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Abstract

Employment of persons with disabilities (PwDs) is not only a matter of financial
independence but also has numerous benefits that can enhance their quality of life and
enable them to fully participate in society. Along with providing a sense of purpose,
socialization and networking opportunities, skill development, and improved health and
well-being. Eurostat, the statistical office of the European Union, show that the employ-
ment rate of PwDs aged 20-64 in the EU was 52.8% in 2020, while the employment rate
of persons without disabilities in the same age group was 78.3%.

In the R. Macedonia the employment prospects for PwDs have been declining
over the years. In 2020, only 1040 people with disabilities were able to secure employ-
ment, which indicates a significant reduction in job opportunities. Unfortunately, the
pandemic situation and subsequent economic downturn have only worsened the situ-
ation.

Erasmus UNITY project developed a specialized tool called “Passport for Em-
ployment” to facilitate CV creation for individuals with disabilities. The tool features
an easy-to-use interface, step-by-step quidance, and a customizable template. The paper
provides a comprehensive examination of the tool and the process of piloting on a sample
of 100 PwDs across all partner countries involved in the project. The tool is comprised
of four distinct segments, with each segment undergoing a separate qualitative analysis
using focus groups. Based on the outcomes, necessary modifications were implemented
to address the specific needs of each disability category. It is available in four languages,
namely Macedonian, Portuguese, Cypriot, and English, to cater to the project partners
and an international audience.

This tool has the potential to enhance employment opportunities for PwDs and
promote inclusive strategies in the workforce. It represents a bridge between PwDs and
employers and enables greater visibility of PwDs in the labour market.
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1. Commitment to Disability Rights and Employment

The EU has long recognized and emphasized the rights of PwDs in var-
ious legal instruments. Since 1997, the EU Treaties have incorporated provi-
sions to combat discrimination, including disability, as stated in Article 19 of
the Treaty on the Functioning of the European Union (TFEU). The Charter of
Fundamental Rights of the European Union, adopted in 2000, further dedicates
Article 26 to promote the social and professional integration of PwDs through
concrete measures.

The EU’s commitment to disability rights was strengthened with the
adoption of the United Nations Convention on the Rights of Persons with Disa-
bilities (UN CRPD) in 2006. As the first legally binding international instrument
for the rights of PwDs, it became a crucial reference for the EU. Article 27 of
the UN CRPD specifically recognizes the right to work and employment as a
fundamental right.

The principles of empowerment, social inclusion, dignity, and respect
for individuals are fully integrated into the concept of supported employment.
In accordance with the Information booklet and Quality Standards of support-
ed employment in Europe, there is a consensus on the values and principles that
should underpin all stages and activities of supported employment, while also
upholdmg the full citizenship rights of individuals:

Individuality: Supported Employment recognizes the uniqueness
of each person, considering their specific interests, preferences, con-
ditions, and life experiences.

* Respect: Supported Employment ensures that all activities are
age-appropriate and promote dignity and personal growth.

* Self-determination: Supported Employment assists individuals in
exploring their interests, expressing their choices, and creating a
personalized employment and life plan based on their individual
and contextual circumstances. It encourages self-advocacy by in-
forming service users.

*  Choice: Supported Employment helps individuals fully understand
their options, enabling them to make consistent choices aligned with
their preferences while being aware of the consequences.

*  Empowerment: Supported Employment supports individuals in
making decisions regarding their lifestyle and participation in so-
ciety. They are actively involved in the planning, evaluation, and
development of services.

* Confidentiality: The provider of Supported Employment services
treats all information shared by individuals as confidential. The ser-
vice user has access to their personal information collected by the
provider, and any disclosure is made with the individual’s discre-
tion and agreement.
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* Flexibility: Staff and organizational structures in Supported Em-
ployment are adaptable to meet the needs of service users. Services
are flexible, responsive, and can be tailored to specific requirements.

*  Accessibility: Supported Employment ensures that services, facili-
ties, and information are fully accessible to all individuals with dis-
abilities.

