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HuceptammmonausT Tpya € oocwhaeH Ha 04.06.2026 r. Ha KaTeApeH ChBET B Karempa
,,JJOTHCTHKa U MEHWIKMBHT OT QakynreT ,Jloructuka m texHomorun” Ha HarumonaneH
BOeHEH yHuBepcuteT ,,Bacun JleBcku”, rpan Benuko THpHOBO, IO JIOKTOpCKa Iporpama
,Opranu3sanus u yrnpaBJieHHe U3BbH cepaTa Ha MATEPUATTHOTO MTPOU3BOJICTBO (CHTYPHOCT U
oTOpaHa)” ¥ HaCOYEH KbM O(HIIHAIHA 3aIIHTA.

JlucepTalluOHHUAT TPYJ c€ ChCTOU OT 233 CTpaHUII
OcHoBeH TekcT — 194 cTpanuim

[Tpunoxenus — 3 npuinoxeHus, 24 crpaHuIn
JluTepaTypHU U3TOYHUIN — / CTPAHHIIH

Bpoii Ha nmuteparypuute n3rounuiy — 110

Bpoii Ha purypure B ocHOBHHUS TeKCT— 85

bpoii Ha ¢urypure B npunoxeHus — 28

bpoii Ha TabauITe B OCHOBHUS TEKCT — 1

bpoii Ha TabnunuTe B puioxeHus — 59

bpoii Ha nyOnukanuuTe — 5

3amuTaTa Ha AucepTanMoHHUsA Tpya 1ie ce cberon Ha 10.09.2026 r. ot 11:30 yaca B
yuebeHn kabmner Ne 3226, BTopu eTax, TpeTH ydeOeH Kopmyc Ha Qaxynarer ,Jlorucruka u
TexHosiorun”’ B Hanmonanen BoeHeH yHuBepcuteT ,,Bacui JleBcku™, rpag Benuko TspHOBO.

MarepuanuTte 1o 3aliUTaTa ca Ha pas3nojoKeHue Ha MHTepecyBaluTe ce B IHcTuTyTa
3a Hay4HOHU3CJIEAO0BATEICKa U MHOBAILMOHHA JieiiHOCT Ha HannoHalleH BO€HEH yHMBEPCUTET
»Bacui JleBcku”, rpan Benuko TbepHOBO.

ABTOpPBT Ha AMCEPTALMOHHUSA TPYJ € JOKTOPAaHT 4Ype3 CaMOCTOSATEIHA MOJArOTOBKA B
Kareapa ,Jloructuka W MEHMJUKMBHT  OT Qakyarer ,Jloructuka M TEXHONOTHW’ Ha
Hanumonanen BoeneH yHusepcurer ,,Bacun JleBcku”, rpag Bennko TepHOBO. /[oKTOpaHTHT
paboTu KaTo acUCTEHT B Karezapa ,Jlornctuka m MeHWKMBHT  Ha HamuonaneH BoeHeH
yHUBepcurer ,,.Bacun JleBcku”.

Aemop: Anenus Kocmaounosa Hukonosa

Tema: ,, Biuanuemo Ha MeHcOyIUUHOCMHUME OMHOWEHUs 8 2PYNA NPU
U32padcoaHemo Ha eKunu 8 HayuoHaleH 8oenen ynusepcumem ,, Bacun Jlescku™
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I. OBIIA XAPAKTEPUCTUKA HA JUCEPTALHIMOHHUA TPY ]

1. AKTYAJIHOCT HA ITPOBJIEMA
[Ipe3 mocnenHuTe AeceT TOAMHU IPEIM3BUKATEIICTBAaTa IpE] YIpaBisBallUTE MpU
e(EeKTUBHOTO H3IMOJI3BAHE HAa YOBEIIKUTE PECYpCH M YIPABICHHUETO Ha TOBEACHUETO Ha
opraHuzanusiTa ce ypenuuuxa. OpraHu3aluuTe Bce [OBEUYE ce OIMTBAT Jla HAMEPST 10-100pU
HAYMHU 32 U3I10JI3BAHE U [TOBUILIABAaHE HA YMEHUATA U CIOCOOHOCTUTE HA CBOSITA pabOTHA CUJIa,
B T.4. ¥ Upe3 HaMHpaHe HAa HOBU IIBTUIIA 32 [10JJ0OPsSBAHE HA YMEHUATA 32 MEXKyJIMYHOCTHA
MHTEpaKLMsl, KOMyHUKaIUs U paboTa B €KHUII.
[ToBeneHneTo Ha MHAWBUANTE U TPYIIUTE B OPraHU3ALUATA CE BIMSE OT LIMPOK HAOOp
oT (haKTOpH, KOUTO OKa3BaT CHIIHO BIMSHHE BHPXY (DYHKIIMOHUPAHETO i, a U3CIEABAHETO U
aHAJIN3bT HAa YOBEIIKOTO IIOBEJIEHUE B OPraHM3alMUTE C€ H3BbpIIBA 4Ype3 IpaBuiara U
[IOJIXOJIMTE HAa OPraHM3aLlMOHHOTO MOBeACHHE. Pa3riexaaikiu opraHu3anusaTa KaTo rpymna ot
X0pa, KOUTO JOIMPUHACST C yCHJIUATA CU 3a [IOCTUraHe Ha o0111a 11e1, TpsiOBa 1a ce uMa IpeBu,
4e TS € BUJ] MEXaHNU3bM, KOWTO oMara JeHHOCTUTE J1a c€ U3BbPLIBAT €(EKTUBHO.
VYipasngBamuTe ca M3INPABEHW Ipel NPEAU3BUKATEICTBOTO Ja M3CIENBaT MU
YCTAaHOBAT BIUSHUETO HA MEXIYJIMYHOCTHUTE OTHOILIEHHUS B I'pylla IPHU HU3TPakJaHETO Ha
eKUIIM, Ja aHaJau3upaT Npobiemure B NpodecHOHAIHATa NPAKTUKAa M BB3MOXKHOCTHUTE 3a
MOBHIIIABaHE HA MPO(ECHOHATHUTE TOCTIKEHU. OCHOBEH IPUOPHUTET 3a IIOCTUTAHETO HA Ta3H
LeJl € ThPCEHETO Ha MOJIXOSIIM 33 ChOTBETHATa CTPYKTypa HAuYMHU 3a MOJOOpsIBaHE Ha
CbCTOSIHUETO Ha MEXTyJIMYHOCTHUTE OTHOLLIEHUS B OPraHU3aLUsTA.

2. U3CJIEJOBATEJICKA TE3A

BnusiHueTo Ha MEXIyJIMYHOCTHUTE OTHOUIEHMS B IPyIa, pa3rIefaHO U U3CJIEIBAHO
IIpe3 IpU3MaTa Ha YIpaBICHUETO HA XOpa M OpraHU3aliy, UMa PEllaBallo 3HAYEHHUE INIPU
(dopMHpaHETO Ha KOJIEKTUBU OT XOpa, MPU U3rPAXJAHETO HAa €KUIHU U TAXHOTO €(PEKTUBHO
(yHKIIMOHHUpAHE.

3. HEJ U 3AJJAYN HA U3CJIEJIBAHETO

OcHoBHaTa 11eJ1 Ha AUCEPTAIIMOHHHUS TPY/I €, HA OCHOBAaTa Ha EMITMPUYHO HU3CIIe/IBaHE,
ype3 aHaJIU3UpaHe Ha OpraHu3allMOHHATa Cpella U OPraHU3alMOHHUS KIIUMAT B CTPYKTYPH OT
HBY ,Bacun JleBcku”, nma ce mpociend e(QeKTUBHOCTTa Ha OPraHU3AI[MOHHUTE
B3aMMOOTHOIIEHHS U paboTarta B TPYIHU U KUK U a C€ MPEAOCTaBAT HACOKH 3a MOJA00psBaHe
Ha MEXIyINYHOCTHUTE OTHOIIEHHUS, CIOCOOHOCTTa Ha OpraHM3alusaTa Jla Cce CIpaBU C
mpoOJIeMr OT MEXIYJINYHOCTEH XapaKTep, YMEHUsATa 3a paboTaTa B KOHMOIUKTHH CUTYaIlMHA 1
MOCTUTaHE Ha MTO-BUCOKU HUBA HA IOBEPHUE U CHTPYIHUYECTBO.

BBB BpB3Ka ¢ feduHUpaHaTa OCHOBHA )T B TUCEPTAIMOHHUS TPy ca GOpMYyITHUpPaHU
3a pelllaBaHe CIECHUTE HAyYHO-U3CIEA0BATEIICKHU 3a/1aUH:

1. Jla ce u3BBpIIM TEOPETHYEH IMperyie] Ha OCHOBHH TOCTAHOBKH, Kacaerln
OPraHu3alMOHHOTO MOBEACHUE, U Ja CE IIPOCIIEIN €BOJIIOLMATA My YpE3 HETOBUTE TPU IJIaBHU
HHBA - UHAUBUAYAJIHO, TPYIIOBO U OPTaHU3AL[MOHHO.

2. Jla Oppar (aHamu3uWpaHu) MOMOOPEHW U JOPA3BUTH CHIIECTBYBAIM Beue
METOJIOJIOTUH 3a U3CJIEABAHE HA BIUSHUETO HA MEKIYJIMYHOCTHUTE OTHOILIECHUS B IpyIa Ipu



U3TPKJAHETO Ha EKUMH, OTYUTAWKH OCOOCHOCTHTE M cHel(uKaTa Ha PECHOHJICHTUTE B
cpenara 3a 00pa3oBaHME U HayKa B CUTYPHOCTTA M OTOpaHaTa.

3. Jla ce mpoBene eMOMPUYHO HM3CIEBAHE B peajHa cpela U Ja ce M3BBbPUIH
CTaTUCTHYECKH aHAIM3 Ha HAOJIOJaBaHUTE SIBICHHUS W TPOLIECH, Kacaelld BIUSHHETO Ha
MEX1yJIMYHOCTHUTE OTHOLLEHUS B rpyla, IPU U3rpaKaaHeTo Ha ekunu B Hannonaien BoeHeH
yHUBepcUTeT ,,Bacui JIeBCku” U pa3TuyHU HETOBU CTPYKTYPHU, 3B€HA U PECIIOH/ICHTH.

4. Jla Obmar OTKpUTH HpOOJIEMHUTE OOJIACTH M Ja C€ IMpeasoKaT HACOKU 3a
o100psiBaHe Ha ChCTOSTHUETO HA MEXIYJIMYHOCTHUTE OTHOIICHUS B IpyIa P U3TPaKIaHETO
Ha €KHUIIM B CTPYKTYPH U 3BeHa OT HannoHalieH BoeHEeH YHUBEPCUTET ,,Bacun JIeBcku™.

4. OBEKT U IPEAMET HA U3CJIEJIBAHETO

OOekT Ha M3CiIeBaHE B HACTOSALIUS JUCEPTALMOHEH TPy Ca MEXIYJIUYHOCTHUTE
oTHomeHUs B HauuoHaneH BoeHEH yHuBepcUTeT ,.Bacun JleBCku” M pa3nuyHu HETOBU
CTPYKTYPH, 3B€HA U PECIIOHICHTH.

INPEAMET HA U3CJIEABAHETO
IlpeamMer Ha wW3cienBaHe Ha JUCEPTALlMOHHUA TPyJ € BIMSAHUETO Ha
MEXYJINYHOCTHUTE OTHOLICHHS B IpyIla IIPU U3rPAXKIAHETO HA EKUIIN.

5. METOIOJIOI'UsI HA U3CJIEABAHETO

W3cnenBaHeTo BbPXY BIUSHUETO HA MEXKIYJUYHOCTHUTE OTHOIIEHHUS B Ipyna Mpu
u3rpakgaHero Ha exkunu B HauuonaneHn BoeHeH yHuBepcuter ,Bacun JleBcku” ce
ochiecTBsBa B mepuoaa 2023-2026 r. [Ipe3 2023 r. ce u3BbpIIBa MOATOTBUTEIHATA paboTa 10
U3CIEABAHETO C IPOYUYBAaHE HA TEOPETUYHU U MPAKTUKO-IIPUIIOKHH ITIOCTAHOBKY HA BOJEILHU U
HOBM OBJITAPCKU M CBETOBHM aBTOPH B 00JIACTTA HA YNPaBJIEHUETO HA IPyNoBaTa TUHAMUKA U
OpraHM3allMOHHOTO NoBeneHue. B mepuonma Maii-cemremBpu 2024 1. ce ochblIecTBsIBa
IIPOYYBAHETO 4Ype3 BBIIPOCHUK B peajHa cpena BbB (akynrer ,,CUrypHOCT U oTOpaHa”,
no3uuuoHupad B rpax Bemuko TwpHOBO, ¢akynrer ,Jloructuka M TeXHOJIOTHUU,
no3unronupan B rpan Bemuko TepHOBO, hakynret ,,Aptunepus, [IBO u KUC”, akanemuunusi,
U aIMUHUCTPATUBEH ChCTaB KbM TAX, aAMUHHUCTpanusaTa Ha HallnonaneH BoeHeH YHUBEPCUTET
,Bacun JleBcku” u IlpodecuonaneH cepkKaHTCKM KoJie)k KbM HarumoHaneH BoeHEH
yHUBEpcUTeT ,,Bacui JIeBcku”, MocieqHUTE KaTO KOHTPOJIHATA TpyNna B H3CIEABAHETO.
Ankernpanu 160 ciry>)kxutenu, OT KOUTO: aKaJeMUYEH ChCTaB — 82 AyLIM; aIMUHUCTPAaTUBEH
cberaB — 58 aymu; [Ipodecnonanen cep)kaHTCKU KOk (KOHTPOJIHA TPYIIa B U3CIIEBAHETO) —
20 mymn. B3enute ygacTtue ciry>KMTENH OT CTPYKTypuTe Ha HanmoHaneH BOGHEH YHUBEPCUTET
»Bacui JleBcku” ¢popMupar npecTaBUTENIHa CTATUCTUYECKA U3BAKA, IOKATO PECTIOHACHTUTE
Ha KOHTpOJIHATa rpyna B u3cieaBaHeTo — lIpodecuonanen cepkaHTCKH KOJex, popMupar
reHepallHa CTaTUCTUYECKA ChBKYNHOCT. B mepnoaa 2025-2026 r. ce n3BbpiiBa CTaTUCTUYECKA
00pa0oTKa Ha JaHHUTE, MOJIyYeHU OT EMIIMPUYHOTO M3CJIE/BaHE B peajiHa Cpeja, U3TOTBS ce
MOJIeJT 32 TOJOOpsABaHE ChCTOSHUETO Ha MEXKIYJIMUYHOCTHUTE OTHOLICHHUS MPHU M3TPaKJaHETO
Ha exknnu B HBY ,,Bacwuir JIeBcku”.

