequency of responses to the questions
evaluated on a Likert scale, which ranged from 1 (No, I do not agree) to 4
(I completely agree). In the segment of relations between management
and employees, the majority of respondents positively assessed the
importance of mutual trust and discipline during crisis situations.
However, negative responses were recorded to questions related to the
motivation and autonomy of employees, which indicates challenges in
their motivation, which can affect the effectiveness of crisis planning. In
the human capital segment, companies recognized the importance of
employee expertise, but denied adequate support for innovation, which
indicates the need for greater investment in the innovative potential of
employees. Regarding the contribution of management in crisis situations,
the majority of respondents agreed with the importance of responsible
crisis management, while the segment of employees' attitude towards
changes showed uncertainty and the need for better communication and
education. Descriptive analysis highlights key challenges in strategic
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planning of human resources during crises, including the need to improve
employee motivation and autonomy, investment in innovation, further
development of crisis management and building organizational resilience
and a culture of flexibility in crisis situations. These insights provide a
basis for formulating strategies to improve human resource management
and strengthen the resilience of businesses in crisis circumstances.

Table 1. Frequencies of responses to questions in the Survey (N=143
respondents)

Likert scale: 4=yes, agree 3=partially agree; 2=I don't know; 1= no, I do not agree
Questions 4 3 2 1
N % N % N % N %

Is intellectual capital a significant factor = 38  26.6 28 19.6 36 252 41 28.7
contributing to higher profitability of your
organization?

Do the employees in your organization 9 67.1 21 147 7 49 19 133
have the expertise and knowledge for the
jobs they perform?

Do you think that employees are the key | 82 573 49 343 4 28 8 | 5.6
business resource of your organization?

When was the last time the managers 26 182 107 748 0 00 10 7.0
attended professional training?

Does your organization provide enough 12 1 84 42 294 31 21.7 58 40.6
time, space, finance and other means to
encourage innovation?

Does your organization reward 13 9.1 39 273 30 21.0 61 42.7
innovation?

Do you think that the crisis management = 51 357 48 33.6 18 12.6 26 18.2
of your organization is sufficiently

professional and capable of leading the

organization out of the crisis?

Are employees trained to quickly adaptto 23 16.1 71 49.7 6 42 43 30.1
new changes?

Can employees learn from the 52 1364 71 497 0 0.0 20 14.0
experiences of other employees within the

organization?

Does your organization promote 23 161 99 692 0 0.0 21 147
teamwork?

Does the management of your 26 182 75 524 4 28 38 26.6

organization follow new business trends?
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Likert scale: 4=yes, agree 3=partially agree; 2=I don't know; 1=no, I do not agree

Questions

To what extent is crisis management
developed in your organization?

When a crisis occurs, is a change of
management necessary?

Does crisis management take
responsibility for its actions in the event
of a crisis?

Do you think that discipline within the
organization is important for the success
of your organization's business?

Are the employees in your organization
motivated to perform quality work?

Are the employees in your organization
motivated and ready to share knowledge
with each other?

Does the creativity of your employees
affect the quality of the product and the
competitiveness of the company?

Does your organization promote
professional development of employees?

Are your employees motivated to
constantly improve their skills?

Are your employees timely informed
about all business events in the
organization?

To what extent are the employees in your
organization allowed to make
independent decisions in the workplace?

Do employees and management share
information to achieve better
organizational results?

How important is the role of crisis
management in human resource
management?

How important is mutual trust between
managers and employees in your
organization?
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Basic descriptive statistics of the sample

The basic descriptive statistics of the sample, which includes 143
companies, is based on the arithmetic mean, which represents the average
value and enables the identification of the central tendency of the data. In
addition, variance and standard deviation were used to measure data
dispersion. The variance measures the average squared deviation of the
value from the arithmetic mean, while the standard deviation, as the
square root of the variance, provides a more precise picture of the degree
of data variability. A high value of the standard deviation indicates greater
dispersion of the data, while a lower value indicates the homogeneity of
the sample. These indicators provide an insight into the consistency of the
company's attitudes regarding key issues of strategic planning of human
resources in crisis situations, such as motivation, employee autonomy and
the role of management. By combining the arithmetic mean and standard
deviation, it is possible to identify the areas with the greatest variation in
attitudes, which is crucial for creating targeted strategies for improving
the resilience of organizations in crisis situations.

Descriptive statistics of the variables, shown in Table 2, include the values of
the arithmetic mean, standard deviation and coefficient of variation for the
25 analyzed variables from the survey conducted among 143 companies.
Arithmetic averages indicate the dominant attitudes of the surveyed
companies, with the highest average values relating to the importance of
mutual trust between managers and employees (arithmetic average 3.61)
and discipline for business success (arithmetic average 3.59), which confirms
the key role of these factors in achieving the resilience of companies during
crisis situations. On the other hand, the lowest average values were recorded
in questions related to innovation, employee independence and motivation,
which indicates the lack of a systematic approach to the development of these
aspects in organizations. The standard deviations and the coefficient of
variation additionally show a high level of response variability, which
indicates disagreements among respondents, especially in questions related
to innovation, motivation and independence of employees. These variations
may reflect the heterogeneity of attitudes among companies of different sizes
and activities, as well as different levels of organizational culture. The results
of the analysis provide a basis for the formulation of recommendations in the
strategic planning of human resources, with an emphasis on improving the
organizational culture of trust and discipline, systemic incentives for
innovation and autonomy, as well as motivational mechanisms that
encourage cooperation and knowledge sharing in times of crisis.
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Table 2. Arithmetic means and standard deviations of responses to specific
questions in the survey

Std. Coeff. of

Questions N Mean . . e
Deviation variation

Is intellectual capital a significant factor contributing 143  2.44 1.167 47.8
to higher profitability of your organization?

Do the employees in your organization have the 143 = 3.36 1.064 31.7
expertise and knowledge for the jobs they perform?

Do you think that employees are the key business 143 3.43 0.801 23.3
resource of your organization?

When was the last time the managers attended 143 3.04 0.680 22.4
professional training?

Does your organization provide enough time, space, 143 2.06 1.019 49.6
finance and other means to encourage innovation?

Does your organization reward innovation? 143 2.03 1.034 51.0
Do you think that the crisis management of your 143 2.87 1.096 38.2

organization is sufficiently professional and capable of
leading the organization out of the crisis?

Are employees trained to quickly adapt to new 143 2.52 1.087 43.2
changes?

Can employees learn from the experiences of other 143 3.08 0.960 31.1
employees within the organization?

Does your organization promote teamwork? 143 2.87 0.858 29.9
Does the management of your organization follow new 143 = 2.62 1.067 40.7
business trends?

To what extent is crisis management developed in your 143 = 3.16 .861 27.2
organization?

When a crisis occurs, is a change of management 143 2.90 1.433 49.5
necessary?

Does crisis management take responsibility for its 143 = 3.30 0.942 28.5

actions in the event of a crisis?

Do you think that discipline within the organization is 143 = 3.59 0.890 24.8
important for the success of your organization's
business?

Are the employees in your organization motivated to 143 2.06 1.188 57.6
perform quality work?

Are the employees in your organization motivated and 143  2.36 1.224 51.9
ready to share knowledge with each other?
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Std. Coeff. of

Questions N | Mean Deviation variation
Does the creativity of your employees affect the 143 2.71 1.013 37.4
quality of the product and the competitiveness of the
company?
Does your organization promote professional 143 3.00 0.957 31.9
development of employees?
Are your employees motivated to constantly improve 143 = 2.89 1.088 37.7
their skills?

Are your employees timely informed about all 143 2.67 1.073 40.2
business events in the organization?

To what extent are the employees in your organization 143 = 2.04 1.080 52.9
allowed to make independent decisions in the

workplace?

Do employees and management share information to 143 2.96 0.985 333
achieve better organizational results?

How important is the role of crisis management in 143 3.45 0.738 21.4
human resource management?

How important is mutual trust between managers and 143  3.61 0.872 24.2
employees in your organization?

Valid N (listwise) 143

Analysis of four segments of crisis management

Based on the research, crisis management was analyzed through four key
segments: human capital, employee attitude towards changes and crisis,
contribution of crisis management and relationship between management
and employees. The first segment is analyzed in detail below.

1. Human resources

The analysis of human capital in organizations indicates key challenges
and room for improvement in the area of employee expertise, innovation
and management's ability to manage crises. The results show that only
25% of respondents recognize the importance of intellectual capital as a
factor that contributes to the profitability of the organization, while 75%
of respondents do not see its importance. This low level of awareness of
intellectual capital indicates the need for its better valuation as a key
resource for achieving competitive advantages (Hamel & Prahalad, 1994).
On the other hand, 82% of respondents believe that employees have the
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appropriate skills and knowledge to perform their tasks, which indicates
a positive attitude towards employee competencies, although there is
room for further development of their skills (Brynjolfsson & McAfee,
2017). More than 50% of respondents agree with the statement that
employees are the key resource of the organization's operations, while
40% partially support this perception, which suggests that employees still
need more attention in the context of their importance to the organization
(Barney, 1991). However, a significant problem is the lack of professional
development of managers, because more than 80% of respondents state
that managers did not have adequate training or professional support in
the last period, which can seriously threaten the effectiveness of
management, especially in crisis situations (Boin et al., 2020). In addition,
innovation is recognized as a significant problem, as only a small number
of respondents consider it important to encourage and reward innovation,
which indicates a low level of support for innovative initiatives in
organizations (Teece, 2014). This lack of innovation can limit the ability of
organizations to quickly adapt and recover during periods of crisis. The
perception of management's ability to manage crises is also divided; 36%
of respondents believe that the management has the appropriate skills for
crisis management, while 3 4% believe that it is necessary to involve

Photo 1. Human resource - disposition response

1 — Yes 2- Partly 3- Don’t know 4- No %

1 26,6 19.6 25,2 | 28,7

0.0 20,0 40,0 60,0 80,0 100,0
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additional experts (Mintzberg et al, 1998). These results indicate
distrust towards the existing management, which can further affect the
effectiveness of crisis strategies. In conclusion, the results of the analysis
of human capital point to the need to improve awareness of the
importance of intellectual capital, develop programs for professional
development of management, encourage innovation through appropriate
awards and resources, and strengthen trust in management through
transparent and effective crisis strategies (Sullivan, 2003).

2. Attitude of employees towards changes and crisis

The analysis of the segment "Employees’ attitudes towards change and
crisis" indicates key challenges regarding the ability of employees to adapt
to changes, learn from the experiences of others and function in a team.
The results of the research show that almost 80% of respondents believe
that they are not or partially able to quickly adapt to new changes, which
indicates low flexibility of employees, which is of key importance in crisis
situations (Teece, 2014). Only 16% of respondents believe that they are
fully able to adapt, which emphasizes the need to strengthen this ability
(Kotter, 1996). Regarding learning from the experience of others, slightly
more than a third of the respondents answered positively, while about half
of the respondents gave a partial answer. These results suggest that there
is a basis for knowledge sharing in the organization, but the potential is
not fully utilized (Nonaka & Takeuchi, 1995). Also, only 16% of
respondents believe that teamwork is adequately promoted in the
organization, while about 70% of respondents do not have a clear position
on this issue, which indicates that teamwork is not sufficiently integrated
into the organization's culture (Edmondson, 2012). This can negatively
affect the effectiveness of cooperation in crisis situations. Because of these
challenges, the development of training programs that focus on flexibility
and rapid responses to change is recommended (Grant, 2016). Also, it is
necessary to encourage a culture of knowledge sharing through the
introduction of a mentoring system, regular meetings and interactive
workshops (Senge, 1990). Strengthening teamwork through initiatives
that promote collaborative work, while rewarding team results, is also key
to improving an organization's ability to effectively manage crises
(Katzenbach & Smith, 1993).
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Photo 2. Attitude of employees towards changes and crisis - response
disposition

1 — Yes 2- Partly 3- Don’t know 4- No *

1 , 43

3

0.0 20,0 40,0 60,0 20,0 1000

3. Contribution of crisis management

The analysis of the "Contribution of crisis management" segment shows
several key challenges and opportunities for improving organizations in
crisis situations. Only 41% of respondents believe that management
follows new business trends, which indicates a lack of proactivity and a
reduction in competitive advantage in crises (Kotter, 1996). The dominant
competitive advantage of organizations is based on product price and
employee quality, while only 9% of respondents believe that technology
should be a key factor, indicating a neglect of innovation and technological
development (Christensen, 1997). Also, crisis management is partially
developed, as 38% of respondents believe that it is fully developed, while
a larger percentage believes that it is still necessary to improve strategies
and organization. Finances are most affected by crises (41%), with sales
also suffering significant losses (29%). Management is often faced with the
need for change, with loss of operational control over cash flows being
most often cited as a key mistake (Ulrich et al, 2017). An offensive
turnaround strategy, which relies on active crisis resolution through
change and restructuring, is recognized as the best approach, with 43% of
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respondents supporting it (Kotter, 2012). Due to these challenges, it is
recommended to improve the monitoring of business trends through
continuous management training and the application of modern
technologies (Teece, 2018). Also, the development of strategies that would
base competitive advantage on innovation and digital transformation
becomes crucial (Porter & Heppelmann, 2014). Improving the control of
financial flows through appropriate tools for financial monitoring and
planning, as well as strengthening the responsibility of management in
crisis situations, contributes to more effective crisis management and
strengthening the resistance of organizations to future challenges (Kaplan
& Norton, 1996).

Photo 3. Contribution of crisis management - response disposition

1 - Yes 2- Partly 3- Don’t know 4- No b

1 18,2 524 I.L 6.6

o0 20,0 40,0 60,0 80,0 1000

4. Relationship between management and employees

The results of the survey indicate several key factors that influence the
success of the organization and its functioning in crisis situations. The
relationship between management and employees is marked by high
percentages indicating the importance of discipline (79%) and mutual
trust during a crisis (79%), with average values of 3.59 and 3.6 (Kouzes &
Posner, 2002). However, low employee motivation (15%) and weak
knowledge exchange (40%) were recognized as the main problems, along
with insufficient information (75%) about business developments



STRATEGIC PLANNING OF HUMAN RESOURCES IN CRISIS SITUATIONS 17 |

(Herzberg, 1966). Also, 42% of employees believe that there is only partial
motivation for professional development, while 59% do not have a clear
opinion on the role of creativity in competitiveness. Strategic challenges
include a lack of autonomy in decision-making (48%), which indicates the
need for greater employee trust and autonomy (Amabile, 1997), as well as
promoting creativity and innovation (Nonaka & Takeuchi, 1995). Crisis
management is recognized as important for human resource management
(55%), and communication with management (50%) is key to improving
business results (Kotter, 1996). Identified areas for improvement include:
improving employee motivation and engagement (Pink, 2009),
encouraging knowledge sharing, improving information, increasing
decision-making autonomy, and developing a culture of creativity and
innovation. These aspects are essential for improving business results and
organizational resilience, especially in crisis situations (Schein, 2010).

Photo 4. The relationship between management and employees - disposition
of the answer
1 - Yes 2- Partly 3- Don’t know 4- No
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Profile of crisis management

The profile of crisis management in organizations indicates key challenges
and areas that need to be improved in order for organizations to become
more resilient to crisis situations. First, there is a low level of
understanding of the importance of human capital, with little management
interest in professional development of employees (Becker & Huselid,
1998). Management shows partial confidence in its own expertise to lead
the company out of crisis, while innovation is not sufficiently encouraged
or rewarded (Tushman & O'Reilly, 1996). The attitude of employees
towards changes and crisis is characterized by a low degree of adaptability
and a weak promotion of teamwork, which can make it difficult to react to
crisis challenges (Kotter, 1996). Nevertheless, there is a relatively
satisfactory level of learning from the experience of other employees,
which can serve as a basis for strengthening the joint ability of the
organization to face crises (Nonaka & Takeuchi, 1995). Regarding the
contribution of crisis management, management should improve
monitoring of new business trends (Porter, 1985), while 2/3 of the
respondents believe that management change is needed during a crisis.
The main cause of managerial error is the loss of operational control over
cash flows (36%), which indicates the need for more efficient systems for
financial monitoring and planning (Drucker, 2007). The majority of
respondents believe that crisis management should take responsibility in
crisis situations, which implies a proactive role of management in
decision-making and crisis resolution. Internal factors of the crisis, such
as poor financial management and high costs of doing business, have been
identified as key causes of the problem. In the relationship between
management and employees during a crisis, the key factors are trust and
communication (Kouzes & Posner, 2002). However, there are significant
problems such as low motivation of employees, weak exchange of
knowledge, lack of understanding of the importance of creativity, poor
information about business events, as well as limited independence of
employees in decision-making (Amabile, 1997).

The main challenges of crisis management include several key areas that
are of crucial importance for successful crisis management and long-term
organizational resilience. First, the development of human capital
represents the basis for dealing with crises, which implies encouraging
innovation and continuous professional development of employees
(Becker & Huselid, 1998). Another challenge is to increase the
organization's adaptability to change, through the promotion of teamwork
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and flexibility, which are crucial for quick response in dynamic
circumstances (Kotter, 1996). Also, improving financial control, which
includes effective operational control and cost management, is the basis
for preserving the stability of the organization in crisis periods (Drucker,
2007). Improving communication and information among employees is
considered a key factor for ensuring the timely and accurate transmission
of information within the organization, which is essential for making
correct decisions in crisis situations (Kouzes & Posner, 2002). Finally,
increasing the motivation and independence of employees is of essential
importance for building an engaged team that is capable of taking
responsibility and making key decisions in crisis circumstances (Pink,
2009). These areas are therefore considered key points for strengthening
crisis management and increasing organizational resilience.

Photo 5. Assessment of the contribution of four key segments to the
measurement of crisis management
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The comparison and discussion of the survey results indicate several key
insights into the relationships between employees, management and
organizational response to crisis situations, as well as the role of creativity
and competitiveness.
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Comparison of key segments:

1. Human resources as a segment that deals with human capital shows a
relatively low level of understanding of its importance in crisis management.
With an average value of 2.69 and a contribution of 0.168, this segment
indicates that management and employees often do not recognize the
sufficient value of investing in human resources. This may be due to a weaker
connection between strategic human resource planning and crisis
management. Low motivation, low willingness to share knowledge and poor
information about business developments indicate a lack of attention to the
development of human capital, which can be a key factor for an effective
response to crises.

2. The attitude of employees towards change and crisis is a segment that has
an average value of 2.82 and a contribution of 0.176, which shows that
although there is some level of readiness to adapt, employees are still not
fully engaged when it comes to teamwork and flexibility in crisis situations.
About 56% of the answers are unclear, which suggests the need for a better
understanding of the importance of teamwork and collective efficiency in
crisis situations, as well as the need for additional education and motivation
for employees.

3. The relationship between management and employees is the segment that
shows the greatest contribution to crisis management with an average value
of 2.85 and a contribution of 0.178. Employees believe that a mutual
relationship of trust between management and employees is important
during crisis situations, but there are still problems in motivation for quality
work performance, sharing knowledge and making independent decisions.
Management's trust with employees is crucial for effectively overcoming
crisis moments, but current responses indicate that trust and
communication within the organization are still not developing fast enough.

4. The contribution of crisis management is the segment that has the greatest
contribution in analyzing crisis management, with an average value of 2.99
and a contribution of 0.187. Respondents believe that management must
better follow new business trends, but there is also a clear recognition
regarding the need to take responsibility in crisis situations. The problem of
loss of operational control over cash flows indicates the importance of
efficient financial management as a key factor in maintaining the stability of
the organization in periods of crisis.
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RESULTS OF DISCUSSION

The results indicate several important perceived problems and potential
for improvements in organizations. Human resources is the segment that
requires the most attention. Given that human resources are the key to the
long-term resilience of an organization, investments in training,
motivation and skill development of employees should be a priority. Crisis
situations can highlight weaknesses in this segment, but also provide an
opportunity to recognize and strengthen human resources through
strategies that include constant professional development and building
greater mutual cooperation and trust between employees and
management.

The attitude of employees towards change also shows the need for
improvement. Management must work to develop a culture that supports
flexibility and adaptability, which implies not only technical training, but
also emotional intelligence and the development of team spirit. In crisis
situations, employees who are not ready to adapt quickly or do not have
enough flexibility can become an obstacle to an effective response to
challenges.

The creativity of employees, which turns out to be a problem in
perception, is an under-researched area. The percentage of 59% that does
not have a clear view on the connection between creativity and
competitiveness may indicate a lack of strategies to encourage creativity
or a failure to recognize its importance in business strategy. Organizations
that do not work to encourage innovative thinking may face problems in
maintaining a competitive advantage in the market.

Organizations facing challenges in several key areas of crisis management,
such as human resources, readiness for change, creativity and the role of
crisis management. The average values of the segments indicate that there
is a need for greater focus on the development and motivation of
employees, improvement of mutual trust and communication, as well as
proactive monitoring of business trends. Strategic HR planning in crisis
situations must be better integrated into all aspects of the organization,
which includes developing strategies that not only allow employees to
adapt quickly, but also encourage innovation and creativity, so that the
organization is able to respond to crisis challenges and maintain
competitive advantage.
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CONCLUSION AND SCIENTIFIC CONTRIBUTION

Strategic planning of human resources for crisis situations has proven to
be a key factor for successful management of organizations in times of
crisis. Although management and employees recognized the importance
of crisis management, the results of the research indicate deficiencies in
the areas of human capital, motivation, training and readiness for change.
Strategies for crisis situations must better include the engagement of
employees, at the same time encourage their skills and greater confidence
in their work, which is necessary for quick adaptation to new
circumstances. Human resource planning in crises should focus on
organizational flexibility, developing team efficiency and enabling
independent decision-making at all levels. Although employees are
generally ready to adapt to change, there are still difficulties in
implementing flexible work models and innovations. Organizations that
want to improve their resilience must seriously consider fostering
creativity and introducing new business models, as these are key factors
for competitiveness in times of crisis. The scientific contribution of this
research is reflected in the identification of key aspects of strategic
planning of human resources that directly affect the resilience of
organizations in crisis circumstances. Through a precise analysis of
empirical data, the research indicated the need for the development of
integrative approaches that connect flexibility, innovation and human
capital as pillars of organizational resilience. Through a detailed analysis
of the perceptions of management and employees, the work provides new
insights into the importance of creating policies that simultaneously
include education, training and motivation, which improves
organizational performance during crisis situations. The paper
contributes to the development of modern theoretical models of crisis
management through the research of specific factors that influence the
adaptability of organizations. These results can serve as a basis for further
research and practical recommendations for organizations that want to
build more effective human resource strategies and ensure sustainability
in times of crisis. Only through coordination between management and
employees, with clear strategies and policies that integrate all aspects of
crisis management, can organizations create resilience and the ability to
effectively overcome crisis challenges.
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STRATESKO PLANIRANJE LJUDSKIH RESURSA U
KRIZNIM SITUACIJAMA

Danijela Paroj¢i¢
Srdan Miliéevi¢
Aleksa Parojci¢

SaZetak: Stratesko planiranje ljudskih resursa u kriznim
situacijama je kljucni proces za obezbedivanje otpornosti i
konkurentske prednosti organizacija u uslovima neizvesnosti.
Ovaj rad istrazuje efikasnost strateskih pristupa upravljanju
ljudskim resursima tokom ekonomskih poremecaja, tehnoloskih
promena i globalnih kriza. Fokus je na proaktivnom
prepoznavanju rizika, razvoju kriznih timova, kontinuiranoj
edukaciji zaposlenih i unapredenju liderskih vestina, cime se
postize stabilnost poslovanja. Posebna paznja posvecena je
implementaciji inovativnih modela rada, kao sto su digitalizacija
i fleksibilni aranzmani rada, koji omogucavaju kontinuitet
poslovanja i ocuvanje produktivnosti. U radu se takode istice
vaznost izgradnje psiholoske sigurnosti zaposlenih i stvaranja


https://doi.org/10.1016/j.lrp.2017.06.007
https://doi.org/10.1177/014920639201800205

organizacione kulture koja podstice inovativnost i transparentnu
komunikaciju. Istrazivanja pokazuju da poverenje izmedu
menadzmenta i zaposlenih, kao i razvoj strucnih i liderskih
timova, znacajno doprinosi brzoj adaptaciji organizacija na
krizne situacije. Rezultati analize ukazuju da stratesko planiranje
ljudskih resursa tokom krize obezbeduje dugorocnu odrzivost
organizacija kroz fleksibilnost, inovativnost i izgradnju
otpornosti. Ovi elementi su osnova za uspesno savladavanje
izazova u turbulentnim vremenima.

Kljucne reci: ljudski kapital, prilagodljivost zaposlenih, krizni
menadzment, organizacioni nacin razmisljanja.
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AGRICULTURAL PRODUCERS AND
IPARD IN THE REPUBLIC OF SERBIA
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Abstract: This study highlights the significance of access to
funding as a key mechanism through which the European Union
supports the development of specific economic activities in
countries aspiring to EU membership. The primary objective was
to examine the behavioral patterns of individual agricultural
producers in relation to fund financing through the IPARD
program, particularly concerning the acquisition of new
agricultural machinery. The findings reveal notable differences
in the conditions for obtaining IPARD funds, especially with
respect to the age of applicants. Additionally, the results indicate
that the type of agricultural production also influences producers'
decisions to engage in credit arrangements with the program. The
practical relevance of these findings lies in emphasizing the role
of producers' age in applying for loans aimed at improving the
technical conditions of agricultural production, in line with the
IPARD-1 measures applicable in the Republic of Serbia.

Keywords: fund-based financing, financial crisis, IPARD,
individual agricultural producers.
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INTRODUCTION

The process of establishing credit relationships through funding
mechanisms such as those provided by the European Union should be
viewed as a direct interaction between applicants seeking financial
support and the authority that sets the public criteria for developing
future business activities. This process enables the financing of diverse
legal entities engaged in various types of economic activity.

A relatively small number of business owners - both fund users and
institutions that set the financing terms - participate in projects funded
through such programs. All relevant information about fund-based
financing is publicly available online and serves as the foundation for
establishing debtor-creditor relationships between the parties involved.
Viewed in this context, fund-based financing - such as through the IPARD
program - follows a structured format. This type of financing serves as a
pre-accession instrument of the European Union, supporting the Republic
of Serbia in its integration process with EU member states. It is primarily
aimed at developing and strengthening the agricultural sector in
candidate countries.

LITERATURE OVERVIEW

Accessing different funds such as the European Union Funds is essentially a
direct approach between the participants of the business in connection with
financing and future business (Leal et al., 2010; Janda et al., 2014; Caglayan et
al., 2021).

Such deals essentially do not require the existence of a large number of
unnecessary participants such as intermediaries who can be inserted in future
legal and economic deals (Seal et al., 2019; Chen et al., 2021; Eksi et al., 2022).

All relevant information about projects is available in the form of publicly
available data on the advertiser's website, and they provide basic information
about project financing, both in the Republic of Serbia and in other countries
that are involved in fund financing of certain businesses (Kolbl et al., 2023;
Harrison et al., 2024).

IPARD fund financing is an instrument of the pre-accession program of the
European Union in the process of integration of the Republic of Serbia with
EU countries (Manevska-Tasevska et al., 2011; Ramadani et al., 2013,
Kourtelis, 2017).
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The observation period of | funding towards Serbia in relation to the previously
stated IPARD 111 funding refers to the period 2021-2027 (Erjavec et al., 2020;
Seremesi¢ et al., 2021).

For these programs, the EU countries allocated a substantial amount of 288
million euros for these types of financing, and all participants in this type of
financing are required to fulfill certain conditions that are defined in the
conditions for publication (Ozdamar et al., 2021).

RESEARCH RESULTS AND DISCUSSIONS

The study included the processing of 182 surveyed participants, that is,
individual agricultural producers. A survey of 91 participants over the age
of 60 was conducted and the same number of participants who were
younger than 40, and who depend on agricultural production for their
livelihood, were surveyed.

A total of 181 surveyed participants perform their agricultural production
in the field of vegetable production. This was done due to the fact that one
of the key conditions of IPARD measure 1 - investments in physical assets
of agricultural farms is that the classification is done on the participants of
the submission of documents who cultivate 50 hectares of grain or grow
vegetables on smaller areas due to the nature of the work they are engaged
in. Thus, the author's observation was focused on observing the
organization of vegetable production in relation to IPARD fund financing.

The research was conducted in the period June-September 2024 in the
Republic of Serbia. It analyzed the following factors: the value of the
investment in agricultural holdings, the legislation that follows IPARD, the
value of incentives, the documentation that follows the process, the
expected development potential after receiving the refund.

Respondents could rate each of the mentioned factors in the range of 1-10,
with the highest value of an individual factor being 10, and the lowest
value of an individual factor being 1.

In the next step of gaining confidence in the study, the authors performed
classical statistical processing using the Statistical Package used in social
science studies, version 25, so that it would be the basis for the next step
in conducting data analysis.
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In order to clarify the obtained results, a t-test was used with the aim of
determining differences in the age of individual agricultural producers
who intend to use IPARD funds to finance the purchase of predominantly
agricultural modern machinery with the presentation of the threshold
value of significance using a significance level of 0.05.