Unemployment may lead to poverty and social exclusion. Barriers pre-
venting access to the employment market are most of the times based on mis-
conceptions and judgments on a person’s abilities. The European Commission
recently adopted the 2021-2030 Strategy for the Rights of Persons with Disabil-
ities. This strategy recognizes the need for personalized approaches and coop-
eration with partners to address the multiple barriers faced by individuals with
disabilities. The Commission emphasizes the importance of improving labour
market outcomes for PwDs through the Employment Package and highlights
the collaboration with the PES (Public Employment Services) Network. Addi-
tionally, the Commission urges Member States to enhance the capacities of em-
ployment services for PwDs and strengthen collaboration with social partners
and disability organizations.

2. Statistical indicators of employment of PwDs

The concept of decent work encompasses six dimensions that define its
principles:
e Opportunities for work: Ensuring that all individuals who seek em-
ployment have access to suitable job opportunities.

e Work in conditions of freedom: Promoting freedom of choice in em-
ployment, eliminating bonded labour and slave labour, and respect-
ing workers’ rights to join workers” organizations.

®  Productive work: Ensuring that workers receive fair and adequate
earnings for their labour.

®  Equity in work: Eliminating workplace discrimination and ensuring
equal opportunities in both finding and retaining employment.

e Security at work: Safeguarding workers” health, providing adequate
pension schemes, and offering protection in case of job loss or loss
of livelihood.

e Dignity at work: Promoting respectful treatment of workers and cre-
ating a work environment that upholds their dignity.

These six dimensions of decent work are applicable to all individuals,
including the poorest and most vulnerable groups. It is evident that individuals
with disabilities face disadvantages in the labour market, and it is crucial to
improve their employment prospects. Disabled individuals should have equal
opportunities and treatment in accessing, retaining, and advancing in employ-
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ment. Whenever possible, employment opportunities should align with their
personal choices and consider their individual suitability for such positions (In-
ternational Labour Office, 2007).

The latest Human Rights report titled “Right to Work” (Felix, 2023) high-
lights the ongoing challenges faced by individuals with disabilities in accessing
quality employment. The report reveals that merely 51.3% of working-age in-
dividuals with disabilities in the EU are engaged in paid employment. Further-
more, women and young people encounter additional barriers, as only 49% of
women and 47.4% of young individuals with disabilities are employed.

The employment situation is particularly concerning in four EU coun-
tries. Greece and Ireland are at the forefront of this concerning trend, with less
than one-third (32.6%) of individuals with disabilities being employed. Croatia
follows closely with only 37% employed, while Spain lags behind with 39%
employment rate for PwDs.

3. Employment od PwDs in UNITY project countries
3.1. Employment of PwDs in Macedonia

The Law on Employment of Disabled Persons provides the opportunity
for employers to employ PwDS in the private sector, in public enterprises, insti-
tutions, agencies, funds and other entities.

General information about the employment of Persons with Disabilities
(PwDs) in Macedonia

1. Employment Rate: Macedonia has faced challenges in promoting

the employment of PwDs. The employment rate for PwDs has his-
torically been lower compared to the general population, and many
PwDs have faced barriers to accessing the labour market.

2. Legislation and Policies: Macedonia has taken steps to address dis-
ability issues and promote the inclusion of PwDs in the workforce.
The country has implemented laws and policies that aim to protect
the rights of PwDs and ensure equal opportunities in employment.

3. Unemployment Rate: PwDs in Macedonia have often experienced
higher unemployment rates compared to individuals without dis-
abilities. This disparity can be attributed to various factors, includ-
ing limited access to education, training, and employment opportu-
nities.

4. Inclusive Employment Initiatives: Some employers in Macedonia
have taken initiatives to create inclusive workplaces and hire PwDs.
However, there is still a need for more extensive efforts to enhance
the inclusion of PwDs in the labour market.

5. Vocational Training and Skills Development: Access to vocational
training and skills development programs is crucial for PwDs to en-
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hance their employability. Efforts to provide relevant training op-
portunities for PwDs can positively impact their chances of finding
suitable employment.

Barriers to Employment: PwDs in Macedonia face various barriers
to employment, including societal stigma, inaccessible workplaces,
lack of reasonable accommodations, and discriminatory attitudes
from employers.

Social Protection and Support: Macedonia has social protection mea-
sures in place to provide support to PwDs, including financial as-
sistance and disability benefits. However, the effectiveness of these
measures may vary, and more comprehensive support systems are
necessary to ensure the economic well-being of PwDs.