N3cnenBaHeTo ce OCHOBaBa Ha CBBKYNMHOCT OT MeToau. Karo ocHOBEH Mmerop €
MIOATOTBEHO M NPOBEIACHO EMIMPHYHO M3CIEJBAHE B peajlHa Cpela Cpell CIIyXKUTEIU Ha
Hammonanen BoeHeH yHuBepcUTET ,,Bacun JIeBCkU” B pa3iMyHU HETOBU CTPYKTYpPH, 3BEHA U



pecrionieHTH. [IpHUIokKeHn ca METOM Ha UCTOPUKO-TEOPETHYHO M3CIeIBaHe, KOMOMHUPAHU
METOM W CHenu(UIHN METOAW KaTo HaOJI0JACHHWE, CPaBHUTEICH aHAIW3, WHIYKIUSI,
JNENYyKIHs, CUCTEMEH IOJXO0Jl, aHKeTH M WHTEPBIOTAa, MaTeMaTHYeCKa W CTAaTUCTHYECKa
obpabotka Ha gaHHWM. C 1€ MOTBBP)KIAaBaHE Ha PE3YyJNTAaTUTE M B3aMMCTBaHE Ha J00pU
MPAKTUKKA CE€ TMPOBENe ABJIOOYMHHO HMHTEPBIO C MPEACTABUTENN HAa KOMAHJBAaHETO Ha
[TpodecronaneH cep>KaHTCKH KOJIEK.

3a M3BEXKIAHETO Ha CTAaTUCTHYECKU 3HAYMMHU DPA3JIMKUA € H3IMOJI3BaH MaTeMaTHKO-
cratuctuuecku copryep MATLAB (MATrix LABoratory) m mporpamMu 3a HW34HCICHHS B
Microsoft Excel. B mombiiHeHue, 3a mpoBepka Ha CTATUCTHYECKU 3HAYUMU JaHHU, CHOUTHS U
SIBIICHUS, € M3BBPIIECHO CTATUCTUIECKO CPAaBHEHUE, Upe3 ABYCTPAHEH Z — TECT 3a CpaBHEHUE Ha
OTHOCHUTEIIHU 4YeCTOTH (TPOTOPIMK) B JABE HE3aBUCUMHU M JIBycTpaHeH TecT Ha CTIOABHT 3a
CpaBHCHHE Ha CpEIHUTE B JBE HE3aBUCHUMH W3BaJKU. PesynTarute OT IUArHOCTUYHHS
EKCTIIEPUMEHT ca 0()OPMEHU U TMPEACTABCHH KAKTO TAOJIMYHO, TaKa ¥ TpapuIHO.

OI'PAHUYEHMUA

W3cnenBaHero uma J00pOBOJIEH XapakTep, MOpaaud KOETO He oOXBallla reHepajHaTa
ChBKYyNHOCT KbM HanmonameHn BoeHeH yHuBepcuteT ,,.Bacun JleBcku”, a mpeacraBUTeNHA
U3BaJiKa OT IEpCOHAIa.

B u3cnenBanero y4yacTtBar mpeacTaBUTENN OT aKaJEMUYHUS ChCTaB, MPEACTABUTEIN OT
aJIMUHUCTPATUBHUSA ChCTaB U lIpodecnonanen cepskaHTCKH KOJICK, MOPaad CBbP3aHOCTTA Ha
pabotara u TsicHaTa paboTHA Bpb3Ka B €XKETHEBHHUS paOOTEH MPOLIEC MEXKTY TPUTE U3CIICIBAHH
IpymHu.

EmMnupuuHOTO M3CnenBaHe B peallHa Cpella Ce ChCperoTodYaBa BBPXY aHaIW3 Ha
BJIUSHUETO Ha MEXAYJIMYHOCTHUTE OTHOIIEHUS B Ipyla NPU U3rPa)XJTaHETO HA €KUIHU IIPU
3HaUYUMHU CTPYKTypu KbM Hanmonanen BoeHeH yHuBepcurer ,Bacun JleBcku”, HO
Ipe/UIo’KeHaTa METOAOJIOrHs OM MOTja Ja ce M3IMOJI3Ba 3a JMArHOCTHKA Ha CTPYKTYpHU OT
JTbPKABHOTO YIIpaBJIeHUE U MyOJIMYHUTE OPraHn3aluy, OU3HEC-OpUEHTUPAHUTE OPTaHU3alluH,
HENPABUTEJICTBEHUTE OpraHU3alnu.

II. CTPYKTYPA U CbABPKAHUE HA TUCEPTALIMOHHUSA TPY [

1. CrpykTypa Ha IHCEPpTALMOHHHS TPYA.

PazpaboTBaHeTo Ha UCEPTALIMOHHMS TPY/] € HACOYEHO KbM U3ITbJIHEHHE HA [IOCTaBEHATa
Hay4YHOM3CIIEI0BATENICKA LN U IIPOU3IU3AIINTE OT HESl U3CIIEI0BATENICKH 3aJa4l. AHAIU3BT €
KOHIIEHTpUpaH KbM OO€KTa M MpeaMeTa Ha M3CleBaHe B ChOTBETCTBHE C (hOpMyTUpaHaTa
u3cleoBaTelIcka Te3a M MOCTaBeHUTe OrpaHuyeHus. B Ta3u Bpb3ka, AMCEPTALIMOHHUST TPY.I
Ce ChCTOM OT YBOJ, TPH I'JIaBU CbC ChOTBETHUTE U3BOJU KBbM TSIX, OOLIN U3BOJIHU, 3aKIIIOUEHUE,
CIHCHK C U3MOJI3BaHAaTA JINTEPATypa U CIUCHK HA MPHIIOKEHUATA.

CpabpxKaHHETO Ha JUCEPTAUOHHUS TPYJ € CTPYKTYPHUPAHO KAKTO CJe/iBa:

CbABPKAHUE
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1. Uctopuyecku mperiiesi, ChIIHOCT M 3HAYCHHE Ha OPTaHU3alMOHHOTO TMOBEICHHUE. .. .. ... ... 11
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CHuHTe3upaHo U3/105KeHHe HA THCePTALMOHHMS TPYA.

I''TABA ITBPBA ¢ o3arsiaeHa Konnenuus 3a OpraHn3anMoHHOTO MOBEJCHHE Tpe3
Npu3MaTa Ha YNpPaBJIeHHEeTO W BpPb3KaTa ,,MHAMBHUA-Tpyna-opranusanusi”’. B Hesa e
HalpaBeH HCTOPUYECKU TMperjie[;i Ha ChHIIHOCTTa W 3HAYEHHWETO Ha OPraHU3aIlMOHHOTO
noBeseHrue. Ha crenBamo MsICTO ce M3SICHSBAa U aHANU3Mpa WHIUBUIYATHOTO YOBELIKOTO
MIOBEJICHNE B Ipolieca Ha Tpyaa. Pasrienano e rpynoBoTo MoBeIeHHUE, TPYNIOBa JUHAMUKA U
BpB3KaTa MEXy MEXYJTUYHOCTHUTE OTHOILEHHS U Ch3/1aBaHETO HA €(hEKTUBEH EKHII.

1. Ucropuyeckn nperen, CbIIHOCT M 3HAYeHHE HA OPraHN3ANMOHHOTO MOBEICHHE.

OpraHu3anMoOHHOTO TOBeJeHHe € 00JacT Ha eKCHepTH3a, H3yyaBamia TpHU
JNETEPMUHAHTH Ha MTOBEJCHUETO B OPraHU3alUUTE: UHAUBUJ, IPyIla U OPraHU3alusl B CBOSITA
1snoctT. M3cimenBa 4OBEIIKOTO MOBEIEHUE B OPraHM3AlMOHHATA Cpelja U ThPCH OTTOBOP Ha
BBIIPOCA, KaK YOBEKBHT CH B3aUMOJICHCTBA C OpraHU3alMATa U KaK OpraHU3alMsTa BIIAsIE BbPXY
IIOBEJICHUETO Ha XopaTa B Hesd. OCHOBHATA 11€J1 Ha OPraHU3al[MOHHOTO ITOBE/ICHUE € J1a 00sCHH,
IIPOTHO3HMpA U BJIMSE BBPXY IMOBEICHHETO HA XOpara W IPYNHTE B OPraHMU3alMUTe, KaTo
u3creBa MOBEACHUETO U ISHCTBUsATA HAa XOpaTa B paboTHA cpeja.

TepMUHBT ,,0praHU3allMOHHO IOBEACHHE C€ IMOsIBABAa 3a IBPBU IBT B JOKJIAl,
nyOnMKyBaH OT amepukaHckute uscienoBatenu P. Topasn u Jl. Xayen npe3 1959 roauna
OTHOCHO TIPOBEJIEHO H3CJeIBaHE B aMEPUKAHCKU Ou3Hec MmIKouu. OpraHu3alvoOHHOTO



MIOBEJICHNE € IPWIOXKHA IIOBEIEHYECKa HAyKa, W3rpajeHa BbpPXy IPUHOCH OT perula
MIOBEICHYECKU AUCLUUILIIMHY, [JIABHO IICUXO0JIOTHS, YIIPABIEHHUE, COLIMOJIOTHS U @HTPOIOJIOTUSI.

B knurara cu ,,JloBeaennero B opranuzanuute’”’, myonukyBana npe3 1991 r. Ban ®@nuiit
1I0COYBa, Y€ OPraHU3aLMOHHOTO IOBEACHUE € ,,U3CJEIBAHE HA YOBELIKOTO IOBEICHUE B
PaMKHTe Ha OPraHM3alUATa, CAMATa OPraHU3allis U B3aUMOJIEHCTBUETO MeX Iy TAX aBeTe’ ! u
TBBPIY, Y€ TO C€ 3aHMMAaBa C XAPAKTEPUCTHKHUTE Ha IMpOLECcUTe, KOUTO (opMHUpaT camaTa
OpraHu3alys ¥ C YOBELIKUTE XapaKTePUCTUKU, NOTPeOHOCTHM M MOTHBAILMs Ha XopaTa Ja
paboTAT B OpraHu3auATa.>

Hpyra nepununus npeansara CtuBbH PoOuHC, crnopen KOWTO OpraHM3alMOHHO
MOBEJICHHE € ,,M3CIIe0BATENICKa 001acT, KOSTO MPOyYBa OTPAKEHUETO, KOETO MHIUBHIUTE,
IpyIUTE U CTPYKTypaTa NpEeAU3BUKBAT B IOBEACHHETO HAa OpPraHM3allMUTE C OIIE] Ja ce
NPUJIOKAT TE3W MO3HAHHWA, 32 Ja ce Noao0pu e(eKTUBHOCTTa OT (YHKIMOHMPAHETO HA
opraHm3anuaTa’™.

ITpe3 2018 r. B,,0Organization and Organizational Behaviour” [IxxedepchH YailT mocousa,
Yye OpraHMu3alMOHHOTO MTOBE/IEHUE CE 3aHUMaBa C ,,M3y4yaBaHETO HAa TOBA KAKBO IPABAT XopaTa
B ¢/lHA OPraHU3alUs U KaK TOBa MOBEICHUE BIUsE BbPXY NPEACTABIHETO HA OpPraHU3alusaTa .
Knacuueckara epa B pa3BUTHETO Ha OPraHU3aLMOHHOTO MOBeAeHHE 00XBala nepuoja ot 1900
10 1930 r., npuOAM3UTENHO KOraTo 3alouBa Jla ce€ pa3BUBa I'bpBaTa HayyHa TEOpHUs Ha
YIPaBJIEHUETO.

B npoabimkeHne Ha MHOTO TOIMHU HAyYUXMe, Y€ OPraHNu3allHOHHOTO MTOBEICHHUE TPSOBa
Jla ce U3yuyaBa U [puiiara B paMka 3a HenpeaBuJeHu o0ctogrencTa. Hali-3Haunmure Temu 3a
u3cieiBaHe B MOMEHTA U TE3U C Hal-roJIsiM IPUHOC KbM pabOTHATA Cpesia U HEHHOTO ISIIOCTHO
nonoOpsiBaHE ca CBbpP3aHU C TEOPUU 3a MOTHUBAIMs, CTWIOBETE Ha YIIpaBlieHHE,
MEXIYJIMYHOCTHUTE OTHOLIEHUS, KOMyHHUKAIUATa U IPYr'HM BUJOBE MHTEPAKIIMU MEXIY Xopa
U TpynH, JMIEpCTBOTO, KOH(JIMKTHOCTTa, CTPYKTypaTa M JAM3aiiHa Ha paborarta,
yJIOBJIETBOPEHUETO HA CIyKUTenuTe. Bpbh3kaTa HHAMBU (MHIUBUIYATHH XapaKTEPUCTUKU U
0cO0eHOCTH) — Trpymna (TPYHoOBH XapakTEPUCTHKU W OCOOCHOCTH) — €KHUN (EKUITHU
XapaKTepUCTHUKU U OCOOEHOCTH) M opraHu3anusi — (OpraHU3allMOHHU XapaKTePUCTHKU U
0COOEHOCTH) € OCHOBOIIOJIarala py U3cjaeiBaHe Ha YOBEUIKOTO IMOBEJICHUE B OPraHU3alUNTE.

2. OCHOBM HA MHAUBHAYATHOTO YOBELIKO NOBeJeHHE — Pa3KPUBaHe, U3AICHSIBAHe U
aHAJIM3MPAHe HA YOBEUIKOTO MoBeeHUe B Ipoleca Ha TPyaa.