Evaluation of impact factors in relation to the age of the marketers of
IPARD fund assets

The evaluation of the influence factor in relation to the age of the
marketers of IPARD funds was observed as a model behaviour of two
models of behaviour. Model A included the age of loan applicants up to 40
years of age, and model B included older applicants over 60 years’ old who
are mainly engaged in semi-precious production.

The results obtained in this way are shown in Table 1.

Table 1. Evaluation of impact factors through IPARD-1 measures that
influence the decision-making of individual agricultural producers

Age of
Factors mqllwdual Mean Star)dqrd T-value p
agricultural deviation
producers
The value of investment A 9.68 0.39
in the property of 150.130 | <0.0005*
agricultural farms B 2.11 0.30
Legislation A 9.14 0.34 -
accompanying IPARD B 681 | 030 | o311 |<0.0005
. A 5.14 0.35 *
Incentive value B 4.80 031 6.691 | <0.0005
. A 4.10 0.31 «
Documentation B 481 0.30 -14.628 | <0.0005
Expected development A 9.83 0.38
potentials after receiving 120.012 | <0.0005*
the refund B 2.99 0.44

Source: Author, 2024.
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The obtained results are compatible with the already stated views of the
authors (Radovic¢ etal.,, 2019; Arnautovic¢ et al., 2022) who emphasized the
importance and importance of making rational business decisions in the
management processes of organizing agricultural production. In addition,
such views correspond to the already expressed views (Bakmaz et al,
2024; Popovi¢ et al,, 2024) regarding the connection of the importance of
real financing of economic activities, which are fundamentally reflected
through the focus of research in this study and strengthen the obtained
results of this study.

Presentation of the total differences in the evaluation of the analysed
IPARD factors in relation to the age of individual agricultural producers

Below is a presentation of the total differences in the evaluation of the
analysed financing factors through IPARD funds in relation to the age of
individual agricultural producers engaged in vegetable production.

The results obtained in this way are shown in Table 2.

Table 2. Presentation of the differences in the valuation of IPARD financing in
relation to the age of individual agricultural producers

Age of
individual Standard
. Mean L T-value p
agricultural deviation
producers
A 7.88 0.31 *
Total score B 731 033 13.959 | <0.0005

Source: Author, 2024.

Overall, the factors of influence on funding through funds are essentially
dependent on the validity of the decision-maker's financial decisions,
which is highlighted in the authors' works (Li & Good, 2021; Lutovac &
Popovi¢, 2024; Zhao et al., 2024). The presented views can be applied in
the organization of agricultural production, especially that which is not
covered by classical field crops, but is focused on the example of this study
on the study of vegetable production with all its specificities, as well as
within the framework of other economic activities (Leki¢ et al., 2021;
Cavlin et al., 2022).
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CONCLUSION

The results of the study highlight the critical importance of a correct and
informed approach to fund-based financing, particularly as implemented
through IPARD in the agricultural sector of the Republic of Serbia. The
authors emphasize the need to account for key limiting factors when
seeking to enhance agricultural production through such funding. One
major consideration is the organizational structure of agricultural
operations, which affects eligibility due to unequal financing conditions.
Specifically, a requirement for loan applicants is the ownership of at least
50 hectares of land. Another influential factor is the age of the applicant,
which was identified as significantly affecting access to funding. By
adhering to these two criteria - land ownership and applicant age -
applicants can significantly increase their chances of securing stable
financing through the IPARD program, which serves as a key development
instrument for Serbian agriculture.
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U CILJU SMANJENJA FINANSIJSKE KRIZE
U RADU INDIVIDUALNIH POLJOPRIVREDNIH
PROIZVODACA | IPARD-a U REPUBLICI SRBUJI

Vladan Jovi¢

SaZetak: U studiji dat je prikaz znacaja pristupanja fondovima,
pomocu kojih Evropska unija utice na razvoj pojedinih privrednih
delatnosti u zemljama koje teze da se prikljuce EU. Cilj rada bio
je da otkrije model ponasanja individualnih poljoprivrednih
proizvodaca u interakciji sa fondovskim finansiranjem preko
IPARDA-qa, a sve u vezi nabavke pretezno nove poljoprivredne
mehanizacije. Dobijeni rezultati u studiji prikazuju postojanje
znacajnih razlike u vezi uslova dobijanja sredstava od strane
IPARD-a, pogotovo u odnosu na starost individualnih
poljoprivrednih proizvodaca koji apliciraju kod pomenutog
fonda. Osim toga, rezultati prikazuju da postoje i razlike, poput
uticaja vrste poljoprivredne proizvodnje koja utice na
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opredeljenje ulaska u kreditni odnos sa pomenutim fondom.
Prakticna primena dobijenih rezultata u ovoj studiji ogleda se u
isticanju  vaznosti ~ starosti  individualnih  poljoprivrednih
proizvodaca koji apliciraju za kreditnim sredstvima u cilju
unapredenja tehnickih uslova za obavljanje poljoprivredne
proizvodnje u odnosu na IPARD-1 mere, a koje se mogu primeniti
u Republici Srhbiji.

Kljuéne reci: finansiranje putem fondova, finansijska kriza,
IPARD, individualni poljoprivredni proizvodac.
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Abstract: Crafted to effectively manage and optimize human
capital in organizations, HRM practices bolster organizational
objectives and improve entity prosperity and sustainability. These
practices combine strategic foresight, supportive leadership, and
innovative solutions to create a harmonious and thriving work
environment. The foundational premise for this research is the
cognition that HRM practices’ perceptions by “human”
constituents of an organization may differ greatly. The conducted
study chose to focus solely on employees’ interpretations of HRM
practices (omitting the managerial perspective), simultaneously
discussing HRM practices in bundles (transcending the
limitations of the ‘“isolated practice-centric” literature
approach). The research aims to advance HRM theory in the
previously mentioned field by integrating current knowledge, as
there are very few recent studies doing so. The paper provides a
critical, qualitative, and comparative review of the HRM
practices research literature by analyzing thirty-three peer-
reviewed studies published in a dozen international journals from
2019 to 2024. To gain credible holistic literature synthesis, the
journal list primarily consisted of reputable, highly ranked
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journals known for their influential research history and
substantial impact on HRM knowledge. The main research
finding is a comprehension that HRM practices are not merely
administrative routines but transformative tools that can alter
employee behavior whilst elevating organizational performance
and effectiveness in tandem.

Key words: HRM theory, perceived HRM practices, employee
perception, systematic literature review.

INTRODUCTORY CONSIDERATIONS

HRM involves a diverse array of activities aimed at attracting, selecting,
developing, motivating, utilizing, and keeping personnel. If conducted in
an organizational environment these activities are recognized as HRM
practices (Jiang, Lepak, Hu & Baer, 2012; Bello-Pintado, 2015). Common
assumptions in studies on HRM practices according to Wang, Kim, Rafferty
& Sanders (2019), as well as Beijer, Peccei, van Veldhoven & Paauwe
(2021), include but are not limited to the subsequent points. Firstly, HRM
practices are not a monolithic concept. They can be observed from
different perspectives — both managerial and employee. Secondly, they
may serve as a communication channel between employer and employee,
delivering unidirectional explicit messages to the workforce (whether
intentional or unintentional). The opinions employees later develop about
HRM practices reflect the messages they have gotten from their employer,
either through observing or personally experiencing those practices.
Precisely, the perceptions, whether on an individual or group scale,
demonstrate how employees interpreted the intentions and priorities
communicated by the HRM strategies of the organization. Thirdly,
employers and employees may have different perspectives on the types of
HRM practices and the motivation behind their implementation. The body
of research on employees’ perceptions of HRM practices (Wang et al,,
2019; Beijer et al., 2021) openly acknowledges this disparity, highlighting
how employees’ subjective interpretations of HRM policies may impact
workplace results greatly. In fact, employees’ experiences and
perspectives have a critical role in shaping personnel’s reactions to HRM
strategies, stressing the importance of ensuring the alignment of
managerial intent with employee perception by HR managers in order to
realize satisfactory organizational results. This potential for divergence in
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staff members’ perceptions of HRM practices highlights the complex
interactions within organizational settings. The differences may stem
from the detailed customization of HRM practices made for various
employee demographics (strategies tailored for different employee
groups), resulting in increasing misunderstandings among employees.
Employees might see specific HRM practices as irrelevant to their jobs,
thereby overlooking possible advantages or disadvantages of these
organizational tools. Even within the same work groups, different
interpretations may arise concerning the availability and reasoning
behind HRM practices that are put into effect. In general, these disparities
can be attributed to individual differences that arise from various factors
such as personalities, past work experiences, or the social dynamics
present in the workplace (Wang et al., 2019; Beijer et al,, 2021). From an
academic perspective, the differences in how HRM practices are perceived
among individuals within organizations are not simply a statistical
variance to be reduced, but a significant occurrence that illuminates the
impact of HRM activities on organizational outcomes. That is why this
question warrants careful and profound study.

The conducted research aims to, by critical stigmatization of extant
literature, integrate current findings and confirm once again that
employee perceptions of HRM practices are complex and multifaceted.
The study will consider not only the details of the HRM practices
themselves but also the nature of their implementation and the perceived
intention behind them, as seen in various relevant studies. The research
focus will be on understanding how employees perceive HRM practices,
aiming to lighten the impact of these activities on employee behavior and
attitudes. In addition, the investigated papers will focus only on HRM
practices that are observed in bundles, transcending the limitations of the
“isolated practice-centric” literature approach. Finally, the conducted
study will try to prove the main research premise that HRM practices are
not merely administrative routines but transformative tools that can alter
employee behavior whilst elevating organizational performance and
effectiveness in tandem.
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BRIEF THEORETICAL INSIGHT INTO THE PHENOMENON OF PERCEIVED
HRM PRACTICES

The conceptual framework of perceived HRM practices hinges on their
subjective embodiment - the way they are experienced and interpreted by
an average employee within an organization. For HRM strategies to exert
a meaningful influence on employee outcomes, they must be cognitively
internalized by employees, as cognition forms the bedrock upon which
attitudes and behaviors are constructed. Each individual HRM practice or
an integrated set of practices (bundle), serves as a communicative signal
to employees, conveying distinct messages that reflect organizational
intents (Bello-Pintado, 2015; Dello Russo, Mascia & Morandi, 2018; Bos-
Nehles & Veenendaal, 2019). When these messages are interpreted as
indicative of the employer’s goodwill, they tend to provoke positive
reactions from employees (Maheshwari & Vohra, 2015; Hameed &
Khwaja, 2023). This rationale is supported by the foundational theories of
Social Exchange and Psychological Contract. Mentioned theories posit that
the perceived benevolence inherent in the implementation of HRM
practices fosters a reciprocal dynamic. Employees, recognizing the
goodwill embedded in these practices, are naturally inclined to respond
with positive behaviors, thus creating a virtuous cycle of mutual benefit
and organizational harmony (Wang et al, 2019; Winarno, Prasetio,
Luturlean & Wardhani, 2022; Bos-Nehles & Veenendaal, 2019;
Giancaspro, de Simone & Manuti, 2022). Understanding the background of
this rationale largely determines the organization’s future (for instance, as
author Choi (2019) states, employees’ perceptions of these procedures
frequently influence their effectiveness and organizational performance).
This paper will theoretically contribute to a more detailed insight into the
presented issue.

SCOPE OF THE SYSTEMATIC LITERATURE REVIEW AND INTEGRATED
METHODS

Key words like human resource (management)/HRM/HR practices,
employee perceived HRM practices, employee perception on HRM,
HR/HRM bundles of practices, etc., were utilized in the research of the
papers that would be included in the literature review. The research
focused on the most recent studies in this field - only studies published
during the previous five years (2019-2024 interval) were taken into



RESEARCH FRONTS REGARDING EMPLOYEES' PERCEPTION OF HRM PRACTICES 43 |

consideration, as current literature has yet to address them (during this
time period, there was also an increasing focus on the employee viewpoint
towards HRM practices in research). Nonetheless, in order to provide a
solid research basis, the paper’s theoretical foundations are also built on
several sources of slightly older literature.

The literature that was used was extracted from several credible, highly
rated peer-reviewed journals that have been on the list of the world’s most
famous publishers in this sector of management for years. Publishers
incorporated include the following: Routledge (Taylor & Francis Group),
Wiley Online Library (Wiley Periodicals, Inc.), Sage Journals, Emerald
Insight, Academy of Management, Elsevier, MDPI, Canadian Center of
Science and Education, etc. These publishers include journals like:
International Journal of Human Resource Management, Human Resource
Management, Journal of Management, Human Resource Management
Journal, Personnel Review, Personnel Psychology, Modern Applied
Science, Academy of Management Journal, European Management Journal,
Sustainability, International Journal of Organizational Analysis,
Leadership & Organization Development Journal, International Journal of
Productivity and Performance Management, Evidence-based HRM, etc. A
grand total of thirty-three scientific empirical studies (research papers)
were chosen, thoroughly analyzed regarding how employees perceive
HRM practices in different contexts, and minutely presented in the
research.

From the aspect of research design, a priori, it is crucial to emphasize that
this research purposefully omits the “managerial” perspective, which
refers to the papers with the traditional managerial interpretation of HRM
practices. This exclusion is a purposeful methodological decision, enabling
the study to focus solely on how employees perceive HRM practices. The
rationale behind this approach lies in the recognition that employees’
subjective experiences and perceptions of HRM practices are inherently
different from managerial viewpoints, and play a key role in forming
employee attitudes and behaviors (Wang, Rafferty, Sanders & Kim, 2022).
The study aims to understand employees’ diverse and detailed views on
HRM practices by only considering their perspectives. This
methodological focus guarantees that the results are firmly based on the
employees’ real-life experiences, leading to a detailed comprehension of
how HRM practices affect employee outcomes. Consequently, the research
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offers valuable insights that are relevant and can be implemented, aimed
at refining HRM strategies to better align with the actual experiences and
needs of employees.

As within the realm of strategic HRM, there exists a growing focus on
evaluating the combined effectiveness of multiple HRM practices rather
than individual ones (Combs, Liu, Hall & Ketchen (2006) suggest that a
comprehensive HRM system has a greater influence on organizational
outcomes than individual practices alone), the conducted study prioritizes
papers that capture employee perceptions across a comprehensive array
of HRM practices, avoiding the constraints of single-practice analyses in a
study. In particular, this research is centered on studying combined HRM
practices that are coordinated to improve employee skills, drive
motivation, and provide opportunities for involvement. This, among
others, includes recruitment, selection, training, development,
performance appraisal, compensation, and information-sharing practices
(the most commonly researched HRM practices in the literature). These
individual practices, frequently discussed in strategic HRM literature
provide a detailed insight into how cohesive HRM strategies contribute to
organizational success.

By summarizing the literature, the idea is that readers may easily draw
conclusions and identify patterns in HRM practices research (whether
they were observed as predictors/dependent variables, in the context of
which mediators/moderators were most often studied, and what was the
prevailing research context they were observed into). Ultimately, research
will provide suggestions for additional academic investigation, wishing to
enhance this research niche’s theoretical and practical underpinnings.

MAIN FINDINGS OF THE REVIEW

The main findings of the review of empirical studies on employees’
perceived HRM practices (2019-2024 period) are shown in Table 1 which
is presented in the Appendix section.

CONCLUDING CONSIDERATIONS

In the domain of HRM perception research, a key focus is on the subtle
variations in how HRM practices are perceived by “human” constituents
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of an organization. This divergence highlights a fundamental aspect of
organizational dynamics, where empirical investigations consistently
reveal disparities in how HRM strategies are understood across different
hierarchy levels. Studies indicate that employees often have differing
interpretations of HRM practices compared to their managers, resulting in
varying levels of alignment between their perspectives. The extent of this
difference in perception can significantly fluctuate, affected by elements
like the effectiveness of managerial communication and the likeness in
social and administrative rank between managers and employees. These
beliefs have important consequences for employees’ outcomes in different
areas. Observed studies demonstrate that the way employees perceive
HRM practices has a direct influence on critical organizational metrics
including: commitment levels, job satisfaction, employee engagement,
informal workplace learning and creativity, intent to leave, retirement
intentions, performance outcomes, behaviors that support the
organization, etc. Additionally, it is observed that the relationship between
perceived HRM practices and these outcomes can be intensified by
multifaceted factors (moderators), ranging from the personal traits of
employees to broader organizational features and the perceived backing
from the organization itself (e.g. self-efficacy, employee age, employee
health, career stage, innovative climate, procedural justice, supervisory
role, etc.). The aforementioned relationships are also proven to be
mediated by various organizational “determinants”, such as: work
engagement, job satisfaction, organizational commitment, perceived
person-organization fit, trust in management, perceived organizational
support, organizational attractiveness, etc.). All these noted relations
corroborate the main research hypothesis which claimed that HRM
practices are not merely administrative routines but transformative tools
that can alter employee behavior whilst elevating organizational
performance and effectiveness in tandem.

Despite promptness in presenting and advancements in understanding
these relationships, the field (HRM literature) still confronts some
methodological challenges that need to be overcome. Although there is
significant knowledge of the consequences of perceived HRM practices,
further in-depth investigation into the organizational factors that shape
these perceptions would be beneficial in future research. An inquiry into
this affair would greatly enhance overall comprehension of the formation
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of these perceptions and their implications for organizational dynamics.
In addition, although this research covered the investigation of a range of
bundles of HRM practices (including: well-being oriented HRM practices,
effective  HRM practices, job resource HRM practices, employees’
perceptions of high-performance work practices, human resource
development practices, etc.), there remains significant potential for future
studies to delve into additional, novel and innovative configurations of
bundles of HRM practices.

Not neglecting the valuable insights it provides (the conducted study
revives the neglected conversation surrounding HRM practices and their
consequential implications, establishing itself as the bearer of knowledge
for organizations seeking to shape their future research agendas and
strategic decisions with informed deliberation), this particular research
finds its limitation in the relatively modest quantity of reviewed papers it
contains. This constraint underscores the necessity for future research to
incorporate a more extensive and diverse spectrum of scholarly analyses,
i.e. a considerably greater volume of research papers. As this line of
investigation shows potential for improving common comprehension of
how HRM procedures are understood, interpreted, and utilized by
employees to improve organizational efficiency and employee welfare,
further research with enriched methodology is also recommended.
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FRONTOVI ISTRAZIVANJA O PERCEPCLI
PRAKSI MLJR OD STRANE ZAPOSLENIH

Ivana Jolovi¢
Nevena Jolovi¢

SaZetak: Sacinjene da efikasno upravljaju i optimizuju ljudski
kapital u organizacijama, prakse MLIR (menadzmenta ljudskih
resursa) ucvrséuju organizacione ciljeve i poboljSavaju
prosperitet i odrzivost entiteta. Imenovane prakse kombinuju
strateSko predvidanje, podriavajuce liderstvo i inovativna
reSenja zarad stvaranja harmonicnog i progresivnog radnog
okruzenja. OsSnovna premisa istrazivanja nalazi se u spoznaji da
se percepcije praksi MLJR od strane ,,ljudskih” konstituenata
organizacije mogu znatno razlikovati. Sprovedena studija
fokusirana je iskljucivo na interpretaciji praksi MLJR od strane
zaposlenih  (izostavlja  menadzersku  perspektivu), — dok
istovremeno diskutuje o praksama MLJR u , snopovima”
(prevazilazeci ogranicenja literaturnog pristupa ,, orijentisanog
na izolovanu, pojedinacnu praksu”). IstraZivanje ima za cilj da
unapredi teoriju MLJR u prethodno pomenutom domenu
integracijom aktuelnih znanja, buduéi da se vrlo mali broj
skorasnjih studija posvetio tome. Rad pruza kriticki, kvalitativni i
komparativni pregled literature o istrazivanju praksi MLJR,
analizirajuéi trideset tri naucne studije objavijene u desetak
medunarodnih casopisa u periodu od 2019. do 2024. godine. Da
bi se obezbedila kredibilna, holisticka sinteza literature, lista
casopisa se primarno sastoji od uglednih, visoko rangiranih
casopisa poznatih naucnoj javnosti po svojoj uticajnoj istoriji
istrazivanja i znac¢ajnom doprinosu znanju o ljudskim resursima.
Glavni istrazivacki nalaz je zakljucak da prakse MLJR nisu samo
administrativne rutine, vec¢ transformativna oruda koja mogu
preoblikovati ponasanje zaposlenih, istovremeno doprineseci
organizacionom ucinku i efektivnosti.

Kljucne reci: teorija MLJR, percipirane prakse MLJR, percepcija
zaposlenih, sistematski pregled literature.
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APPENDIX
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FINANSIRANJE NAUCNOISTRAZIVACKIH
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SaZetak: Finansiranje naucnoistrazivackih projekata realizuje se
iz vise izvora i mesta, ali sa zajednickim ciljem unapredenja
stanja u oblasti vojnog obrazovanja i vojne naucnoistrazivacke
delatnosti. Cilj rada je da se ukaze na ,, odgovarajuce “ planiranje
finansijskih sredstava za razvoj vojnog obrazovanja i vojne
naucnoistrazivacke delatnosti. Naravno, namena utroSka datih
sredstava je veoma Vazna i od presudnog znacaja za kvalitet
vojnog obrazovanja i vojne naucnoistrazivacke delatnosti.
Shodno tome, osnovna hipoteza je da poznavanje i primena
upravljanja projektima, kao i usaglasenost sa procedurama,
propisima i kontnim planom, imaju direktan uticaj na efikasnu
realizaciju finansijskih sredstava koja su planirana i opredeljena
za naucnoistrazivacke projekte Univerziteta odbrane, Sto na kraju
utice na uspeh i izvodljivost samih projekata.
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U radu je primenjena komparativna metoda tj. uporedna analiza
finansiranja izdataka i rashoda Univerziteta odbrane u periodu
od 2016. do 2022. godine po izvorima finansiranja, kao i metoda
analize sadrzaja. Primenom SPPS softvera uradena je analiza
finansijskih  podataka u cilju unapredenja upravljanja
naucnoistrazivackim projektima na Univerzitetu odbrane. Stoga
u radu autori zakljucuju da je primena upravljanja projektima,
kao i poznavanje procedura i propisa od izuzetnog znacaja za
uspesnost projekta i planiranje i izvrsenje finansijskih sredstava.

Kljuéne rec¢i: Univerzitet odbrane, finansiranje, izvori
finansiranja, naucnoistrazivacki projekti.

uvoD

Vojno obrazovanje u Republici Srbiji datira od 1850. godine, kada je
formirana Artiljerijska Skola i od tada prolazi kroz razne faze i izazove u
skladu sa promenama u drustvu. Medutim, vojno obrazovanje je ne samo
opstalo nego se i razvijalo, pratilo sve savremene trendove kako u
obrazovanju tako i u vojsci (Adzi¢ et al., 2022). Zapravo, vojno obrazovanje
ne podrazumeva iskljuc¢ivo obrazovanje kako to rade ostali univerziteti u
Republici Srbiji, vec je to ,,oblikovanje” i Skolovanje buducih oficira za rad u
savremenoj vojsci sa sofisticiranom tehnikom i u najsloZenijim uslovima.
Veoma je vazno naglasiti da vojno obrazovanje, pored trendova u drustvu
treba da prati i trendove u vojsci. Stoga je razvoj vojnog obrazovanja i vojne
naucnoistrazivacke delatnosti imperativ svih armija savremenog sveta.

Pratec¢i promene u visokom obrazovanju Republike Srbije, Ministarstvo
odbrane i Vojska Srbije su predloZili a, Vlada Republike Srbije je 2011.
godine formirala Univerzitet odbrane u Beogradu. Univerzitet odbrane u
Beogradu je prvobitno osnovan sa Vojnom akademijom i Medicinskim
Fakultetom VMA. Kasnije su Univerzitetu dodati Institut za strategijska
istrazivanja i Skola nacionalne odbrane.

Kao visokoSkolska ustanova, Univerzitet odbrane obavlja delatnost
visokog obrazovanja kroz akademske studijske prvog, drugog i tecCeg
stepena iz viSe naucnih oblasti u okviru obrazovno-naucnih polja:
drustveno-humanistickih, tehnicko-tehnoloskih i medicinskih nauka. Na
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Univerzitetu odbrane se u svim obrazovno- nau¢nim poljima realizuju
naucnoistrazivacki projekti, a ve¢ina projekata ima multidisciplinarni
karakter (Pori¢ et al, 2024). VaZno je naglasiti da je zapravo od
savremenonog vojnog obrazovanja neodvojiva vojna nauc¢noistrazivacka
delatnost. Naime, mora se pomno pratiti svojevrsna ,revolucija” koja je
nastupila i koja traje u vojnoj profesiji i savremenom ratovanju. Nadalje,
ova saznanja i pretpostavke je neophodno proveravati u
naucnoistrazivackim projektima, a potom potvrdene naucne istine
primenjivati u vojnom obrazovanju.

Osnov za upravljanje projektima su Zakon o nauci i istraZivanjima® i
pravilnici koje je u ovoj oblasti definisalo Ministarstvo odbrane i
Univerzitet odbrane.® Ovi normativni akti odreduju okvire i postupke
naucnoistrazivacke delatnosti u Ministarstvu odbrane. Naime, u njima je
sadrzano i definisano postupanje svih subjekata koji se bave
naucnoistrazivackim radom u Ministarstvu odbrane, tj. na Univerzitetu
odbrane.

Prema Milanovi¢ (2023) vaZan segment upravljanja projektom i
uspesnosti projekta, zapravo vitalan segment tokom trajanja projekta je
finansiranje projekata. Finansiranje naucnoistrazivackih projekata
Univerziteta odbrane u okviru sva tri obrazovno-naucna polja regulisano
je Zakonom o budZetskom sistemu Republike Srbije i ostalim normativno
pravnim aktima Ministarstva odbrane i Vojske Srbije (Miri¢ i NeSevski
2016).

FINANSIRANJE NAUCNOISTRAZIVACKIH PROJEKATA

Savremeno upravljanje projektima i finansiranje u javnom sektoru
predstavlja kljuni segment za postizanje efikasnosti i odrZivosti
projekata. Upravljanje projektima zahteva integraciju razli¢itih metoda,
ukljucujuci finansijsko upravljanje, kako bi se obezbedio uspeh projekata.
Posebno se naglasava vaznost planiranja i nadzora budZeta kako bi se
postigao Zeljeni kvalitet i ostvarili projektni ciljevi (Kerzner, 2017).

4 Zakon o nauci i istrazivanjima, 49/2019-3 (,Sluzbeni glasnik RS*, broj 49 od 8. jula 2019.)

5 Pravilnik o nacinu organizovanja, planiranja, sprovodenja i razvoja naucnoistrazivacke delatnosti u
Ministrarstvu odbrane i Vojsci Srbije (,Sluzbeni vojni list”, broj 1/21); Pravilnik o nau¢noistrazivackom
radu (,,Sluzbeni vojni list ”, broj 36/21)
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Efikasno upravljanje finansijama klju¢no je za uspeh javnih projekata, jer
javna sredstva moraju biti transparentno i odgovorno alocirana. Ovaj
pristup omogucava postizanje dugorocnih ciljeva i odrZivosti projekata
(Wirt, 2013). Efikasno upravljanje finansijama moze smanjiti rizik od
prekoracenja budZeta i obezbediti uspeSan zavrsSetak projekata, sto je
klju¢no za dugoroc¢ni uspeh u javnom sektoru (Holder, 2014).

Finansiranje nauc¢noistrazivackih projekata u javnom sektoru predstavlja
klju¢ni faktor za razvoj inovacija, unapredenje obrazovanja, kao i
postizanje strateskih ciljeva u drustvu. U javnom sektoru,
naucnoistrazivacki projekti Cesto zavise od drzavnih budZeta, fondova
Evropske unije, ali i privatnih investicija. Upravljanje finansijskim
resursima u ovim projektima zahteva pazljivo planiranje i uskladivanje sa
zakonodavnim i administrativnim okvirom, Sto ukljuuje preciznu
alokaciju sredstava i pracenje troSkova tokom trajanja projekta
(Jovanovi¢, 2023).

Jedan od glavnih izazova u finansiranju nauc¢noistrazivac¢kih projekata
obezbedivanje stabilnih i dugoro¢nih izvora finansiranja, Sto omogucava
kontinuitet i odrzivost istraZivanja (Nikoli¢, 2024).

Osim toga, vaZzan segment u finansiranju naucno-istrazivackih projekata
je transparentnost i odgovornost u upravljanju finansijskim sredstvima.
Jasno definisani postupci prijave i kontrole klju¢ni za smanjenje rizika od
zloupotreba i neefikasnosti u troSenju sredstava. U tom kontekstu,
efikasna upotreba sredstava doprinosi ne samo uspesnoj realizaciji
istrazivackih ciljeva, ve¢ i povecanju poverenja u institucionalne
mehanizme finansiranja (Kovacevi¢, 2023).

Finansiranje naucnoistrazivackih projekata u javnom sektoru takode
zahteva stalno prilagodavanje finansijskih mehanizama s obzirom na
globalne promene u ekonomiji i trziStima. S obzirom na to, vazno je da
naucne institucije u javhom sektoru razvijaju sposobnost da efikasno
upravljaju resursima i istrazivackim projektima kako bi postigle strateSke
ciljeve u oblasti nauke i tehnologije (Petrovi¢, 2024).