Inclusive Education: The availability and quality of inclusive education

can significantly influence PwDs’ transition from education to employment. Ef-
forts to improve inclusive education can lead to better employment prospects
for PwDs in the long run. The Employment Agency of the Republic of North
Macedonia (EARNM) conducts a constant statistical analysis of the employ-
ment rate of PwDs. These statistics are the main indicators in creating the em-
ployment policy for PwDs, especially in creating the annual Operational Plan.
The official website of the EARNM provides a latest review analysis of the
structure of unemployed PwDs for 2022, the data are structured by gender, age
structure, level of education and type of disability.

Table 1: Overview of unemployed PwDs by age structure:

Age structure Women (f) Men (m) Total
15-19 3 6 9
20-24 19 52 71
25-29 28 69 97
30-34 45 77 122
35-39 72 114 186
40-44 72 110 182
45-49 61 132 193
50-54 59 115 174
55-59 58 107 165

Above 60 36 104 140
Total 453 886 1339
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From the statistical indicators in the Table 1, we can see that most of the
unemployed are aged 45 to 49 years. In terms of gender, the number of men is
almost twice high compared to the number of women. Regarding the level of
education, the largest number of unemployed persons are without and with
primary education, 839 persons or about 63%. A detailed overview is given in
Table no. 2.

Table 2: Overview of unemployed PwDs by level of education

Level of education Women (f) | Men (m) Total
Without education and with primary 286 553 839
education

Incomplete secondary education 64 151 215
Complete secondary education 90 161 251
High education (VI degree) 0 4 4
High education (VIII degree) 13 16 29
Master’s degree 0 1 1
PhD 0 0 0
Total 453 886 1339

1.1 Employment od PwDs in Cyprus

Access to employment presents a significant challenge for disabled in-
dividuals in Cyprus, with over 10,000 qualified individuals remaining unem-
ployed (Parlalis, 2013). This situation has resulted in adverse effects, including
financial instability and psychological distress (Petasis, 2021).

Unofficial estimates from affiliated organizations, such as the Depart-
ment of Social Inclusion of Persons with Disabilities, indicate that approxi-
mately 12,000 disabled individuals are registered as unemployed in Cyprus.
This accounts for nearly 16% of the total unemployed population, which
stands at 75,000 individuals out of the 428,000 working-age population (Min-
istry of Labour and Social Insurance, 2013).

In a study conducted by Petasis (2021), the unemployment and under-
employment status of individuals with physical disabilities in Cyprus was in-
vestigated using primary data collection methods. The study revealed that ap-
proximately 42% of the participating disabled individuals were unemployed.
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Figure 1: Unemployment rates by disability and gender (aged 20-64)
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1.1 Employment od PwDs in Portugal

® According to the European Union Statistics Service — Eurostat, re-
sults show that in 2020 in Portugal, the difference in the employment
rate between people with and without disabilities (“disability in em-
ployment gap”) was 18.2 percentage points. In evolutionary terms,
it was found that, in Portugal, between 2018 and 2019 the disparity
increased, but in 2020 it decreased again slightly (-1 p.p. compared
to 2019). Over the past few years, the difference in the employment
rate between people with and without disabilities has been lower in
Portugal than the average for EU-27 countries, where, in 2020, the
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difference was 24.5 percentage points (see Figure 2).

Figure 2: Evolution of the disparity in the employment rate between people with and
without disabilities, by sex, 2016-2020 (15-64 years old; Portugal; EU-27; percentage

points)
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According to the latest data published in 2023, Portugal has the lowest
“disability in employment gap” in Europe and it still remains at the same 18.2
percentage points

4. UNITY project toward inclusive strategies and innovative tools

This project is prioritized for adults with disabilities and their support
for transition into the labour market from education and training and making
employment accessible by providing essential information and guidelines for
employers, improving competencies of educators and for the persons with dis-
abilities as well.

The key objective of this Erasmus+ Strategic Partnership project is to
contribute by creating dynamic and inclusive sensitive tools for use across Eu-
rope to support unemployed adults with disabilities to be fairly included in the
labour market and to ease the transition process of education and training to
employment, by:

¢ Creating evidence-based best practices in the area of inclusion of

PwDs into the Labour market;

e Digitalization of the inclusion practices for PwDs into the Labour
market by the creation of accessible OER (Open educational re-
source);

e Creating an accessible tool for employment “Passport for employ-
ment” of PwDs.