VYIpaBIeHUETO HA HMHAMBUIYAIHOTO TPYAOBO IOBEIAECHUE € CBHP3aHO C Pa3KpHUBaHE,
U3SCHSIBaHE M aHAJIM3UpPaHE Ha YOBELIKOTO MOBEJCHUE B Mpolieca Ha Tpyaa. Bceku doBemku
WH/MBH]] TIPEJICTABIsIBA OpPraHWYHA CHCTEMa, B KOATO CH B3aMMOJCHCTBAT TEHETUYHH W
conmayiHu (DaKTOpH W HETOBOTO IMOBEJICHUE € PEe3YiTaT OT TOBa B3ammojeicTeue. [lpu Bcekn

1 Van Fleet, D.D., Behavior in organizations. Boston, MA: Houghton Mufflin, p. 7.

2 Van Fleet, D.D., Behavior in organizations. Boston, MA: Houghton Mufflin, p. 7.

% Robbins, S.P. Organizational Behavior. NJ: Prentice Hall, 1993, p. 8.

“White, Jefferson. Organization and Organizational Behaviour. 2018. Studocu.com. https://www.studocu.com/en-
us/document/california-state-university-chico/seminar-in-organizational-behavior/bca-629-ob-lecture-notes-1-
3/3990404, available 15.01.2023.



WH/MBH]] TOBAa B3aUMOJICHCTBHE € pa3IMYyHO B KOHKPETHUTE CH TPOSIBK U TOBA BOIU IO
YHUKAJTHOCTTA HA BCAKA JIMYHOCT."

WHaMBUAYaTHOTO MOBEACHUE € CHBKYIMHOCT OT MOCTBIIKH, NEHCTBUS M pPEaKlMd Ha
JaJICH OPTaHU3bM HIIM YOBEK B OTTOBOP Ha BHTPEIIHH WM BHHIIHU CTUMYJIH, KaTO CE U3pa3siBa
B KOMYHHKAIUS C IPYTH CHIIECTBA U CpeaTa.

JlmuyHOCTHAaTa dYepTa € cHelu(uueH KOMIIOHEHT Ha JIMYHOCTTa, KOWTO OIHCBa
KOHKPETHUTE TCHJICHIIMU, KOUTO YOBEK TPSIOBA Ja UyBCTBA, MUCIHU M JCHUCTBA MO ONpEICIIcH
HaunH. KoHuenmwmsra 3a ,,['oneMuTe MeT JMYHOCTHH 4YepTH’ BKIOYBA HAOOpP OT OCHOBHH
4epTH, KOUTO MOTaT Jia ObJaT U3MO0JA3BaHH U YIPABIISIBAHU OT OPraHU3aIUUTE.

BaxHo BB3/1€iCTBHE BEPXY OpraHU3alMOHHOTO MIOBEICHUE UMAT PAOOTHHUTE IICHHOCTH,
HarJIaCu M HACTPOCHM S, KOUTO UMAT MOTCHIIMAJA J]a CU BIHSISAT B3aUMHO. PaboTHHUTE IIEHHOCTH
ca TMYHUTE YOKICHHUS Ha PAOOTHHKA OTHOCHO OYaKBAaHUTE Pe3yJITaTH, padoTa U TIOBEICHUE
Ha pabOTHOTO MSCTO, KOUTO Ca MPEIUKAT 332 BH3MOXXKHO €THYHO TMOBEJACHHWE Ha pabOTHOTO
MsicTO. PaOOTHUTE Harjacu ca CUCTEMH OT YyBCTBA, BAPBAHUSI U MHUCJIH, KOUTO XOpaTa UMaT 3a
TOBa Kak Jia ce Jbp)KaT B TEKYIIUTE CH paOOTHM MECTa M OPraHM3alluH, JIOKATO PabOTHUTE
HACTPOGHUSI ca YyBCTBAaTa Ha XopaTa MO BPEMETO, KOraTo T€ JICHCTBHTEIHO H3IThJIHSBAT
paborara cu.

PaGoTHUTE HACTpOCHHS CBIIO Ca BaXHU JICTCPMUHAHTH Ha IIOBCICHHETO B
opranuzanuute. HacTpoeHneTo mMa BaKHU MOCICTUIM 32 OPraHU3AIMOHHOTO MOBEICHHE.
KakTo mOJOXKUTEIHNUTE, TaKa W OTPHUIATCITHUTE HACTPOCHHS BIMSAT BHPXY B3EMaHETO Ha
peumrenus. Thil KaTo ympaBisBalOIUTe MOraT Ja HalpaBsAT MHOTO Hea, 3a Ja Hachpdyar
MIOJIOKUTEITHUTE HACTPOCHHUS, pAOOTHUTE HACTPOCHUS MOJIY9IaBaT JIOIBIHUTEIIHO BHUMAHUE OT
m3cienosarenure.

lonman (1998) pasrimexaa eMOIlMOHATHATa MHTEIMIEHTHOCT KaTO acUMHJIAIMS Ha
CaMOCh3HAHUE, €MIIaTHs, YBEPEHOCT, ONTHUMH3BM, KOHTPOJI Ha HMIYJICHTE, COIHaliHa
OCB3HATOCT, CAMOYTIPaBJIeHHE U B KpaliHa CMETKa yIpaBlieHUE Ha B3aMMOOTHOIIeHusTa. bap-
On (1997) xoHuenTyalu3upa €MOIMOHAHATA HWHTEIUTEHTHOCT KaTO CBBKYIHOCT OT
XapaKTePUCTHKU Ha YEPTHU U CHhCTOSHUS, KOHKPETHO MHTPAIICPCOHANICH M MEX Ty TMYHOCTHH,
CTpEC TOJIEPAHTHOCT, AJANTHBHOCT W CHOCOOHOCT 3a pellaBaHe Ha MPOOJIEMH, KaKTO H
ONTUMHCTHYHO HacTpoeHue.’ Ha paboTHOTO MACTO eMOIMOHATHATA HHTEJINTEHTHOCT MOXKeE 1A
ce U3M0JI3Ba 3a GopMUpPaHE HA XaPMOHUYHH €KHUITH, KaTO C€ BH3MOI3BAT OT TAJIAHTUTE Ha BCEKU
yrieH. 3a Ja MOCTUTHAT TOBa, KOJIETHUTE, KOWTO ca J100pe 3amo3HaTh C €MOILMOHAIHATa
WHTEJIUTEHTHOCT, MOTAT J1a ThPCIT Bh3MOKHOCTH JIa C€ MOTUBUPAT U JIa BABXHOBST JAPYTUTE
712 paboTAT 3aeIHO 3a Ch3aBAHETO Ha ycremeH exu.®

S [Terposa, E., Ynpasnenuero B npoMersamus ce cat, UK na HBY “B. Jlesckn”, Benuko TeproBO, 2012. ISBN
978-954-753-093-5.

8 Virtual University of Pakistan (2012). Organizational Behaviour. OVERVIEW OF COURSE. MGT502. Virtual
University of Pakistan, available 19.07.2023. vu.edu.pk https://ocw.vu.edu.pk » Course...

" Molloy, Sandra (2023). Team Building Interpersonal Relationships in Gaelic Games. A thesis submitted for the
Professional Doctorate in Elite Performance at the University of Central Lancashire.
https://clok.uclan.ac.uk/id/eprint/52800/1/DR%20THESIS3.0%20CLOK%20SUBMISSION.pdf, available
20.06.2025.

8 Bauer, Talya, Berrin Erdogan (2012). An Introduction to Organizational Behavior. This book is licensed under a
Creative Commons by-nc-sa 3.0 (http://creativecommons.org/licenses/by-nc-sa/3.0/) license. available
19.07.2023. https://2012books.lardbucket.org » pdfs » an-intro...PDF.



3. OcHOBH Ha I'pyNOBOTO NOBeJeHHe — IPYIa, TPYNOBAa AHHAMHUKA, Ch3laBaHe Ha
eKHUII

B nuteparypara ce cpemar pazHooOpa3Hu ornpeseneHus 3a rpynara. Haii-uecto s ce
MpeCTaBs KaTo ,,COMUAIHO (OPMUPOBAHKE B PAMKHUTE Ha OINpENEIeHA OPraHU3aIMs U Karo
CBBKYITHOCT OT IIOBEYE OT JBaMa WHAMBHMIM, KOUTO CH B3aUMOJEWCTBAT M CE HaMHUpAT B
OTHOILLICHHME Ha B3aMMHA 3aBUCUMOCT B IIPOIlEca Ha IIOCTUIAaHE Ha OIpelesieHH OOIIM Ley,
CTIOZIENAT CXOJHU XapaKTEPUCTHKM U KOJEKTHBHO YyBCTBO 32 EIHHCTBO H OTTOBOPHOCT.”

My3sadep llepud dopmynupa cieanara aepuHuUIMS 3a colualHa Ipymna ,,colHaaHa
€IMHUIIA, ChCTOSALIA ce OT OpOs Ha JIMIIaTa, KOMTO B3aUMOJICICTBAT €JUH C APYT 110 OTHOLLICHHUE
Ha: OOIIM MOTHBH M II€TH; OOIIONMPUETH POJH M Pa3leleHue Ha TpyJla; OOIIONpUET CTaTyc
(commaneH paHr) M B3aWMOOTHOULICHHUS; OOIIONPHETH HOPMU M IEHHOCTH; OOIIONPUETH
Harpaju M CaHKIMM, KOTaTo HOpPMHTE ca 0w cnaszenu unu Hapymrenn”.'® PaGoTaure rpymm
ca OCHOBHHMTE TpaJMBHM €JEMEHTH Ha €1Ha opraHm3anus. [pymnure pompuHaciT 3a
e(eKTUBHOCTTAa Ha OpraHMU3aLuATa, KOraTo LEJINUTe Ha IpyraTa ca ChIVIACYBAHU C LIEIUTE HA
OpraHu3aLuATa.

I'pyna e cbBKYNHOCT OT XoOpa, MpeIMEeTH WM SIBJIECHUs, 00eIuHeHu OT obOma uen. Ts
MOJK€e J1a 03Ha4aBa U KOJIEKTUB, 00€JMHEH 10 0011 IPU3HAK. 3a pa3jiiKa OT IpylaTa eKMIbT €
CBBKYITHOCT OT XOpa (MJIM OTJeJTHU CIELUAINUCTH ), KOUTO pabOoTAT 3a€JHO, 00EIMHEHH OT 001112
1eJT MJTK 3a/1a4a, KaTo CIIOJENAT YMEHHsI, OTTOBOPHOCTH M PECYPCH, 32 JIa TIOCTUTHAT 110-100pH
pe3yaTaTH, OTKOJIKOTO OMXa MOCTUTHAIN HHIUBUAYaTHO. EKHITBT MOXKe J1a ce OnpeieNu 1 KaTo
rpyma, B KOSTO WICHOBETE BIUSAT €IMH Ha APYT, 32 JIa CE TIOCTUTHE €/IHA WM TIOBEYE OT IIETUTE
Ha opranusanuaTa.!! EkumsT ce onpenens u KaTo rpyna oT Xopa, KOMTO U3BLPIIBAT 110 eHO U
CBHIIIO BpeMe, ChBMeCTHA paboTa Wi AeHCTBUE, O PHKOBOACTBOTO HA HAYAIHHUK. 2

Jlokaro rpynara Mosxe Ja pyHKLIMOHHPA KaTO ChbBKYITHOCT OT MHJMBHIU C OTHOCUTEIIHO
CaMOCTOsITeNIeH NMPUHOC, EKUITBT IMpeJrosara Mo-BUCOKa CTENEH Ha B3aWMHa OTTOBOPHOCT,
CHHEPTus U CHOJeNIeHa aHTaXKUPAHOCT KbM 0011 pe3ynTaT. PasrpaHnueHneTo Mexay rpymna u
eKHU ce U3sCHsIBa B TpyaoBere Ha Karenbax m CMuUT, KOUTO AeQHUHUpAT eKHUIa KaTo ,,MAIbK
Opoit Xxopa ¢ B3aUMOJIOITBJIBAIIN CE YMEHUS, aHTaXKUPAHU ¢ 00I11a 11eJ1, 00U pe3yJITaTHU IETH
¥ TIOJIXOJI, 32 KOUTO HOCAT B3aMMHa 0TroBopHocT” 13,

[TpoexTrpaneTo Ha epeKTHBEH EKUI O3HAYaBa B3€MaHE HAa PEIICHUs OTHOCHO ChCTaBa
Ha ekurna (ko TpsiOBa 1a ObJe B €KuIa), pa3Mepa Ha eKuna (ONTUMaIHUs Opoil Xopa B eKumna)
U pa3HooOpa3ueTo Ha exuna (TpsOBa JM WIEHOBETE Ha €KHIa Ja ca ¢ MoJ00EH ONMUT WJIH C
paznuyeH onuT). OTTOBOPUTE HA TE€3U BBIIPOCH I1IE 3aBUCAT JI0 TOJISIMA CTEIIEH OT THUIa 3ajiaya,
KOSITO €KUITBT 111€ U3IBIHSBA.

Mexk1yTHYHOCTHHTE OTHOLIEHHSI Ca BPB3KHTE W B3aMMOJICHCTBHATA MEXIY JBaMa
WIA TIOBEYE OYIIW, KOUTO BKIIIOYBAT OONIyBaHE, MPHUSATEICTBO, ONM30CT M MapTHHOPCTBA,
BapHpaimy OT BPEMEHHH JI0 JBJITOTPAHHU, KaTO ca OCHOBAaHM HAa €MOIIMH M MOTPEOHOCT OT

® IMetpoga, E., (2013). OcHosu Ha ynpasnenuero. UK na HBY ,Bacun Jlepckn”. Benuko Trproso. [ISBN 978-
954-753-121-5.

10 Sherif, M., C. Sherif, An Outline of Social Psychology, rev.ed. Harper & Brothers: New York, p. 143-180.

1 Deaconu, 2004, Deaconu, A. (2004). Factorul uman si performantele organizatiei. Bucuresti: ASE

12 Manbk akanemuden peunuk, 2010, Mic Dictionar Academic. (2010). Retrieved 13.01.2026, from Dexonline:
https://dexonline.ro/definitie/echip%C4%83

13 Katzenbah, J.R., and Smit, D. K. (1993) The Wisdom of teams. Creating the high performance organization.
Harvard Business Scholl Press.
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KoMyHHKaius. Te oOxBamar BCHYKU chepy Ha YOBEUIKUS KUBOT — OT CEMEMHU U MIPUSITEIICKU
10 poeCUOHATTHY BPB3KH, U Ca KIIFOYOBH 32 H3TPaK/IaHE HA YOBEIIKH OIHT, ChTPYTHUIECCTBO
U XapMOHHWYHO ChHINECTBYBaHE. MEXTyITHYHOCTHUTE OTHOIICHHSI Ca BCHYKH (OpPMHU Ha
CBBp3BaHE, KOUTO GOpMUPAME C APYTUTE, U3TPATICHU BHPXY OOIIyBaHE, EMOIIMH U CIIOACICHU
npexuBsBanus. Te ce OCHOBaBaT Ha KOMYHHUKAIUS U ChbBMECTHH JIEMHOCTH, KaTO Ca KIIFOUOBH
3a COLIMATHOTO CBBbP3BaHEe, BKIIIOUBAWKH CIIOAEISAHE, ChTPYJHUYECTBO U pa30oupaHe.