FINANSIRANJE UNIVERZITETA ODBRANE

Univerzitet odbrane je od osnivanja deo Ministarstva odbrane i njegovo
finansiranje je regulisano svim zakonskim i podzakonskim aktima za
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budZetske korisnike. S obzirom da je Ministarstvo odbrane direktni
budzetski korisnik, sve procedure oko izrade i izvrSenja budZeta
regulisane su Zakonom o budZetskom sistemu.

Od osnivanja Univerziteta, odnosno od 2011. godine finansiranje svih
aktivnosti je realizovano sredstvima iz budzeta. S obzirom da je to bio
period restriktivnog finansiranja budZetskih korisnika Republike Srbije i
finansiranje vojnog obrazovanja je bilo restriktivno, Sto se odrazilo na
snabdevanje materijalne baze, kao i na njenu modernizaciju. Naime,
raspoloziva finansijska sredstva iz budZeta cesto su bila nedovoljna za
odrzavanje postojecih, a narocito nije bio mogu¢ razvoj novih kapaciteta,
te je bilo neophodno pronaci inovativna reSenja (NeSevski, Milenkovi¢,
Knezevi¢, 2023).

MenadZment Univerziteta i Ministarstva odbrane je 2015. godine doneo
odluku da formira Budzetski fond za razvoj vojnog obrazovanja i vojne
naucnoistrazivacke delatnosti kako restriktivno finansiranje ne bi
negativno uticalo na kvalitet vojnog obrazovanja (KneZevi¢, 2021). U
skladu6 sa vazecim propisima doneta je odluka o osnivanju BudZetskog
fonda.

BudZetski fond za razvoj vojnog obrazovanja i vojne nauc¢noistrazivacke
delatnosti je formiran sa ciljem da sopstveni prihodi koje ostvare Vojna
akademija i Medicinski fakultet VMA po osnovu obrazovanja i
naucnoistrazivacke delatnosti, ostanu na raspolaganju Univerzitetu i da se
tako obezbede uslovi za razvoj kapaciteta vojnog obrazovanja. Smisao
ovog BudZetskog fonda je, da se pored ve¢ odobrenih budZetskih
sredstava koriste i dodatna finansijska sredstva, ¢ime bi se uvecala
ukupno raspoloZiva finansijska sredstva Univerziteta (KneZevi¢, 2022;
Vidovi¢, 2022).

ISTRAZIVANJE

[straZivanje za potrebe ovog rada pruzic¢e podatke za period od 2016. do
2022. godine na Univerzitetu odbrane.

6 0dluka o obrazovanju Budzetskog fonda za potrebe vojnog obrazovanja i vojne naucnoistrazivacke
delatnosti (SI. glasnik RS, br.82/2015)
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Prva godina kada su Zakonom o budZetu planirana finansijska sredstva iz
BudZetskog fonda je bila 2016. godina i tada je planirano pribliZno 80
miliona dinara iz sopstvenih prihoda da se i realizuje namenski (Gojkovi¢
et al,, 2023). U budZetski fond po odredbama Odluke o osnivanju istog,
mogu se iskljucivo uplacivati ostvareni prihodi po osnovu obrazovanja na
Vojnoj akademiji i Medicinskom fakultetu VMA kao i prihodi Medicinskog
fakulteta VMA po osnovu istrazivanja (Grafikon 1).

Grafikon 1 - Analiza finansiranja Univerziteta iz BudZetskog fonda po
izvorima finansiranja BF iskazano u dinarima
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U toku 2017. godine u BudZetskom fondu planirano je 103,5 miliona
dinara iz sopstvenih prihoda i u celosti neutroSeni prihodi iz prethodne
godine kao izvor 13 (nerasporedeni viSak prihoda iz ranijih godina).

Kao Sto je i prikazano na Grafikonu 1, u toku 2018. godine bila je slicna
situacija 2017. godini. Naime, planirano je neSto viSe sopstvenih prihoda
i neutro$eni prihod iz prethodne godine. Medutim u 2019. godini, pored
ova dva izvora finansiranja planirana su i finansijska sredstva iz budZeta
(izvor 01), kao i primanja od prodaje nefinansijske imovine (izvor 09).

U 2020.12021. godini za BudZetski fond planirana su finansijska sredstva
iskljucivo iz sopstvenih prihoda i nerasporedenog viska prihoda.
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0d 2022. godine, Budzetski fond viSe ne postoji i uvedena je programska
aktivnost Unapredenje stanja u oblasti vojnog obrazovanja i vojne
naucnoistrazivacke delatnosti (NID) sa istim ciljem dodatnog finansiranja
kapaciteta vojnog obrazovanja. Izvori finansiranja su ostali isti.

Prilikom realizacije finansijskih sredstava iz posmatranog BudZetskog
fonda na pocetku je bilo dosta problema, kao $to se i moglo oc¢ekivati, koji
su kasnije prevazideni i danas sa sigurno$¢u moZe da se kaze da je ovaj
BudZetski fond doprinosio razvoju vojnog obrazovanja i vojne
naucnoistrazivacke delatnosti.

Grafikon 2 - Analiza utroska finansijskih sredstava BudZetskog fonda po
izvorima finansiranja BF iskazano u dinarima
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Prva godina kada su uplacivana finansijska sredstva u Budzetski fond bila
je 2016. godina, ali, Univerzitet odbrane nije bio spreman da utrosi ta
sredstva jer nije imao normativno pravnu regulativu za utroSak istih. Tada
je tek zapoceo proces izrade Pravilnika o raspodeli sredstava BudzZetskog
fonda. Stoga su finansijska sredstva BudZetskog fonda prihodovana u toku
2016. godine, preneta u 2017. godinu kao izvor 13 - Nerasporedeni viSak
prihoda iz prethodnih godina (Grafikon 2). Grafikonom 2 dat je prikaz
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odobrenih (oznaka O) i potroSenih (oznaka P) finansijskih sredstava po
godinama na H osi i na Y osi nominalni iznosi u dinarima.

U toku 2017. godine, odustalo se od donoSenja Pravilnika o raspodeli
sredstava BudZetskog fonda ali je ministar odbrane doneo Odluku za
raspodelu sredstava BudZetskog fonda, te je na osnovu nje zapoceo proces
realizacije finansijskih sredstava. Iako je realizacija ovih sredstava bila
dugo ocekivana, Budzetski fond je u 2017. godini konacno realizovao
isplate naknada nastavnicima i istrazivacima na Univerzitetu odbrane,
nabavio savremenu informaticku opremu, kao i opremu za obrazovanje i
finansirano je uce$¢e nastavnika na doma¢im i medunarodnim naucnim
skupovima. Realizacija finansijskog plana je bila 32%, ali su evidentirali
prenete obaveze u 2018. godinu zbog ponovljenih postupaka javnih
nabavki. Analiziraju¢i 2018. godinu sa aspekta utroSka sredstava
Budzetskog fonda moZe se konstatovati da je zapravo veoma loSa
realizacija jer je iznosila svega 14% i to su uglavnom prenete obaveze iz
2017. godine. 7

Nakon izvrSenih analiza utroska za 2018. godinu upravljacke strukture
Univerziteta odbrane su donele odluku da se planira utrosak sredstava za
2019. godinu na vreme, naravno u skladu sa postoje¢im propisima, tj. da
se odmah na pocetku godine zapoc¢ne sa utroSkom istih. Rezultat takvih
odluka je bio visok procenat realizacije finansijskog plana od 63%, Sto do
tada nije zabeleZeno. Realizacija isplata naknada za nastavnike i saradnike
nije realizovana i zato su preneta sredstva po ovoj nameni u 2020. godinu.

U toku 2020. godine, u BudZetskom fondu realizacija finansijskih
sredstava bila je na najviSem nivou, odnosno 94%, Sto do tada, ali ni
kasnije nije zabeleZeno. U 2021. godini procenat realizacije finansijskih
sredstava pao je na 48%, au 2022. godini na 31%.

Poredenje izdvajanja finansijskih sredstava za naucnoistrazivacke
projekte na Univerzitetu odbrane u Beogradu sa drugim vojnim
univerzitetima u okruZenju i Sire nije mogu¢, jer ne postoje raspoloZivi
podaci o istim. Naime, svi dostupni podaci koji se prikupljaju od
ministarstava odbrane svih drZzava sveta, ne obuhvataju rashode vojnih
obrazovnih institucija kao ni za nauku i samim tim nisu raspolozivi. Prema
podacima iz IzvesStaja o stanju u nauci (Nacionalni savet za naucni i

" Finansijski izves$taji Univerziteta odbrane za posmatrani period.
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tehnoloski razvoj) Republika Srbiji je do 2020. godine za nauku izdvajala
0,5% BDP sa tendencijom rasta na 0,6% BDP. U Strategiji nau¢nog i
tehnoloskog razvoja Republike Srbije za period od 2021. do 2025. godine
- Mo¢ znanja, stoji da Srbija izdvaja 0,5 do 0,6% BDP poslednjih godina,
$to je znatno manje od 28 drzava EU koje izdvajaju oko 2% BDP za
potrebe nauke.

Tabela 1 - Komparativna analiza ulaganja visokog obrazovanja za IR i
ulaganja UO
OPIS 2016.|2017.|2018. | 2019. | 2020. | 2021. | 2022.
Visoko obrazovanje u RS/
izdvajanja % BDP 03 (032 03 |031 029 0.28 | 0.29
Ulaganja visokog obrazovanja
za nauku / ukupni troskovi za | 36.30|36.20|32.70 | 34.70 | 31.70 | 28.20 | 30.00
nauku [%]
Univerzitet odbrane za nauku /
ukupni troskovi [%]

10.3 | 11.5 | 109 | 10.7 | 94 11 | 11.2

Prema podacima Republickog zavoda za statistiku, Tabela 1, izdvajanja za
potrebe naucne delatnosti drZzavnih Univerziteta u Republici Srbiji u
periodu od 2016. do 2022. godine je oko 30% ukupnih troSkova dok je na
Univerzitetu odbrane znatno manje i svega 10% ukupnih troSkova.
Univerzitet odbrane je relativno mlad, osnovan je 2011. godine, sa
specificnim nacinom finansiranja te su razlike bile i za ocekivati, ali se ipak
¢ine ogromni napori da se ove i sve ostale razlike svedu na minimum i sve
to u skladu sa zakonskom i pravnom regulativom u Republici Srbiji.

Finansiranje naucnoistrazivackih projekata na Univerzitetu odbrane

Kao Sto je ve¢ navedeno na Univerzitetu odbrane realizuju se
naucnoistrazivacki projekti iz obrazovno-nau¢nih polja: drustveno-
humanistickih, tehnic¢ko-tehnoloskih i medicinskih nauka.

Finansiranje projekata Ministarstva odbrane Republike Srbije, kojima se
razvija naoruzanje i vojna oprema regulisano je preko BudZetskog fonda
za naoruzanje i vojnu opremu. Medutim, projekti naucnoistrazivacke
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delatnosti iz sva tri naucna polja Univerziteta odbrane finansiraju se sa
viSe mesta:

1. sredstvima iz budZeta koja su opredeljena Ministarstvu odbrane
(projekti koje odobri Ministarstvo odbrane);

2. sredstvima iz BudZetskog fonda za razvoj vojnog obrazovanja i vojne
naucnoistrazivacke delatnosti (projekti koje odobri Ministarstvo
odbrane), sada Programska aktivnost;

3. sredstvima Ministarstva nauke, tehnoloSkog razvoja i inovacija (projekti
koje odobri navedeno ministarstvo) i

4, sredstvima TEMPUS I ERAZMUS fondacija, za projekte koje oni
finansiraju.

0d 2022. godine umesto BudZetskog fonda za razvoj vojnog obrazovanja i
vojne naucnoistrazivacke delatnosti uvedena je Programska aktivnost pod
istim naslovom i sa istim ciljem. Izvori finansiranja ostali su isti. Veoma je
vazno naglasiti da poznavanje Kontnog plana za budZetski sistem
predstavlja presudnu ulogu prilikom planiranja realizacije aktivnosti svih
projekata, a narocito onih koje finansira Ministarstvo odbrane, bilo iz
budZeta ili iz sada ve¢ Programske aktivnosti (Slika 1).

Slika 1 - Izvori finansiranja projekata UO, po svim akreditovanim poljima, kao
i po kontima ekonomske klasifikacije

JIX TTOJBE
TT IOJBE
MEJ. HAYKE
44l all 4] 4l 4/l4]4]5]5|5
2l 2l 2l 2]l 2/ 2] 2| 2/l 1]| 1]l 1
22 2/l 3] 4|66 6] 2] 2|| 2
1l 2l 3/l 3]l el 1] 3][5] 7]l 2|l 6
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Prilikom planiranja aktivnosti naucnoistrazivackih projekata, planiraju se
i finansijska sredstva za utroSak istih i stoga je veoma vazno pored veliine
finansijskih sredstava i ,pravilno” odrediti Konto ekonomske Kklasifikacije.
Na primer, ukoliko je potrebno planirati nabavku reagenasa za realizaciju
datog projekta potrebno je utvrditi veli¢inu potrebnih sredstava i planirati
iste po kontu ekonomske Kklasifikacije 4265. Za realizaciju nabavke
informaticke opreme, konto 5122 ili opreme za obrazovanje 5126. Ukoliko
se ne odredi pravilno konto ekonomske klasifikacije, nabavka sredstava ili
usluga za realizaciju datog projekta se nece realizovati. Na Slici 1 dat je
prikaz konta ekonomske Kklasifikacije koja se najceS¢e koriste pri
realizaciji nau¢noistrazivackih projekata kao Sto su: 4221, 4222... i ostala
potrebna konta. Posto je Univerzitet odbrane deo Ministarstva odbrane
koje je direktni budZetski korisnik, koristi se Kontni plan za budzZetske
korisnike. Slika 1 predstavlja prikaz planiranja i realizacije aktivnosti
naucnoistrazivackih projekata svih polja za koja je akreditovan
Univerzitet odbrane, finansiranih od strane Ministarstva odbrane,
Ministarstva nauke, tehnoloskog razvoja i inovacija ili od strane fondacija
kao Sto su TEMPUS, ERASMUS i sli¢ne ali obavezno po odgovaraju¢im
kontima ekonomske klasifikacije.

Prilikom planiranja aktivnosti za realizaciju projekata koje finansiraju
Ministarstvo nauke ili ERAZMUS fondacija odobravaju se finansijska
sredstva po kategorijama: honorari istraziva¢ima, oprema, putovanja,
troSkovi u promotivne svrhe i sredstva za isplatu honorara licima koja
realizuju javne nabavke npr. reagenasa, opreme i slicno. Planiranje
putovanja, kotizacija, boravka u inostranstvu i slicno treba pravilno
proceniti i namenski realizovati prilikom realizacije aktivnosti projekata.
Medutim, za realizaciju finansijskih sredstava bez obzira na izvore i mesta
finansiranja obavezno je vodenje poslovnih knjiga za budZetske korisnike
po kontima ekonomske klasifikacije.

Kao Sto je na Slici 1 prikazano projekti Univerziteta odbrane iz sva tri polja
finansiraju se sredstvima Ministarstva odbrane, Ministarstva nauke,
tehnoloskog razvoja i inovacija i iz domacih i stranih Fondacija. Naime, za
projekte koje odobri Ministarstvo odbrane u Planu NID u MO i VS dodeljuju
se finansijska sredstva za realizaciju istih u okviru sredstava rasporedenih
Univerzitetu odbrane iz budZeta. Takode, pored tih sredstava za realizaciju
datih projekata Univerziteta opredeljuju se sredstva u okviru Programske
aktivnosti za razvoj vojnog obrazovanja i vojne NID.
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Za realizaciju projekata Univerziteta odbrane koje odobri Ministarstvo
nauke, tehnoloskog razvoja i inovacija, finansijska sredstva se dodeljuju
Univerzitetu kvartalno za realizaciju projekata u skladu sa sklopljenim
Ugovorom o finansiranju istih sa datim ministarstvom ili Fondom za
nauku. U Ugovoru o finansiranju se preciziraju namena i veli¢ina
finansijskih sredstava po kvartalima trajanja projekta. Ukoliko su projekti
veci od 3.000.000,00 dinara obavezno se angaZuje nezavisni revizor koji
prati namenu, zakonitost i pravovremenost utroska finansijskih
sredstava. U dosadas$njoj praksi Univerziteta odbrane, postoje slucajevi
pojedina¢nog uceS¢a nastavnog, odnosno naucnog kadra u projektima
koje finansira Ministarstvo nauke, tehnoloSkog razvoja i inovacija.
Postupak se razlikuje od prethodno opisanog, jer tada Univerzitet odbrane
(Vojna akademija) potpisuje Ugovor o finansiranju realizacije projekta sa
Fakultetom koji je nosilac izvrSenja datog projekta. Finansijska sredstva
se takode kvartalno uplacuju Univerzitetu na izvrSenje po planiranim
namenama i u okviru odredenih veli¢ina. Veoma je vaZno naglasiti da se
sredstva uplacuju za svaki naredni kvartal tek nakon pravdanja utroska za
prethodni kvartal.

Na kraju, pored prethodno navedena dva ministarstva finansiranje
projekata se realizuje iz domacih i inostranih fondova. U dosadasnjem
periodu Univerzitet odbrane je participirao u realizaciji visSe
naucnoistrazivackih projekata koji su finansirani sredstvima TEMPUS i
ERASMUS fondacija. Medutim, Univerzitet odbrane do sada nije bio
nosilac realizacije projekata koji se finansiraju iz ovih fondacija.
Finansiranje projekata sredstvima ovih fondacija definisano je ugovorom
o realizaciji odobrenog projekta, ali i uputstvima i smernicama za
realizaciju istih u godini kada su odobreni. Fondacija za svaku generaciju
projekata donosi smernice i uputstva za realizaciju finansijskih sredstava,
koje se razlikuju od prethodnih.

[z prethodno iznete analize moze se zakljuciti da agilnim i posvecenim
radom u oblasti finansiranja projekata od strane svih ukljucenih subjekata
Univeriteta odbrane za rezultat imamo veéi procenat realizacije
finansijskih sredstava, a samim tim i uspeSniju realizaciju projekata i
razvoj vojnog obrazovanja.

Na Univerzitetu odbrane je finansirana realizacija slede¢ih projekata:
Model upravljanja razvojem sposobnosti sistema odbrane, Primena
koncepta digitalne obuke i selekcije pilota, Projektovanje i realizacija
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algoritama autonomnog vodenja besposadnih mobilnih zemaljskih
platformi, infektivne bolesti kao aktuelni javni zdravstveni problem-
prevencija, dijagnostika i lecenje i deugi. Trenutno se na Univerzitetu
odbane realizuje projekat: ,Vrednosne orijentacije i odnos prema tradiciji
kadeta Vojne akademije” Kkoji se prevashodno bavi istrazivanjima
vrednosne orijentacije ali i odnosom kadeta prema tradiciji. Kvalitet
nastavnog i naucnog osoblja, njihove kompetencije su deo ovih
istrazivanja, nauka bez finansija samo je slovo na papiru, pa samim tim i
ovaj rad predstavlja proizvod do sada radenih istraZivanja na ovom
projektu. Takode, ovaj rad treba da posluzi kao edukativni materijal
naucnoistrazivackom kadru Univerziteta odbrane prilikom planiranja
projektnih aktivnosti ali i njihove realizacije, jer je Univerzitet odbrane jo$
uvek relativno mlad i nema zasebnu organizacionu celinu koja se bavi
projektima i njihovom realizacijom, tacnije finansiranjem (planiranjem
niti realizacijom) naucnoistrazivackih projekata.

ZAKLJUCAK

Poznavanje procedura finansiranja naucnoistrazivackih projekata u
znacajnoj meri uti¢e na stepen njegove realizacije. Takode, finansiranje
naucnoistrazivackih projekata na Univerzitetu odbrane pored zakonske
obaveze predstavlja i klju¢nu funkciju razvoja i usavrSavanja naucnog i
nastavnog kadra. Veoma je vazno naglasiti da se zakonito i namensko
troSenje opredeljenih finansijskih sredstava podrazumeva. Ali, da
nepoznavanje procedura utroska finansijskih sredstava i mnogi drugi
faktori mogu prouzrokovati da se opredeljena finansijska sredstva ne
utroSe iako su preko potrebna Univerzitetu odbrane tj. za realizaciju
naucnoistrazivackih projekata.

Bez obzira na izvore finansiranja, prilikom planiranja aktivnosti za
realizaciju naucnoistrazivackih projekata koje finansira Ministarstvo
odbrane, veoma je vazno pravilno planirati finansijska sredstva po
odgovaraju¢im kontima. Nepravilno planiranje u sloZenom sistemu poput
sistema odbrane Republike Srbije neminovno rezultira niskim procentom
realizacije finansijskih sredstava. Poznavanje Kontnog plana i pravilno
opredeljenje finansijskih sredstava predstavlja veoma vaznu ulogu
prilikom planiranja projekata i direkno utice na njihovu realizaciju.
Zapravo, ukoliko se sredstva ne planiraju za realizaciju nekih aktivnosti
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pravilno i po potrebnim kontima iste se ne mogu ni realizovati Sto u
krajnjem utice na realizaciju datog projekta.

Zato je poznavanje procedura i propisa za realizaciju finansijskih
sredstava od veoma velikog znacaja za realizaciju naucnoistrazivackih
projekata na Univerzitetu odbrane. Navedeni primeri potvrduju da se
primenom ovakvog nacina upravljanja projektima i povezivanjem sa
naucnoistrazivackim institucijama u zemlji i inostranstvu postiZu
zapaZzeni naucnoistrazivacki rezultati.

Pored toga autori ukazuju da savremeno vojno obrazovanje iziskuje
inovativna reSenja finansiranja, a narocito naucnoistrazivackih projekata.
ReSenja poput Budzetskog fonda ili posebnih programskih aktivnosti su
zbog potrebe dodatnog finansiranja vojne naucnoistrazivacke delatnosti
primenjena u mnogim zemljama i vojskama sveta.

Stoga u radu autori zakljuCuju da je Univerzitet odbrane kao nosilac
vojnog obrazovanja, ove vitalne funkcije za drzavu i drustvo u celini, pratio
potrebe i trendove =za savremenim vojnim obrazovanjem i
naucnoistrazivackim projektima koji odgovaraju na izazove sa kojima se
suocavaju vojske i vojna profesija uopste.

Zahvalnica

Ovaj rad je nastao kao rezultat predistrazivanja za potrebe realizacije
projekta ,Vrednosne orijentacije i odnos prema tradiciji kadeta Vojne
akademije (VA/DH/1/24-26)".
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FINANCING OF SCIENTIFIC RESEARCH
PROJECTS AT THE UNIVERSITY OF DEFENCE

Milena Knezevié
Dragana Trifunovi¢

Slobodan Puki¢

Abstract: The financing of scientific research projects is carried
out from multiple sources and locations, all with the common goal
of improving the state of military education and scientific
research in the defense sector. The aim of this paper is to
highlight the importance of adequate financial planning for the
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development of military education and military scientific
research. Naturally, the purpose for which financial resources
are used is of great and decisive importance for the quality of both
military education and scientific research activities. Accordingly,
the central hypothesis of the paper is that knowledge and
application of project management principles, along with
compliance with relevant procedures, regulations, and the chart
of accounts, directly influence the efficient utilization of financial
resources allocated for scientific research projects at the
University of Defence. This, in turn, impacts the overall success
and feasibility of the projects. The paper employs a comparative
method - specifically, a comparative analysis of the University's
expenditures and expenses from 2016 to 2022, categorized by
funding sources—as well as content analysis. Using SPSS
software, financial data was analyzed with the aim of enhancing
the management of scientific research projects at the University
of Defence. Based on this, the authors conclude that the
application of project management and familiarity with relevant
procedures and regulations are of critical importance for project
success, as well as for the effective planning and execution of
financial resources.

Keywords: University of Defence, financing, sources of financing,
scientific research projects.
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BIOMEDICAL WASTE OF SERBIA THROUGH THE
PRISM OF CIRCULAR ECONOMY

Ugrinov Dragan 1
Nikoli¢ Magdalena 2

Markov Milo$ 3

Abstract: The circular economy (CE) has become an increasingly
adopted approach, as waste management is now recognized not
only for its environmental benefits but also as an important
economic strategy. This approach is particularly relevant for
managing medical waste, especially in developing countries.
Despite being one of the most hazardous waste streams due to its
potential for contamination, medical waste often does not receive
adequate attention. The risk of disease transmission underscores
the critical need for effective medical waste management,
including proper disposal and neutralization. This paper explores
the application of circular economy principles to medical waste
management in Serbia. It examines the volume of biomedical
waste, the treatments currently in use, and their effectiveness. The
circular economy presents opportunities to reduce waste,
conserve resources, and minimize environmental harm—elements
that are vital for the sustainable management of biomedical
waste. Although biomedical waste poses unique challenges,
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integrating CE principles into Serbia’s healthcare sector could
help mitigate its ecological impact, enhance the efficiency of
waste management systems, and promote a more sustainable
healthcare model.

Key words: circular economy (CE), environmental protection,
medical waste management, developing countries.

INTRODUCTION

Medical waste management, despite being the most important residue
because of its contamination aspect, doesn’t reach the attention that
deserves. Especially in developing countries, this waste stream is
neglected (Nikoli¢ et al, 2022; Nikoli¢ et al., 2023). The terminology used
to describe waste from hospitals, healthcare centers, etc., differs since the
term medical waste is used in Asia and the USA, while in Europe the World
Health Organization (WHO) refers to it as healthcare waste (Yoon et al,,
2022). The World Health Organization (WHO) healthcare or medical
waste is defined as any waste from hospitals and healthcare facilities
generated from diagnosis, treatment, or immunization, e.g., used syringes,
needles, metal sharps, dressings, blood samples, body parts,
pharmaceutical, chemical, radioactive materials, and devices (Ananth et
al., 2010). The circular economy (CE) has been a widely applied method
since waste management has been recognized not only as beneficial in
Environmental protection but also as a significant economic tool. Also, CE
can be applied to deal with medical waste, especially in developing
countries. According to the WHO, 85% of medical waste (MW) is
recognized as nontoxic, while 15% of MW is toxic (Tsai 2021). Generally,
medical waste is a risk factor affecting everything and everybody. The risk
of spreading disease into the environment raises questions about proper
medical waste management. Therefore, the option of medical waste
discharge and neutralization must be properly applied (Narayanamoorthy
et al, 2020). No matter the complexity of medical waste, toxic and
nontoxic waste can be transformed for other purposes (Yang et al., 2023).
The incineration can reduce residue between 3-5 wt.% total mass of the
original waste (Liu et al., 2018). Another benefit is increased energy up to
37.83% efficiency, producing 4.24 MW and saving about 45,239.90 k$ in
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about 4 years (Chen et al., 2022). Moreover, infectious medical waste such
as blood and saliva, were used to produce energy, based on the principle
of biological fuel cells (Arcuri et al, 2013). Furthermore, metals and
plastics can be recovered from COVID-19-related waste (Lotfi et al., 2022).
Considering that 35% of plastic from medical waste is a valuable resource
that can be recovered and recycled, implementing circularity in medical
waste management brings sustainable development in this sector. The
circular economy (CE) has been a widely applied method since waste
management has been recognized as beneficial in Environmental
protection and a significant economic tool (Yang et al,, 2023). This paper
aims to present Circular economy (CE) principles applied to deal with
medical waste in Serbia. The implementation of CE is analyzed through the
amount, treatments applied and degree of effectiveness of applied
treatments.

ANALYTICAL FRAMEWORK. OVERVIEW OF THE PROBLEM

An analytical framework is built around circular economy principles that
can be applied in Serbia. Data on biomedical waste treatment methods and
the quantities of treated waste provide important insights into current
waste management practices in Serbia and highlight the challenges and
opportunities. The circular economy aims to reduce waste generation,
promote resource reuse, and minimize negative environmental impacts,
which is especially relevant for biomedical waste, given its specific
requirements due to health and ecosystem hazards.

In light of the circular economy:

Healthcare Industry and Sustainability: Biomedical waste, due to its
specific nature (including infectious, radioactive, and chemical materials),
presents a significant challenge for recycling and reuse within the circular
economy framework (Doe and Lee, 2019). However, properly managed
to minimize its negative impact on the environment, simultaneously
supports human health.

Waste Generation Reduction: The circular economy is based on reducing
waste generation and more efficient resource use. Better planning and
management of medical material consumption as well as the development
of technologies for sterilization and reuse of certain materials. For
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example, in some parts of the world, there are discussions about recycling
plastics that come into contact with patients, replacing them with less
harmful materials (Zhang and Wang, 2021).

Improving Waste Management System Efficiency: In line with the principles
of the circular economy, biomedical waste must be collected, treated, and
disposed of in a way that minimizes its negative impact on the ecosystem
(Harrison and Clark, 2018). This involves investing in infrastructure for
sorting, recycling, and treating this waste, thereby reducing the volume in
landfills or incinerators.