* Supporting the business sector for employing persons with disabili-
ties by creating special tool for working and engaging with PwDs at
the workplace;

* Building capacities (competencies and skills) of professionals in-
volved in the education and rehabilitation of young people and
adults with disabilities;

* Foster quality improvements and excellence in innovation at the
cross-sectoral level through enhanced transnational cooperation be-
tween educational institutions dealing with adult education and the
business sector (employers).

* Promote and strengthen knowledge and acceptance of diversity in
society.

5. Research Methodology

Erasmus UNITY (United in Inclusion for Employability) project devel-
oped a specialized tool called “Passport for Employment” to facilitate CV crea-
tion for individuals with disabilities. The tool features an easy-to-use interface,
step-by-step guidance, and a customizable template. The purpose of this tool is
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to improve the employability and visibility of PwDs on the labour market. The
tool is available in four languages, namely Macedonian, Portuguese, Cypriot,
and English, to cater to the project partners and an international audience.

The tool was developed by a project team comprising researchers from the
Faculty of Philosophy in Skopje, the University of Nicosia, and the vocational
training school “Tera Verde” from Portugal.

The research aims to pilot the tool and assess its effectiveness among
individuals with disabilities. Through the piloting process, we seek to gain val-
uable insights into the tool’s advantages and address any shortcomings based
on feedback and suggestions from the prospective users themselves.

The research sample consisted of 100 individuals with disabilities, rep-
resenting various disability categories. This included individuals with physical
disabilities, visual impairments, blindness, hearing impairments, deafness, and
combined sensory impairments. The Cyprus sample comprised 47 individuals
with disabilities (10 persons with physical disabilities, 16 persons with hearing
impairment, 20 persons with visual impairment and blind persons, as well as
1 deaf-blind person), while the Macedonian sample included 53 individuals 8
persons with physical disabilities, 20 persons with hearing impairment, 24 per-
sons with visual impairment and blind persons, as well as 1 with combined
impairment.

The piloting phase spanned three months, from January to March 2023.
In Macedonia, the piloting was conducted in secondary special schools and dis-
ability-focused associations, while in Cyprus, it was carried out online using
video communication tools such as Microsoft Teams and Zoom.

This research follows a qualitative approach, and specific data collection
protocols were developed and implemented by the researchers in both Macedo-
nia and Cyprus. The methods employed included interviews and focus groups.

The “Passport for Employment” tool, recently developed, comprises five
segments designed to facilitate the process of creating a comprehensive em-
ployment profile:

1. About me: This section collects essential personal data along with
information about the individual’s strengths, areas of expertise, in-
terests, achievements, professional goals, hobbies, and preferred ac-
tivities during working hours. It also includes specific details about
the applicant’s use of technology, computer skills, and any neces-
sary workplace support.

2. My referees: In this section, individuals can provide information
about their references, such as recommendations from previous em-
ployers, teachers, or professionals who can vouch for their skills and
qualifications.

3. My education path: This segment focuses on the person’s education-
al achievements, additional training, acquired skills, and languages
known.
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4. My work experience: Here, individuals can list their previous work
experiences, both paid and unpaid, highlighting the tasks they per-
formed and the skills they gained through their employment.

5. Contact information: This section captures basic contact details and
allows applicants to connect their social profiles (Facebook, Insta-
gram, Twitter, and LinkedIn) for additional networking opportuni-
ties.

The tool offers several advantages to streamline the information-gather-
ing process and ensure clarity for the applicants. Each section includes explana-
tions about the required information, drop-down menus with pre-selected op-
tions, and examples to guide the task. Additionally, instead of providing narra-
tive responses or selecting from predefined options, applicants have the option
to upload pictures or videos to present themselves in the best possible manner.

6. Results analysis

The presentation of the results will be organized into six segments, cor-
responding to the different parts of the tool and participants’ final impressions.
In certain segments, we will also analyse the data based on the specific disabili-
ties reported by the respondents.

During the pilot phase, the majority of participants expressed overall
satisfaction with the tool, highlighting the importance of its existence. They
shared negative experiences with employers and companies who exhibited re-
luctance or lack of support when it comes to hiring individuals with disabilities.