Bpb3kara mMexay Me:KAyJIUYHOCTHHTE OTHOLIEHHS] U Cb3/1aBAHETO HA e(eKTHBEH
ekun ¢ ¢yHIaMEHTallHa U Hepa3puBHA: JOOpPHUTE MEXIYJIUYHOCTHU OTHOIICHUS (IOBEpHE,
KOMYHHKAIUS, YBaXKEHHE, CbTPYIHUYECTBO, IO3UTUBEH KJIMMAT) Ch3JaBaT 3/ipaBa OCHOBA 3a
e(EKTUBEH €KHII, KaTO YBEJIMYaBaT CIUIOTEHOCTTa, MOTUBAIIUATA U MTPOYKTHBHOCTTA, JOKATO
JIOITUTE OTHOIICHUS BOJISAT IO KOH(PIIMKTH, HUCKO MPEJICTABSHE U PA3IIa]] Ha EKUIIA; YCIICITHUST
€KHUIT IIbK MOJAXpaHBa TE3W OTHOUICHUS 4Ype3 YCHEeXH W CHOJIEJCHU IeNd, KOETO BOAM [0
I0JIOXKUTETHA BEPUKHA pEaKLUsl.

4. OpraHu3anusTa — CJI0KHA COI[UATIHA CUCTEMA.

Opranuzanusra € CTpyKTypa, Bb3HHKBAIA B PE3YJITAT HA MPEIHAMEPEHA IOTOBOPEHOCT
3a 00€MHSBAHETO HA YCUIIMATA Ha ONPECIICH KPhI' X0pa, KOUTO IIe paboTAT 3a MOCTUTAHETO
Ha OlpeJesieHa KOJCKTHBHA eI, KOHTPOJIMPa COOCTBEHHTE CH PE3yJTaTH U MMa TPaHHIN
OTHENSAIHM 51 OT OOKpBXKaBamara cpega. B nmreparypaTa, TpeTHpamia TO3H BBIPOC, IMOJ
,»OpraHu3amus’ Hal-4ecTo ce paszOupa: peia, MOAPENCHOCT, CUCTEMATHU3UPAHOCT Ha HEIIO
MaTEepHaTHO WM JYXOBHO; HEII0, KOETO € MPOTHUBOIOJIOKHO Ha Xaoca, e30praHMu3alusiTa,
Oe3mopsabKa; NEHHOCTTa MO Ch3AaBaHE Ha IMOJAPENEHOCT;, OOeIWHEHWe, HWHCTUTYIHS,
YUPEKJICHUE; CIIOXKHA COIMATHA CUCTEMa, M3TpajicHa OT Pa3jIMYHK €JICMEHTH, MEXIy KOHUTO
CBILECTBYBAT BPB3KU U B3aMMO3aBHCUMOCTH. 4

OpranuzanroHHaTa CTPYKTypa U OpraHu3allMOHHATa KYJITypa BIUSAAT BbPXY TOBA Kak
XopaTa W TpYyNUTe ce AbpKAT B €lIHAa OpraHu3aius. 3aeHO T€ OCUTYpsIBaT paMKa, KOATO
oopmMs Harmacurte, MOBENEHHETO W TpeicTaBsHeTo. OpraHu3amuuTe TPSAOBA Ja CH3Iaaar
CTPYKTypa W KyJATypa, KOUTO MM TIO3BOJISIBAT Ja YNPaBIsABAT €(PEKTUBHO WHIUBHIANTE U
MEXIYTpYyNoBUTE OTHOIICHUs. OpraHu3alMoOHHATa CTPYKTypa € o(duIMalHaTa pamKa, 4pes3
KOSITO paOOTHUTE 3a/1a4M C€ PA3ACIAT, TPYIUPAT U KOOPIMHHUPAT.

3a HamMTe [eNU MpueMame, 4€ OpraHu3alloHHaTa KyaTypa € Habop oT HeGopMallHU
[IEHHOCTH ¥ HOPMH, KOWTO KOHTPOJIUPAT HAUMHA, MO KOWTO WHIUBUAWTE U TPYIUTE
B3aMMOJICICTBAT MOMEXAY CH M C XopaTa M3BBH opraHuzanusata. Kyntypara BCBHIIHOCT €
MOIIIEH HauWH 32 KOHTPOJIUPAHE U YIpaBJIEHHWE HA MOBEICHUETO Ha chykutenute. OCBeH ue
¥Ma TTOCIICVIIN 33 OPTaHU3AIMOHHOTO MPEJICTaBSIHE, OpraHU3aIMOHHATA KYJITYypa € ePeKTUBEH
KOHTPOJIEH MEXaHMU3bM 3a TUKTyBaHE HA MOBEJICHUETO Ha ciysknuTennte.

Ako cpemara Oemie CHBBPIICHO CTaTW4YHA, aKO YMEHHSTa W CHOCOOHOCTUTE Ha
CIIYXKUTCIIUTC Osixa BUHAru AKTYaJIHU U HECIIOCOOHU Ja CC€ BJOHIaT M aKO YTPCIOHUAT IACH
BHUHAru Oellre TOYHO CHIIUAT KaTO AHEC, OPraHU3AlMOHHUTEC ITPOMEHU Onxa uMaad MajIKoO WIN

HHUKAKBO 3HAYCHHUC 3a YHPABJISABAIIUTC. Peannusar csatr obaue ¢ Typ6y.]'ICHTeH N HU3HUCKBa

14 TTenues, I1., U. ITenuena, OcHoBYU Ha ynpasiieHueTo, u3a. Abarap, Benuko TsproBo, 2002, cp. 43.

15 Bauer, Talya, Berrin Erdogan (2012). An Introduction to Organizational Behavior. This book is licensed under
a Creative Commons by-nc-sa 3.0 (http://creativecommons.org/licenses/by-nc-sa/3.0/) license. available
19.07.2023. https://2012books.lardbucket.org » pdfs » an-intro...PDF.
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OpraHU3alMUTE M TEXHUTE WICHOBE Ja NMPETHPIAT AMHAMHYHA MPOMSHA, aKO MCKaT Ja ce
IIPECTaBAT Ha KOHKYpeHTHO HMBO. [lopagum koeTo, MOXeM Ja HanpaBUM M3BOJA, 4e
pa30upaHeTO Ha OPraHU3ALUOHHOTO MOBEJCHUE € BAXHO 3a YIPABIIABAIIUTE, KOUTO HOCST
OTrOBOPHOCTTa 3a MOAOOpsSBaHE HA OpPraHU3alMOHHATa E(QEKTUBHOCT, CIOCOOHOCTTa Ha
OpraHM3alnusTa Ja IOCTUra LENuTe cU. Te ca M3IpaBeHHW Npel] MPEAU3BUKATEICTBOTO Aa
M3CcieBaT U yCTAaHOBAT BIMSAHUETO HAa MEX/TyJTUYHOCTHUTE OTHOILEHUS B IPyIa U J1a HAMEPST
MOJIXOM 32 MOA00psIBaHE ChCTOSTHUETO HA MEXTYJIMYHOCTHUTE OTHOIIECHUS B OpPraHU3aLUsATA.

HAINIPABEHUTE N3BOJU OT I''IABA ITbPBA CA CJIEJHUTE:

Cnen pasriaenaHure MOAPOOHO TEOPETUYHM IOCTAHOBKM HA OPraHU3aLUOHHOTO
MOBEJICHUE MOTaT Ja ObJIaT U3BEJICHH CICTHUTE U3BOIM KBbM IThPBA TJaBa:

1. OcHoBHaTa NpaKkTUKO-IIPUIIOKHA L[€]1 HA OPTaHU3allMOHHOTO IIOBE/IEHUE € J]a 005CHY,
IIPOrHO3Mpa M BIIMsE BbPXY IOBEJACHUETO Ha XOpara M IPyNUTE B OpraHU3alMUTE, KaTo
u3cieBa IMOBEJICHUETO U JeWCcTBUATA Ha Xopata B paboTHa cpena, B T.4. Jla Ipujara
HaTpyNaHUTE 3HAHUSA 32 IOBEACHUETO Ha WHIMBHIUTE, TPYNUTE M OpraHu3auusTa U
KOHCTpYHpa LSUIOCTHO BHJKAAHE 3a TOBA KAKBO IPEJCTABIIABA OpraHU3aluATa, KaKk paboTH T
U KaK MOXe J]a ce IIPOMEHH, aKO TOBa CE HaJlara.

2. Bpw3kara MHIUBHJ (MHAMBUIYaJTHHM XapaKTEPUCTUKU U OCOOEHOCTH) — Ipyma
(TpyIoBU XapaKTEPUCTUKH U OCOOEHOCTH) — €KHUIl (EKUITHU XapaKTEPUCTUKU U OCOOEHOCTH) U
opranuzanys — (OpraHU3alMOHHA XapaKTEPUCTUKA M OCOOCHOCTH) € OCHOBOIIOJIAramia npu
U3CJeBaHE HA YOBELIKOTO MOBEACHUE B OPraHU3aLUNTE.

3. Bpb3kara MexXAy MEKAYIMYHOCTHHTE OTHOUICHUS M Ch3IaBaHETO Ha e()eKTUBEH
eKull € (QyHIaMeHTalHa M Hepa3puBHA: JOOpUTE MEXIYyJIMYHOCTHH OTHOILEHHs (JOBepHe,
KOMYHUKaIUs, yBaKE€HHE, ChTPYAHUYECTBO, TTOZUTUBEH KIMMAT) Ch3JaBaT 3/[paBa OCHOBA 3a
e(eKTHBEH eKHUIl, KaTO yBEJINYaBaT CINIOTEHOCTTa, MOTUBALUATA U MMPOYKTUBHOCTTA.

4. Opranu3zanMoHHaTa CTPYKTypa M OpraHM3allMOHHATa KYJITypa BIHAAT BbPXY TOBA
KAaKBO € IOBEJICHUETO U KaKBM ca JIEHCTBUATA HA XOpaTa U IpYNUTE B €IHA OpraHu3alusl.
OpranuzaloHHaTa CTPYKTypa MpenocTaBs OQUIMalHATA paMKa, 4pe3 KOSTO pabOTHUTE
3aJla4uM ce pa3AessiT, Tpynupar, KOOpJUHUPAT U OMKCBA KaK YIpaBJIABALUTE TPYNUpaT Xopa U
pecypcH, MHTErpUpaT Xopa M TpPyNH, 3a Ja T'M CTUMYJIUpAT JAa paboTAT 3aeJAHO U Kak
OpPraHM3alMOHHUTE LIEHHOCTH M HOPMHM BIMSSAT HAa B3aMMOOTHOILEHUATA MEXIY TPYNHUTE U
e(EeKTUBHOCTTA Ha OpraHU3aLUATA.

I''TABA BTOPA e o3arnaBeHa EMnupu4HO u3ciieaBaHe BbPXY BJHMSHHETO Ha
MEXK1YJHYHOCTHUTE OTHOLICHHUS B rPpyna Npu U3rpakaaHero Ha exunu B Hanuonajen
BOCHEH YHHBepcureT ,,Bacun JleBckun”. B Hes ca pasrienaHu METOAMTE 3a U3CJIEIBAHE HA
MEXIYJINYHOCTHUTE B3aUMOOTHOUICHUS U € U3BEICHA YHUBEPCAIHA METOUKA 32 U3CIICABAHE
Ha ILeJIeBUTE TPYNH, NMpPU OTYMTaHEe Ha creuudukata uMm. M3BbpiBa ce craTucTHyecka
00paboTKa Ha JAaHHUTE OT MPOBEJCHOTO EMIIMPUYHO U3CJIEIBAaHE B peaHa cpefa.
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1. MerogoJsiorusi Ha M3CJeABAHETO BbPXY BJHSAHHETO Ha MEKAYJIMYHOCTHUTE
OTHOLLIECHMS B Ipyna NpH U3rpakaaHeTo Ha ekunu B HanmonaneHn BoeHeH yHUBepcUTET
»Bacuj JleBcku”

EMOupryHOTO M3ClieBaHE BBPXY BIUSHUETO HAa MEXKIYJINYHOCTHUTE OTHOLIEHUS B
rpyna Inpu M3rpaxkjaHeTo Ha exkunu B HaunoHnasieH BoeHeH yHuBepcuTeT ,,.Bacun JleBcku”
IIPEMUHAaBa Mpe3 HAKOJIKO eTara: AMarHOCTHYEH eTal, MPU KOWTO ce W3BBbpIIBA Iperies Ha
TEOPETUYHHUTE NOCTAHOBKHU, Kacaely IpoOjema, YCTaHOBsABa Ce Bpb3KaTa UM C OOEKTa Ha
U3CJe/IBaHE M Ce M3TOTBSI METOJOJIOTHUS 32 U3CJIE/IBAHETO; OCHOBEH €Tall, B TEYEHUE Ha KOMTO
ce IPOBEXJaHE HAa EMIMPUYHOTO M3CIEABAHE B peajHa cpela W 3aKIIUuTeNIeH eTal, Ipu
KONTO ce yCTaHOBSBAT M aHAJIU3UPAT OTKPUTHUTE HA MPEIXOIHUS eTall MPoOJIeMH U Ce ThPCAT
BB3MOKHU PElIeHHUs1, Ha 0azaTa Ha YCTAHOBEHHUTE CTATHUCTUYECKU JAaHHU CE TpeJyiara HayqHo
000CHOBaH MOJEJN 3a MONOOpsIBAHE CHCTOSHUETO HAa MEXIYJIMYHOCTHUTE OTHOIICHUS NpPU
m3rpaxaaneTo Ha ekunu B HBY | Bacun JleBcku™.