Preventive Measures: The circular economy involves not just waste
management, but also the prevention of waste generation. In the
healthcare sector, this could include the research and development of
alternative treatments and technologies that use fewer resources, and
thus generate less waste. Additionally, educating and raising awareness
among healthcare workers and patients about reducing single-use
material consumption reduces biomedical waste (Brown and Clark, 2019).

Aging Population and Growing Healthcare Needs: Data on the aging
population and increasing healthcare consumption indicate a trend of an
increased amount of biomedical waste. In this context, the circular
economy helps mitigate the negative effects of implementing sustainable
practices, innovative recycling technologies, and waste generation
reduction (Williams and Miller, 2020).

RESULTS AND DISCUSSION

The pandemic period obviously presents challenges for developing
countries such as Serbia. In this year, the amount of medical waste has
increased compared to the previous years. Table 1 shows the amount of
medical waste, the percentage increase compared to previous year and full
descriptions are provided.
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Table 1. Trend of Biomedical Waste Generation in Serbia (2015-2023)

Amount of Percentage
Year Biomedical Increase Remarks
Waste (in tons) (%)
2015 18,000 t - Initial data from early reports.
2016 18,500 t 278% Increase due _to arise in t_he number
of hospitals and patients.
2017 19,000t 2 70% Further incrgase due to growth in
outpatient procedures.
2018 19500 t 2 63% Rise due to the introductior_w of new
treatments and therapies.
2019 20,000 t 2 56% Cumulative i_nc_rease, Wit_h a focus on
specialized hospitals.
Due to the COVID-19 pandemic,
2020 21,500 t 7.5% there was an increase in waste in
hospitals.
Continued increase due to the
2021 22,000t 2.32% prolonged duration of the pandemic
and new medical waste.
Stabilization of waste quantities, but
2022 22,500t 2.27% with constant growth in healthcare
needs.
Further increase due to an aging
2023 23,000t 2.22% population and higher consumption
of healthcare services.

The data on the trend of biomedical waste generation in Serbia from 2015
to 2023 clearly indicate a continuous increase in the amount of this
specific type of waste. The amount of waste has been rising each year, with
the largest spike occurring in 2020 due to the COVID-19 pandemic, when
hospitals were under significant pressure, and the increased consumption
of medical supplies and therapies led to higher waste production.
Although growth has stabilized in the past three years, with a consistent
increase of 2-3% annually, these data present a challenge.
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Table 2. Applied methods in 2023

Treatment Amount of
Description Waste Treated Note
Method
(tons/year)

Use of incinerators to
Incineration destroy infectious and 12,000-15,000 t
hazardous waste.
Use of autoclaves for
Autoclaving |sterilization of contaminated | 5,000—7,000 t
materials.
Collection and recycling of

Primarily used for
infectious waste.

Mainly for sterilizing
plastic materials.

Plast|_c plastics from biomedical 1,000-2,000 t _Recycllng 'S appl_led
Recycling in smaller quantities.
waste.
Processing of organic waste, Not all hospital
. such as biological waste facilities are
Composting from hospitals (if not 300-500t involved in this
contaminated). process.
Storage and Disposal of small amounts of Least preferred
9¢ and | iomedical waste that cannot 500-1,000 t option due to
Landfilling . X
be treated. environmental risks.
Incineration

As presented in Table 2. In 2023, Serbia incinerated between 12,000 -
15,000t of medical waste primarily for sterilization. Incineration is the
most commonly used method for treating biomedical waste, employed to
destroy infectious and hazardous waste. While incineration reduces waste
volume and eliminates dangerous materials, it is not aligned with the
principles of a circular economy. Incineration often releases the emission
of harmful gases into the atmosphere, negatively impacting the
environment and human health. In a circular economy, the priority would
be to reduce reliance on incineration by developing more sustainable
technologies and increasing recycling, thereby reducing the ecological
footprint. Furthermore, incineration does not allow material reuse, only
their physical disappearance (Vuji¢ and Milovanovi¢, 2012). Serbia



BIOMEDICAL WASTE OF SERBIA THROUGH THE PRISM OF CIRCULAR ECONOMY 85 |

Autoclaving

Autoclaving uses high temperatures and pressure to sterilize
contaminated materials, such as plastics and other substances. Serbia
autoclaved between 5.000-7.000t. This method is more environmentally
friendly than incineration because it does not emit atmospheric
pollutants. However, it does not allow for the reuse or recycling of treated
materials, meaning it still does not fully contribute to the circular economy
(Velickovic et.al., 2000). Although the sterilization process is effective for
certain types of waste, further optimization is needed to enable recycling
of these materials or their reuse in other industries.

Plastic Material Recycling

Plastic material recycling is a key element of the circular economy because
it enables resource reuse and reduces the need for new raw materials.
However, Serbia recycled 1.000 - 2.000t in 2023.Although currently a
smaller portion of biomedical waste is recycled, this process represents a
step in the right direction towards more sustainable waste management
(Latinovi¢ et al., 2023). For plastic materials used in the biomedical
industry, particularly in medical devices and equipment, recycling could
help reduce waste and decrease environmental impact. In a circular
economy, further investment should be made in developing recycling
infrastructure and promoting the recycling of plastic materials.

Composting

Composting in Serbia obviously does not reach any goals set by CE with
300-500 tin 2023. It is one of the most purposeful methods in the context
of a circular economy because it allows biologically degradable waste from
hospitals (if uncontaminated) to be reused in agriculture or horticulture
(Tsekeris and Anastassakis, 2022). However, not all hospital facilities use
this method, indicating a significant potential for improvement in its
implementation. Composting can significantly reduce the amount of
biological waste sent to landfills or incinerators, thus decreasing
environmental impact and enhancing waste management sustainability.
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Landfilling and Disposal

Landfilling biomedical waste is the least acceptable option from a circular
economy perspective, as it merely disposes of materials without any
possibility for reuse or recycling. However, 500 -- 1.000 t were disposed
of in Serbia in 2023. Biomedical waste in landfills can pose risks to health
and the environment due to the potential for soil and water contamination
(ToSi¢ and Vasovi¢, 2020). In a circular economy, the goal would be to
reduce this type of waste disposal by increasing the use of other methods,
such as recycling, reuse, and composting.

Table 3. Effectiveness of applied methods in 2023.

Treatment Effectiveness Treated Waste| Success Notes
Method Quantity Rate
- 7000 - -
Incineration | 1191 (95%-99%,, 54 15 000 t| 9506 — 990 | 068l Tor infectious
destruction) waste.
. Most effective for
04—_0K0,
Autoclaving Hlsg,thrglgiga/Eio?g/o 5,000-7,000 t | 90% — 95% | plastic and metallic
materials.
Medium (50%-— Limited to non-
Composting 70% 300-500t [50% — 70% | infectious organic
biodegradability) materials.
. Depends on the type
0f—
Recycling ';"5%2";3 (fl? rf)) 1,000-2,000 t | 60% —75% |  of plastic and
yeling technology.
Only for minimal
0f — 0,
Landfilling ';fg‘;va%orfmo\zlglf 500-1,000t | 10% — 20% | amounts, with high
risk.

The goal is to minimize waste, reuse resources, and reduce negative
environmental impacts through processes that enable material reuse.
Considering the various biomedical waste treatment methods and their
effectiveness in this context provides a clear picture of how aligned these
methods are with the principles of the circular economy and how much
room there is for improvement. The highest effectiveness was achieved by
applying incineration (Effectiveness: 95%-99%) and Autoclaving
(Effectiveness: 90%-95%). The table 3. Explanation is given below
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Incineration

Incineration is the most effective method for destroying infectious and
hazardous waste, with a very high success rate (95%-99%). However, in
the context of the circular economy, incineration is not desirable because
it does not allow for material reuse and can cause the emission of harmful
gases into the atmosphere. Moreover, incineration does not contribute to
material recycling, but merely destroys them, thereby failing to complete
the circular cycle. Ideally, the use of incineration should be reduced, and
methods that enable resource reuse should be encouraged to minimize the
ecological footprint.

Autoclaving

Autoclaving is an effective sterilization method, particularly for plastic and
metal materials. With an efficiency rate of 90%-95%, this method is more
environmentally friendly than incineration, as it does not produce harmful
emissions. However, it still does not contribute to material circulation in
the economy because it sterilizes waste and does not allow its reuse.
Nevertheless, this method could be useful for separating materials that
can later be recycled, and it could become more effective if combined with
recycling.

Composting

Composting is one of the methods that better fits the circular economy
because it allows organic waste to become a resource. The effectiveness of
composting (50%-70%) depends on the type of waste and its
contamination. This method reduces biological waste and compost can be
useful for agricultural purposes. However, composting is limited to non-
infectious materials and does not apply to all types of biomedical waste.
To implement the circular economy, efforts should be made to expand
composting, especially for organic materials.
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Recycling

Recycling is a key element of the circular economy because it allows for
material reuse, reduces the need for new raw materials, and minimizes
waste. With an efficiency of 60%-75%, recycling represents significant
progress, particularly for plastic materials in biomedical waste. Although
the efficiency is high, the recycling process depends on the type of plastic
and technology, and not all material generated in healthcare institutions
can be recycled. To make recycling more effective, investments should be
made in technologies that allow for better waste sorting and improved
recycling methods.

Landfilling

Landfilling is the least effective method with a low success rate (10%-
20%). This waste disposal method is the least desirable option because it
merely "hides" the waste without allowing resource reuse. Landfilling also
poses the risk of environmental contamination, as it can lead to soil and
groundwater pollution. To implement circular principles, efforts should
be made to reduce the amount of waste sent to landfills by redirecting it
to more efficient methods, such as recycling and composting.

CONCLUSION

The data on the effectiveness of different biomedical waste treatment
methods indicate significant challenges in implementing the circular
economy in this sector. Incineration and landfilling represent linear
options that do not allow for resource reuse and hurt the environment. On
the other hand, autoclaving, composting, and recycling have greater
potential to achieve circular goals, as they enable waste reduction and
material reuse. However, for further progress, investments should be
made in innovations in recycling and composting technologies to make
these methods even more efficient and fully aligned with the principles of
the circular economy. Although various methods for treating biomedical
waste currently exist in Serbia, most are not fully aligned with the
principles of the circular economy. Incineration and landfilling remain the
dominant methods while recycling and composting are not applied. To
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achieve greater alignment with the circular economy, investment in
recycling infrastructure is needed, as well as the development of
technologies that enable the reuse of biomedical waste, and the promotion
of waste reduction at the source. The circular economy offers
opportunities to reduce waste, conserve resources, and minimize negative
environmental impacts, which is essential for the future of sustainable
biomedical waste management. Although biomedical waste presents a
specific challenge, with the integration of circular economy principles in
the healthcare sector, Serbia can reduce the negative ecological effects of
this growth, improve the efficiency of the waste management system, and
move toward a more sustainable healthcare model.
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BIOMEDICINSKI OTPAD SRBIJE KROZ PRIZMU
KRUZNE EKONOMIJE

Dragan Ugrinov
Magdalena Nikoli¢
Milo$ Markov

Sazetak: Cirkularna ekonomija (CE) je siroko primenjena
metoda posto je upravljanje otpadom prepoznato ne samo kao
korisno u zastiti Zivotne sredine, ve¢ i kao znacajno ekonomsko
sredstvo. Takode, CE se mozZe primeniti za postupanje sa
medicinskim otpadom, posebno u zemljama u razvoju.
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Upravljanje medicinskim otpadom, iako najvaznija frakcija
otpada zbog svoga spektra kontaminacije, ne priviaci paznju koju
zasluzuje. Rizik od Sirenja bolesti u Zivotnu sredinu postavilja
pitanja o pravilnom upravljanju medicinskim otpadom. Stoga se
mora pravilno primeniti opcija neutralizacije medicinskog
otpada. Ovaj rad ima za cilj da predstavi principe cirkularne
ekonomije (CE) koji se primenjuju u postupanju sa medicinskim
otpadom u Srbiji. Primena CE se analizira kroz kolicinu,
primenjene tretmane i stepen efikasnosti primenjenih tretmana.
Cirkularna ekonomija nudi mogucnosti za smanjenje otpada,
ocuvanje resursa i minimiziranje negativnih uticaja na zZivotnu
sredinu, Sto je od sustinskog znacaja za buducnost odrzivog
upravljanja biomedicinskim otpadom. lako bi medicinski otpad
predstavljao specifican izazov, integracijom principa cirkularne
ekonomije u zdravstveni sektor, Srbija mozZe da smanji negativne
ekoloske efekte ovog rasta, poboljsa efikasnost sistema
upravljanja otpadom i krene ka odrZivijem modelu zdravstvene
zastite.

Kljucne reci: cirkularna ekonomija (CE), zastita Zivotne sredine,
upravljanje medicinskim otpadom, zemlje u razvoju.
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SaZetak: Predmet ovog rada je uticaj socijalnog kapitala na
preduzetnicko delovanje. Cilj istrazivanja je da se teorijski i
empirijski  obradi veza izmedu socijalnog kapitala i
preduzetnickog delovanja i razmotre aktuelni socijalni procesi u
subjektima socijalnog preduzetnistva regiona juzne i istocne
Srbije. U prvom delu rada analizira se socijalni kapital kao
prisutno poverenje, norme i druStvene mreze, koje pruZaju
organizovanu akciju na dobrobit individua i drustva u celosti. U
drugom delu rada govori se o dobiti socijalnog kapitala
relevantne za preduzetnike. U fokusu treceg dela rada dati su
rezultati istraZivanja i diskusija rezultata sa konstatacijom da
potencijal socijalnog kapitala, subjekti socijalnog preduzetnistva
regiona juzne i istocne Srbije nisu dovoljno prepoznali. Konacno,
rad se zakljucuje: da uspeh preduzetnickog delovanja umnogome
zavisi od brojnih drustvenih situacija i da je zbog tog argumenta
neophodno prouciti sve specificne cinioce, koji mogu da uticu na
razvoj preduzetnistva. Shodno tome, proucavanje znacaja
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socijalnog kapitala pokazalo se neizostavnim. Razume se, u radu
Jje korisé¢ena i relevantna literatura i u tom kontekstu istraZivana
su naucno-teorijska saznanja, savremena poslovna praksa,
koris¢enjem metoda: indukcije, dedukcije, analize, sinteze,
apstrakcije, generalizacije, posmatranja i analize sadrzaja.

Kljuéne reci: socijalni kapital, drustvene mrezZe, drustvene
norme, poverenje, socijalno preduzetnistvo, preduzetnik, dobiti.

UvoD

Predmet ovog rada jeste uticaj socijalnog kapitala na razvoj
preduzetnickog ponaSanja. Odabir ove teme za proucavanje
prouzrokovalo je uverenje da je globalna finansijska i ekonomska kriza
transformisala ukupnu svetsku ekonomiju i stvorila nove izazove i vizije.
U tom smislu, vaznost socijalnog kapitala se manifestuje u tome $to donosi
koristi u integrisanom drustvenom smislu, na svim nivoima, jer uvecava
Sanse individua, grupa i organizacija da se razvijaju i izgraduju obostrane
produktivne veze, S$to neposredno pomazZe drusStvenoj i drZavnoj
efektivnosti. Danas je rasireno ubedenje kako drustva sa visokim nivom
socijalnog kapitala poseduju bolje razvojne izglede od druStava sa
njegovim manjkom. Razvoj socijalnog preduzetniStva vaZan je kako za
razvijena i stabilna drustva tako i za zemlje u tranziciji. Socijalni kapital u
znacajnoj meri moZe doprineti razvoju socijalnog preduzetnistva.

UvaZzavaju¢i prethodno receno ovaj rad je struktuiran tako Sto je na
pocetku dat pregled literature, koja se bavi analizom socijalnog kapitala,
koji omogucuje drustvenu akciju na korist individua i drustva u celini, i
samim tim koriste¢i deduktivni pristup otvori put za dalje istraZivanje. U
drugom delu rada govori se o dobiti socijalnog kapitala relevantne za
preduzetnike. U treem delu rada fokus je usmeren na rezultate
istraZivanja i analizu rezultata. Na kraju rada data su zaklju¢na
razmatranja.

SOCIJALNI KAPITAL

Pojam socijalni ukazuje da je re¢ o nekom odnosu medu ljudima, a pojam
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kapital kao neSto $to moZe da bude resurs onima koji ga poseduju. Da bi
pojedinacu socijalni kapital mogao davati rezultat, on mora biti umreZen
sa drugim ljudima. Socijalni kapital pridonosi ljudima da svoje finansijske,
fizicke i ljudske kapitale ugrade u funkciju pobljSanja svog zajednickog
dobra, kao takav, on je u odredenoj meri i preduslov razvoja. RazliCiti
oblici socijalnog kapitala u razlictim drustvima ispoljavaju se na odredene
nacine i protokom vremena se menjaju. Ono $to je, inace najvaZznije, kada
se govori o socijalnom kapitalu, nesumnjivo je njegova nepotrosivost.
Deljenjem socijalnog kapitala, on se ne smanjuje ve¢ je mogucénost
njegovog povecanja uvek ostvariva. [ako socijani kapital predstavlja ishod
delovanja vise faktora (religija, tradicija, zajednicko istorijsko iskustvo
itd.), to ne znaci da je nemoguce delovati na njegov razvoj u pojedinim
situacijama. Savremene privrede kroz akumulaciju socijalnog kapitala
stvaraju konkurentske prednosti.

Osnovna misao socijalnog kapitala jeste da drusStvene mreZe, zapravo
odnosi medu ljudima imaju vaZnost koja se ne manifestuje samo u toplim
re¢ima, ve¢ i u veoma stvarnim benefitima koje su ishod poverenja,
uzajamnog odnosa, razmene informacija i saradni$tva povezanim sa
dru$tvenim mreZama. Sto je vise drustvenih veza i mreZa to bolje-
drustvene mreZe su, ,odnosi u kojima svi dobijaju - te da su pojedinacne
dobiti, interesi i profiti koherentni sa grupnim dobitima, interesima i
profitima” (James, 2001, str. 790). Bar (Barr, 1998) je sagledavajuci
korelaciju izmedu strukture poslovnih mreza i kvaliteta preduzeca u Africi
(pomenuto kod Golubovié, 2008), ustanovila da preduzetnici u malim
lokalnim firmama u konvencionalnim granama formiraju tzv. ,mreze
solidarnosti” koje pruzaju informacije o ophodenju i prioritetima ¢lanova,
a Cija je osnovna suStina umanjenje rizika i neizvesnosti. S druge strane,
veca regionalna preduzeca spajaju se u ,mrezZne inovacije” (innovation
networks), razmenjujuci znanje o tehnologiji i globalnim trZistima, sa
jasnim prioritetom povecanja produktivnosti preduzeca, profita i trziSnog
udela. Kada je re¢ o pojedincima privrZenost mreZi osigurava izvesne
koristi, kao Sto je pomo¢ u prilikama kada je to neohodno, kvalitetniji
pristup informacijama (manji troskovi dolaska do istih) i veci broj opcija
na raspolaganju kada je u pitanju odabir. Burdie smatra da koli¢ina
socijalnog kapitala koji kontroliSe neki ucesnik zavisi od obima mreze veza
u koje on moze prakti¢no da se ukljuci, kao i od velic¢ine vlasni¢kog kapitala
(ekonomskog, kulturnog ili simboli¢nog) kojim raspolaZe i svako od onih
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sa kojima je on u (savezu) vezi (Bourdieu, 1999, str. 241-258). Zanimljiv
je pristup Granovetera (Granovetter, 1973), koji analizira Kkorist
odredenih vrsta drustvenih mreZza za pojedince, osobito u smislu
olakSavanja toka informacija. Usredsredujuc¢i se na mikro nivou, on je
anticipirao modus na koji pojedinci prosperiraju od toka informacija kroz
slabije drusStvene veze, kao prilikom trazenja zaposlenja. Za Granovetera,
socijalni kapital je najdelotvorniji kada postoji veliki broj slabih veza koje
oslanjaju drustvene mreZe jedna na drugu i obezbeduju osnovu za transfer
informacija duz cele drusStvene strukture. Kroz njihovo umece da emituju
informacije, veliki broj veza moze obezbediti kvalitetniji razvoj ljudskih
resursa i inovacija (str.1366). Bart (Burt,1997) je prosirio i osnazio teoriju
slabih veza naglasavajuci da je od klju¢ne neophodnosti ne samo kvalitet
drustvenih veza, ve¢ i oblik na koji su raznoliki segmenti mreZe spojeni.
Takode, on istiCe stratesko preimuéstvo koju mogu da uZivaju pojedinci
spojeni s raznolikim segmentima drustvenih mreZa (str. 55-91).

Pored drustvenih mreza posebnu vaznost imaju i drustvene norme kao
opsteprihvacena neobavezna drustvena pravila i sporazumi koje definisu,
dozvoljavaju i adaptiraju ophodenje pojedinaca u posebnim drustvenim
situacijama. Patnam (Putnam,1993) naglaSava da norme i mreZna
spajanja koje nastaju iz asocijacija licem u lice obezbeduju akterima da
efektivnije postizu zajednicke ciljeve. Bez drustvenih normi, gotovo da je
teSko shvatiti sporazume izmedu nepoznatih pojedinaca (str.171).
Ukoliko neophodnost poStovanja normi u drustvu slabi, tada kaZe Elster
(Elster, 2007) i izvesnost Sirenja oportunizma je ve¢a. DruStvene norme
su doslednije i lakse se primenjuju tamo gde su drustvene mreze gusce,
Sto u isto vreme utiCe na povecanje stepena poverenja u drustvu. Onde gde
je gustina mreZa manja, veca je verovatnoca da ¢e krSenje normi proci
neopaZeno inekaznjeno. Sa aspekta tematike nasSeg rada posebno je vazno
ista¢i da drustvene norme poboljsavaju alokaciju resursa s drustvenog
stanoviSta. To znaci da ukupne dobiti koje drustvo postiZe na osnovu
zajednickog ophodenja neuporedivo nadilaze ukupne troSkove koje
uvazavanje tih istih normi sugeriSe pojedincima. UvaZavajuci drustveno
prihvacene vrednosti akteri cuvaju bezbednost i druge dobiti, a zaobilaze
kazne. Time je i celokupno drustvo na dobitku, jer se smanjuju troskovi
izazvani iskoriS¢avanjem povoljnih prilika radi ostvarenja ciljeva. Uz to,
ako se prihvati da su individue u svom ophodenju (delom) limitirani
drustvenim normama, tada njihove akcije dokazuju i poboljsavaju
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socijalni kapital koji je putem tih normi profunkcionisao (str. 353). Ovaj
dvosmerni tok, pri kome uoblikovanje socijalnog kapitala omogucuje
individualnu aktivnost, a ona ga sinergisticki osnaZuje, u literaturi se
oznacava kao samoreprodukcija socijalnog kapitala (Stulhofer, 2000, str.
82). Dalje, vazna formulacija drustvenih normi jeste princip obostranosti
i on osigurava dugotrajnost kooperativnih odnosa medusobno
(oba)vezujuci ucesnike u tim vezama. Pri tome, uzevsi u obzir gustinu
mreza medusobnih interakcija, institucija uzajamnosti neretko
predstavlja izvor samoorganizovanja. Sa poverenjem i reciprocnoScu
tesno je povezana i ograniCena solidarnost. Kada je re¢ o ekonomskom
smislu ogranicene solidarnosti treba ista¢i da je on dvojak. S jedne strane,
ona funkcionise kao sociokulturni sistem sigurnosti i poverenja u slucaju
zateCenog pogorSanja zZivotne situacije, a sa druge strane solidarnost
neretko obezbeduje komparativnu prednost etnickim preduzetni¢kim
grupama, Cija prikladna povezanost pruza mogucnost efikasnije
cirkulacije kapitala, jednostavnije i povoljnije Sirenje poslovnih aktivnosti,
niZe troskove, dobijanja informacija, povlas¢eno zaposljavanje i sl. (Light
& Karageorgis, 1994, str. 633).

Poverenje i socijalni kapital su medusobno jako povezani (Adler, 2001,
str. 215). Socijalni kapital podstice odnose bazirane na poverenju, a
poverenje koje se na taj nacin stimuliSe razvoj socijalnog kapitala. Element
poverenja kod socijalnog kapitala inace je najpristupacnije objasSnjenje
njegovog znacaja za ekonomski razvoj. Fukujama (Fukuyama, 1991)
istrazujuci apsolutni ekonomski efekat posebnih drustava, u skladu sa
razli¢itim stepenima poverenja u okviru tih drustava naglaSava da
»ekonomska funkcija socijalnog kapitala umanjuje transakcione troskove
povezane sa formalnim mehanizmima koordinacije poput ugovora,
hijerarhija, birokratskih pravila i slicno” (str. 72-73). Arou (Arrow, 1972)
ukazuje ,da skoro svaka komercijalna transakcija sadrzi u sebi element
poverenja... MoZe se sa sigurnoscu tvrditi da je dobar deo ekonomskog
zaostajanja u svetu uzrokovan odsustvom medusobnog poverenja” (str.
357). Drustva koja promovisu visi stepen poverenja manje su zavisna od
proceduralnog sistema medusobno povezanih normi u zastiti ostvarenja
ugovora. Uz to, kada se ekonomski odnosi medu pojedincima mogu urediti
transformisanim normama umesto standardizovanim normama stvoreni
su neophodni uslovi za rast ekonomske efikasnosti. Ekonomska funkcija
poverenja svodi se na sniZavanje troSkova razmenjivanja dobara i usluga
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na trzistu Sto stimuliSe razmenu i zajednicko ophodenje, kao i redukovanje
teZnje za reagovanjem u cilju onemogucavanja iskoriS¢avanja povoljnih
prilika i situacija, sve radi postizanja sopstvenih ciljeva. U druStvima sa
viSim stepenom poverenja, ekonomski sudionici imaju preduslove za
donoSenje odluka o investicijama i odabiru tehnologija koji su
najpovoljniji i dugoro¢no. U takvim druStvima nisu samo snaZniji
stimulansi za osavremenjavanje i akumulaciju fizickog kapitala ve¢ su veci
profiti na ljudski kapital (Golubovi¢, 2008, str. 30).

SOCIJALNI KAPITAL | SOCIJALNO PREDUZETNISTVO

Model socijalnog preduzetnistva sadrZi dve komponente - socijalnu i
preduzetnicku. Socijalni deo odnosi se na njegovu fokusiranost na
reSavanje socijalnih pitanja. To znaci da je glavni podsticaj socijalnog
preduzetnika delotvornost prema socijalnim ciljevima, odnosno resavanju
ustanovljenih socijalnih potreba u zajednici ili drusStvu. Socijalno
preduzetniStvo odnosi se na sve pravne forme poslovnih subjekata-
zadruge, udruZenja gradana, fondacije, preduzec¢a za profesoionalnu
rehabilizaciju i zapoSljavanje osoba sa invaliditetom, poslovni inkubatori
i zavisna - spin off preduzeca, razvojne agencije, drustva sa ogranicenom
odgovorno$cu (doo) i dr.

Imajuc¢i u vidu prethodni opis odnosno odredenje socijalnog kapitala,
logi¢no se moZe zakljuciti da povecanje socijalnog kapitala uvec¢ava Sanse
i mogucnosti za preduzetnicke aktivnosti (Lechner, Kirschenhofer,
Dowling, 2016, str. 1-23). Socijalni kapital stvara prednost zbog pristupa
kojim drustvene pojave i procesi ¢ine konkurenciju nepotpunom, stvara
preduzetniCke Sanse za jedne trziSne ucesnike, a za druge ne. U okviru
socijalnog preduzetnistva socijalni kapital se shvata kao izraz ,okruZenja
sa dobrom voljom” (Adler & Kwon, 2002, str. 17-40) i resursi koji
proizilaze iz mreZe druStvenih veza ucesnika stvaraju¢i komunikaciju
informacija/znanja, upliva i zajednickih obaveza, raspoloZivi socijalnom
preduzetniStvu, Sto predstavlja krucijalnu komponentu njegovih Sansi
(Shane & Venkataraman, 2000, str. 175-191). Socijalni kapital pojacava
vremensku uskladenost, znacaj i kvalitet informacije (Adler & Kwon, 2002,
str. 17-40).

Cinjenica je da svaki trzisni ucesnik ima svoju mreZu veza u drustvenoj
strukturi. Pri tome, neki trZisSni ucesnici su u vezi sa drugim trziSnim
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ucesnicima, imaju poverenje u neke, moraju neke da pomognu, imaju
obavezu jedni prema drugima u robno-novcanim transakcijama.
Dinamicka struktura mreZe svakog od trziSnih ucesnika pruza moguénost
za stvaranje konkurentske prednosti sa aspekta povracaja investicionih
uloga (Burt,1995). Dalje, svaki od ucesnika na trziStu i u druStvenoj
strukturi ima tri vrste kapitala: finansijski, humani i socijalni kapital. Pri
tome, finansijski i humani kapital sa viSe aspekata razlikuju se od
socijalnog kapitala. Zakonskim aktima o vlasniStvu definisano je da su oni
u celini ili u segmentima u vlasnistvu pojedinaca. Medutim, kada se radi o
socijalnom kapitalu tu postoji razlika. Socijalni kapital je u prvom redu
vlasnistvo svih trzisSnih ucesnika u socijalnoj mrezi, dakle nijedan nema
iskljucivo pravo vlasniStva na socijalni kapital. Takode, socijalni resursi su
mnogo veceg obima od li¢nih resursa u njihovoj potencijalnoj koristi za
pojedince. Socijalni kapital nosi karakteristike viSedimenzionalnosti i on
je krovni termin za niz druStvenih faktora kao Sto su mreZe, norme,
poverenje, drustveni identitet, pripadnost i jo§ mnogo toga.