Each participant used their own assistive technology while completing
the tool. Deaf individuals required the assistance of sign language interpreters
who guided them through the process and explained unfamiliar terms. This
group of participants required the longest introduction to the pilot process, av-
eraging about 20 minutes.

1. ABOUT ME - Participants think the information required is relevant
and useful for both research and job applications. They believe that
questions asked are sufficient for this level and any additional in-
formation could be obtained through follow-up interviews or sur-
veys. In this section, in addition to the basic personal data of the
person, the following are entered: (1) Key strengths/skills; (2) Areas
of expertise; (3) Things that I have done and make me proud; (4)
In my free time, I like to; (5) Things I(would) like to do at work;
(6)Career and professional development goals; (7) Equipment, tools
and technology I can use, and my computer skills; (8) I need sup-
port in the following tasks in the workplace. In each segment, there
is a clear explanation of the information that should be provided,
accompanied by relevant examples. Additionally, individuals have
the option to enhance their entries by uploading pictures or videos.
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However, there may be some individuals who have difficulty pro-
viding specific information due to their hearing implants or physi-
cal disabilities. Therefore, it may be beneficial to provide alternative
ways for individuals to provide this information, such as through a
phone or video call, or by allowing them to provide the information
in writing. Overall, it appears that the passport and its associated
sections are well-received by individuals with hearing implants and
physical disabilities.

MY REFEREES - The second section of the questionnaire is about
the applicant’s referees. Within this section, a detailed explanation
is provided to clarify the term “references” and specify the sources
from which we anticipate receiving them. To further aid understand-
ing, relevant examples are also included. All participants agreed that
the questions in this section were clear and to the point. They also
agreed that the information required in this section was useful for
research or job applications. Participants who use sign language for
communication asked for help from a sign language interpreter for
some of the words. Overall, both groups found the section simple
and comprehensive, with a few participants suggesting that it could
be made even simpler.

MY EDUCATION PATH - the questions in the third section about
their education path were generally found to be understandable and
to the point. The participants agreed that the information required
in this section is useful and enough. In this section they can provide
information about (1) Academic training, (2) Additional prepara-
tion, and (3) Language. As the previous section, there is an expla-
nation of what they should write, supported with examples and an
option for uploading pictures, videos, or certificates. However, some
participants reported difficulties in understanding some terms or
words, and suggested the provision of accompanied videos in sign
language to solve these problems. The majority of participants with
physical disabilities felt that the requested information in the third
section is sufficient for the research/application process. However,
some suggested the inclusion of more questions regarding specific
educational experiences, such as internships or volunteer work, to
provide a more comprehensive overview of their skills and experi-
ences. Overall, the third section was considered comprehensive and
clear, and the requested information was deemed sufficient.

MY WORK EXPERIENCE - For the fourth section on work experi-
ence, both the deaf and physically disabled participants found the
questions to be clear and understandable. This section offers insights
into two aspects: (1) A description of my tasks, and (2) Things I have
accomplished during my work experience. To enhance clarity, a
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comprehensive explanation is provided, supplemented with exam-
ples. Additionally, individuals have the choice to respond by up-
loading pictures and/or videos. Only one participant mentioned that
this section is less important for her as she has no work experience to
fill in. There were some minor difficulties with specific words among
the deaf participants, which were easily resolved with the help of the
sign language interpreter. Overall, both groups found this section to
be straightforward and comprehensive.

5. MY CONTACTS - All participants agreed that the questions in this
section are understandable and useful. The questions encompass
both conventional contact methods, such as phone number and
email, as well as modern social platforms (LinkedIn, Facebook, Ins-
tagram, and Twitter). A participant underline that the symbols/logos
next to the words helped her to more easily understand the informa-
tion.

6. FINAL IMPRESSIONS - All participants agreed that the passport is
complete and covers all the necessary information. However, there
were some valuable suggestions made by the participants to enhance
the passport’s usability and accommodate their specific needs:

* The participant suggested that the passport should include a sec-
tion for indicating any necessary assistive technology equipment
required to perform the job, so the employer can be aware of
their special requirements.

* The participant suggested that the passport structure, font, and
colours should be adjustable to accommodate their needs and
preferences.

¢ The participant suggested the availability of a phone number or
chat in social media to provide assistance if needed.