Meronosorusita 3a M3CIAEABAHETO BBPXY BIMSHUETO HAa MEXAYJIUYHOCTHUTE
OTHOILIECHMS B IpyIa PU U3rpa)IaHeTo Ha ekuiu B HanmoHnasneH BoeHeH yHUBEpPCUTET ,,Bacui
JleBcku” e pa3paboTeHa B CbOTBETCTBUE C TEOPETUYHOTO OOTaTCTBO, ChIIBPHKAILO CE B HAYKHUTE
[0 yOpaBJe€HUE, YIpaBJIEHHE Ha YOBEIIKHTE PECYpCH, OpraHU3allMOHHA IICUXOJIOTUS U
OpPraHU3alIOHHO IOBEJEHHE, C OTYUTAHE Ha OBIrapCKus, PyCKUs U 3alaJHOEBPONEHUCKUS
onuT. M3mons3Banu ca pasHOOOpa3ue OT TEOPHH, KOHIIETIUN W METOJUKHU 32 M3CIICABAHE HA
MEX1yJIMYHOCTHUTE B3aUMOOTHOILIEHHS, KOUTO Ca IPUBEJIEHU B CbOTBETCTBUE C U3CIIEIBaHATA
1esieBa rpymna, pu OTYUTAHE HA HeHATa crieuQuKa.

[Ipu KOHCTpyupaHe Ha BBIPOCUTE 3a MOAYJI I'bPBH ,,JIMarHOCTHKA Ha JIMYHOCTTA U
WHAMBUYaTHOTO IOBEJEHUE” ca M3MOJI3BaHM OCHOBHO KOHLENIMUTE 3a: ,lolemure mer
JUYHOCTHU YepTH’ — CrOBOPYMBOCT, JOOPOCHBECTHOCT, HEraTMBHA €MOIIMOHAIHOCT,
eKCTPOBEPTHOCT W OTKPUTOCT; pabOTHM II€HHOCTH, HarjacMk M HAacTpPOeHHUs B T.U.
yJIOBJIETBOPEHHE OT paboTaTa, BKJIIOYEHOCT B paboTaTa U OPraHU3ALMOHHUAT aHTa)KUMEHT;
eMIaTHsl, EMOIIMM U EMOIIMOHAIHA HHTEJIUTEHTHOCT; CTEPEOTUITN; paOOTHA €TUKA U €TUYHOCT;
IpyTH.

[Ipu KoOHCTpyupaHe Ha BBIPOCUTE 3a MOAYJ BTOPH ,,JIlMarHocTHMKa Ha TpyNOBOTO
MOBE/ICHNE U TPYNOBa JUHAMMKA™ ca M3MOJ3BaHU MIPEIMMHO KOHIIETIIUUTE 3a: paOOTHH POJIH;
IpyNOBU HOPMHU; pa3BUTHE Ha IpyTaTa; pa3orupaHe 3a €KHIl U eKUITHOCT; TpobIeMHu, 3a0esa3aHn
110 OTHOLIEHWE HAa MOTHUBAIUATA HA JIMYHUS ChCTaB 3a padoTa U M3MBJIHEHUE Ha CIIy)KeOHHUTE
3abJDKEHUS; €JIeMEHTH B rpymnoBarta paboTHa cpena. Ilpu KoHCTpyHMpaHe Ha BBIIPOCUTE 3a
MOJyJI TPETH ,,J{MarHOCTHKA Ha OPraHU3aLKATa U OPraHU3allMOHHO [TOBEICHNE™ €A U3II0JI3BAHN
IJIaBHO KOHLIETILMUTE 3a: CTHJI Ha yNpaBieHHUE; JTUAECPCTBO U JUACPCKO NMPUCHCTBHE; BIACT U
Hepapxusi; MOTUBAlLIMS;, HUBO Ha KOH(MIUKTU U KOH(IMKTHOCT; arpecus B paboTHaTa cpena;
OpraHM3alOHHA KYJITypa; OpraHU3al[MOHHA TPOMSHA.

B nombinHeHue 3a nmpoBepka Ha CTATUCTHYECKU 3HAUMMU JTAaHHU, CHOUTHS U SIBJICHUS €
U3BBPIIEHO CTaTUCTHYECKO CPABHEHME, NMPH KOETO € M3MOJI3BaH CIEIHUSAT CTaTUCTHUYECKU

MHCTPYMEHTapUyM:
1. OnwucaTtenHu CTaTUCTUKU — TAOJIUIM U TPapUKH.
2. JIBycTpaHeH Z — TeCT 3a CpaBHEHUE HAa OTHOCUTEIHH YECTOTH (TIPOIIOPIIUH) B

ABC HC3aBUCUMH HU3BAJIKWM, OTHOCHO HAJIMIUCTO Ha ONPCACIICH MMPU3HAK, IIPU KOHUTO HYyJICBATa
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XHUIOTE3a IJ1acH, Y€ pa3InunueTo MKy MPOMOPIMHUTE B IBETE U3BAIKHU UMa CITy4aeH XapakTep.
[IpoBepsiBaiiaTa cTaTUCTHKA MMa BUIA:

Z — P1— D2
(O (- Lz )
1.1

KbIeTO Ny U N, ca obemuTe Ha jaBeTe M3BANKU, P; = f1/My u Py = f,/N, ca

IIPOTIOPIIMKTE OT JBETE U3BAJKH, a f1 U [, a YeCTOTHTE Ha NpU3HAKa B JBETE U3BajIKH. [lpu
BApHA HyJieBa XHWIIOTE3a, MpPOBEpsBaIlaTa CTATUCTHKA HMa (NMPUOTU3UTEITHO) HOPMAIHO
cranjaptHo Z-pasnpenesnenue. Hynesara Xunoresa ce OTXBBPIJISA NMPH JA0CTATBYHO TOJEMH

croitHocTn Ha |Z|.
3. JlBycrpanen Tect Ha CTIONBHT 3a CPaBHEHHE Ha CPEIHHMTE B [BE HE3aBMCHMHU
W3BAJIKH, IPH KOMTO HyJIeBaTa XUIIOTE3a IIACH, Y€ Pa3IMUUeTO MEKIY CPEIHHUTE B IBETE
U3BaJIKM MMa CiIydacH xapakrtep. [IpoBepsiBalnara cTaTMCTUKA HMa BUJIA:

ttny +n, —2) =

(1 . 1) (n1-1)s§+(ny—1)s3
ni ny nq+ny—2

1.2

KBJETO N4 U Ny ca 00eMHTE Ha IBETE U3BAJIKHU, X1 U X5 Ca CPSIHUTE OT JABETE U3BAJIKY,
a 512 u 522 ca IMCIEPCUHTE HA BETE M3BaAKH. [Ipu BApHA HyJeBa XUIOTe3a, IPOBEPsBAIATA
cratucTuka uMa t-pasmpenenenne Ha CTIOOBHT ¢ Ny + N, — 2 cTeneHn Ha CcBOGOJA.

HyneBara XUTIOTe3a ce OTXBBPJIS TIPH AOCTATHYHO rojieMu croituoctu Ha |t(n, + n, — 2)|.

MoepHUAT MaTeMaTUKO-CTATUCTHYECKH MOAX0/] T03BOJISIBA HYJIEBUTE XUIOTE3H Ja Cce
IIPOBEPSABAT 4Ype3 JOCTUTHATOTO HMBO Ha 3HAYUMOCT p-value, KOETo OT CBOs CTpaHa ce
npecMsiTa Bb3 OCHOBAa Ha TUIA HAa HyJieBaTa XUIOTe3a U CTOMHOCTTA Ha IMpPOBEPSBALIUTE
cratuctuka. OCHOBHaTa MHTEpIpeTalus Ha p-value € HaIMYMeTo/BEepOsITHOCT 3a Ipelika OT
BPBH POJI, T.€. KOTaTo Ce OTXBBPIIS BAPHA HYJICBa XUMOTe3a). MajkuTe cToiHOCTH Ha p-value
JlaBaT CTaTUCTHUYECKH apTyMEHT 3a OTXBBPJISTHE Ha HyJIeBaTa XHUIIOTe3a, KaTo oOmonpuerara
[paroBa CTOMHOCT 3a CONMAIHUTE U moBeaeHueckute Hayku ¢ 0.05 (5%). SanucsT p-value =
0.000 ce ThaKyBa, kakTO cneasa: p-value < 0.001 (Bux Hanmpumep Tadu. 1, Tadn.2). B ciyudanre,
korato p-value e Mmexay 5% u 10% e nanuie HabmogaBana TeHaeHnus. [locokara Ha ehexTuTe
Ha MPOBEPSBALIUTE CTATUCTUKH € BUJUMA CbOTBETHO OT MPUBEICHUTE MPOMOPIIMU U CPETHH
CTOWHOCTH.

3a W3BEXJAHETO Ha CTATHUCTUYECKM 3HAYMMM PA3JIMKA € M3IMO0J3BaH MaTeMaTHKO-
cratuctuuecku copryep MATLAB (MATrix LABoratory), xoiiTo mpeacrasisiBa copTyepHa
cpela M MporpaMeH €3UK, Ch3/IaJICH 3a YMCIICH aHAIIN3, N3YNCICHUS, BU3yaIH3alys Ha TaHHA
Y TIpOTpaMHUpaHe.
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2. AHaam3 Ha couuHaJHoO-AeMorpadgckusi npogusa Ha PeCHOHIEHTHUTE Ha
U3C/IeIBAHETO BBPXY BJIHMSHHETO HA MEXAYJMYHOCTHUTE OTHOUIEHUSI B Tpyna mNpH
U3rpakaaHeTo Ha ekunu B HaumonajieH BoeHeH YHHUBepcUTET ,,Bacui JleBcku”.

B uscnensaneto ca anketupanu 160 ciyxurenu ot HarionaneH BOeHEH YHUBEPCUTET
,Bacui JIEeBCKU”, OT KOUTO: aKaIEMUYHHSI ChCTaB — 82 MYIIU; aIMUHUCTPATUBHUS ChCTaB — 58
nym; [Ipodecnonanen cepxkantcku konex (IICK, konTponHa rpymna B uzcinenanero) — 20
Oymd. AKaJeMUYHUST cbcTaB 3aeMa 51% Kkaro 4YacT OT mpelIcTaBUTENHATa H3BAJKa,
aJIMMHHUCTpATUBHUS cbcTaB — 36%, a mpexacraBurenure Ha [IpodecnonaneH cepxaHTCKU
koiexx — 13% ot oOmo pecnoHaeHTuTe. B3enute yuwactue pecnoHaeHTH (opmupar
IIPEICTaBUTENIHA CTATUCTUYECKA M3BaJiKa, JOKATO PECIIOHJEHTUTE Ha KOHTpOJIHATa Irpyna B
uscnensanero — IIpodecronanen cep aHTCKU KOJeX (opMupar reHepaiHa CTaTHCTUYECKa
CBhBKYITHOCT.

ConmanHo-neMorpadcKkusiT mpohuiI Ha aHKETHPAHUTE MMOKa3Ba CIEIHATAa 0COOCHOCT —
HaJIMIIE € HEPAaBHOMEPHOCT B pa3IpeIeJICHUETO MO IPU3HAKa MOJI Ha PECIIOHIEHTUTE, a8 UMEHHO
74% OT aHKETHPAHUTE PECIIOHICHTH ca MbXKe, a 24% OT aHKETUPAHUTE PECIIOH/ICHTH Ca JKEHHU.
To3u akT He e HeoOMYaeH u ce 00sCHsBA Che crelduKaTa Ha cpeaaTa, B KOSTO ce MPOBEkKIa
W3CIeIBAHETO, 2 UMEHHO — cepara Ha CUTYpHOCTTa U OTOpaHaTa

B crnenctBue Ha aHanu3a Ha Bh3pacTOBaTa CTPYKTYpa, KOHCTATHpaMe ue JTUIaTa Mexay
46 — 55 romuan Gopmupar 40% OT aHKETHpaHUTE, TUIaTa MEXTy 36 — 45 ronuHu popmupaT
37% OT aHKeTUpaHUTE, PECIIOHICHTHTE HAa BB3pacT 56 — 65 rogunu npencrasnsBaT 14%, 8%
OT aHKCTHPAHUTE Ca Ha BB3pacT 25 — 35 TOJAMHU U PECTIOHJICHTUTE HAl 65 ronuHu GopMHupaT
1% ot ankeTupaHuTe. B nucepranoHHUS TPy, aHATU3UTE Ca OHATJICACHH IPpaduIHO.

3. lMarHoCcTHKA ¥ aHAJM3 HA XaPAKTePUCTHKH HA TIHYHOCTTA U HHAMBHUAYAJTHOTO
nopenenne B Hannonasien BoeHen ynusepcurer ,,Bacua JleBckn”

Monyn nepBH ,,JIMarHocTuka Ha JIMYHOCTTA M WHAUBUAYAJIHOTO IOBENEHUE  OT
M3I0JI3BaHUs BBIIPOCHUK BKJIIOYBA OCEM BBIIPOCA M MMa 3a LI Jja U3CJIEe/IBA HAKOM OCHOBHHU
XapaKTCPUCTUKHU JIMYHOCTTA, KOUTO BJIUAAT BHPXY HNPECACTABAHCTO B I'pyIlia 1 MHAUBUAYAJIHOTO
MMOBCACHUC IIPU @)OpMI/IpaHeTO Ha Ipyld U CKHUIIH. HOBGI[CHI/IGTO Ha MHAUBUAYAJIHO HHUBO €
M3CIIEJIBAHO 4Ype3 MPOYYBAaHE HA: LICHHOCTH, HAIVIACH, BB3NPHUATHS U B3E€MaHE HA PELICHMS;
JMYHOCT ¥ €MOILIMM; KOMIETEHTHOCTH; MOTPEOHOCTH, MOTHBALMS U YIOBIETBOPEHOCT OT
paGorara. AHaJu3WUTE ca OHArjeleHU TIpaUYHO KbM BCEKH BBIPOC OT BBIPOCHUKA B
JUCEPTALIMOHHHUS TPYA.