Socijalni kapital se razlikuje po stepenu medusobne povezanosti, kvalitetu
i prirodi. Ovo se odnosi na socijalni kapital kao strukturni (veze medu
akterima), relacioni (poverenje medu akterima) i kognitivne (zajednicki
ciljevi i vrednosti medu akterima) dimenzije (Claridge, 2018, str. 1).
Strukturalna mreza cini celokupnu Semu mreZa izmedu ucesnika i
ukljucuje njihove direktne i indirektne veze. Shodno tome, zauzimanje
mesta od strane ucesnika je jako vazno, s obzirom da ono moze da pravi
razliku kod pristupa informacionim sadrZajima ( Adler & Kwon, 2002, str.
19). Bart (Burt, 1997, str. 339-365) skrete paznju na postojanje tzv
ystrukturalnih praznina” u okviru mreZe, koje postoje onda kada su
odredene grupe ucesnika u mrezi medusobno labavo povezane. U takvim
prilikama bilo koji ucesnik koji ima neko od retkih povezanih mesta
izmedu dve grupe ucesnika ima Sanse da dobije kapital od informacionog
sadrZaja koji ima u jednoj grupi, ali ne i u drugoj. Bart istiCe da ce
pojedinac to moci da ostvari tako Sto ¢e biti u ulozi treceg lica (brokera).
Sa aspekta preduzetnika oni ¢e imati poziciju treceg lica koje ima dobiti od
toga i to Ce ostvariti na taj nacin, Sto Ce uspostaviti neku vrstu
sravnoteznog” informacionog sadrzaja koji je njemu potreban za
ostvarenje dobiti. Prema Linu (Lin) benefit strateSke lokacije, kao Sto je
most u socijalnoj mreZi, zavisi od resursa kojima se moze pristupiti (Lin,
2001, str 72).
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Za razliku od strukturalnog konteksta koji se odnosi na sve interakcijske
veze u mreZi, relacioni kontekst odnosi se na licne odnose koji se razvijaju
medu odredenim ucesnicima (Chahtarani, Sheikhmohammady, Rostani,
2020, str. 191-199). Kao Sto je napred receno, ti odnosi se manifestuju
kroz jake i slabe veze. Pri tome, jac¢ina veze je odraz povezanosti osecajne
snage i uzajamnih usluga koje odraZavaju tu vezu (Granovetter, 1973, str.
1360-1380). Dalje, valja pretpostaviti da ¢e se jake veze oslanjati na
poverenju (s obzirom da ono ima teZiSnu ulogu) i da one obezbeduju
protok informacionog sadrzaja i znanja. Poverenje se moZe shvatiti kao
»,dobra volja” da se svoja ,dobrota” pruZi drugima, to jest kao osecanje
pozitivnih nadanja i verovanje da Ce se neko drugi ophoditi na njemu
svrhovit nacin. S obzirom da je neko kao uc¢esnik deo mreZe to on i stvara
oblik poverenja (relaciono poverenje) koje je poznato kao specificno
verovanje i uzdanje u akcije ili rezultat akcija drugih osoba. Ova vrsta
poverenja svodi se na ubedenje onoga ko veruje da ¢e onaj kome se veruje
uticati na delotvoran nacin, zato $to je tom ucesniku stalo za napredak
onoga ko veruje. Ove relacije odraz su stalnih povezuju¢ih odnosa izmedu
uCesnika tokom vremena, Sto stvara osecanje pouzdanosti i oCekivanih
pozitivnih ucinaka. Jednostavno, relaciono poverenje oslanja se na
stalnom reciprocitetu poverenja: ,uradi¢u ovo za tebe sada znajuci da ¢es
negde na putu ti uciniti neSto za mene” ( Putnam, Leonardi, Nanetti, 1993,
str. 182-183).

Znacenje kognitivne dimenzije socijalnog kapitala odnosi se na zajednicka
prikazivanja, tumacenja i sisteme znacenja medu pojedincima u mrezi koje
pruzaju spoznaju i razvrstavanje odnosno Kklasifikovanje informacionog
sadrZaja (Nahapiet & Ghoslal, 1998, str. 242-266). Pri tome, zajednicki
sistemi znacenja i jezika komunikacije pospesSuju razmenu informacionog
sadrZaja i ucenje koje pruza mogucnost pojedincima da imaju predstavu o
procesu kako o tome misle drugi. U literaturi jedan broj autora stoji na
stanoviStu da izmedu socijalnog kapitala i kognitivnih sklonosti postoje
medusobni uticaji koji se reflektuju na iskoriS¢avanje poslovnih
mogucénosti. Baziraju¢i se wupravo na tom idejnom konceptu u
istraZivanjima nastoji se objasniti kako je koriS¢enje preduzetnickih
mogucnosti rezultat veze izmedu mreZe socijalnog kapitala i kognitivnih
sklonosti. Uz to, druStveno-kognitivne teorije upucuju na to da drustvena
struktura igra primarnu dimenziju u koncepciji razmisljanja, a samim tim
i ophodenja (Ceranié, 2007, str. 146). Cinjenica je da su posedovanje
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odredenih li¢nih karakteristika kao i postojanje poslovnih moguénosti
predpostavka za otpocinjanje poslovnog poduhvata, medutim, kakav ¢e
znacaj imati te li¢cne karakteristike, kao i kako ¢e potencijalni preduzetnik
proceniti mogucénosti za pokretanje posla, zavisi od drustvene podrske
koju za to dobija. Na primer, efikasne mreZe koje stimuliSu dobru
komunikaciju medu firmama poboljSavaju preduzetnicko ponasanje i
doprinose uspesnosti preduzetnika. Znaci, razmisljanje pojedinaca temelji
se na druStvenom kontekstu, interakcijskim i komunikacijskim odnosima
(Augoustinos & Wolker, 1995. str. 30). Smatra se, dakle da socijalni kapital
dimenzionira kognitivne procese preduzetnika i njihove aktivnosti i to
nam daje osnovu da bolje shvatimo preduzetnic¢ko koris¢enje moguénosti.

Strukturne praznine kreiraju povoljan drustveni okvir, koji ima uticaja na
nacin kako se usvajaju i interpretiraju informacije iz okruZenja (Burt,
2015, str. 149-161). To znaci da pojedinci koji su ukljuceni u dinamic¢ku
mreznu strukturu mogu ranije da pristupe razli¢itim informacionim
sadrzajima. Na primer, preduzetnici sa pristupom ljudima ekspertima za
odredene oblasti mogu da saznaju o novim tehnoloskim reSenjima pre
ostalih. Na taj naCin oni imaju moguc¢nost da reaguju pre drugih dok takvo
znanje ne postane javno dostupno. Naravno, svaka preduzetnicka
aktivnost koja koristi nove Sanse nosi sa sobom i odredenu nesigurnost.
Medutim, samim tim $to strukturalne praznine preduzetniku pruZaju
mogucnost pristupa informacionim sadrzajima na vreme, to oni generiSu
i osecaj ,kontrolisanja procesa”. Uz to, akter ima uvid u svoje ,potencijale
mreze” (Lin, 2001, str. 25). Shodno takvim prilikama, strukturalne
praznine povecavaju kod pojedinih preduzetnika i ose¢aj samopouzdanja.
Radi smanjenja nesigurnosti pojedinci mogu da se pouzdaju na ove
mreZne resurse. UopSte koriS¢enje nove mogucénosti biva motivisanije s
obzirom da su preduzetnici ubedeni da tim pristupom mogu da nadziru
neistrazeno kroz stalno pozivanje na njihova mesta u mreZi i dobrobiti
koje mogu tim putem postici.

Poverenje je indikator postojanja socijalnog kapitala.  DruStveno
poverenje je neSto Sto druStva veZe i pomaze njihovom funkcionisanju.
Ono je znacajno jer ¢ini medusobne i interakcije ljudi sa institucijama i
pruzaocima usluga manje slozZenijim i efikasnijim. Slabost pak poverenja
Cini ove procese puno oteZanijim. Cinjenica je da spoznaja i proces u kome
se slede nove ideje nosi rizik i ukljucuje, finansijska sredstva, vreme i
druge resurse. Shodno tome, preduzetniku je potrebna snazna potpora
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koja je najbitnija u fazi pokretanja novog preduzeca (Avlijas & Avlijas,
2021, str. 45). Poverenje treba posmatrati u kontekstu Sireg skupa
vrednosti koje podrzavaju preduzetnistvo. Poverenje je Kkorisno u
uslovima nesigurnosti (Mickiewicz & Rebmann, 2020, str. 244-309). Ono
je logicno sredstvo koje doprinosi povecanju preduzetnickog
samopouzdanja, s obzirom da se na poverenje gleda kao na ,drustveni
alat” koji smanjuje kompleksnost i omogucuje pojedincima da se izbore sa
kompleksnosc¢u i nesigurno$c¢u. Informacija koja se dobija od poverljivog
poslovnog subjekta smatara se istinitom i znacajnom. U tom smislu
baziraju¢i se na prethodne interakcijske odnose, pojedinca i asocijacije i
preduzetnici mogu biti podloZniji prihvatanju rizika. Pri tome, samo
verovanje da Ce se druga osoba ophoditi i na primeren nacin moze da
motivise pojedinca da traga za novim moguénostima i da se prema njima
usmeri. S obzirom da je bitna funkcija dustvenih mreza usmeravanje
informacija, to poverenje u gustim mreZama moZe rezultirati da se
preduzetnik usmeri na odreden skup ustanovljenih veza. Medutim,
usmeravanje najceS¢e na ovu gustu mrezu protoka informacionog
sadrZaja moZe imati i negativan efekat. Naime, moZe dovesti do toga da se
preduzetnici usmere na limitiran broj izvora informacija samo u okviru
mreZe. Na taj nacin pojedinci koji se baziraju samo na guste mreze mogu
biti ,zapljusnuti” nestalnim informacionim sadrzajima. Treba imati na
umu da guste mreZe poseduju slabe veze izmedu ¢lanova razlicitih grupa,
dok u retkim mreZama ove vrste veza nema. Pretpostavka je da se kod
pojedinaca oslanjanjem na manje izvora i kontakata povecava i
verovatnoca i optimizam (Burt, 1997, str.339-365). Medutim, ovakva
pretpostavka implicira da pojedinci koji raspravljaju o poslovnim
odlukama sa limitiranim brojem partnera verovatno ¢e usvojiti i jednu
ynadutu” povratnu informaciju. Zbog toga, ako se pojedinci oslone na
shvatanja malih uzoraka uvecavaju se moguc¢nosti i da se donesu loSe
odluke. Promisljanjem konteksta u kojem se dakle koriste samo takve
informacije moZe uzrokovati da preduzetnik pogresno proceni situaciju.

S obzirom da je svaki pojedinac povezan sa ostalim ¢lanovima drustva
razliCitim vezama to valja pretpostaviti da mreZe igraju vaznu ulogu i u
oblikovanju njegove svesti. Pri tome, pojedinacni resursi i shvatanja su u
uzajamnim odnosima sa resursima i shvatanjima naklonjenih
prijateljstava zato Sto pojedinci razvijaju veze sa onima koji su naklonjeni
njima. Tako, na primer, shvatanja u vezi sa domom i porodicom imaju ve¢u
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verovatnocu da budu privuceni jedni drugima od onih koji dele manje
vazne stvari. Ono $to je suStina teorije interpersonalnog prihvatanja je da
individue sa naklonjenim uverenjima i gledistima privlace jedni druge i
tako ojacCavaju zajednicka glediSta i ophodenja, koja su bliska sa onima sa
kojima razmenjuju informacione sadrzaje i znanje
(https://www.encyclopedia.com/social-sciences/applied-and-social-
sciencesmagazines/ similarityattraction-theory). Pokazalo se da primena
ove teorije na druStvene mreZe, jezik, zajednicko predstavljanje
informacija, znaci pospesivanje bliskih gledisSta, razumevanja i stavova u
preduzetnickoj mreZi. U tom smislu i deljenje informacija i znanja podstice
da ¢lanovi mreze imaju ista misljenja.

U uslovima kada nema dosta informacionog sadrzZaja da se strukturira neka
situacija, kaZe se da postoji neizvesna situacija. Pristup na koji pojedinac
shvata neizvesnu situaciju i organizuje dostupne informacije da bi delovao,
odraZava njegovu toleranciju na neizvesnost. Akter sa visokom uzdrzanoséu
na neizvesnost je ona osoba koja ocenjuje te situacije inspirativnim i koja
nastoji da ih premosti da bi ostvarila dobre rezultate. Preduzetnici rado
uvazavaju nepoznato i susrecu se sa neizvesnosc¢u. Preduzetnici inovatori su
podloZniji da se upuste u neistrazeno, pa je ve¢a verovatnoca da Ce se upustiti
u ambiciozne projekte ,Cak i kada su ishodi i verovatnoce misterija”
(www.fastcompany.com /90579818 /you-too-can-be-a-great-inovator-if-

you-just-learn-to-work-with-this). Rizik predstavlja verovatnocu da ¢e se
nepoznat dogadaj dogoditi u odredenom vremenskom periodu, kao i moguce
posledice tog dogadaja na ljude, imovinu i Zivotnu sredinu. Kod procene
rizika, preduzetnici imaju sklonost da se usmeravaju na sumu potencijalnog
gubitka. Preduzetnici i te kako treba da procenjuju ili proracunaju ishode
akcija, procenjuju rizike i porede rezultate potencijalne opcije, te koristeci
valjane i blagovremene informacije donose valjane odluke (Grozdanic,
Radojci¢, Vesi¢, 2012, str. 4). UspeSan preduzetnik je neko ko moZe svesti
rizike na minimum time Sto ¢e smanjiti nivo neizvesnosti, tako da se rizici
mogu tacnije izracunati, a odluke donositi sa viSe pouzdanja. S obzirom da
kognitivne sklonosti uticu na pristup na koji se uocavaju i interpretiraju
informacije iz okruZenja da se pretpostaviti da one odraZavaju i na samu
percepciju rizika (Barnes, 1984, str. 129-137). U literaturi sreemo
empirijska istrazivanja koja pokazuju da je preterana samouverenost kod
individua povezana sa percepcijom rizika (Kerr, Kerr, Xu, 2017, str. 30-32).
Novija istrazivanja pokazala su da preduzetnici mogu biti preterano
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poslovnih situacija (Cooper & Artz, 1995, str. 439-457). Preterano
samouverene individue su sklonije da idealizuju ispravnost svojih odluka u
nekoj poslovnoj situaciji, nego oni koji ne pokazuju preteranu samouverenost
(Salamouris, 2013, str. 1315-1330). Cesto puta preduzetnici su primorani da
donose odluke na osnovu malog broja informacionog sadrZaja u novim
poslovnim situacijama, $to znatno potpomaZe rizik poslovanja. Pri tome,
koncipiranje uopstenosti na bazi malog uzorka informacionog sadrZaja moze
znatno da umanji percepciju rizika za odredenu mogucnost. Na kraju, u
literaturi sre¢emo pojedina istraZzivanja koja pokazuju da su preduzetnici
skloniji ocekivanju najboljeg moguceg ishoda u proceni poslovnih situacija,
Sto vodi do pretpostavke da oni imaju izraZeniju podloZnost ka riziku
(Cooper & Artz, 1995, str. 439-457). Ali, na drugoj strani su i autori koji isticu
da je prepoznavanje rizika, a ne podloZnost prema njemu taj c¢inilac koji
uzrokuje rizi¢nije ponasanje preduzetnika.

REZULTATIISTRAZIVANJA | DISKUSIJA

Uzorak istrazivanja

Cilj istraZivanja je da ukaZe na uticaj socijalnog kapitala, tj. onog segmenta
ukupnog kapitala ¢iji se izvor nalazi u drustvenim vezama i odnosima,
normama reciprociteta i poverenju na kvalitet poslovnih performansi
subjekata socijalnog preduzetnistva. Konkretno, cilj je da se empirijskim
istraZivanjem i u kontaktima sa ispitanicima, razmotre aktuelni socijalni
procesi u subjektima socijalnog preduzetniStva regiona juZzne i istoCne
Srbije i da pruzi preporuke za unapredenje poslovanja i performansi
subjekata socijalnog preduzetnistva.

Prva faza istraZivanja bila je priprema upitnika. Drugi korak istraZivanja
bilo je identifikovanje subjekata socijalnog preduzetnistva. U tom smislu
istraZivanje je zasnovano na analizi: 2 zadruge, 2 udruZenja gradana, 2
razvojne agencije, 2 fondacije, 2 udruZenja gradana, 2 preduzeca za
profesionalnu rehabilitaciju i zapoSljavanje osoba sa invaliditetom. U radu
nisu dati nazivi subjekata socijalnog preduzetniStva koji su ucestvovali u
istraZivanju, radi zaStite privatnosti i poverljivosti podataka. IstraZivanje
je sprovedeno u periodu od 20.08. 2023. godine do 14.10. 2024. godine.
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Rezultati istrazivanja

U okviru grupe pitanja Ocena kvaliteta veza i intenziteta saradnje medu
zaposlenima u subjektu socijalnog preduzetniStva bilo je postavljeno
pitanje: Ocenite kvalitet veza i intezitet saradnje medu zaposlenima u
subjektu socijalnog preduzetniStva (preduzetnici, privredni subjekti,
subjekti civilnog drustva). Na ovo pitanje 75% subjekata socijalnog
preduzetniStva odgovorilo je da je saradnja dobrog kvaliteta, 25%
odgovorilo je da je saradnja loSeg kvaliteta.

Kakav je kvalitet veza i intezitet saradnje medu
zaposlenima socijalnog preduzetnistva

LoS kvalitet
25% Dobar
kvalitet
75%

Na anketno pitanje Koliko se posStuju opSteprihvacena neformalna
drustvena pravila i konvencije u subjektu socijalnog preduzetnistva 58%
subjekata socijalnog preduzetniStva odgovorilo je da se neformalna
drustvena pravila i konvencije dovoljno postuju u subjektu socijalnog
preduzetniStva, a 42% subjekata socijalnog preduzetniStva je odgovorilo
da se neformalna drustvena pravila i konvencije nedovoljno postuju.

Koliko se postuju opste drustvena pravila i
konvencije u subjektima socijalnog preduzetnistva

Dovoljno Nedovoljno
postuju postuju
58% 42%

Dalje su ispitanici iskazali misljenje o tome Koliko je razvijeno poverenje
izmedu zaposlenih u subjektu socijalnog preduzetnistva, 17% subjekata
socijalnog preduzetniStva je odgovorilo da postoji dovoljan nivo
poverenja, 33% subjekata socijalnog preduzetniStva je odgovorilo da je
prisutan srednji nivo poverenja, a 50% subjekata socijalnog
preduzetniStva je odgovorilo da postoji visok stepen poverenja i saradnje.
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Koliko je razvijeno poverenje izmedu zaposlenih u
subjektu socijalnog preduzetniStva

. . Dovoljan nivo
Visok nivo ;
X poverenja
poverenja_\ 17%

50% Sredniji nivo
poverenja
33%

Autori rada su Zeleli da ispitaju i Koliko je razvijeno poverenje izmedu
subjekata socijalnog preduzetnistva i drZavnih organa ili organa
samouprave. Na ovo pitanje, 42% subjekta socijalnog preduzetnistva je
odgovorilo da je nivo poverenja nizak, 33% subjekata socijalnog
preduzetniStva je odgovorilo da je nivo poverenja i saradnje bio srednji,
dok su ostali subjekti socijalnog preduzetniStva, njih 25%, odgovorilo da
postoji visok stepen poverenja i saradnje.

Koliko je razvijeno poverenje u subjekata
socijalnog preduzetnistva i drzavnih organa
Visok nivo samouprave
poverenja
25%

Nizak nivo
Sredni nivo poverenja
poverenja 42%
33%

Diskusija rezultata

Potencijal socijalnog kapitala subjekti socijalnog preduzetnisStva regiona
juzne i istocne Srbije nisu dovoljno prepoznali. [ako jedan broj zaposlenih
u subjektima socijalnog preduzetnistva istice da su kroz subjekt socijalnog
preduzetniStva naucili da zajednicki obave posao sa drugim zaposlenima i
da dele znanje i razmenjuju informacije, drugi deo zaposlenih u subjektu
socijalnog preduzetniStva uglavnom smatra da mreZa ne predstavlja pravi
izvor kvalitetnih informacija i znanja. U sustini subjektima socijalnog
preduzetniStva nedostaje institucionalno jezgro mreZe, koje bi
predstavljalo stratesku ekspertsku podrSku subjektima socijalnog
preduzetniStva. Jasna je Cinjenica da neformalne norme Cesto mogu da
funkcioniSu kao dopuna zakonskih normi, ili ¢ak kao zamena za njih.
Medutim, kod subjekata socijalnog preduzetniStva u region juzne i istoCne
Srbije, kako pokazuje ovo istraZivanje, nesto malo viSe od polovine
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subjekata socijalnog preduzetnisStva je odgovorilo da postuju neformalna
drustvena pravila i konvencije. Postojanje poverenja u subjektu socijalnog
preduzetnistva u prvom redu podrazumeva da izmedu zaposlenih u
subjektu socijalnog preduzetnistva postoji raspoloZenje drusStvenosti i
dobronamernosti, da je saradnja utemeljena na zajedni¢kim osnovama.
Medutim, poverenje je jedna od karakteristika subjekata socijalnog
preduzetniStva regiona juzne i istocne Srbije koju je najteze razviti i na
kojoj se najviSe mora raditi. Ovo sa razlogom, jer su izraZeni sukobi
razli¢itih grupacija, nerazvijena organizaciona i poslovna kultura,
odnosno prisutno je nedovoljno poverenje koje subjekti socijalnog
preduzetnisStva ispoljavaju prema ovakvoj formi poslovanja. Neki subjekti
socijalnog preduzetniStva iskazuju nepoverenje prema poziciji socijalnog
preduzetnika i ulozi koju ova pozicija ima u usmeravanju i pomaganju
zaposlenima da se razviju kroz subjekt socijalnog preduzetniStva.
Nepoverenje od strane subjekata socijalnog preduzetnisStva ispoljava se i
prema eksternim stejkholdera. Subjekti socijalnog preduzetnistva
strahuju od pristupanja i obavezivanja koje ¢e poremetiti njihovu
autonomiju u meri u koja je za njih neprihvatljiva, takode i od finansijskih
izdataka kojima bi se finansirali buduci projekti. Prisutan je nedostatak
poverenja izmedu proizvodaca i trgovaca, kao i izmedu trZisSnih aktera i
drzave, tj. njenih institucija. IstraZivanje pokazuje da nema poverenja ni
izmedu subjekata socijalnog preduzetnistva i drzavnih organa, posebno sa
regionalnim razvojnim agencijama, lokalnim samoupravama/gradovima,
privrednim komorama, vladinim agencijama, finansijskim institucijma /
fondovima... Ipak, ulazu se napori da se realizuje saradnja sa srodnim
subjektima socijalnog preduzetnistva. Za sada je ta zamisao samo
deklarativnog karaktera.

ZAKLJUCAK

Imanentna karakteristika uspesnosti preduzetnickih aktivnosti je da ona
u bitnoj meri zavisi od brojnih drustvenih okolnosti, pa je shodno tome
neophodno oceniti sve razlic¢ite faktore koji mogu da uticu na razvoj
preduzetnistva. U cilju dobijanja adekvatnih odgovora na ovo pitanje,
proucavanje znacaja socijalnog kapitala pokazalo se neizostavnim. Bez
socijalnog kapitala finansijski i humani kapital predstavljali bi ,balast” i
bez njega se u celini ne bi mogli oZivotvoriti. Iz brojne savremene
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literature koja se bavi pitanjima socijalnog kapitala, ciji je jedan
konsultovani deo naveden u selektivnoj bibliografiji na kraju rada moglo
bi se zakljuCiti da su drustva sa izrazenijim socijalnim kapitalom,
demokraticnija, institucionalno stabilnija i ekonomski prosperitetnija.
Objasnjenje je jednostavno - da bi pojedincu socijalni kapital mogao davati
,rezultat”, on mora biti povezan sa drugim ljudima. Pored drus$tvenih
mreZa posebnu vaznost imaju i druStvene norme kao opSteprihvacena
neobavezna drustvena pravila i sporazumi koje definiSu, dozvoljavaju i
adaptiraju ophodenje pojedinaca u posebnim druStvenim situacijama.
Pored toga, poverenje izmedu ljudi u izvesnom smislu olakSava sve vrste
transakcija i podstic¢e kooperaciju. To znaci da postoje pravila kojih ¢e se
svi drZati i nece ih krSiti, dakle postoji okvir unutar kojeg sve funkcionise
i svi akteri se toga pridrzavaju. Polaze¢i od ovakvog odredenja socijalnog
kapitala, logitno je zakljuciti da on u znacajnoj meri moZe doprineti
razvoju socijalnog preduzetniStva. Medutim, na osnovu naseg istrazivanja
moZemo zakljuciti da potencijal socijalnog kapitala subjekti socijalnog
preduzetniStva regiona juZne i istoCne Srbije nisu dovoljno prepoznali.
Svakako, ne moZemo zakljuciti da iznalaZenje veze izmedu socijalnog
kapitala i socijalnog preduzetniStva moze iscrpno pojasniti preduzetnicke
aktivnosti, ali zasigurno moze biti dobar temelj za njegovo temeljitije
proucavanje.
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THE BENEFITS OF SOCIAL CAPITAL
AND SOCIAL ENTREPRENEURSHIP

Vladimir Mitrovié
Zeljko Devié
Ivana Terzi¢

Abstract: The subject of this paper is the impact of social capital
on entrepreneurial activity. The aim of the research is to
theoretically and empirically examine the relationship between
social capital and entrepreneurial activity, as well as to explore
current social processes within the social entrepreneurship
entities in the southern and eastern regions of Serbia. The first
part of the paper analyzes social capital as the presence of trust,
norms, and social networks, which facilitate organized action
for the benefit of individuals and society as a whole. The second
part focuses on the benefits of social capital relevant to
entrepreneurs. The third section presents the results of the
research and a discussion of these results, concluding that the
potential of social capital has not been sufficiently recognized
by social entrepreneurship entities in southern and eastern
Serbia. Finally, the paper concludes that the success of
entrepreneurial activity largely depends on numerous social
factors, making it essential to examine all specific elements that
may influence entrepreneurship development. Accordingly, the
study of the significance of social capital has proven
indispensable. Relevant literature was used throughout the
paper, and in this context, scientific and theoretical insights, as
well as contemporary business practices, were examined using
methods such as induction, deduction, analysis, synthesis,
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abstraction, generalization, observation, and content
analysis.

Keywords: social capital, social networks, social norms, trust,
social entrepreneurship, entrepreneur, benefits.
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BOOKKEEPING FOR FOREIGN COMPANIES: THE
REQUIRED LEVEL OF ENGLISH LANGUAGE
PROFICIENCY IN ACCOUNTING PRACTICES

Vuk¢evi¢ Vanja 1

Abstract: This study examines the importance of maintaining
accurate business records in foreign companies operating in the
Republic of Serbia, with a focus on employees' proficiency in
English as it pertains to accounting. The goal of the work was to
highlight the significance of obtaining an English language
proficiency certificate for employees involved in bookkeeping for
foreign companies in Serbia. The results demonstrate significant
differences in the reliability of business reports prepared by
professionals with a valid English language certificate compared
to those without one. The practical implications of this study
emphasize the necessity of certified employees in foreign
companies, particularly in accounting, auditing, and the
preparation of annual reports.

Keywords: certification, English language proficiency, annual
report, accounting, auditing
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INTRODUCTION

The economic landscape in the Republic of Serbia increasingly features
foreign companies operating within the country. As part of their
operations, these companies regularly submit numerous reports to their
headquarters abroad, detailing various aspects of their business activities
in Serbia.

Doing business within the daily operations of foreign companies in our
economy requires employees to constantly improve and adapt to the already
adopted business norms that have been reached in the country from which the
foreign company comes to do business in our economy.

One of the most important tasks is related to the performance of tasks in the
field of real financial reporting of the company's top management, and
therefore the reporting of the same in the company's headquarters in a proper,
clearly understandable way, especially with regard to the use of the correct
business English language in which business correspondence takes place in
most cases.

In addition, foreign employers require all employees to conduct their
communication - especially business communication - in a clear, precise,
and professional manner, adhering to established standards of business
English. This requirement is particularly evident in the areas of accounting
and financial audit reporting.