* The participant suggested a post-completion service where par-
ticipants can ask for feedback and proofreading before submit-
ting it to the employer.

* One participant suggested adding a question about their pre-
ferred means of communication.

All participants agreed that having the passport digitalized in a web-
based environment would be very beneficial and more professional, and find it
very useful to have the option to extract the complete passport in PDF once you
finalize its digital version. Most participants expressed interest in the option to
record a short video or audio instead of typing to fill in certain sections of the
passport. However, they raised concerns about including audio and video files
in the hard copy version. To address this, they suggested saving the files on the
project server as interactive hyperlinks within the document. Some participants
specifically mentioned that for deaf individuals, the recorded video would be



578

in sign language, but they were concerned that others might not understand the
content as it would need to be interpreted into spoken language.

In the final section for further suggestion, the participant recommended
incorporating a live chat feature for real-time assistance during the passport
filling process. They also suggested making the questions and helpful tips avail-
able in sign language to enhance accessibility for deaf individuals.

7. Discussion and recommendation

The research evidence supports the importance of tools like the , Pass-
port for Employment “in addressing barriers faced by PwDs in accessing em-
ployment. Many studies highlighted the barriers of inaccessible application
processes, lack of accommodations awareness, and negative employer atti-
tudes. In that direction, one of the recent comprehensive reviews of 47 studies
identified a total of 32 factors related to the employment of individuals with dis-
abilities. Among these factors, the majority are identified as barriers. The most
commonly cited barriers include employers’ perceptions that individuals with
disabilities are (1) unproductive, (2) costly, and (3) a lack of knowledge about
disabilities. Similar research has shown that employers often hold negative at-
titudes towards hiring people with disabilities, including those with physical
disabilities (Nagtegaal at all, 2023). This can lead to discrimination in the hiring
process and a lack of opportunities for people with disabilities (Pager, Western,
& Bonikowski, 2009). Therefore, the - ,, Passport for Employment “ designed to
address these barriers and enhance accessibility, can be extremely beneficial for
people with disabilities.

The analysis of the results shows overall positive feedback from the par-
ticipants regarding the different segments of the “Passport for Employment”
tool. They found the questions clear, relevant, and useful for both research and
job applications. The tool was well-received by all PwDs, highlighting the im-
portance of such a tool in the employment process.

The participants expressed the need for some adjustments and accom-
modations to ensure maximum accessibility and usability for individuals with
disabilities. According to the results, PwDs highlights several recommenda-
tions:

* Accessibility Enhancements: Incorporate the suggestions provided
by the participants to enhance the accessibility of the tool. This in-
cludes adding a section for indicating necessary assistive technolo-
gy equipment and making the passport structure, font, and colours
adjustable. Providing a phone number or chat feature for real-time
assistance and offering a post-completion service for feedback and
proofreading would further improve the user experience.

* Sign Language Accommodation: Consider including sign language
videos or interpretations for certain sections to cater to the needs of
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individuals with hearing impairments. This would ensure that the
content is accessible and understandable to a wider range of users.
According to the Human Rights of Deaf (2017) access to sign lan-
guage is a fundamental human right for deaf people, and lack of
access to sign language can result in significant social exclusion and
barriers to employment. Therefore, providing information and in-
structions in sign language, as suggested by some of the participants
in the study, can be crucial for ensuring accessibility for deaf people.

*  Web-based Environment: Develop a web-based platform for the
“Passport for Employment” tool. This would allow for a more pro-
fessional presentation and facilitate the extraction of a complete
PDF version of the passport. Storing audio and video files as inter-
active hyperlinks on the project server within the digital version of
the passport can address concerns about including them in the hard
copy version.

Limitation of the research: Although the research benefits from a large
sample size, it is important to note that certain categories of disabilities, such as
intellectual disabilities and autism, were not included in the study. This omis-
sion restricts the generalizability of the findings to these specific groups. Addi-
tionally, the research did not incorporate the perspective of employers, which
would have provided valuable insights into the advantages and disadvantages
of the “Passport for Employment” from their standpoint. Consequently, fu-
ture research should focus on addressing these limitations by encompassing a
broader range of disabilities and incorporating the viewpoints of employers to
gain a more comprehensive understanding.
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3IOZAEMYBAILE HA MOJKHOCTUTE 3A BPAGOTYBAILE HA
ANDIA CO ITOIIPEYEHOCT: 3BHAYEILETO HA MTHKAY3MBHI
CTPATEI'MM 1 MTHOBATBHU AAATKHU

Keckmnnosa A., Pusosa E., Cranojkoscka-Tpajkoscka H.,
I'eoprunescka C., Munos H.