AHaIu3bT HaA pE3yJNTAaTUTE IO I'bPBM MOAYJ IIOKa3Ba, Y€ IpPU M3CIECIBAaHE Ha
JIMYHOCTHHUTEC YEPTHU 10 KOHICTIIUATA HA ,,[OJICMHUTEC ner’’ IMYHOCTHHA YECPTHU U AJONBJIHUTCIIHA
OCHOBHU TaKMBa aHAJIM3bT Ha IaHHUTE MOKa3Ba pe3yJITaTh Ha MHOTO J0OPO HUBO, @ UMEHHO:

. 78% OT pecrioHJEHTUTE MPUTEKABAT JINYHOCTHA YepTa ,,eKCTPOBEPTHOCT;

. 92% oT pecroHIeHTUTE MPUTEKaBAT eMOoLMOHalIHA cTabminHocT. HabmoaBa ce
tenaenims B monsa Ha [ICK cripsimo ammunmcTpatuBhus cwetas [Z = 1.753; p-value = 0.080].
. 96% OT pecioHIEHTUTE MPUTEKABAT JIMUHOCTHA YepTa ,,CTOBOPUUBOCT;

. 96% OT pecrnoHACHTUTE MPUTEKaBaT JTUYHOCTHA YepTa ,,JJ0OPOCHBECTHOCT .

[Ipu cpaBHeHuUs Mexay rpynuTe (Z-cToiiHOCTH U p-values) ce HaOIr0gaBa 3HAYMMO pa3Inyure
B I0J13a HAa aKaJeMH4HUs cheTaB [Z = 2.977; p-value = 0.003] cnpsiMo aqMUHUCTPATUBHUS
cectaB. Axan. VS TICK: nmeere rpymu umar 100%, xkoeTo BOAM 10 HEBB3MOXKHOCT 3a

15



M3uKcIsBaHe Ha Z-ctoHocT (urcBa Bapuanus). Anm. VS TICK: p = 0.134 — He e 3HaunMa
pasziuka.

. 96% OT pecroHIEHTUTE C€ OTHACAT C OTTOBOPHOCT KBbM UyXkaus onut. Ilpu
CpaBHEHHsI MEXIy rpynure (Z-croiiHoctu U p-values) ce HaOiromaBa 3HAUMMO pasiMyuue B
Moji3a Ha akaJeMHuHHus cbeTaB [Z = 2.977; p-value = 0.003] cnpsiMo agMHHUCTPATHBHHS
cberaB. Akan. VS TICK: nan —aBere rpynu umat 100%, KoeTo BOAM 10 HEBB3MOXKHOCT 3a
W34HUCIsiBaHe Ha Z-CTOMHOCT (JIMIicBa Bapualys). MoxeMm J1a TBbPAUM, Y€ OTBOPEHOCTTa KbM
YyXIHs OMTUT € BUCOKA BbB BCUUKHU T'PYIIH.

. 70% oT aHKeTHpaHUTE MOCOYBAT, Y€ HE BSIPBAT BHHUIHUTE CUJIM JI0 TOJiIMa
CTETIeH Ja ca OTTOBOPHHU 3a TsxHaTa chada. Ilpu cpaBHeHUs Mexay rpynure (Z-CTOMHOCTH U
p-values) ce HaOdrofaBa 3HAUMMO pa3IUYME B I0J13a HA AKAJAEMUYHHS CHCTaB CIPSIMO
aIMUHUCTpaTUBHUS cbetaB [Z = 1.853; p-value = 0.064] u cupsimo TICK [Z = 2.520; p-value =
0.012], mexnay anmunuctpatuBHus cheTaB U [ICK He ce ycTaHOBsABa CTATUCTUYECKU 3HAUUMA

pasjiiKa.
® 84% ot AHKCTHUPAHUTC II0COYBAT, Y€ IIPUTCKABAT BHCOKa CTCIICH Ha
CaMOHa6J'IIO,I[eHI/IC.

WuauBuauTe C BHCOKO HHMBO Ha IOCOYEHHUTE JIMYHOCTHM YEpPTH C€ CUMTAT 3a
OpraHU3UPaHU M CAMOJIMCIUIUIMHUPAHH, C 100p0 pabOTHO MpecTaBsiHe, J0OPHU Bh3MOKHOCTH
3a paboTa B €KHII, HAChpUaBaHe HA TOOpU pabOTHU OTHOIICHUS.

94% OT pecrnOHISHTUTE HE MPHUTEKaBaT JIMYHOCTHATA YepTa ,,HEBPOTH3IBM WU
,HeraTuBHa aeKTUBHOCT”. JINYHOCTH C HHCKA CTENEH Ha HEBPOTH3BM HE Ca CKJIOHHHU Ja
HU3NUTBAT HETATUBHU CMOLMOHAJIHH CBCTOSAHHA, Aa CC YYBCTBAT Pa3CTPOCHUM U Oa Ijicaar
HEraTHBHO Ha CBETa OKOJIO ceOe CH, He ca CKIIOHHU Ha KOH(PIMKTHOCT U y4acTHe B KOH(DIUKTHU
CUTYallUH.

Bucoko nuyHO camouyBcTBUE MpUTekaBat efa 52 % ot pecrionaentute. Cunra ce, ue
XopaTa ¢ BUCOKO CaMOYyBCTBHE BSIpPBAT B CBOUTE CIIOCOOHOCTH U Ca CKIIOHHH J1a CU MOCTaBST
IMO-BUCOKH LECJIN U Aa U3IIBJIHABAT MMO-TPYAHU 3aJa4r, JOKATO XOpaTa ¢ HUCKO CaMOYYBCTBUC
ca II'bJIHU ChC CbMHEHUE B cebe CH U cTpaxX. Bbopeku ToBa MoxkeM J1a oTdyereM (Qakxra, 4e
MPEKOMEPHO BHCOKOTO CAMOUYYBCTBHE, KOETO HE € IMOJKPENEHO C JIOKa3aHW KadecTBa H
CIOCOOHOCTH, O ch3aano armocdepa Ha cTpax, OM JOBEJIO O HEXKEITaHHE 32 ChbBMECTHA
JEHHOCT ¥ OU MOMpeynsio Ha eKunHara pabora. ToBa € MHTEpPECEH U CIIOPEH OT Hay4yHa rie/iHa
TOYKa MOMEHT, BbPXY KOHNTO ciiefiBa Aa ce paboTH.

OO0110 pecroHJIEeHTUTE ce O0eANHIBAT BBPXY ,,paboTara B €KUM~ KaTO TAXHA BOJEIIA
paboTHa 1EHHOCT ¥ JOMBJIBAaT C: OTIOBOPHOCT, JUCIHUIUIMHUPAHOCT, MOTHBAIIUA,
KOMITETEHTHOCT,  NMPO(PECHOHAIM3BM,  KPEaTUBHOCT,  KOPEKTHOCT,  TOJICPAHTHOCT,
OE3MPUCTPACTHOCT U JIOSUTHOCT.

PaGoTHuTe Harmacw ce W3cienBaT ¢ IMOKa3aTeNIMTe: yIOBIETBOPEHHE OT paborara;
y4acTuc B pa60TaTa; JIMYCH aHTAXXUMCHT KbM OpraHu3anusaTa; Kak pa6OTHI/ITe HAaCTpOCHUA U
EMOLIMUTE Ha pa6OTHOT0 MSCTO OKa3BaT BJIMAHWUC HA WMHAWBUAA BBHPXY MPEACTABAHCTO MY,
W3MBIHEHUETO, B3AUMOOTHOIIIEHUSATA, T.€. MOBEACHUETO MY KaTO LISIO.

Jannute mokassat, 4e 69% OT pecroHIEHTUTE UMAT BUCOKO M MHOTO BHCOKO HUBO
yIOBJIETBOpPEHHE OT paboTara. HsiMa cTaTHCTHUYECKH 3HAUMMHU Pa3Inuds B OTTOBOPUTE Ha
OTJICITHUTE TPYIH PECTIOHICHTH.
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AHanuzute coyaT, ue 88% oT 00110 pecnoHACHTUTE B3eMaT ydyacThe B paboTara Ha
BHCOKO M MHOTO BHCOKO HMBO. HsMa craTHCTHYeCKH 3HAUYMMH pa3iuyus B OTTOBOPHUTE Ha
OTIEITHUTE TPYNU PECIIOHICHTH.

90% OT 001110 PECTIOHICHTHTE TIOCOYBAT BUCOK U MHOT'O BUCOK JIMYCH QaHTAKUMEHT KbM
OpraHu3alysITa aHra)XUMEHT. Hsma craTHCTHYecKH 3HAYMMM Pa3liMuvs B OTTOBOPUTE Ha
OTJENHUTE TPYINHU pecrnoHaeHTH. CIyKUTENUTe ¢ BUCOK JIMUEH aHTaKUMEHT BIllaraT MoBeye
€Heprus U >KelaHue, 3a Aa MOCTUTHAT LIeJTUTe Ha eKUIla CH.

CpaBHeHue Ha pe3yaTaTuTe OT BBIpOca ,.B KakBa cTerneH Bu oka3BaT BiMsHUE
paboTHUTE HACTPOCHMSI M eMolMHUTe Ha paboTHOTO MAcTo”. B cpeanure mo CTiOOBHT ca
MOKa3aHM t -CTOMHOCTH U p-value 3a TecTa Ha pa3yMKaTa MEXAy HpOIOpPLUHU ce HadItoaaBa
teraeHims [t(138) = 1.691; p-value = 0.093] u 3nauum edexrt [t(100) =2.045; p-value = 0.044]
Ha TO-BHCOKO BIIMSHUE IMPH aKaJEeMHYHHS ChCTaB, CHOTBETHO CIPSMO AJMUHUCTPATHBHHUS
cberaB U [ICK. Moxe aa 3akiIrounM, 4e Tpu aKaJeMHYHHUS ChCTaB paOOTHUTE HACTPOCHUS U
€MOILIMU OKa3BaT MO-BUCOKO BIUSHHE BHPXY pabOTHOTO MsACTO. ToBa € mokaszaren BbpXy KOUTO
clieqBa j1a ce paboTH.

OTHOCHO 4YepTUTe, XapaKTePHH 32 €MOLIMOHAIHATA UHTEIUTEHTHOCT, PECIIOHICHTUTE
OTrOBapsT KaKTO CIIe/BA:

97% OT pecrnoHAEHTUTE CUMTAT, Y€ 3a TIX € MPHUCHIIO ,,CaMOOCh3HaBaHE KaTo
WH/IMBUyaTHA YepTa.

98% OT pecrnoHAEHTUTE CUMUTAT, Y€ 3a TAX € MPHUCHILIO ,,CAMOYNPABICHUETO  KaTo
WH/IMBHyaTHA YepTa.

94% OT pEeCrOHIEHTUTE CUMTAT, Y€ 3a TIX € MPHUCHIIO ,,CAMOMOTUBHPAHETO KaTo
WHIUBUAyaTHA YepTa.

75% OT pecCIOHJIEHTUTE CUUTAT, Y€ 3a TAX € MPUCHIIA ,,eMIaTus .

HabnronaBa ce 3HaunMa mo-Hucka emnarus B rpymnata ot [ICK [Z = 1.832; p-value =
0.067] u [Z = 2.299; p-value = 0.021], cbOTBETHO cCHPSAMO aKaJEMUYHHUS CHCTaB U
aJIMUHUCTPATUBHUS CHCTAB.

94% npuTexkaBaT HEOOXOAMMUTE 32 paboTaTa CH COIIMAIIHA YMEHHS.

51% OT pecrnoHACHTUTE CUUTAT, Y€ MOTPEOHOCTTA OT peaTu3alisl U yChbBbPIICHCTBAHE
€ Hall-BakHA 3a TsX, CJIEJBAT: MOTPEOHOCTUTE OT OE30MaCHOCT, MAaTEPUATHHU MOTPEOHOCTH.
[TorpeGHOCTUTE OT NMpHU3HAHUE ca MOCTABEHWM Ha mocienHo Mscto. HalmionaBa 3HauMMO
paznuune B nonsa Ha IICK, kato ca 3asBeHU ChILECTBEHO M0 — BUCOKH COLMAIHU MOTPEOHOCTH
B CpaBHEHHE ¢ akaJieMHuyHus cbeTaB [Z = 2.049; p-value = 0.040]. B 3akmoueHrne MoxeM 1a
TBBPJUM, Y€ COLIMAIHU OTPEOHOCTHUTE Ca 3asiBEHU B MO-BUCOK mporeHT npu [ICK.

[lpu nmmarHocTMkaTa poyAiTa Ha WHAMBHIA B Tpymnara, ce oOT4yuTa (Qakra, dYe
PECTIOHIEHTHTE HE 3aJaBaT IpyTa JOMIBJIHUTEIHA POJIsi OCBEH IMOCOYCHUTE, HAIPHMEP POJIsTa
Ha wW3OBJIHATEN; 22 % OT PECHOHIEHTUTE I0COoYBaT, 4Ye ca opranu3aropu; 15% ot
AaHKETHPAHHUTE CE OMPEACTAT KaTo TeHepaTOpH Ha WAEW U T.H., a 26% OT pECIOHICHTHUTE
MIOCOYBAT, Y€ TAXHATA POJIA € /1a CIUTOTSBAT TpyIaTa, IPH TO3M OTTOBOP c€ HAOII0AaBa CHITHO
3HaunMo paznnune B nos3a Ha [ICK cripsimo akanemuunus cheras [Z = 4.356; p-value < 0.000]
U CHIPSIMO aJIMUHHUCTPATHBHUS cbeTaB [Z = 3.312; p-value = 0.001]. IIpu agMuHUCTpaTUBHHS
CbCTaB ce Ha0yoJaBa TEHJCHLMs 3a II0-HUCKA TpeleHKa 3a poiisi ,Jiuiep’ CrIpsiMo
akajieMuuHus cbetaB [Z = 1.909; p-value = 0.056] u cnpsimo [ICK [Z = 1.660; p-value = 0.097].
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53% OT pecrnOHAEHTUTE OTIOBAPST, Y€ CTEPEOTUIIUTE HE UM BIIHSAT, 46% mocoysat, ue
MM OKa3BaT BJIMSIHME B ompeneneHa cremned. Crensa ga ce oruere, ye eaa 20% oT
pecrionienTuTe 0T IlpodecnonaneH cep>KaHTCKH KOJIEXK MOCOYBAT HEYTPAIHO BIUSHHE Ha
cTepeoTunure, 1okato 80% mocouBat OTrOBOpa BIUSIHUE HA CTEPEOTUIIUTE B pa3JIM4HA CTEIIEH.
ToBa e mokaszaren, Ha KOWTO OM cienBaio 1a ce 00bpHE BHUMAHUE.