Motivated by current business practices in Serbia, the author became
interested in examining the quality of English-language communication
among employees in foreign companies, particularly in the preparation
of financial and other business reports. This interest extended to
exploring the role of certified employees, who are responsible for
submitting numerous reports to their superiors on a daily basis. The
relevance and significance of this research lie in highlighting the need for
continuous professional training for employees working in foreign
companies - especially in roles that demand precise and professional
business communication in English between staff and company
leadership.

The above highlights the importance of business communication, which
becomes significantly easier and more reliable when the workforce has
invested in additional education - specifically by taking the English for
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Accounting exam to obtain a recognized certificate. Such certification is
important and widely acknowledged for roles in accounting and auditing.

LITERATURE OVERVIEW

The use of English in business can be seen as economic capital in business even
in very demanding markets such as the fastest growing economy in the world,
but also in other countries that belong to the group of highly developed
economies, as pointed out by numerous authors such as (Telichkin & Mihalka,
2010; Ai et al.,, 2018; Nel & Govender, 2020).

The development of the English business language is very dynamic, especially
if it is viewed from the point of view of cooperatives and other forms of real
business of very heterogeneous legal entities, which can be seen in the works
of authors such as (Webster, 2012; Hashemi et al., 2022; Sevnarayan &
Suliman, 2024; Tan & Quek, 2024).

In business, static English is not used, but it is viewed in the context of dynamic
business English that operates within the framework of realistic standards that
apply to business and other communication (Wong & Tupas, 2018; Kucukaltan
et al., 2020; Alcolado, 2021; Bernardo, 2023; Lee, 2024).

The acceptance of continuous education in business communication inevitably
implies the realistic acceptance of the English language as a basis for making
other important business decisions in the operations of numerous entities
within the framework of observing business communication (Martinez, 2021;
Vinberg & Danielsson, 2021; Hiramoto, 2022; Yamaguchi & Pétursson, 2022:
Chen, 2024).

Innovation in business communication is a necessity and an existential need
for numerous foreign companies operating abroad (Shi et al., 2021; Raadha &
Sharmini, 2022; Arslan et al., 2024), and therefore also in business that takes
place in.

In addition, business communication observed in such a way, especially that
which takes place in the English business language in numerous companies,
implies that in the short future period the overall business risk of doing business
will be reduced in a large number of heterogeneous legal entities, and therefore
also in the work of foreign companies in the Republic of Serbia (Li, 2021;
Virglerova et al., 2021).
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RESEARCH RESULTS AND DISCUSSIONS

The study included 130 employees who perform business communication tasks
in English for the needs of foreign companies in 65 surveyed medium-sized
and large companies operating in the Republic of Serbia.

The classification of employees who perform business communication in
English was done by surveying 55 employees who do not have an English
language certificate and 75 employees who have a certificate of proficiency in
business English in the aforementioned 65 surveyed medium-sized companies
and the same number of large companies.

The authors' determination for this type of research was to discover possible
differences in the evaluation of top management regarding trust in the
workforce that performs the aforementioned business communication tasks in
English. The possible rating interval ranged from 1 to 10, with the least trust in
top management being rated 1, and the highest trust being rated 10. The
research period was from September 1 to September 30, 2024. After
conducting the survey and achieving an increase in the quality of drawing valid
conclusions, the author conducted statistical processing using the Statistical
Package, version 25, with the aim of presenting the obtained data processing
results.

The obtained results were validated using the t-test in order to compare the
performance of employees in English communication in medium-sized and
large foreign companies in terms of assessing business security.

This observation additionally included an analysis of the following factors: the
ability to describe all audit tasks, the ability to describe all accounting tasks,
the ability to conduct business correspondence, the ability to perform oral
communication, and the knowledge of international accounting rules and
regulations. In addition, the research conducted included a presentation of the
threshold value, the significance level of which was 0.05.

Presentation of the evaluation of job groups in which English language is
required in business communication in medium-sized enterprises in the
Republic of Serbia

The author systematized the obtained results of the evaluation of top managers
in the form of Table 1, where the values of two categories of workers who
perform business communication are given, namely as non-certified workers,
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that is, as certified workers within the work of medium-sized enterprises in the
Republic of Serbia.

Table 1. Differences between evaluated job groups in the use of English in
business communication in medium-sized enterprises in the Republic of Serbia

Uncertified |Certified
workers workers i
(N=55) (N=75) P

Average value
Ability to describe all audit jobs | 20.40 + 0.65 |24.99 + 0.99 | -36.030 (<0.0005*

The possibility of describing all

o 31.27 +£0.86 [39.99 £+ 0.89|-64.300 |<0.0005*
bookkeeping jobs

Conducting business
correspondence

Performing oral communication | 1.21+0.48 | 3.44 +0.54 |-27.299 |<0.0005*

Knowledge of international rules
and regulations in the field of 59,08 + 0.62 [89.00 + 3.95(-52.248 |<0.0005*
accounting

1.58+0.59 | 4.44+0.57 |-30.399 |<0.0005*

Source: Author, 2024.

Based on Table 1, it can be seen that there is a significant difference in the
assessment of top managers regarding the safety of the work of non-certified
workers and certified workers who carry out business communication in
English in medium-sized enterprises.

At the same time, there is a significant difference in the evaluation of the
mentioned workers according to all the analyzed factors, namely for:
performance of audit job descriptions, bookkeeping, business correspondence,
oral communication and business according to international standards.

The t test of independent samples was used to examine the differences, which
showed the existence of significant differences for all six analyzed factors.

The obtained results are very similar to the already published works of the
authors (Duarte et al., 2023; Huynh, 2024).
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Presentation of the evaluation of job groups in which the use of the English
language is required in business communication in medium-sized
enterprises in the Republic of Serbia

The author systematized the presentation of the evaluation results of top
managers related to the work of large companies in the form of Table 2, where
the values of two categories of workers who perform business communication
in English are given, namely as non-certified workers and certified workers.

Table 2. Differences between evaluated job groups in the use of English in
business communication in large companies in the Republic of Serbia

Uncertified | Certified
workers workers ¢
(N=55) (N=75) P
Average value
Ability to describe all audit jobs | 48.88 + 0.43 | 69.03 £ 0.70 | -146.063 |<0.0005*
The possibility of describing all | 59 11 1 g g5 | g9.47 + 0,91 -176.352 |<0.0005*
bookkeeping jobs
Conducting business 3.42+0.46 | 7.31+0.71 | -31.355 |<0.0005*
correspondence
Performing oral communication | 4.44 +0.48 | 7.48 £0.48 | -31.556 (<0.0005*
Knowledge of international rules 20052 +
and regulations in the field of  {131.89 £ 3.70 2'35 ~ | -105.454 |<0.0005*
accounting :

Source: Author, 2024.

By showing the results in Table 2, it can be seen that there is a significant
difference in the evaluation of the top managers of large companies regarding
the safety of the work of non-certified workers and certified workers who carry
out business communication in English. At the same time, it can be seen that
there is a significant difference in the evaluation of the mentioned workers
according to all the analyzed factors, namely for: performing the tasks of
describing audit tasks, bookkeeping, managing business correspondence, oral
communication and business according to international standards.
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The obtained results were strengthened after showing the existence of
differences when the t test of independent samples was used, which showed
the existence of significant differences in all six analyzed factors.

At the same time, the obtained results confirm that there are great similarities
with already published works that indicated the importance of determining and
respecting important factors for making valid management decisions, which
can also be seen in the works of authors such as (Arnautovic et al., 2022; Abu,
& Al-Abbadi, 2023; Bakmaz et al., 2024).

CONSLUSION

The study's findings indicate a strong need for the use of high-quality
English in business communication across the diverse range of companies
operating in the Republic of Serbia. With the continued arrival of foreign
firms, this need has grown, highlighting the importance of employee
training and further education - particularly through the acquisition of
recognized certifications in business communication, which is
predominantly conducted in English. A key conclusion of the study is that
there is a significant difference between certified and non-certified
employees in terms of performance across all evaluated areas: audit-
related tasks, bookkeeping and correspondence, oral communication, and
adherence to international business standards, especially within medium
and large foreign companies operating in Serbia. Another important
finding is that top management tends to place greater trust in certified
employees when it comes to business communication in English. The
author believes that the study has met its initial goals and that its insights
can be extended to other types of enterprises and broader geographic
regions, particularly the Western Balkans and potentially beyond.
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VODENJE POSLOVNIH KNJIGA STRANIM
KOMPANLJAMA UZ POSTOJANJE ODREDENOG
NIVOA ZNANJA ENGLESKOG JEZIKA KOJI SE
KORISTI U OBLASTI RACUNOVODSTVA

Vanja Vukc¢evi¢

SaZetak: U studiji je dat prikaz znacaja sigurnog vodenja
poslovnih knjiga u stranim kompanijama koje posluju u Republici
Srbiji, na nacin da zaposleni poseduju odredeni nivo znanja
engleskog jezika koji se koristi u oblasti racunovodstva. Cilj rada
bio je da prikaze vaznost dobijanja sertifikata o poznavanju
engleskog jezika kojim se sluze zaposleni na poslovima vodenja
poslovnih kniga u radu stranih kompanija u Srbiji. Dobijeni
rezultati prikazuju postojanje znacajnih razlika u vezi sa
sigurnoscu sastavljanja poslovnih izvestaja koje sastavijaju
strucna lica koja poseduju validni sertifikat o poznavanju
engleskog jezika u odnosu na strucna lica koja ga ne poseduju.
Prakticna primena dobijenih rezultata u ovoj studiji upucuje na
vaznost sticanja sertifikata o poznavanju engleskog jezika.
Sertifikovana radna snaga je neophodna u radu stranih firmi koje
posluju u Republici Srbiji, a to se narocito odnosi na rad u
racunovodstvu i reviziji i to za obavljanje poslova koji su vezani
za sastavljanje godisnjih izvestaja.

Kljucne reci: sertifikat, engleski jezik, godisnji izvestaj,
racunovodstvo, revizija.
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UTICAJ MERA AKTIVNE

POLITIKE ZAPOSLJAVANJA
NA RADNU INTEGRACIJU OSOBA SA
INVALIDITETOM

Pocué Pavle !

Sazetak: Osetljivim i ranjivim kategorijama drustva se, uz
mnogo empatije i drusStvene odgovornosti, mora obezbediti
ravnopravan radni i drustveni status jer njih karakterise velika
zelja da pruze svoj doprinos zajednici u kojoj Zive. Pored
ekonomskih prednosti kojima se ostvaruje  finansijska
nezavisnost, osobama sa invaliditetom koje se radno angazuju
vraca se osecaj licne vrednosti, dostojanstva i ravnopravnog
statusa u drustvu. Cinjenica da svojim radom doprinose razvoju
drustva dodatno ih motivise i jaca osecaj pripadnosti tom istom
drustvu. Vecinu osoba sa invaliditetom karakterise izuzetna
posvecenost, odgovornost, disciplina, motivacija ali nazalost
Cesto su od strane poslodavaca neopravdano zapostavljene i
radno diskriminisane.  Sinhronizovanim  delovanjem i
angazmanom sva tri sektora moguce je znacajno poboljsati
polozaj osoba sa invaliditetom na trzistu rada i direktno uticati
na jacanje socio-ekonomskog statusa drzave. Kreiranjem jasne
strategije pomoci i podrske u zaposljavanju od strane drzave a
pre svega konkretnih mera aktivne politike zaposljavanja
primetan je trend smanjenja njihove nezaposlenosti. Cilj ovog
rada se zasniva na prikazu mera zaposljavanja teze zaposljivih
kategorija sa akcentom na osobe sa invaliditetom te uticaj mera

1 JVP Vode Vojvodine, Novosadskog sajma 19, 21000 Novi Sad, pocuc7@gmail.com,
https://orcid.org/0009-0003-8292-0002
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na radni status i socio-ekonomski polozaj osoba sa
invaliditetom. Takode, u radu ce biti predstavijeni rezultati
ankete kao i dalje smernice i predlozi.

Klju¢éne reci: profesionalna rehabilitacija, aktivne mere
zaposljavanja, strategija unapredenja zaposljavanja.

UvoD

Akcioni plan zaposljavanja je planski dokument kojim se definisu,
operacionalizuju i ostvaruju opSti i posebni ciljevi zaposljavanja i
konkretizuju mere za otvaranje novih radnih mesta. Opsti cilj ovih mera
podrazumeva kontinuiran i odrziv rast zaposlenosti a posebni ciljevi su
usmereni ka unapredenju ponude rada i traZnje za radom, unapredenje
institucionalnog okvira na trziStu rada kao i unapredenje politike
zapoSljavanja. ,0Osobe sa invaliditetom cesto su suoCene sa
diskriminacijom, uglavnom zbog ograni¢enog pristupa ustavnim i
zakonskim pravima. Glavni izazovi sa kojima se osobe sa invaliditetom
suocavaju ukljucuju: prepreke pri kretanju i koris¢enju javnog prevoza;
pristupacnost razliCith javnih objekata, pristup uslugama i
informacijama; pristup zaposlenju i moguénostima za razumno
prilagodavanje uslova na radnim mestima; pristup obrazovanju i
profesionalnoj obuci“ (Nacionalna sluzba za zapoSsljavanje, 2020). Kako
istice izvrSna direktorka Foruma mladih sa invaliditetom - FMI Krivokuca
Milovanovi¢ J. (Nedeljnik, preuzeto 07.06 2021.) zaposljavanje osoba sa
invaliditetom nije jednostavno jer zahteva ispunjavanje odredenih uslova
koje poslodavci moraju da obezbede, a koji cesto deluju obeshrabrujuce.
Primenom Zakona o profesionalnoj rehabilitaciji i zapoSljavanju osoba sa
invaliditetom, primeceno je da vecina firmi koje su zakonski obavezne da
zaposle ove osobe radije pla¢aju novcane kazne drzavi nego da ih zaista
zaposle. Zbog toga se osobe sa invaliditetom i dalje uglavnom gledaju kao
socijalna grupa koja zavisi od pomoc¢i, umesto kao vredan deo drustva i
njegovog potencijala. Zaposljavanje osoba sa invaliditetom ne obogacuje
samo radnu sredinu, vec i ¢itavu zajednicu (Jovanovi¢, 2021).
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ZAKONODAVNI OKVIR I CILJNE KATEGORIJE U OBLASTI
ZAPOSLJAVANJA OSOBA SA INVALIDITETOM

Zakonodavne promene su klju¢ne za unapredenje zaposljavanja osoba sa
invaliditetom (Kosti¢, 2020).

Status osobe sa invaliditetom, prema clanu 4 stav 2 Zakona o
profesionalnoj rehabilitaciji i zaposljavanju osoba sa invaliditetom, imaju
osobe kojima je utvrden status osobe sa invaliditetom i to:

ratni vojni invalid,

mirnodopski vojni invalid,

civilni invalid rata,

lice kome je izvrSena kategorizacija i drugo lice kome je utvrdena
invalidnost,

lice kome je utvrdena kategorija invalidnosti, odnosno preostala
radna sposobnost u skladu sa propisima o penzijskom i invalidskom
osiguranju,

lice kome se u skladu sa ovim Zakonom proceni radna sposobnost,
saglasno sa kojom ima mogucnost zaposlenja ili odrzanja zaposlenja
(Zakon o profesionalnoj rehabilitaciji i zapoSljavanju osoba sa
invaliditetom, 2009).

e Prema odredbama ¢lana 24 Zakona o profesionalnoj rehabilitaciji i
zaposljavanju osoba sa invaliditetom, poslodavac koji ima manje od
20 zaposlenih nema obavezu zaposljavanja osoba sa invaliditetom;
poslodavac koji ima od 20 do 49 zaposlenih duZan je da zaposli,
odnosno da ima u radnom odnosu najmanje jednu osobu sa
invaliditetom; dok je poslodavac koji ima 50 i viSe zaposlenih duzan
da u radnom odnosu ima najmanje dve osobe sa invaliditetom, a na
svakih daljih zapocetih 50 zaposlenih jo$S po jednu (Zakon o
profesionalnoj rehabilitaciji i zapoS$ljavanju osoba sa invaliditetom,
2009).
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U kategoriju teZze zapoSljivih lica spadaju :
Tabela br.1: Kategorije teZe zaposljivih lica

Redni
broj

1

Kategorija teZe zaposljivih lica

Mladi u domskom smeStaju, hraniteljskim porodicama i
starateljskim porodicama

Lica bez zavrSenog srednjeg obrazovanja i lica koja su zavrsila
funkcionalno osnovno obrazovanje odraslih

Stariji od 50 godina

Romi i Romkinje

Osobe sa invaliditetom

Korisnici nov¢ane socijalne pomo¢i

Lica koja se nalaze na evidenciji nezaposlenih duze od 12 meseci,
a posebno lica na evidenciji duZe od 24 meseca

N (VbW N

Izvor : NSZ (Nacionalna sluzba za zaposljavanje)

Prednost pri zaposljavanju imaju Zene, naroCito iz manje razvijenih
podrucja. Williams (2018) istice da zakonska regulativa igra klju¢nu ulogu
u poboljSanju moguc¢nosti zaposljavanja osoba sa invaliditetom. Visina
subvencija za zapoS$ljavanje nezaposlenih lica iz kategorije teZe
zaposljivih, u periodu od 2024. do 2026. godine, zavisi od stepena
razvijenosti jedinica lokalne samouprave, koji je utvrden u skladu sa
posebnim propisima Vlade Republike Srbije. Prema Akcionom planu za
period 2024-2026 (Ministarstvo za rad, zapoSljavanje, boracka i
socijalna pitanja, 2024), subvencije po korisniku iznose:

1) za prvu grupu (iznad republickog proseka) i drugu grupu (u rasponu od
80% do 100% republickog proseka) - 230.000,00 dinara po korisniku;

2) za trecu grupu (u rasponu od 60% do 80% republickog proseka) -
255.000,00 dinara po korisniku;

3) za Cetvrtu grupu (stepen razvijenosti ispod 60% republickog proseka)
i za devastirana podrucja (stepen razvijenosti ispod 50% republickog
proseka) - 280.000,00 dinara po korisniku.

Navedeni iznosi subvencije za zaposljavanje za osobe sa invaliditetom i
lica koja su na evidenciji nezaposlenih duZe od 24 meseca, uvecavaju se za
20% tako da iznose:
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1) za prvu grupu (iznad republickog proseka) i za drugu grupu (u rasponu
od 80% do 100% republickog proseka) - 276.000,00 dinara po korisniku;

2) za trecu grupu (u rasponu od 60% do 80% republickog proseka) -
306.000,00 dinara po korisniku

3) za Cetvrtu grupu (stepen razvijenosti ispod 60% republickog proseka)
i za devastirana podrucja (stepen razvijenosti ispod 50% republickog
proseka) - 336.000,00 dinara po korisniku.

Nacionalna sluzba za zapoSljavanje moZe pruzZiti dodatnu uslugu
personalizovane podrske osobama koje ucestvuju u nekoj od njihovih
mera.

Realizacija se prati 12 meseci (Ministarstvo za rad, zaposljavanje, boracka
i socijalna pitanja, 2024).

MERE AKTIVNE POLITIKE ZAPOSLJAVANJA OSOBA SA INVALIDITETOM

Republika Srbija je izdvojila 7,75 milijardi dinara u 2024. godini za
sprovodenje mera aktivne politike zapoSljavanja koje su samo u
prethodnoj godini doprinele otvaranju 17.865 novih radnih mesta i
smanjile stopu nezaposlenosti na rekordnih 9%. Sa 25% nezaposlenosti iz
2012 godine. Poseban akcenat je usmeren ka zapoSljavanju osoba sa
invaliditetom za ¢iju namenu je izdvojeno 705 miliona dinara koja
predstavlja znacajnu podrska preduzec¢ima za profesionalnu rehabilitaciju
i zapoS$ljavanje osoba sa invaliditetom. U 2025. godini planirano je
zapoSljavanje 3.250 nezaposlenih lica, od kojih je 250 osoba sa
invaliditetom. U 2026. godini planirano je zaposljavanje 3.400
nezaposlenih lica, od kojih je 200 osoba sa invaliditetom. Da podstakne
zaposSljavanje osoba sa invaliditetom, Nacionalna sluzba za zaposljavanje
sprovodi razli¢ite mere aktivne politike zaposSljavanja koje ukljucuju
strucnu i finansijsku podrsku kako poslodavcima, tako i samim licima sa
invaliditetom. Poslodavci mogu istovremeno koristiti viSe razlic¢itih mera,
u zavisnosti od svojih potreba, mogucnosti i uslova za uces¢e u tim
merama.
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PROGRAMI PODRSKE ZAPOSLJAVANJU

Tabela br.2 : Programi podrske zaposljavanja

Redni broj Naziv programa Opis programa
. y Poslodavac koji zaposli osobu sa
Refundacija troSkova zarade . C g )1 zabo
. y invaliditetom kojoj je potrebna
licu angaZovanom na y o N g
. o y stru¢na podrska moze ostvariti pravo
A pruZanju podrske na . " .
na refundaciju tro§kova zarade za lice
radnom mestu - radna y . "
: . angazovano na pruZanju strucne
asistencija " S .
podrske, najduze 12 meseci.
Poslodavac koji na neodredeno
vreme zaposli osobu sa invaliditetom
Subvencija zarade za osobe | bez radnog iskustva ima pravo na
B sa invaliditetom bez radnog| subvenciju zarade u trajanju od 12
iskustva meseci, do 75% ukupnih troskova
zarade, ali ne viSe od minimalne
zarade.
Mera je namenjena osobama sa
invaliditetom kojima je potrebna
Radna aktivacija osoba sa (intenzivna podrska za ukljucivanje na
C . L 1 iy : y
invaliditetom trziSte rada. Nacionalna sluzba
refundira minimalnu zaradu i
doprinose u trajanju od 4 meseca.
Subvencija se odobrava
. s . |poslodavcima iz privatnog sektora za
Subvencija za zapoSljavanje <1 Lo AR
s zapoSljavanje teZe zaposljivih lica.
D nezaposlenih lica iz o n .
kategorije teze zapodljivih Iznos zavisi od razvijenosti lokalne
samouprave i krece se od 276.000,00
do 336.000,00 dinara po licu.
Strucna praksa podrazumeva stru¢no
osposobljavanje nezaposlenog za rad
u struci bez zasnivanja radnog
E Strucna praksa odnosa. Isplacuje se 30.000,00 dinara
za srednje obrazovanje i 35.000,00
dinara za visoko obrazovanje, do 12
meseci.
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Pripravni$tvo omogucava stru¢no
osposobljavanje uz zasnivanje
Pripravni$tvo za mlade sa | radnog odnosa. Nacionalna sluzba
F visokim i srednjim refundira minimalnu zaradu uveéanu
obrazovanjem za 20%, uz poreze i doprinose, 9-12
meseci za visoko, a do 6 meseci za
srednje obrazovanje.

Izvor:NSZ, Preuzeto sa http://www1.nsz.gov.rs/live/trazite-posao/dok-trazite

EFEKTI MERA AKTIVNE POLITIKE
ZAPOSLJAVANJA OSOBA SA INVALIDITETOM

»Podaci za 2020. godinu (31. oktobar 2020. godine) pokazuju da se na
evidenciji Nacionalne sluzbe za zaposljavanje nalazi 12.528 nezaposlenih
osoba sa invaliditetom, aktivnih u traZenju posla, od kojih su 42,6% Zene.
Prema nivou obrazovanja, 54,7% ima zavrSeno obrazovanje na srednjem
nivou, 38,8% su lica bez zavrsene srednje Skole, a samo 6,6% nezaposlenih
osoba sa invaliditetom ima visoko obrazovanje. Prema godinama starosti,
46,7% nezaposlenih osoba sa invaliditetom ima 50 ili viSe godina starosti,
41,8% je starosti izmedu 30 i 49 godina, a 11,6% su mladi do 30 godina.
DuZe od 12 meseci posao trazi 76,4% nezaposlenih osoba sa invaliditetom,
dok njih 61,9% posao trazi duZze od dve godine. Nepovoljna obrazovna i
starosna struktura, kao i visoko uceS¢e u dugorocnoj nezaposlenosti,
karakteristike su nezaposlenih osoba sa invaliditetom” (Nacionalna sluzba
za zaposSljavanje, 2020).

Tabela br.3 Nezaposlenost osoba sa invaliditetom u datom periodu

2015. | 2016. | 2017. | 2018. 2019.
Broj lica, godisnji prosek
Nezaposlena lica 743.158(713.153(650.573(583.099 529.508

Osobe sa invaliditetom | 15.429 | 15.660 | 14.906 | 14.429 13.517

Ucesce u ukupnom broju| 2,1 2,2 2,3 2,5 2,6
nezaposlenih, %

Izvor: NSZ (Nacionalna sluzba za zaposljavanje)
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Kao $to se primeti efekti mera aktivne politike zapoSljavanja u prikazanom
periodu su dali pozitivne rezultate i broj nezaposlenih osoba sa
invaliditetom je smanjen.

Trend daljeg smanjenja nezaposlenosti i efikasnost navedenih mera je
pozitivan i opravdao ocekivanja iako i dalje imamo 12.830 radno
sposobnih nezaposlenih osoba sa invaliditetom po zadnjim podacima NSZ
iz 2023 godine , Sto je za 5,5 % manje nezaposlenih u odnosu na 2022.
godinu (Ministarstvo za rad, zapoSljavanje, boracka i socijalna pitanja,
2024). Ipak i pored brojnih povlastica za poslodavce, prema podacima
Nacionalne sluzbe za zaposljavanje (NSZ) prosecna duZina traZenja posla
osoba sa invaliditetom iznosi Sest godina i 11 meseci Sto je svakako
zabrinjavaju¢i podatak (Nacionalna sluzba za zaposljavanje, 2022). ,Na
osnovu dosadasnjeg iskustva u radu sa poslodavcima, udruzenjima osoba
sa invaliditetom i ostalim akterima na trziStu rada, moze se konstatovati
da je najveéi problem kod zaposljavanja njihova niska kvalifikaciona
struktura, nedostatak posebnih znanja i vestina i uzak izbor zanimanja u
stru¢nim Skolama po specijalnom programu. Takode, praksa pokazuje i
dalje nizak nivo motivacije poslodavaca za zaposljavanje ove kategorije
lica, koji se uglavnom temelji na postojanju predrasuda. Kada su u pitanju
mlade osobe sa invaliditetom sa evidencije NSZ, uglavnom se radi o
osobama koje nemaju dovoljno radnog iskustva Sto ih Cini teZe
zaposljivom kategorijom, imajuci u vidu zahteve poslodavaca koji iskazuju
vece interesovanje za zapoSljavanjem lica sa radnim iskustvom. Procenat
mladih u ukupnom broju zaposlenih osoba sa invaliditetom iznosi 15,5
odsto” (Biznis.rs, preuzeto 26.03 2022).

Prema Republickom zavodu za statistiku (2023), osnovni pokazatelji
siromastva i socijalne iskljucenosti:

,U 2023. godini stopa rizika od siromastva iznosila je 19,9%, i u odnosu na
2022. godinu niZa je za 0,3 procentna poena. Stopa rizika od siromastva ili
socijalne iskljucenosti iznosila je 27,2%, i u odnosu na 2022. godinu niZa
jeza 1,8 p.p.