Qurosopcku paxyamem, Yrusepsumem ,,Ceé. Kupur u Memoduj” - Cxonje,
Penyoauxa Cesepria Maxedonuja

Bpabomysareemo na Auvyama co nonpeveriocm (AI1) ne ce odnecysa camo Ha
00e30edysarbe GUHAHCUCKA HE3AGUCHOCH, MYKY UMa 0pojHU 10J0OHOCIU KOU MOXKAM
da 20 nododpam xearumenom Ha xusom nall u 0a um 0603M0XKam UeA0CHO YHUecneo
60 onwmecmeomo. Ilokpaj osa, epadbomyearcemo na /AI1 um 0603Moxyea uyscmeo Ha
1eA, MOXKHOCH 34 COUUANUSAUUIA U 6MPeXY6atbe, PA3SUEArve HA 6eULMUHY, KAKO U
nododpysarve Ha 30pasjeno u doopobumma. Eypocmam, wenmapom 3a cmamucmuxa
na Esponcxama Ynuja, noxaxyea dexa cmanxkama na epabomerocm na Il wa éospacm
00 20 0o 64 200uriu 6o EY 60 2020 z200una 6ura 52,8 %, dodexa cmanikama na paboe-
Hocm Ha Auya 0es nonpederocmu 60 ucmama éospacta epyna o6ura 78,3 %.

Bo P Maxedonuja nepcnexmusume 3a spadomysarve na /Il ce namarysaam 6o
mexom na zodutiume. Bo 2020 z00una, camo 1 040 /11 ycneare da ce 6pabomam, uimo
YKAXKY6A HA SHAUUMEAHO HAMAAYEArve HA pabomHume MoxHocm. 3a Kax, nandemuja-
Ma u nocAe008AMeAHUON eKOHOMCKY 1A JONOAHUMEAHO ja 6A0UAUjA COCHOjOamA.

IIpoexmom Erasmus-UNITY passu cneyujarusupana aramxa xapevera ,I1a-
cout 3a 6pabomysearve” co yer da 20 orectu kpeuparoemo wa CV-ma 3a AIl. Axamxama
uMa eoHocmaser uszaed, ynamcmea 60 YeKopu u MoxKHocm 3a npuiazodysarve. Tpydom
npemcmagyea eAOCHa AHAAUSA HA ANAMKAMA U NPOUecom HA NUAOMUPAIbe HA NPpUMe-
pox 00 100 AI1 6o cume 3emju napmmepu 6KAYUeHU 60 NPOEKMON.

Axamiama ce cocmou 00 uemupu pasaudtu 0eAosu, cexoj dea Oeute K6aruma-
MUGHO AHAAUSUPAH €O noMouL Ha Poxyc zpynu 00 ALl Bps ocrosea na pesyamamunme,
Oea umniemenmupanu nompeodHume MOOUPUKAYUU 34 04 Ce UCNOAHAM CHEUUPUUHU-
me nompeOu Ha cexoja Kamezopuja Ha nonpewerocm 00derero. Aramxama e docmanta
HA MAKEOOHCKU, NOPMY2AACKY U KUNAPCKU JASUK KAKO 3eMju napmuepu Ha npoex-
mMom, U HA AHZAUCKY KAKO UHMEPHALUOHAACH JASUK.

Osaa aramxa uma nomeHyujar 0a ja nododpu MoxHocma sa 6padbomysaroe Ha
AULaAmMa co nonpeueHocm u 0a zu nodOPKU UHKAYSUGHUIE CHpamezuu 60 padomHama
cura. IIpemcmasgyea mocm nomeéy AI1 u pabomodasauume 1 0603M0XKY6A HUSHA 1020~
AeMa 6UOAUG0CHL HA NAAPOIN HA MPYIOm.

Kayunu 360poeu: nonpeuerocm, spadomysarve, UHKAY3U[A, 6paOOMAUCOCI, UHOGA-
MUGHU AAAMKU,