[lo oTHOlIEHME Ha OIlEHKaTa Ha pa0OTHATa €THKAa M KaKBU Ca HEMHHUTE OCHOBHU
XapakTepucTUKu B HalMoHaneH BOEHEH YHUBEPCHUTET, PECIIOHJCHTUTE IMOCOYBAT: BHUCOKA
paboTHa eTuKa, pPa3doUPaATENCTBOTO B KOJIEKTHBA, YECTHOCT, KOPEKTHOCT, OTTOBOPHOCT,
U3MBIHUTEITHOCT, JIOSUTHOCT, IOYTEHOCT, TOJIEPAHTHOCT, TOYHOCT, IPELUU3HOCT U OTKPUTOCT.

4. JInarHocTUKa ¥ aHAJM3 HAa IPYNOBOTO MNOBe/leHHEe W IPyNoBa IMHAMHMKA B
Hanumonanen BoeHen ynusepcurer ,,Bacui Jlesckn”

Monyn Bropu IpaBU ONUT 3a U3BBPILIBAHE HA JUArHOCTUKA HA TPYNIOBOTO MOBEJCHUE U
IpyloBa JMHAaMHKa B OpraHu3auusaTa. Benpocure KbM MOAyJIa ca CbCPEJOTOYEHH B OCEM
00J1aCTH — /1a ce OLIEHU KaK ce M3IbIHIABAT pa0OTHUTE POJIM, Jja C€ II0coYaT OCHOBHH IPyIOBU
HOPMH, J1a C€ HAIPAaBU YaCTUYEH aHAJIN3 HA IPylIoBaTa AMHAMHUKA, Ja CE OIIPEIENIST OCHOBHUTE
po0JeMH [0 OTHOILIEHHE HAa MOTHBALIUATA 3a paldoTa.

75% OT pECHOHIAEHTUTE CYMTAT, Y€ € HAJIMIIE MHOTO BHUCOKO M BHCOKO HHMBO Ha
U3MbJIHEHHE Ha paOOTHUTE POJIU B PAOOTHOTO 3BEHO, 24% cuuTat, ue € HaJIuLE 3a/10BOJIUTEITHO
HUBO Ha W3IBJIHEHHE Ha paboTHHUTE ponH, cropen 2% e Hanmuie HUCKO HUBO. llogoOHm
CHOTHOILIEHUS CE 3ama3BaT U 3a OTACIHUTE U3CJIEBAaHU TPYNH PECIIOHACHTH.

1o oTHOIIEHNE IPYTIOBUTE HOPMHU, KOUTO 33 IBJIKUTEIIHO CE CIa3BaT B paOOTHOTO 3BEHO
IIPEICTaBUTEINTE HA aKaJEeMUYHMs CbCTAaB II0COYBAT HA IIbPBO MACTO YBAaXKEHUE,
IIPEICTaBUTENINTE HA aIMUHUCTPATUBHUS ChCTAB IIOCOYBAT HA IIBPBO MACTO KOJETHAIHOCT, a
npencrasutenute Ha IICK nocousar Ha mbpBO MsCTO paboTata B ekuIl. CieBaT yCTaHOBEHUTE
IPYIOBH HOPMH: KOJIETHAJIHOCT, YBaXEHHETO, KOPEKTHOCT, TOJEPAHTHOCT, IOAKpENa,
CBhTPYIHUYECTBO, B3aMMOIIOMOIL, OTTOBOPHOCT, MPO(ECHOHATU3BM, MOpall, CTPEMEXK KbM
YCHhBBPIICHCTBAHE U CIIa3BaHE Ha HepapxusaTa. BpnpochT KopecnoHaupa ¢ BIPOCHT B MOAYJI
II'bPBU OTHOCHO HMHJWBHMIYaTHUTE BOJIEIIM PAOOTHU IIEHHOCTH, KaTO OTTOBOPUTE MOKa3BaT
MOKpHBaHe Ha pabOTHHUTE LIEHHOCTH HA WHIMBHUAA C BHEAPSBAHETO HA CHIIUTE B PabOTHUS
IIPOLIEC ¥ PUEMAHETO UM KaTO I'PyIIOBH TaKHBaA.

O060611eH0, 64% OT aHKETHpaHHUTE CMSTAT, Y€ C€ HaMHMpaT Ha eTall Ha U3IIbJIHEHHE,
34% mnocousar, ye ca B HAYaJIHUTE €Taly Ha IpyNoBa JUHAMHKA, 2% I10COYBAT €Tal Ha pasnaj.
Tyk oTKkpuBamMe€ CTaTUCTMYECKM 3HAYMMHU pA3JIUKA 110 OTHOLIEHHE Ha OTTOBOPUTE Ha
Pa3IMYHUTE TPYIU CIYKUTENN, KOUTO ca U3CieIBaHu, a UMeHHO: 47% OT akaJIeMUYHUS CbCTaB
CMSTaT, Y€ TAXHOTO pabOTHO 3BEHO C€ HaMHpa B MBPBUTE €TalM OT CBOETO pa3BUTHE.
CpaBHEHUS 3a ,,HOPMHUPAHE U OMNpENENIHE Ha CTaHIapTH . AKaJEeMUYHUAT ChCTaB IMOKa3Ba
CBHILIECTBEHO MO-BUCOK M300p KbM Ta3u MpeElEHKa B CPaBHEHUE C aJIMUHUCTPATUBHUS ChCTaB
[Z = 3.235; p-value = 0.001]. EnBa 48% oT akaJieMHU4YHHS ChCTAB IIOCOYBAT €TAIl HA U3ITBIHCHUE
(kxoeTo oTyMTaMe Kato npoodiieM, BbpXy OTCTPaHsBAHETO HA KOMTO cienBa aa ce pabotn); 81%
MocouBaT YOeIeHO W3IBIHEHHUETO KaTo €Tall Ha pa3BUTHE Ha pPabOTHOTO CH 3BEHO.
AJIMUHUCTPAaTHUBHUAT CHCTaB IOKa3Ba CHIIECTBEHO MO-BUCOK M300p KbM Ta3u NpeleHKa B
CpaBHEHHUE C akaJleMUIHus cheTaB [Z = 3.789; p-value < 0.001] u B cpaBuenue c [ICK [Z =
2.204; p-value = 0.028].
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3Ha4YMM MPOLIEHT OT peCOHAEHTHUTE OT 68% 110 75% OT CHOTBETHUTE I'PYIN ONPEAEIIAT
paboOTHOTO cH 3BEHO KaTO €KUTI. [ '0JI5IM MPOIIEHT OT PECIIOHICHTUTE C€ BB3AbPKAT OT OTTOBOP.
IICK noxa3Ba ChIIECTBEHO [10-BUCOK U300p KbM Ta3!u MPELICHKA B CPAaBHEHUE C aKaJEMUYHUS
cberaB [Z = 2.427; p-value = 0.015] u TakaBa TeHIEHIIMA B CPaBHEHHUE C aJIMUHUCTPATHBHUS
cecraB [Z = 1.873; p-value = 0.061].

[IposiBuTe Ha rpyIoBa CINIOTEHOCT ca XapakTepHH 3a 85% 0T 00110 pecOHACHTHUTE.

[IposiBuTe Ha rpyIoBO MHUCIIEHE ca xapakTepHu 3a 80% oT 001110 pecrioHAeHTUTE (KOETO
e npobieM, BbpXy OTCTPaHSIBAHETO Ha KOWTO clieBa J1a ce paboTu).

3HauYMMU pa3IMuus  OTKpUBaMe IO OTHOLIEHHE Ha MNpoOJeMHUTe, CBbpP3aHU C
MOTHBAIIHATA 32 TPYI. AKaJIEMUYHUSAT ChCTaB IOCOYBA MHOYKECTBO HATMYHU MPOOIEMH, KOUTO
BB3MPEISATCTBAT BUCOKOTO HUBO HA MOTHBAIIWS 32 TPY/I U ISHHOCT, KaTo: OcTapsiia MaTepraiHa
0a3a, CBpbX y4ueOCH HOPMATHUB, JIONIO (PMHAHCOBO BH3HATPAKICHHE HA aKaJIEMUYHHSI CHCTAB,
TPOMaBHTEC W [JBJTH QJMUHUCTPATUBHHU TMPOILEIYpPH, AONBIHUTEIIHO HATOBApBaHE C
HecBOICTBeHH 3a1aun. 35% OT aHKETUPAHUTE MPEACTABUTENIN OT aMUHUCTPATUBHUS CHCTaB
u 55% ot npencrasutenure Ha [IpodecroHaen cepKaHTCKU KONk OTTOBapsT, 4e HsIMa
mpoOJieMy MO OTHOIICHHWE HAa MOTHUBALMSTA HAa JIMYHUSA ChCTaB 3a paboTa. AKaJeMUYHUST
ChCTaB IOKa3Ba CHIUIECTBEHO MO-HUCHK M300p Ha MpEleHKa 3a OTCHCTBUE Ha MpoOJIeMH B
CpaBHEHHUE ¢ aIMUHUCTpaTuBHUS cbhcTaB [Z = 4.320; p-value < 0.001] u B cpaBaenue ¢ [ICK
[Z = 5.392; p-value < 0.001]. HabnronaBa ce Tenaenuus B noi3a Ha [ICK B cpaBHeHHE ¢
aIMUHUCTpaTUBHUS chetas [Z = 1.617; p-value = 0.106].

[To oTHOIIEHNE HA METOTUTE 32 MOTHBAIIHS, KOUTO CE M3IOJI3BAT 3a MMOCTUTAHE Ha TI0-
BHCOKHM pe3yJTaTH B paboTHATa cpella BUCOK MPOICHT OT PECIOHICHTHTE HE MPEIOCTaBSAT
OTTOBOP WJIM IOCOYBAT, Y€ B TAXHOTO pPaOOTHO 3BEHO HAMAa METOAU 3a MOTHBAIIMSL.
AKaJIeMUYHHST ChCTaB MOKa3Ba CHIIECTBEHO MO-HUCHK M300p Ha MpereHKa 3a OTChCTBHE Ha
METO/IM 32 MOTHBAIIM B CPAaBHEHHUE C aIMUHUCTPATUBHHUS CheTaB [Z = 2.080; p-value = 0.038]
u B cpaBHenue ¢ [ICK [Z =2.454; p-value = 0.014]. MeToauTe, KOUTO c€ TIOCOYBAT Ca: TPAMOTH,
YCTHHM TIOXBaJIM, NMPHU3HAHUE, YBAKEHHWE, MoxBaia. Jlumcara Ha METOIM 32 MOTHBALUSA WU
OCKBJIHUTE W3TOJI3BAHU TaKMBa OTYMUTAME KAaTO MPOOJIEeM, BbPXY OTCTPAHSIBAHETO HA KOWTO
cienBa Jia ce paboTwu.

Pa3HOOOpa3HM OTroBOpW ca JaJeHW OT PECHOHJICHTUTE, KOW ca Hal-3HAYUMHUTE
€IeMEHTH B TpynoBara paboTHa cpena. Ha mbpBo MACTO mocoyBaT mpodecuoHamHaTa
KOMITETEHTHOCT, KOsiTO 3aemMa 46%, cieiBa CHHXpOHU3UPaHE Ha UHIUBUIYATHUTE C TPYTIOBUTE
U OpraHU3allMOHHHUTE IICHHOCTH, OallaHC MEXAy JIMYeH XUBOT M Kapuepa, HaJM4ueTo Ha
CUTYpHa U A00pe TuiaTeHa padoTa, CTUII Ha yIpaBlieHHEe, HE3aBUCUMOCT B paboTara.

S. InarHoCTHKA M AHAJM3 HA OPraHU3ALMATA U OPraHM3ALMOHHO IOBEJACHHE B
HauuonaseH BoeHeH yHUBepcureT ,,Bacui Jlesckn”

Mopnyn Tpetn npaBH ONWT 3a W3BBPIIBAHE HA JMArHOCTMKA HA OPraHM3aluATa U
OpPraHW3allMOHHO IIOBEJICEHHE KOHKpeTHO B HamumoHnaneH BOoeHeH yHuBepcuTeT ,,Bacun
JleBcku”. Bprnpocure KbM MOJyJIa ca ChCPEAOTOYEHH B OCEM O0JIACTH — CTUJI HA yIpaBJICHUE,
JUJIEPCTBO U JIMJEPCKO MPUCHCTBHUE, BIACT B YIIPABICHUETO, HUBO HA MOTHBALIUS, KOH(DIUKTH
U KOH(JIMKTHOCT, arpecusi B paboTHaTa cpejia, OpraHU3alOHHa KYyJITypa, Bb3MOKHOCTH U
JKEJIaHMs 32 OPraHU3alMOHHA IIPOMSIHA.
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OTtroBopute OTHOCHO CTHUJIA Ha yNpaBJeHHUE Ce pa3inyaBaT B U3CIEABAHUTE TPYMH, a
UMeHHO 27% akaJeMUYHUS ChCTaB CUMTAT, Y€ B OpPraHU3aIUsITa Ce U3MO0I3BA IEMOKPATUIHUS
CTWJI Ha ymnpaBieHue, a 24% oOT agMUHHCTPAaTUBHUS CbCTAB I10COYBAT M3I0J3BAaHETO Ha
aBTOpHUTapeH CTWJ Ha ympasinenue. llpeacraButenure Ha IIpodecmonannus cepxaHTCKU
KOJIEXK CBILO MOCOYBAT C HAl-BUCOK MPOLEHT aBTOPUTAPHUS CTHJI Ha yrpasieHue. CbIio Taka
3asBSIBAT CBIIECTBEHO [0 — HHUCKa TMpeneHka 3a ,,CMeCceH CTUI B CpaBHEHHE C
aJIMUHUCTPATHBHUA ChCTaB [Z = 1.989; p-value = 0.047], u TakaBa TCHACHIIMS B CPAaBHCHHE C
akaneMuuHus cberaB [Z = 1.906; p-value = 0.057]. B 3akimroueHne Moke J1a TBBPIUM, Y€ MPH
ankerupanute ot IICK, He ce HaOmomaBa ,,CMECEH CTWJI’ Ha yIpaBJCHHE B CTPYKTypara.
HabnronaBa ce BUCOK IPOIIEHT OT aHKETHPAHUTE, KOUTO HE TIOCOYBAT OTTOBOP, KOETO € CUTHA
3a HEXKEJIAHUETO J1a ObJaT KOHKPETHH U U3PA3ST CBOETO MHEHHE.