U 2023. godini stopa rizika od siromastva iznosila je 19,9%, i u odnosu na
2022. godinu niZa je za 0,3 procentna poena. Stopa rizika od siromastva ili
socijalne iskljucenosti iznosila je 27, 2%, i u odnosu na 2022. godinu niZa
je za 1,8 p. p” (Republicki zavod za statistiku).
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Tabela br.4 : Rizik od siromastva i socijalne iskljuc¢enosti (2019-2023)

Stopa rizika Stopa r1z1vka Prag rizika
od siromastva od
. od - .. . .
Godina . . ili socijalne siromastva Izvor
siromastva, | . . . v
% iskljucenosti, (mesecni
% prosek), RSD
2019 23.0 31.1 19,200 RZS
2020 22.4 31.0 21,680 RZS
2021 21.4 28.9 23,638 RZS
2022 20.2 29.0 25,960 RZS
2023 19.9 27.2 29,100 RZS
ANKETA POSLODAVACA KOJI

ZAPOSLJAVAJU OSOBE SA INVALIDITETOM

Anketa, kao istrazivacka metoda sprovedena je u periodu od 02.06 do
11.12 2024 god. U 15 socijalnih preduzeca, orgamizacija i preduzeca za
profesionalnu rehabilitaciju i zaposljavanje osoba sa invaliditetom. Cilj
ankete je povratna informacija i stav od strane poslodavaca koji
zaposSljavaju osobe sa invaliditetom pre svega u smislu povratnog
misljenja o prednostima i manama mera aktivne politike zaposljavanja OSI
(Osoba sa invaliditetom). Anketa je radena licnim obilaskom
menadZzmenta preduzeca kao i elektronskim popunjavanjem upitnika (5
pitanja). U Srbiji je registrovano 59 preduzeta za profesionalnu
rehabilitaciju i zaposljavanje osoba sa invaliditetom, u kojima radi 1.558
zaposlenih, od kojih je 1.002 osobe sa invaliditetom, a od toga su 45,27
odsto Zene (Biznis.rs, preuzeto 25.06. 2024). Ta preduzeca teritorijalno su
rasprostranjena na podrucju 25 lokalnih samouprava, proizvode viSe od
280 razlicitih proizvoda i pruZaju raznovrsne usluge (knjigovodstvo i
finansije, sortiranje i pakovanje voca i povréa, zrnastih i praskastih
proizvoda i ostale robe Siroke potroSnje, usluge Sivenja, hemijskog
CiS¢enja, odrZavanja higijene prostora).
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Tabela br. 5 Preduzeca koja su obuhvacena metodom anketiranja
Naziv Broj Broj osoba sa| Procenat osoba
. Delatnost . - . e
preduzeca zaposlenih |invaliditetom | sa invaliditetom
SllOl.n 15312 - Ost.alo 20 16 80%
Kovin Stampanje
Novitas 8899 - Ostala
% nepomenuta 20 14 70%
Sabac i v
socijalna zaStita
Plodovi 8899 - Ostala
: nepomenuta 19 11 58%
Pak Kovin 5 v
socijalna zaStita
" 8899 - Ostala
Gosa Solko nepomenuta 80 41 51%
d.o.o. i v
socijalna zastita
Cikod 8899 - Ostala
nepomenuta 54 33 61%
Group . "
socijalna zastita
8899 -
DES. Zdravstvena i 55 40 73%
Subotica L v
socijalna zaStita
8899 - Ostala
Pobeda nepomenuta 11 8 73%
Zara I s
socijalna zaStita
8899 - Ostala
Pro Pozitiv| nepomenuta 12 10 83%
socijalna zastita
KS Shoes |Proizvodnja obuce 30 15 50%
Sunce 021 Pr01ZV(V)dr}]a 24 17 71%
d.o.o. namestaja
Tekstilna
Manevar | konfekcija - HTZ 33 3 24%
d.o.o. oprema,
proizvodnja
Eepom d Humanitarno-
epotm ¢o ekoloska 10 5 50%
osmeha UG o
organizacija
Zastitna Proizvodnja
radionica J 40 21 53%

ZeljeZnicar

zaStitne odece
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Stil d.o.o. |Proizvodnja obuce 70 52 74%
Skolska |
knjiga |Stamparske usluge 20 15 75%
d.o.o.

Ova tabela sumira klju¢ne informacije o preduzecima koja aktivno
zaposljavaju osobe sa invaliditetom. Procenat zaposlenih osoba sa
invaliditetom pokazuje visoki stepen integracije u radne procese, $to je
znacajno za promovisanje inkluzije na trZistu rada. lako imaju dugu
tradiciju i znaCajnu ulogu u zaposSljavanju i rehabilitaciji osoba sa
invaliditetom, u Republici Srbiji postoji znacajan prostor i potreba za
osnivanjem novih. Uz izraZeniju podrSku drzavnih institucija i jacanju
javno privatnog partnerstva ovakav tip preduzeca bi u potpunosti ostvario
svoju drustvenu i ekonomsku misiju.

ANKETNO PITANJE BR. 1.

Da li ste generalno zadovoljni merama aktivne politike zaposljavanja?

Delimi¢no zadovoljni

20.0%

Nisu zadovoljni

Zadovoljn
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Komentar: U razgovoru sa anketiranim poslodavcima koji zapoSljavaju
osobe sa invaliditetom, ve¢ina od njih se pozitivno izjasnila na pitanje da
li suzadovoljni merama aktivne politike zaposljavanja koje sprovodi NSZ.
59% je zadovoljno merama, 21% nije zadovoljno a 20% je delimi¢no
zadovoljno. Pored anketnih rezultata u neposrednom razgovoru su vecina
poslodavaca izrazila i nadu da ¢e sredstva biti uve¢ana za dodatne mere
zaposljavanja a negativan odgovor su uglavnom iskazali poslodavci koji
nisu dobvoljno upoznati sa merama zaposljavanja i nisu korisnici istih.

ANKETNO PITANJE BR.2

Da li su mere zaposljavanja uticale na povecenje uposlenosti osoba sa
invaliditetom u vaSem preduzecu?

Nije povecano

Delimi¢no povec¢ano

22.0%

Povecano zaposljavanje

Komentar: Anketa je pokazala da su poslodavci putem mera aktivne
politike zaposljavanja ostvarili moguénost novog zaposljavanja osoba sa
invaliditetom od 53% dok 22% je delimi¢no imalo uvecéanje zaposlenosti
po osnovu mera a 25% nije putem mera za zapoSljavanje povecala
uposlenost osoba sa invaliditetom. Vecina poslodavaca je koristila
benefite u oslobadanju pla¢anja poreza i minimalne zarade za
uposljavanje OSI koju je snosila drZzava u periodu od 12 meseci. Kod ostalih
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preduzetnika primetan je problem neinformisanosti 0 merama podrske
zaposljavanja OSI kao i problemi u poslovanju.

ANKETNO PITANJE BR.3

Da li su mere zaposljavanja povecale vasu profitabilnost ?

Nije povecan

Delimi¢no povecano

23.0%

Povecan profi

Komentar: Kod vecine poslodavaca mere aktivne politike zaposljavanja
osoba sa invaliditetom su povecale profit a samim tim i izdvajanja dela
zarade u drustvene svrhe 55%. Ovi poslodavci su duZi niz godina aktivni
korisnici svih mera i subvencija koje izdvaja drzava za podsticanje
zaposljavanja OSI $to je i doprinelo ve¢em obimu proizvodnje i usluga a
samim tim i profita. Ostali poslodavci (23% delimicno i 22% nisu povecali
profit) nisu osetili mere i nisu povecali profitabilnost su najcesce pasivni,
neobavesSteni ali i nedovoljno obuceni za izradu potrebne pratece
dokumentacije prilikom apliciranja za sredstva podrske u zapoSsljavanju
osoba sa invaliditetom.
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ANKETNO PITANJE BR.4

Planirate li nova zaposljavanja osoba sa invaliditetom?

MOGUCE

Komentar: Cinjenica je da socijalna preduzeca zbog svoje specifi¢nosti
vode teSku bitku na trziStu i mnoga se bore za sam opstanak. Na osnovu
ankete, ipak preovladuje blagi optimizam - 53%, da ¢e u bliZoj budu¢nosti
moci da zaposle nove radnike sa invaliditetom i opstati na trzistu sa svojim
proizvodima i uslugama.Vecina je istakla da ocekuje jo$S znacajniju
podrsku drzave u subvencijama i novim merama zaposljavanja kako bi
imali ravnopravan tretman sa trziSnom konkurencijom.
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ANKETNO PITANJE BR.5

Da li ste zadovoljni saradnjom sa drZavnim institucijama u sprovodenju
mera?

DELIMICNO

Komentar: Navedeni broj anketiranih preduzetnika (47%) istakao je da
nije dovoljno upoznat sa metodologijom ostvarivanja prava u
zaposljavanju OSI (Osoba sa invaliditetom) kao i slabijom logistikom i
savetodavnom podrSkom dok je ukupan broj zadovoljnih i delimi¢no
zadovoljnih na 53%. Ovaj podatak ukazuje da drZavni organi od
Republickih do lokalnih moraju vise angaZzmana usmeriti ka edukaciji i
afirmaciji mera zaposljavanja osoba sa invaliditetom te biti u stalnoj
komunikaciji i podrsci sa potencijalnim socijalnim preduzetnicima kao i
postojecim.

SWOT ANALIZA

SWOT analiza predstavlja analiticku metodu koja pomaze preduzec¢ima da
se efikasno suoce sa klju¢nim izazovima i identifikuju profitabilna nova
trziSta. Ova analiza ¢ini osnovu uspesnog strateskog planiranja u svakoj
kompaniji. Budu¢nost male firme ne moZe se detaljno predvideti bez
prethodnog sagledavanja poslovanja iz svih perspektiva, Sto ukljucuje
temeljnu procenu unutrasnjih i spoljasnjih resursa i pretnji. Upravo to
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SWOT analiza omogucava kroz Cetiri jednostavna koraka. Na taj nacin,
fokus je na jacanju slabih taCaka, pronalaZenju novih izvora prihoda i
uspostavljanju partnerstava, uz istovremeno prepoznavanje prilika i
svestan rad na prevazilaZenju pretnji. U poslovnhom kontekstu, SWOT
analiza omogucava preduzeima da jasno identifikuju unutraSnje i
spoljasnje faktore koji uticu na njihov razvoj i uspeh.

Sema br.1 Swot analiza

* Snage * Slabosti

*Efikasan model *Psiho-fiziéka
ekonomije osetljivost OSI
*Drustvena *Niska obrazovna

odgovornost struktura zaposlenih

*Radni potencijal *Slaba edukacija

menadzera
% soc.preduzeca

v *Nedovoljna

*Ekonomsko podr3ka drzave
osnazivanje OSI i el

poslodavaca drstvalo OSI
*Rast BDP drzave *Zloupotreba

. * Alternativni zakona 1 mera za .
o Prilike izvori finansiranja zaposljavanje . Pretn_]e
OSI

A\, /

Komentar: Swot analiza kao istrazivacka metoda a koja se znacajno
oslonila na anketnu i deskriptivhu metodu i povratne informacije od
strane poslodavaca, nedvosmisleno je ukazala na najznacajnije elemente
po pitanju mera aktivne politike zaposSljavanja (Snage, prilike, slabosti i
pretnje). Kao Sto se vidi iz priloZene Seme br.1 mere imaju znacajnu
snagu u smislu ekonomskog osnaZivanja poslodavca i zaposlenih uz
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izrazenu druStvenu odgovornost u poslovanju. Takode, finansijska
podrska drZave je znacajna snaga ali i prilika za unapredenje poslovanja
i povecanje profitabilnosti, rentabilnosti i naravno otvaranja novih
radnih mesta. Slabosti mera za zapoSljavanje su niZa obrazovna
struktura osoba sa invaliditetom bez osnovnog ili samo sa osnovnhom
Skolskom spremom (39%) i nedostatak formalnog i stru¢nog
obrazovanja, slabo edukovani menadzeri socijalnih preduzeca kao i
specificna psiho-fizicka osetljivost osoba sa invaliditetom i ceSéa
odsustvovanja sa posla. Prema Savi¢ (2018): ,Svest o zaposljavanju
osoba sa invaliditetom treba da se gradi od osnovne Skole.” Najveca
pretnja daljim pozitivnim efektima mera za zaposljavanje osoba sa
invaliditetom je smanjenje obima sredstava podrske, nerazumevanje i
predrasude zajednice kao i zloupotreba benefita od strane poslodavaca.
Petrovi¢ (2019) istice da poslodavci koji zaposljavaju osobe sa
invaliditetom cesto zaboravljaju na njihove jedinstvene talente. DuZnost
poslodavca je da njihove kvalitete i snage prepozna (Martinez, 2022).
OsnaZivanje osoba sa invaliditetom povecava njihovo samopouzdanje i
produktivnost na radnom mestu (Garcia, 2019).

Navedena analiza rezultata ankete ¢e rezultirati i predlog mera za
unapredenje zaposljavanja osoba sa invaliditetom. ,Promovisanje svesti i
obuka o senzitivnosti mogu znacajno poboljSati inkluzivnost radnog
mesta,, (Chen, 2021), a Milosavljevi¢ (2021) iznosi uverenje da ,Inkluzija
osoba sa invaliditetom na radnom mestu je moralna odgovornost
drusStva.” Redovne obuke o inkluziji mogu znacajno poboljSati radne
uslove za sve zaposlene (Pordevi¢, 2019). Patel (2020) konstatuje da su
aktivno zaposljavanje i podrSka osobama sa invaliditetom klju¢ni za
istinski raznoliku radnu snagu (Patel, 2020).

PREDLOZI DODATNIH MERA ZA POVECANJE
ZAPOSLENOSTI OSOBA SA INVALIDITETOM

Prema Zakonu o profesionalnoj rehabilitaciji i zapoSljavanju osoba sa
invaliditetom (Sluzbeni glasnik Republike Srbije, br. 36/2015, 88/2017),
mere koje se sprovode radi podrske zaposljavanju osoba sa invaliditetom
obuhvataju:
1. Karijerno vodenje, profesionalno informisanje i savetovanje, ukljucujuci
izradu individualnog plana zaposljavanja.
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2. Radno osposobljavanje, dokvalifikaciju i prekvalifikaciju, kao i programe za

sticanje, odrzavanje i unapredivanje radnih i radno-socijalnih vestina.

Afirmaciju socijalnog preduzetniStva kao efikasnog modela zaposljavanja.

4. Razvoj motivacije, stru¢nu podrsku, tehnicku pomo¢ i pracenje rezultata
profesionalne rehabilitacije.

5. Individualni savetodavni rad usmeren na prihvatanje invaliditeta i
ukljucivanje u mere profesionalne rehabilitacije.

6. Edukacije i treninge za poslodavce i strucna lica koja rade sa osobama sa
invaliditetom.

7. Osnivanje lokalnih savetodavnih centara za podrsku zapoSljavanju osoba
sa invaliditetom pri lokalnim samoupravama.

8. Realizacija medijskih kampanja za podizanje svesti o zaposljavanju osoba
sa invaliditetom.

9. Uspostavljanje mreZe poslodavaca koji pruzaju mogucénosti zaposlenja
osobama sa invaliditetom.

o

ZAKLJUCAK

Istrazivanje u ovom radu prepoznalo je nekoliko klju¢nih momenata i
proizvelo opsti zakljucak na polju zaposljavanja osoba sa invaliditetom
kako sa aspekta poslodavaca tako i samih osoba sa invaliditetom koja se
zapoSljavaju u tim preduzeéima. IstrazivaCke metode poput ankete,
deskripcije i SWOT analize su ukazale na niz prednosti ali i nedostataka
mera za aktivnu politiku zaposljavanja osoba sa invaliditetom. Analiza
trzista rada u Republici Srbiji, naroc¢ito od uvodenja obaveze zaposljavanja
osoba sa invaliditetom, ukazuje na odredene pomake u poboljSanju
njihovog polozaja. Nacionalna sluzba za zapoSljavanje (NSZ) sprovodi
aktivnu politiku zaposljavanja osoba sa invaliditetom kroz razlic¢ite mere,
ukljucujuci zaposljavanje, samozaposljavanje, profesionalnu rehabilitaciju
i finansijske podsticaje. Ipak, ukupni rezultati joS uvek nisu
zadovoljavajuci, jer znaCajan broj osoba sa invaliditetom ostaje van trziSta
rada. Glavne prepreke za njihovo bolje ukljucivanje su i dalje prisutne, a
njihovo prevazilazenje zahteva povecanu privrednu i investicionu
aktivnost, otvaranje i prilagodavanje radnih mesta, uskladivanje
obrazovnog sistema sa zahtevima trziSta rada, kao i sticanje relevantnih
znanja i vestina za konkurentno zaposljavanje i zadrZavanje na radnom
mestu. Sredstva izdvojena za mere aktivne politike zapoSljavanja



| 144 Pocut Pavle

doprinela su povecanju zaposlenosti i poboljSanju poloZaja osoba sa
invaliditetom na trzistu rada. Veliki deo poslodavaca je pokazao svoju
drusStvenu odgovornost ali i ekonomski interes u koriS¢enju podsticaja
prilikom zaposljavanja osoba sa invaliditetom. Poslodavci koji izbegavaju
svoje zakonske obaveze iz bilo kog razloga moraju se strogo sankcionisati
ali i intenzivnije edukovati o znacaju i benefitima prilikom zaposljavanja
osoba sa invaliditetom. VaZno je stalno ulagati napore kako bi se osobe sa
invaliditetom Sto viSe motivisale i podrZale da se potpuno ukljuce u
ekonomski i drustveni Zivot. To podrazumeva njihovo ukljucivanje u
pronalaZenje i zadrZavanje zaposlenja, jer je posao kljuan za njihovu
aktivnu participaciju u drusStvu. Kvalitetha radna mesta pruZaju
ekonomsku nezavisnost, doprinose licnom razvoju i predstavljaju najbolju
zaStitu od siromastva, koje je osobama sa invaliditetom posebno pretece.
Mere aktivne politike zapoSljavanja OSI (Osoba sa invaliditetom)
predstavljaju znacajan korak ka stvaranju inkluzivnog drustva. Njihova
dalja optimizacija i proSirenje osigura¢e dugoroc¢nu odrZivost i jednakost
na trziStu rada, omogucavaju¢i osobama sa invaliditetom ne samo
ekonomski, ve¢ i druStveni napredak.
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THE IMPACT OF ACTIVE EMPLOYMENT POLICY
MEASURES ON THE LABOR INTEGRATION OF
PERSONS WITH DISABILITIES

Pavle Po¢ud

Abstract: Sensitive and vulnerable groups in society must be
provided with equal employment and social status with great
empathy and social responsibility, as they are characterized by a
strong desire to contribute to the community in which they live. In
addition to the economic benefits that enable financial
independence, persons with disabilities who are employed regain
a sense of personal value, dignity, and equal status in society. The
fact that they contribute to societal development through their
work further motivates them and strengthens their sense of
belonging to that society. Most persons with disabilities are
marked by exceptional dedication, responsibility, discipline, and
motivation; however, unfortunately, they are often unjustly
neglected and discriminated against by employers. Through
synchronized action and engagement of all three sectors, it is
possible to significantly improve the position of persons with
disabilities in the labor market and directly influence the
strengthening of the country’s socio-economic status. By creating
a clear strategy of assistance and support for employment led by
the state, especially through concrete active employment policy
measures, a noticeable trend in reducing their unemployment
rates can be observed. The aim of this paper is to present the
employment measures for hard-to-employ categories, with an
emphasis on persons with disabilities, as well as to analyze the
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impact of these measures on the employment status and socio-
economic position of persons with disabilities. Furthermore, the
paper will present survey results along with future directions and
recommendations.

Keywords: professional rehabilitation, active employment
measures, employment improvement strategy.
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KOMPARATIVNA ANALIZA METODA
SASTAVLJANJA BILANSA USPEHA

Vladimirovi¢ Ivana !

SaZetak: Metode sastavijanja bilansa uspeha ukljucuju postupke
utvrdivanja podataka o prihodima i rashodima za razlicite svrhe,
kao sto su obracun rezultata poslovanja, periodicno planiranje i
kontrola, odlucivanje, formiranje cena i sl. Za privredno drustvo
je od izuzetne vaznosti preciznost alokacije ukupnih troskova, sto
podrazumeva da se celokupan proces poslovanja rasclani na
odredene organizacione celine ili delove, na osnovu cega se
dobija kvalitetna osnova za raspodelu troskova po tim delovima.
Kada se troskovi u bilansu uspeha posmatraju kao celina u cilju
odredivanja poslovnih performansi, re¢ je o bilansu uspeha
sastavljenom po metodi ukupnih troskova. Suprotno tome, kada
se posmatra rasclanjeni bilans uspeha, u smislu klasifikacije
troskova prema njihovom uceséu u formiranju vrednosti,
grupisanja troskova prema funkcionalnim podrucjima i raspodele
troskova na krace periode, funkcije, poslove, procese, proizvode
itd., rec¢ je o bilansu uspeha sastavljenom po metodi troskova
prodatih ucinaka. Cilj ovog rada je da kroz uporedni prikaz ukaze
na specificnosti gorepomenutih metoda i predstavi prednosti i
nedostatke njihove primene.

Kljucne reci: bilans uspeha, rashodi, prihodi, periodicni
finansijski rezultat, ukupni troskovi, troskovi prodatih ucinaka.
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UvoD

Bilans uspeha je finansijski izveStaj koji prikazuje rezultat poslovanja
privrednog drustva, ostvaren u jednoj izvestajnoj godini. Glavni delovi
bilansa uspeha su prihodi i rashodi, koji se medusobno preplicu.

Pod rashodima se, u skladu sa definicijom Medunarodnih racunov-
odstvenih standarda (MRS) i Medunarodnih standarda finansijskog
izveStavanja (MSFI), podrazumevaju sva smanjenja ekonomskih koristi u
toku obracunskog perioda, koja su nastala u obliku odliva ili smanjenja
imovine, a povecanja obaveza, Sto za posledicu ima smanjenje sopstvenog
kapitala ili neto imovine. Drugim rec¢ima, rashodi su novc¢ano izrazZeni
troskovi proizvodnih inputa u poslovnom procesu privrednog drustva.
Najveci deo rashoda je vezan za stvaranje proizvoda ili vr$enje usluga. U
finansijskom knjigovodstvu, rashodi se evidentiraju u dnevniku, glavnoj
knjizi i pomoénim knjigama i ovaj proces evidentiranja rashoda je
usmeren na racunovodstvene izveStaje i pruzanje informacija spoljnim
eksternim korisnicima (Milic¢evi¢, Stevanovic i Malini¢, 2021).

Prema vaZeéim racunovodstvenim propisima, svi rashodi jednog
privrednog drustva koji nastaju u njegovom poslovanju i koji doprinose
stvaranju prihoda, dele se na poslovne, finansijske i ostale rashode i
prihode. Poslovni rashodi su rashodi vezani za proizvodnju proizvoda i oni
doprinose stvaranju prihoda, kao Sto su nabavna vrednost prodate robe,
troSkovi materijala, troskovi zarada, naknada zarada i ostali li¢ni rashodi,
troskovi proizvodnih usluga, troskovi amortizacije i rezervisanja i
nematerijalni troskovi. Finansijski rashodi nastaju u situacijama kada
privredno drus$tvo nije u moguc¢nosti da svojim sopstvenim sredstvima
obezbedi nesmetano poslovanje, zbog C¢ega nastaju troskovi
pozajmljivanja sredstava ili troSkovi finansiranja, kao $to su rashodi
kamata i negativne kursne razlike. Na kraju, ostali rashodi su uslovljeni
obavljanjem poslovanja privrednog drustva ali oni nisu vezani za
proizvodnju proizvoda, kao Sto to mogu biti gubici po osnovu prodaje i
rashodovanja nekretnina, postrojenja, opreme, prodaje materijala,
manjkovi, otpisi potraZivanjai sl.

Prihodi privrednog drusStva predstavljaju novcani izraz rezultata
poslovanja privrednog drustva. Oni oznacavaju priliv novca, za razliku od
rashoda koji oznacavaju odliv sredstava i povecanje obaveza. Podela
prihoda takode moZe biti na poslovne, finansijske i ostale prihode.
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Poslovni prihodi nastaju prodajom proizvoda ili vrSenja usluga koji su
proizasli iz obavljanja osnovne delatnosti privrednog drustva. Finansijski
prihodi nastaju po osnovu finansijskog uceS¢a u drugim privrednim
druStvima i finansijskih plasmana u banke ili druga privredna drustva.
Ostali ili neposlovni prihodi nastaju po osnovu prodaje osnovnih
sredstava iznad sadasnje ili neotpisane vrednosti, prodaje hartija od
vrednosti iznad nominalne vrednosti, kao posledica viskova i sl., Sto znaci
da su oni posledica ostvarivanja ciljeva izvan proizvodnje i prodaje
proizvoda ili vr$enja usluga.

Nakon S$to privredno drustvo proknjizi sve poslovne promene na
raCunima klase rashoda (klasa 5) i klase prihoda (klasa 6), ono je u obavezi
da sacini bilans uspeha koji predstavlja osnovicu za utvrdivanje poslovnog
rezultata tog druStva u odredenom periodu. Bilans uspeha sadrzi
odgovarajuée novcane iznose koji se unose u hiljadama dinara, a pored
toga u posebnoj koloni (kolona 4) se navodi broj napomene kojom se bliZe
objasnjava konkretna pozicija bilansa uspeha kao finansijskog izvestaja.
Na ovaj nacin obezbeduje se detaljnije pojasnjenje svake pozicije u bilansu
uspeha i povezanost bilansa uspeha sa napomenama uz finansijske
izvestaje.

KNJIGOVODSTVENO OBUHVATANJE TROSKOVA | UCINAKA

Pravilnik o Kontnom okviru i sadrzini racuna u Kontnom okviru za
privredna drustva, zadruge, druga pravna lica i preduzetnike (,,SI. glasnik
RS”, br. 89/2020) definiSe da se sve poslovne promene u privrednom
drustvu evidentiraju putem dva Kknjigovodstva. Prvo je finansijsko
knjigovodstvo koje je obuhvaceno od klase 0 do klase 8, a drugo je
pogonsko knjigovodstvo koje je obuhvaceno u okviru klase 9.

Klasa 9 - Obracun troskova i u€inaka predstavlja poseban segment koji je
definisan odredbama ¢lanova 66 do 76 ovog Pravilnika, u okviru koga se
knjigovodstveno evidentiraju poslovne promene koje se odnose na
pracenje troskova koji nastaju prilikom proizvodnje proizvoda i vrSenja
usluga (to su zalihe nedovrSene proizvodnje) i pracenje poslovnih
promena koje se odnose na proizvedene, isporucene i prodate proizvode
ili izvrSene usluge (to su zalihe gotovih proizvoda). Troskovi se odnose na
ulaganje u proizvodnju, dok ucinci predstavljaju gotove proizvode ili
izvrsene usluge.
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Obracun troSkova i ucinaka je organizovan u skladu sa funkcionalnim
principom, koji podrazumeva da se prvo evidentiraju poslovne promene u
vezi sa nabavkom sredstava potrebnih za proizvodnju, potom promene u vezi
sa ulaganjem materijalnih resursa i rada u proizvodni proces, nakon toga
promene u vezi sa zavrSenim proizvodima i isporukama i na kraju se
evidentiraju poslovne promene u vezi sa prodajom gotovih proizvoda na
trzistu.

Osnovni cilj obracuna troskova i ucinaka jeste da se racunski obuhvate
vrednosno izrazeni utrosSci proizvodnih inputa, kao i njihova
transformacija u proizvedene i prodate ucinke proizvodnog privrednog
drustva (Bhimani, Horngrenr, Datar & Foster, 2006). Izmedu troskova i
uCinaka postoji povezanost, zato Sto ucinci prouzrokuju nastanak
troSkova, dok ostvareni troSkovi nastaju u vezi sa proizvodnjom ucinaka,
odnosno proizvoda ili usluga (Suzan & Nabilah, 2020).

TroSkovi u finansijskom knjigovodstvu evidentiraju se na nivou
celog privrednog drustva i na osnovu njih se ne moze utvrditi koliko
troSkova se odnosi na konkretan proizvod. Medutim, obracun troskova
i uCinaka predstavlja osnov za utvrdivanje jedinicne cene kosStanja
proizvoda ili usluge. Zato troSkovi u pogonskom knjigovodstvu,
odnosno obracun troskova i ucinaka, prikazuje sve troSkove koji su
nastali u vezi sa odredenim proizvodom ili izvrSenom uslugom
(Stevanovi¢, 2020).

U skladu sa navedenim, sastavljanje bilansa uspeha moze se vrsiti po
metodi ukupnih troskova ili po metodi troskova prodatih ucinaka, o ¢emu
Ce biti reci u nastavku ovog rada.

METODA UKUPNIH TROSKOVA

Bilans uspeha sacinjen po metodi ukupnih troskova polazi od ukupnih
troSkova koji su nastali u jednom obrac¢unskom periodu, obi¢no u periodu
od godinu dana. Stoga se ovi troskovi nazivaju trosSkovima perioda. To
znaci da se u bilansu uspeha ukupni prihodi od realizacije proizvoda ili
usluga koji su ostvareni u jednom obracunskom periodu, suceljavaju sa
ukupnim rashodima ili troSkovima koji su nastali u tom istom periodu. Na
bazi razlike izmedu ukupnih prihoda i ukupnih rashoda, privredno
drustvo dolazi do informacije koliko iznosi ostvareni poslovni rezultat koji
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moZe biti dobitak (u sluc¢aju kada su prihodi veci od rashoda) ili gubitak (u
slu¢aju kada su rashodi veci od prihoda).

Pod ukupnim prihodima podrazumevaju se i realizovani i nerealizovani
ucinci. Po ovoj metodi, u obzir se uzimaju proizvodnja i efekti poslovnih
aktivnosti svih organizacionih delova odnosno funkcija u toku
obracunskog perioda, kao i svi rashodi istog perioda koji su povezani sa
tim ucincima, bez obzira da li su proizvedeni ucinci prodati ili se nalaze na
zalihama.

Metoda ukupnih troskova Koristi podatke o zalihama pri utvrdivanju
ostvarenog finansijskog rezultata poslovanja. U zavisnosti od toga koje se
zalihe koriste, postoje dve vrste metode ukupnih troskova:

— metoda ukupnih potpunih troskova, i
— metoda ukupnih nepotpunih troskova.

Metoda ukupnih potpunih troskova u obzir uzima sve zalihe, kao Sto su
zalihe materijala, nedovrSene proizvodnje, gotovih proizvoda i sl. Metoda
ukupnih nepotpunih troskova u obzir uzima zalihe nedovrSene
proizvodnje i gotovih proizvoda. U zavisnosti od toga koji se podaci o
zalihama koriste, metoda ukupnih troSkova moZe biti po bruto i neto
principu. Bruto princip metode ukupnih troskova podrazumeva da se u
bilans uspeha unosi pocetno stanje svih zaliha (ako se stanja zaliha unose
i na strani rashoda i prihoda), odnosno zaliha u¢inaka u vidu nedovrSene
proizvodnje i gotovih proizvoda (ako se stanja zaliha unose samo na strani
rashoda ili samo na strani prihoda). Sa druge strane, neto princip metode
ukupnih troSkova podrazumeva da se u bilans uspeha unosi samo razlika
izmedu krajnjeg i poCetnog stanja zaliha ucinaka odnosno nedovrSene
proizvodnje i gotovih proizvoda, i ta razlika moZe da se ogleda kao
povecanje vrednosti zaliha (u sluCaju kada su krajnje zalihe vece od
pocCetnih zaliha) ili kao smanjenje vrednosti zaliha (u slucaju kada su
krajnje zalihe manje od pocetnih zaliha). Metoda ukupnih nepotpunih
troskova po neto principu oznacava da se ostvareni poslovni rashodi
privrednog drusStva koriguju naviSe sa povecanjem vrednosti zaliha
nedovrSene proizvodnje, usluga i gotovih proizvoda, odnosno nanizZe sa
smanjenjem vrednosti zaliha nedovrSene proizvodnje, usluga i gotovih
proizvoda.

Glavna prednost metode ukupnih troskova ogleda se u tome Sto je
potrebno mnogo manje dokumentacije i vremena da bi se sastavio bilans
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uspeha, u poredenju sa drugim metodama. Zahvaljuju¢i ovoj metodi
omogucena je laka kontrola strukture troskova privrednog drustva, kao i
poredenje poslovnog uspeha izmedu razli¢itih privrednih drustava. Ne
treba prenebregnutii prednost sastavljanja bilansa uspeha po ovoj metodi
za drzavu, koja se ogleda u mogucnosti lakSeg izracunavanja statistickih
agregata zahvaljujué¢i jednostavnom izracunavanju poslovnog rezultata
svih privrednih drustava u jednoj zemlji.

Nedostatak metode ukupnih troSkova uspeha ogleda se u tome Sto se
prihodi ne uzimaju u obzir sve dok se ne realizuju, odnosno dok se ne
proknjiZe u poslovnim knjigama privrednog drustva. Takode, ova metoda
apstrahuje inflaciju, zato Sto polazi od pretpostavke da vrednost valute
ostaje nepromenjena tokom duzZeg perioda.

METODA TROSKOVA PRODATIH UCINAKA

Sastavljanje bilansa uspeha po metodi troskova prodatih ucinaka
podrazumeva sistem obracuna po ukupnim, proizvodnim i varijabilnim
troSkovima. Da bi se na adekvatan nacin razumela priroda ovih troskova,
neophodno je, pre svega, ukazati na opSte karakteristike troskova i podelu
troskova privrednog drustva na troSkove proizvodno-funkcionalnih sektora
i troSkove neproizvodno-funkcionalnih sektora (Walther & Skousen, 2010).

Proizvodno-funkcionalni sektori u privrednom drustvu su sektor nabavke
i sektor proizvodnje. Nabavka obuhvata skup svih aktivnosti koje su
vezane za nabavku ili snabdevanje potrebnim materijalom, sirovinama,
opremom i sl. Proizvodnja obuhvata skup svih aktivnosti koje su vezane
za nesmetanu i racionalnu proizvodnju proizvoda ili pruZanje usluga.
Kljutna i osnovna karakteristika troskova proizvodno-funkcionalnih
sektora jeste Sto upravo ovi troskovi ¢ine elemente cene koStanja ucinaka,
odnosno proizvoda ili usluga. Za razliku od proizvodno-funkcionalnih
sektora, neproizvodno-funkcionalni sektori u privrednom drustvu su
ostali nepomenuti sektori kao $to su finansije, racunovodstvo, marketing i
sl. U zavisnosti od sektora kojima se pripisuju odgovarajuci troskovi, oni
mogu biti troskovi proizvoda ili troskovi perioda. Jasno je da samo
troskovi proizvodno-funkcionalnih sektora mogu biti uklju¢eni u vrednost
zaliha ucinaka, dok se svi ostali troskovi smatraju troSkovima perioda, a
ne troSkovima proizvoda.
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Pored podele troSkova na troskove proizvodno i neproizvodno-
funkcionalnih sektora, znaCajno je pomenuti i podelu na direktne i
indirektne troskove. Osnovni kriterijum za ovu podelu troskova jeste nacin
kako se oni uracunavaju u cenu kostanja. Direktni (pojedinacni) troSkovi su
oni troskovi koji se direktno ili neposredno mogu uracunati u cenu kosStanja
proizvoda, odnosno troSkovi za koje se u momentu njihovog nastanka moze
decidno utvrditi na koji proizvod ili uslugu se odnose. Suprotno direktnim
troskovima, indirektni (opsti) troskovi su oni troskovi koji su u trenutku
nastanka zajednicki za nekoliko razli¢itih proizvoda ili usluga, pa se oni
zbog ove svoje osobine mogu indirektno ili posredno uracunati u cenu
koStanja proizvoda ili usluga pomocu tzv. kljuceva alokacija ili rasporeda
troskova. Tako, na primer, u procesu proizvodnje direktni troSkovi mogu da
budu troskovi materijala za izradu ili zarade radnika koji neposredno
ucestvuju u proizvodnji, dok indirektni troskovi mogu da budu npr. zarade
radnika koji ne rade neposredno u proizvodnji, pogonski materijal, troSkovi
osiguranja, troskovi zakupnine i ostali opsSti troSkovi nabavke ili opsti
troskovi proizvodnje. Upravo ova podela na direktne i indirektne troskove
predstavlja glavni stub i uporiSte za identifikaciju sistema obracuna
trosSkova i u¢inaka (gkari(:-]ovanovié, Radovanovi¢, 2005).

Jo$ jedna znacajna podela troSkova je na fiksne i varijabilne troskove
(Dewi, Devi & Masdiantini, 2021). Fiksni troSkovi obuhvataju sve troSkove
privrednog drustva koji su nepromenjeni sa promenom obima
proizvodnje, kao Sto su, na primer, troSkovi amortizacije, zakupnine,
osiguranja imovine, Clanarine, kamate i sl. Varijabilni troskovi su oni
troskovi koji se menjaju sa promenom obima proizvodnje, tj. u skladu sa
uCinkom ili obimom poslovne aktivnosti. Ovi troSkovi su uslovljeni
stepenom iskoriS¢enosti kapaciteta i u njih se ubrajaju: troskovi materijala
izrade, troSkovi rada izrade, trosSkovi energije i sl. Kao takvi, oni su
sadrzani u zalihama nedovrSene proizvodnje, gotovih proizvoda i
poluproizvoda, Sto su sve pozicije koje se nalaze u bilansu stanja. Takvi
troSkovi se u privrednom drustvu javljaju na pocetku perioda kao pocetne
zalihe na tim pozicijama u bilansu stanja, kao i na kraju perioda kao krajnje
zalihe na tim pozicijama. Privredno drustvo obavezno vrsi korekciju
trosSkova koji su nastali u teku¢em periodu, za efekte izmedu vrednosti
pocetnih i krajnjih zaliha u finansijskom knjigovodstvu. Ovo je neophodno
uraditi kako bi se doslo do rashoda koje treba staviti u odnos sa prihodima
koji su nastali u tom periodu.
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ZakljuCuje se da obracun troskova i ucinaka obuhvata: preuzimanje
trosSkova privrednog druStva od finansijskog racunovodstva i njihovo
rasporedivanje po mestima; alokaciju troskova na nosioce uspeha u skladu
sa odgovaraju¢im sistemom obracuna troSkova koje ustanovi privredno
drustvo; kalkulaciju cene koStanja nosilaca troSkova, nakon cega ide
obuhvatanje stanja i Kkretanja zaliha nedovrSene proizvodnje,
poluproizvoda i gotovih proizvoda, odnosno zaliha ucinaka sve do nivoa
profitnih centara, grupa proizvoda ili pojedinac¢nih proizvoda; preuzimanje
prihoda od prodaje proizvoda i izvrSenih usluga i na kraju obracun
periodi¢nog poslovnog rezultata sve do nivoa profitnih centara, grupa
proizvoda ili pojedinacnih proizvoda. Obuhvatanjem troskova po uzim
organizacionim delovima ili sektorima, u privrednom drustvu se dolazi do
alokacije troskova koja moZe biti primarna i sekundarna. Primarna
alokacija troskova oznacava raspodelu troskova po mestima troskova, dok
sekundarna alokacija troSkova oznacava raspodelu troskova na nosioce
uspeha troskova, odnosno, konkretno na pojedinacne proizvode ili usluge.

Bilans uspeha sacinjen po metodi troSkova prodatih ucinaka
podrazumeva suceljavanje ukupnih realizovanih prihoda sa ukupnim
poslovnim rashodima koji obuhvataju troskove realizovanih proizvoda i
u¢inaka i pripadaju¢ih troskova perioda, u cilju utvrdivanja rezultata
poslovanja. U okviru prihoda uzimaju se ukupni prihodi od prodaje, bez
obzira da li prodati ucinci pripadaju samo teku¢em periodu ili se odnose i
na prethodne obracunske periode. U okviru troskova uzimaju se samo
pripadajuci rashodi od tih realizovanih prihoda, odnosno ukupni rashodi
koji se odnose na prodate ucinke. Ovo znaci da se suceljavaju prihodi od
prodaje i samo oni troskovi koji se odnose na proizvode ¢ijom je prodajom
ostvaren taj prihod. Na bazi razlike izmedu ovih pozicija, privredno
drustvo dolazi do informacije da li je ostvarilo dobitak ili gubitak u svom
poslovanju (Ramdhani, Jhoansyah & Komariah, 2021).

U cilju sastavljanja bilansa uspeha po metodi troskova prodatih ucinaka,
neophodno je da privredno drustvo predvidi posebne raCune za
obuhvatanje prihoda od prodaje i posebne racune rashoda koji su cena
koStanja prodatih gotovih proizvoda, dok utvrdivanje cene kosStanja
zahteva organizaciju pogonskog knjigovodstva.

Glavna prednost sastavljanja bilansa uspeha po metodi troskova prodatih
uCinaka ogleda se u tome Sto je privredno druStvo u mogucénosti da
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segmentira ostvareni poslovni rezultat ne samo po pojedinanim
proizvodima, proizvodnim pogonima i kanalima prodaje (tzv. horizontalni
metod segmentacije), ve¢ i u vidu ostvarenog bruto dobitka, poslovnog
dobitka, dobitka pre oporezivanja i sl. (tzv. vertikalni metod segmentacije
rezultata). Na ovaj na¢in moZe se vrlo uspesno upravljati poslovanjem
privrednog subjekta, jer je jasan i transparentan doprinos svakog
pojedinacnog projekta ili proizvoda ostvarenom profitu, Sto predstavlja
osnovu za donoSenje strateskih odluka. Takode, na osnovu ove metode
sastavljanja bilansa uspeha privredno drustvo moZe efikasno da sagleda
koji su to klju¢ni proizvodi koji doprinose povecanju profita. Na taj nacin
je vidljivije u kom obimu takvi i svi ostali proizvodi koriste ukupne
kapacitete privrednog drustva, pa se time dobija jasna slika o stepenu
iskoris¢enosti kapaciteta. Ne treba zaboraviti ni ¢injenicu da putem ove
metode sastavljanja bilansa uspeha dolazi do integracije upravljackog
racunovodstva u finansijsko racunovodstvo, Sto olakSava i ¢ini uspeSnijom
pripremu finansijskih izvestaja. Na kraju, sastavljanje bilansa uspeha po
metodi troSkova prodatih ucinaka omogucava bolju komparaciju
privrednih drustava na medunarodnom nivou, imajuéi u vidu da je ova
metoda danas postala standard za finansijsko izveStavanje na globalnom
trzistu. Upotreba ove metode unapreduje medunarodnu komparaciju
privrednih drustava i pojednostavljuje analizu troskova.

Pored navedenih prednosti, metoda troSkova prodatih uc¢inaka ipak ima i
odredene nedostatke, koji se ogledaju u sledecem. Na prvom mestu, to je
obimna dokumentacija i ogroman trud koji stoji iza ove metode, iz razloga
Sto se podaci mogu izvuéi samo na osnovu (pre)detaljne evidencije
troSkova. Ovo je, narocito, problem kod malih i srednjih preduzeca koja
nemaju informacionu podrsku za vodenje detaljnog racunovodstva i koja
nemaju odvojeno racunovodstvo troSkova od svakodnevnog knjiZenja
poslovnih promena. Pored toga, veoma je komplikovano knjiZenje
troSkova putem ove metode, iz razloga Sto operativni troskovi moraju
jasno biti dodeljeni odredenim funkcionalnim podrucjima kao S$to su
nabavka, proizvodnja i sl., Sto nije uvek precizno. Veoma je vazno imati na
umu Cinjenicu da u cilju komparacije ostvarenih rezultata svako
privredno drustvo u duZem+ periodu treba dosledno da primenjuje
odluke iz domena politike dodele troskova odredenim podrucjima, kako
bi se obezbedila konzistentnost prezentacije finansijskih izveStaja i
uporedivost sa ostvarenim rezultatima prethodnih godina.
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ZAKLJUCAK

U skladu sa Medunarodnim standardima finansijskog izveStavanja (MSFI),
privredno drustvo moZe da sastavi bilans uspeha Kkoriste¢i metodu
ukupnih troskova ili metodu troSkova prodatih ucinaka. Primena obe
metode dovodi do identi¢nih rezultata, a glavna razlika izmedu njih se
ogleda u tretiranju promena u zalihama.

Metoda ukupnih troSkova je bilans uspeha proizvodnje, Sto znaci da se
proizvedene jedinice koriste za obrac¢un prihoda i rashoda. Za ovu metodu
svi prihodi i troSkovi se razmatraju po nacinu nastanka dogadaja, pa su u
tom cilju iskljuCene izmene poluproizvoda i gotovih proizvoda. Rashodi u
bilansu uspeha su strukturirani isklju¢ivo po troskovnim stavkama
(materijal, zaposleni, amortizacija i dr).

Metoda troSkova prodatih ucinaka zahteva da se prodajne merne jedinice
koriste za obraCunavanje prihoda i rashoda, odnosno da se prihodi i
rashodi ne priznaju kada su proizvodi proizvedeni, ve¢ tek kada su
prodati. Povecanje zaliha gotovih proizvoda i proizvodnje se ne priznaje
kao prihod, a povezani rashodi se ne priznaju kao rashod. Kod ove metode
troskovi se ne rasclanjuju prema vrsti rashoda (materijal, zaposleni,
amortizacija i dr.) ve¢ prema funkcionalnim podrudjima kao Sto su
proizvodnja, nabavka, prodaja i sl. To znaci da je glavni fokus ove metode
na strukturi mesta troskova, pa je preduslov za njenu primenu zasebno
racunovodstvo troskova i poslovnih aktivnosti u privrednom drustvu.

Na osnovu navedenog, moZze se zakljuciti da metoda troSkova prodatih
uCinaka u znacajnoj meri omogucava privrednom drustvu realizaciju
strateskih ciljeva. Zahvaljujuéi ovoj metodi, privredno drustvo je u stanju
da dobije precizan uvid u pojedinaCne projekte, proizvode i troSkovne
jedinice, Sto mu omogucava da odredi prioritetne proizvode prema
stepenu ostvarene profitabilnosti. Stoga je metoda troskova prodatih
ucCinaka vazan alat za primenu korporativnog upravljanja u privrednom
drustvu i ujedno podsticCe brz i strateSki usmeren rast.

Danas se u velikim korporativnim preduzeéima istovremeno koriste obe
metode. Mala i srednja preduzeca koja primenjuju samo metodu ukupnih
troSkova treba polako da razmisljaju o primeni detaljnije metode troskova
prodatih u¢inaka. Pravi momenat bio bi na prelazu u novu fiskalnu godinu,
kada su ta preduzeca joS uvek u mogucnosti da izvuku podatke za
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prethodnu fiskalnu godinu po metodi ukupnih troskova i da paralelno sa
tim krenu sa primenom metode troskova prodatih uc¢inaka. Na taj nacin bi
ova preduzeca bila u moguénosti da obezbede internu proveru odnosno
kontrolu koja bi pokazala da li se podudaraju poslovni rezultati u
bilansima uspeha sacinjenim razli¢itim metodama. U slu¢aju podudaranja,
to bi za njih bio jasan znak adekvatne i uspesSne primene metode troskova
prodatih ucinaka.
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COMPARATIVE ANALYSIS OF METHODS FOR
COMPILING THE INCOME STATEMENT

Ivana Vladimirovié

Abstract: Methods for compiling an income statement involve
procedures for determining data on income and expenses for
various purposes, such as calculating business results, periodic
planning and control, decision-making, pricing, and more. For a
company, accurate allocation of total costs is critically important.
This requires breaking down the entire business process into
specific organizational units or segments, providing a solid
foundation for cost distribution across those parts. When
expenses in the income statement are considered as a whole to
assess business performance, the statement is compiled using the
total cost method. In contrast, when the income statement is
broken down to classify costs based on their contribution to value
creation, grouped by functional areas, and distributed across
shorter time periods, functions, tasks, processes, products, etc., it
is compiled using the cost of goods sold method. The aim of this
paper is to highlight the specific characteristics of the
aforementioned methods and to present the advantages and
disadvantages of their application through a comparative
analysis.

Keywords: income statement, expenses, income, periodic
financial result, total cost, cost of goods sold.
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Univerzitetski udzZbenik Upravljanje investicijama autora prof. dr
Miroslava Cavlina, prof. dr Zeljka Vojinovica i prof. dr Jelene Vapa Tankosi¢
u izdanju Fakulteta za ekonomiju i inZenjerski menadZment iz Novog Sada
predstavlja znacajno delo koje ¢e omoguciti prvenstveno studentima da
savladaju datu problematiku, te svakako i prakticarima i svima
zainteresovanima da prosire ili inoviraju sopstveno znanje.

UdZbenik su recenzirali prof. dr Poko MaleSevi¢, redovni profesor u
penziji Ekonomskog fakuleta u Subotici, Univerziteta u Novom Sadu, prof.
dr Dragomir Dordevi¢, redovni profesor - emeritus Univerziteta
privredna Akademija u Novom Sadu, i prof. dr Marko Cari¢, redovni
profesor Univerziteta Privredna akademija u Novom Sadu. Publikacija se
sastoji iz devet poglavlja. Prvo poglavlje predstavlja uvod u upravljanje
investicijama, drugo poglavlje je posveceno teorijsko-metodoloskom
konceptu i izazovima upravljanja investicijama, trece poglavlje se fokusira
na teorijsko-metodoloske postavke investicione analize, poglavlje Cetiri
odnosi se na proces upravljanja investicionim projektima, poglavlje pet
obuhvata problematiku evaluacije investicionih projekata, poglavlje Sest
je fokusirano na strategije investicionog odlucivanja, poglavlje sedam se
razmatra investicije i eksternalizaciju poslovanja, poglavlje osam se
fokusira na institucionalne investitore, a na individualne investitore
akcenat je dat u poslednjem poglavlju pod rednim brojem devet.

Prvo poglavlje detaljnije prikazuje elemente i funkciju teorije investicija,
zatim prikazuje investicije kao nau¢no-metodoloSku aktivnost, potom
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profesor, veljko.dmitrovic@fon.bg.ac.rs
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okvir, motive i aspekte investiranja. U ovom poglavlju prikazani su
makroekonomski i mikroekonomski aspekti investicija. Prikazana je
klasifikacija investicija, kao i investicije i odgovarajuéi srodni pojmovi, i to:
investiranje i finansiranje, investicije i Spekulacije, investicije i
hazardizam, i investicije arbitraZa i hedZing. Poslednji deo prvog poglavlja
posveCen je upravljanju investicijama kao profesiji, i to profile
investicionog menadZera, potom portfoliju menadZera (investicioni
savetnik). Na kraju poglavlja date su smernice za izbor investicionog
menadZera.

Drugo poglavlje obuhvata teorijsko-metodoloski koncept i izazove
upravljanja investicijama. Na samom pocetku ovog poglavlja prikazuje se
koncept i karakteristike kapitalnog budZetiranja i upravljanja investicionim
projektima. Potom su prikazani novcani tokovi investicionih ulaganja. Dat
je osvrt na ekonomski vek trajanja, na principe troskova kapitala (princip
rentabilnosti investicija, princip budZetiranja Kkapitala, i princip
rentabilnosti akcija preduzeca). Potom su prikazane struktura i cena
kapitala, sa osvrtom na pojedinacne troskove kapitala, na trosak
novoemitovanog kapitala i ponderisani prosecni troSak kapitala. Potom je
dat prikaz principa vremenske vrednosti novca. U okviru dela metodologija
za ocenu investicija prikazana je standardna stopa prinosa kao kriterijum
za ocenu investicija. Potom je fokus dat na neizvesnosti i rizicima u
investicijama (pojedinac¢na rizi¢nost investicija, riziCnost investicija za
preduzece i trziSna rizi¢nost investicija. Nakon navedenog, prikazana je
optimizacija kapitala i alternativa finansiranja investicija i ukazano je na
realne opcije odlucivanja baziranom na kapitalnom budZetiranju.

U okviru treeg poglavlja date su teorijsko-metodoloske postavke
investicione analize. Prikazan je pristup investicionoj analizi, potom su
prezentirane vrste investicione analize i to posebno je dat osvrt na osnove
fundamentalne analize, kao i na tipove fundamentalne analize i to:
prikazane su kvalitativna i kvantitativna analiza, ,,top-down” i ,,bottom-up”
analize, kao i analiza vrednosti, kao i analiza rasta. Ukazano je na osnove
tehnicke analize i to na pretpostavke i standardne varijable iste, kao i na
njihove slicnosti i razlike. Potom je posvefena paznja metodologiji
fundamentalne analize i to ekonomske analize, potom industrijske analize i
analize poslovanja preduzeca. Obradena je metodologija tehnicke analize i
prikazan je njen postupak putem graficke analize varijabli i numericke
analize.



| 162 Dmirovic Velko

Poglavlje Cetiri obuhvata proces upravljanja investicionih projekata. U
ovom segmentu psovecena je paznja pojmovnom odredenju samog
termina ivesticionog projekta kao i njegovom definisanju. Dat je osvrt na
subjekte investicionog projekta, na klasifikaciju investicionih projekata,
na karakteristike koncepta upravljanja investicionih projekata. Detaljnije
je dat osvrt na faze Zivotnog ciklusa investicionog projekta kroz
identifikaciju mogucnosti investicionog projekta, potom ocena
opravdanosti, kao i konac¢na ocena izvodljivosti investicionog projekta.
Dalje je poenta data na planiranju realizacije, implementacije i zatvaranju
investicionog projekta. Posvelena je paZnja kontrolingu, njegovim
Kljutnim elementima u funkciji podrske realizacije investicionih
projekata. Dat je osvrt i na monitoring, kao segmentu kontrolinga, kao i
kontrolingu u domenu kapitalnih troskova. Na kraju ovog poglavlja dat je
osvrt na normativni okvir pri planiranju i realizaciji investicionih
projekata, i to standardizovani i opSti obrazac investicionih studija, kao i
obrazac investicione studije tipicne za portfolio ulaganje i tipi¢ne za
privatne investicije.

Poglavlje pet odnosi se na evaluaciju investicionih projekata i to na
postavke evaluacije, na analizu i ocenu isplativosti investicionih projekata,
na analizu likvidnosti i solventnosti investicionih projekata. U ovom
poglavlju su prikazani koncepti Benefit/Cost analize investicionih
projekata detaljnije prikazujuci faktore pomenute analize (diskontna
stopa, fiskalna korekcija cena, trZiSna korekcija cena, eksterni faktori
uticaja, oportunitetni troskovi), na osnovne metode ocene Benefit/Cost
analize (ekonomska neto sadas$nja vrednost, ekonomska interna stopa
prinosa, i Benefit/Cost racio) i primenjene metode Benefit/Cost analize
(analiza troSkovne efikasnosti, analiza korisnosti troskova, analiza
minimalizacije troSkova, analiza posledica troskova, Cost/Benefit analiza
odrzivosti, i distribuciona Cost/Benefit analiza). U okviru ovog poglavlja
prikazane su staticke metode za ocenu isplativosti investicionih projekata
(metoda perioda povrata, racunovodstvena stopa prinosa, produktivnost,
ekonomicnost, rentabilnost, profitabilnost, tehnicko-tehnoloska
opremljenost), i na dinamicke metode za ocenu isplativosti investicionog
projekta (metoda neto sadasnje vrednosti, metoda indeksa rentabilnosti i
metoda interne stope prinosa). Na kraju petog poglavlja posvecena je
paznja upravljanju rizicima investicionih projekata kroz odgovarajuce
faze, i to: analiza poloZaja i mogu¢nosti realizacije projekata, identifikacija
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i klasifikacija rizika, kvalitativna analiza rizika, kvantitativna analiza rizika
(okviri i metode kvantitativne analize). Ovo je poglavlje se zavrSava delom
koji je posvecen donoSenju i implementaciji odluka vezano za upravljanje
rizicima kao i monitoring rizika.

Poglavlje Sest posveceno je strategiji investicionog odlucivanja. U okviru
ovog poglavlja istaknut je pojam investicionih kanala, izvrSena je njihova
opsSta podela, istaknute su tipi¢ne karakteristike (investicije u akcije,
investicije u obveznice, investicije u nekretnine, investicije u fondove,
investicije u plemenite metale, investicije u kriptovalute, investicije u
opcije i derivate, investicije u ,start-up”, i projekte rizi¢nog kapitala, kao i
alternativne investicije). Potom su se autori osvrnuli na set investicija i
Seme investicionih moguc¢nosti (portfolio investicije i rizici, kao i portfolio
teorije optimizacije investicija). Istaknut je strategijski pristup, te i pristup
informisanom investicionom odlucivanju. Autori su prvo prikazali
osnovne strategijske pristupe investiranju (pasivne strategije
investiranja, potom aktivne strategije investiranja, proaktivne strategije
investiranja, hibridne strategije investiranja, izbegavanje rizika, i
diverzifikacija rizika), potom su prikazali smernice za prakti¢no
upravljanje investicijama i na kraju ovog poglavlja su se osvrnuli na
metode kvantitativne analize kao podrsci izbora strategije investiranja
(prikazane su komparacije, korelacije i konkurentnost investicionih
varijanti).

Poglavlje sedam vezano je za investicije i eksternalizaciju poslovanja. U
okviru ovog poglavlja autori su istakli eksternalizaciju poslovanja
(outsorsing kao opciju eksternalizacije poslovanja preduzeca). Potom su
se autori fokusirali na znacaj stranih direktnih investicija (osvrnuli su se
na pojam, znacaj, motive i tipove stranih direktnih investicija). Nakon toga
su prikazali osnovne modele stranih direktnih investicija (,,Greenfield”
investicije, zajednicka ulaganja ,Join venture”, fuzije i akvizicije, ulaganja
u postojece kapacitete ,,Brownfield”, javno-privatno partnerstvo i hibridi.
Na kraju sedmog poglavlja posveena je paZnja instrumentima
minimiziranja rizika investicija ,, due diligence”, tj. prikazan je njegov
znacaj, discipline, okvir i dometi).

Poglavlje osam posveceno je institucionalnim investitorima. IzvrSeno je

definisanje samog pojma, potom su prikazane vrste investicionih fondova
(prema rocnosti investiranja, prema nacinu poslovanja, prema
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investicionim ciljevima, te je dat prikaz specificnih vrsta investicionih
fondova). Potom je prikazan pravni okvir investicionih fondova Republike
Srbije, karakteristike institucionalnih investitora i finansijskih posrednika
(penzioni fondovi, drustva za osiguranje i banke). Na kraju ovog poglavlja
ukazano je na odrZive investicione fondove, kao i na organizaciju
upravljanja investicionim fondovima.

Poglavlje devet posveceno je individualnim investitorima. IzvrSeno je
njihovo definisanje, ukazana su ograni¢enja mogucnosti ulaganja
individualnih  investitora (prikazane su investicione varijante
individualnih investitora i usluge upravljanja investicijama individualnih
investitora). Na kraju ovog poglavlja fokus je dat na profilima
individualnih investitora.

Ovaj udZbenik otvara mnoga aktuelna pitanja, daje bazu iz ove oblasti i
pruZa perspektivu za dalja istraZivanja. Pisan stru¢nim stilom adekvatnim
naucnom tekstu, ali koji je u potpunosti razumljiv, kako bi studenti Sto
lakSe mogli da usvoje ovu problematiku, te da nemaju potesSkoce u
razumevanju iste. Autori su tokom pisanja koristili brojnu kako stranu,
tako i domacu literaturu, kao i internet izvore. Na kraju svakog poglavlja
data su pitanja za diskusiju, $to predstavlja pozitivan nacin da studenti
nakon c¢itanja teksta udzbenika mogu da provere svoje usvojeno znanje
odgovaraju¢i na ista. U odgovaraju¢im poglavljima teorijski aspekt
problematike investicija potkrepljeni su adekvatnim formulama i
ilustracijama, koje doprinose jasnijem i pristupacnijem sagledavanju
obradene problematike.
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