JIunepcTBOTO M JIMJCPCKOTO MPUCHCTBUE B OPraHM3ALMATA CE€ XapaKTepU3Hpa ChC:
CIPaBEUTMBO OTHOIICHHUE, KOMIIETCHTHOCT, OQTAHCHPAHOCT, XapU3MaTHIHOCT, CTPEMEXK KbM
yCleX, PEeHIMTETHOCT, HO U CbhC CKJIOHHOCT 3a HajaraHe Ha COOCTBEHO MHeHHE 0e3
cboOpa3siBaHE ¢ OOCKTUBHU OOCTOSTENICTBA, MPOTHUBOPEUYMBH HArjacH, pa3MHHABaHE MEXIY
JIyMHU U JieTia, TUTca Ha KOMIETeHIINH, Hee()eKTUBHA KOMYHUKAIIMS, JIUIca Ha 00paTHA Bpb3Ka
Ha noBepue. [locoueHOTO oTUMTaMe KaTo MpobiieM, BbPXY OTCTpaHSIBAHETO Ha KOWTO ClieJBa
Ja ce paboTH.

PecrionieHTHTE HA M3CIIEABAHETO CYUTAT, Y€ MepapXUIHATA BIIACTHUYECKA CTPYKTypa
HaJIMYHA B OPTaHHU3AIUATA CIIOMara Ha BUCOKO HHMBO 3a JJOCTUTAHE IEITUTE Ha OPraHU3aInATa,
36% mnocouBaT 3a/10BOJINTEIHO HHUBO, OCTAHAJIUTE MPOLEHTHU Ca pa3/ieIeHH MEXIYy HUCKO U
MHOTO HHCKO HMBO Ha BIIMSHHE Ha BJIACTHUYEcCKaTta CTpykrypa. Cropen pecrioHJICHTUTE
HaJIM4YHATa HepapXuyHaTa BIaCTHUYECKA CTPYKTypa B OpraHu3alysaTa He caMO He Imomara, HO
U TIOHSKOTa TpPeYd MpH H3MBIHEHHE Ha CHyKeOHUTEe 3aJbKeHUS U TPEJCTaBSHETO.
HabmronaBa ce 3HaunM e(peKkT Ha MO-HUCKA OIEHKa MPU aKaJeMUYHUS ChCTaB B CPaBHEHHE C
TICK [t(100) = 2.180; p-value = 0.032].

O61aTa MoTHBaIM 32 pabOTa € Ha 3a/10BOJINTETHO HUBO B U3CJI€IBAHUTE TPy (KOETO
e po0JieM, BbpXY OTCTPAHSIBAHETO Ha KOMTO clieiBa Ja ce paboTH).

B opranu3anusta HUBOTO Ha KOH(IIMKT CIIOPE BCHYKH PECIIOHICHTH € HUCKO U MHOTO
HHUCKO, eaBa 9% mocouBar, Y€ HUBOTO Ha KOH(IMUKTH € BUCOKO M criopen 2% TO € MHOTO
BHUCOKO. OTYNTa ce HUCKOTO HMBO Ha KOHQIMKTHOCT U arpecus. HabmonaBa ce 3HauuM eekT
Ha TMO-BHCOKA OIEHKA MPHU aKaJeMUYHUS ChCTAaB B CPaBHEHHE C aMUHUCTPATUBHUS CHCTaB
[t(100) = 2.274; p-value = 0.024] u B cpaBuenwue ¢ I[ICK [t(100) = 2.743; p-value = 0.007]. ITpu
aKaJeMHYHHUs ChCTaB HabII0jaBaMe TI0-BUCOKO HMUBO Ha KOH(MIMKTHOCT, CIPSIMO APYTUTE JABE
TPYyIH OT aHKETHPAHHU.

He ca wnaGmiomaBanu akToBe Ha arpecusi B paboTHata cpema, 87% oT o0mio
pecrnionaeHTuTe, 13% OTroBapsAT MOJI0KUTETHO.

OCHOBHUTE €IIEMEHTH Ha OpraHW3alMOHHATa CTPYKTypa Ha OpraHW3allMOHHATa
KynTypa B HarmoHaneH BOeHEH YHHBEPCHUTET ca: MPOoGECHOHATN3BM, €THIHOCT, CITIOTEHOCT,
OTTOBOPHOCT; peJl U JUCHUIUIMHA, MPOPECHOHATN3bM, EKUITHA paboTa, JIUAEPCTBO U JIMUEH
puMep, KOMYHHUKAIIHSI, OPTaHU3alMOHHH IPaBUIa MPOLEAYPH U MPOIECH; B3aUMOIIOMOIII,
MOCTOSIHHO YChBBPIICHCTBaHE. M3clieIBaHUTE IPYITU PECTIOHEHTH C€ 00E€IMHSBAT OKOJIO TE3U
orroBopu. 41% oT 00mO pEecrnoHACHTUTE OTroBapsiT, Y€ HMa HEOOXOAMMOCT OT
OpraHM3aIOHHA TIPOMSHA, Ha TPOTUBOTIOJI0KHOTO MHEHHE ca 57% OT PeCIOHACHTHTE, KOSTO
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€ JOCTaThYHO MOKA3aTEeTHO 3a OIICHKaTa Ha paboTHATa cpejla U HEOTJIOKHATa HEOOXO0IUMOCT
oT HpOMHHa. AKaIIeMI/ILIHI/ISI CbCTaB 3asiBsIBa CBIICCTBCHO I1I0O — BUCOKaA HpeueHKa B CpaBHeHI/ISI

C aIMHHUCTPATUBHHS ChCTAB, Y€ UMa HEOOXOMMOCT OT OpraHU3aIMOHHA poMsiHa [Z = 2.586;
p-value = 0.010].

HAIIPABEHUTE U3BO/JIA OT I'JTIABA BTOPA CA CJIEJIHUTE:

1. ITpu ananu3a Ha corUaTHO-AEeMOTpadCKUAT PO T HAa U3CIICBAHUS TTEPCOHAN Ha
Hammonanen BoeHeH yHuBepcuTET ,,Bacun JleBcku” ce KOHCTatupa MO OTHOIICHHE Ha
BB3PAacTOBaTa CTPYKTYpa, Y€ Ha IBPBO MSCTO € Tpynara Ha 3psjiaTa Bb3pacT, KOETO OU MOTJIO
na noHece mpoOiemHOCT B Obuemie. llopaam koeTo ciefBa Jga ce THPCAT pEIICHUS 3a
MOIMJIA/ISIBAaHE HAa ChCTaBa HA YHUBEPCUTETA, OCOOCHO IO CE Kacae J0 aKaJeMHYHHUS ChCTaB,
IIpY KOWTO Bb3pacToBaTa rpyna 56 — 65 roguHu uMa Hail-MHOT'O IIPEICTaBUTEIH.

2. [Ipu nuarHocTUKaTa M aHaJu3 Ha XapaKTePUCTUKH Ha JIMYHOCTTA U UHIAUBUIYAJTHOTO
nosejeHrue B HanmoHaneH BOGHEH yHUBEPCUTET ,,Bacuin JIeBcku™ ce ycTaHOBsSBa HAJIMYUETO
Ha TOAXOAAIIM 3a pabOTHOTO M3IBJIHCHHE, Ch3/JaBaHETO HAa €KWl W paboTaTa B EKHII
JUYHOCTHUTE 4YepTU. Boxmemu pabOTHM IIEHHOCTH Ca: OTTOBOPHOCT, IUCIUILIMHUPAHOCT,
MOTHUBAIIMS, KOMIIETEHTHOCT, NPO()ECHOHATU3bM, TOJICPAHTHOCT, OE3MPUCTPACTHOCT U
JIOSITTHOCT.

3. Peauna npoOiemMu BB3MPENSATCTBAT BUCOKOTO HUBO Ha MOTUBAIIUS 3 TPY/I U ICHHOCT
KaTo: oOcTapsula MarepuainHa ©0as3a, CBpbX y4eOeH HOpMaTUB, JoOmO (UHAHCOBO
BB3HArPaXJCHUE HA aKaJIEMUYHUS CbCTAaB, TPDOMABUTE U ABJTH A IMUHUCTPATUBHU MPOLEIYPH,
JOITBTHATEITHO HAaTOBapBaHE C HecBOWCTBeHM 3amadn. Ciensa aa ce 0O0bpHE 3aabI00YCHO
BHHUMaHWE U Ha UHIUBUIYATHO U IPYNOBO HUBO: CPABHUTEIIHO CHIJIHO BJIHMSHHE Ha paOOTHUTE
HACTPOEHUS U EMOLIMU BbPXY pabOTHATA AIEWHOCT; HATHYMUETO HA CHIIHU M 3HAYMMHU MPOSIBH Ha
IPYIIOBO MUCIICHE.

4. PecnioHJIeHTHTE IpUTEKAaBAT BUCOKU HMBA HA YJIOBIIETBOPEHUE OT paboTara, yyactue
B paboTaTa M JMYEH aHTAXXUMEHT KbM opranu3anuara. Hanuana e pabora B eKun u rpynoBa
cruioTreHocT. HuBOTO Ha KOH(MIMKTHOCT B oOpraHu3amnusta € Hucko. [loTBepkmaBa ce
3HAYMMOCTTA Ha BIMSHUETO HA MEXITYJTUYHOCTHUTE OTHOUIECHUS TIPHU U3TPAKTAHETO HA CKHUIIH.

I''TABA TPETA e ozarmaBena Hacokm 3a mogoOpsiBaHe CHCTOSSHHETO Ha
MEXK1YJMYHOCTHUTE OTHOLICHUS NPH M3rpaxkIaHeTo HA ekunu B HaumonaneH BoeHeH
yHuBepcurer ,,Bacua JleBcku”. B Hes ca aHanu3upanu npobiieMUTe U Bb3MOXKHOCTUTE 32
npodeCHOHATHUTE TOCTH)KEHUST B TpUTe CHU HHUBa (MHAMBHMIYalHO, TpPYHOBO H
OpraHM3anyoHHo). [IpemyioxkeHn ca MEpKH CIpsMO KOHKPETHHUTE CTATUCTHYECKH HaXOAKH
M3SCHEHM B TJlaBa BTOpA Ha JUCEPTALIMOHHMS TPYJ U € MPEUIOKEH MOJeNl 3a Mojo0psiBaHe
CBbCTOSIHUETO Ha MEXKyIMYHOCTHUTE OTHOLLECHUS ITPU U3rpaxaaneTo Ha ekunu B HBY ,,Bacun
JleBcku™.

1. Anaiu3 Ha npoljeMuTe B NPo(ecMOHATHATA IPAKTUKA M Bb3MOKHOCTUTE 32
NOBHMIIABAHE HA MPO(ECHOHATHUTE MOCTHKEHUS HA MHAMBHU/AYAJIHO HUBO.

Monyn 4eTBbpTH OT BBIPOCHHMKA DPA3IVIEKIA BIUSHHETO HA MEXIAYJIUYHOCTHHTE
OTHOILEHUS B Ipymna Py U3rpaXkJaHeTo Ha ekunu B HanmoHanen BoeHeH yHUBEpCUTET ,,Bacun
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JleBcku”, kaTo 0000IIaBa OCHOBHUTE MpoOJIeMHU B paboTHATa cpela U ThPCH BH3MOKHHUTE
pelieHrs B HSKOJKO HAIMpaBJIICHUS — WHAWBHUJ, Tpyla, opraHu3anus. Ha to3m eram ot
MPOYYBAHETO CE M3CJICABAT KaKBU Ca OCHOBHHUTE MPOOJIEMH, KOUTO OTICIHUTE WHIUBUAN
cpemar B TmpodecHoHalHATA CH TPAKTHKA; KAaKBO OW JIOBEJNO A0 TMOBUIIABAaHE Ha
WHIUBUAYATHUTE TPOGECHOHATHY MOCTHKEHUS; KAaKBH Ca OCHOBHHTE MPOOJIEMHU, KOUTO CE
cpeuiat B npodecuoHanHaTa MpakTUKa Ha OTACIHOTO pabOTHO 3BEHO; KakBO OU JIOBEJO 0
MOBUIIIABAHE HA NMPO(PECHOHATHUTE MOCTHKEHUSI HAa PaOOTHOTO 3BEHO; KaKBU Ca OCHOBHUTE
npodecroHannu npobaeMu B OpraHU3alMsITa KaTo 110 M KaKBO OM JTOBEJIO 710 MOBUILIABAHE
Ha po(eCUOHATTHUTE MMOCTHXKEHUS B OpraHU3aIHITA.

[Ipu ananu3a Ha BBIPOCA OTHOCHO Hai-BaXHUTE MPOOJIEMH, KOUTO PECHOHICHTUTE
Cpeliat B MHAMBHyalHaTa CU MpoeCHoHaIHA PAKTUKA MPEICTABUTEINTE HA aKaIeMUYHHS
CbCTaB OTTOBAapAT KAaKTO CJIE/BAa. BUCOKAa ayIdUTOpHA 3aerocT — 27%, numca Ha ao0pa
MmatepuaiHa 6aza — 17%, nurca Ha crienuanu3upaHa TEXHUKAa U cOPTyepHU TpoaykTa — 17%.
Jlpyru mpobiemMu, KOUTO ce MOCouYBaT ca: ,,TeKKU Oropokpatuunu nponenypu” — 11% u
,Hecbpa3MepHo pasnpenenenue Ha 3anaunte” — 10%, He ca mocouwmnu orroBop — 10% ot
pecroHeHTHTE, a 8% OT PECIOHAEHTHUTE Cca MMOCOYNIIH, Y€ He cperaT mpobsem. (dur. 71)

B /lunca Ha pobpa maTepunanHa 6asa

B He cpewam npobaemu

M /lnnca Ha cneuunanmsnpaHa TexHUKa
1 cobTyepHM NPOAYKTH

H TexKKu 6ropaKkpaTUyHKU Npoueaypu

H B1COKa ayaAUTOpHa 3aeTocT

B HecbpasmepHo pasnpegesieHme Ha

3ajauunTe
M He ca panu oTroeop

®ur. 71. IIpodjeMn, KONTO PeCIOHACHTHTE CPEIAT B HHAMBHAYAJHATA
CH Npo(eCcHOHAIHA IPAKTHKA — aKAIeMHY€EH CbCTaB

[IpobnemuTe, KOMUTO c€ OTKpOSBAT TpPH aIMHUHHCTPATUBHUS CHCTaB OTHOCHO
WH/IMBHyaTHaTa UM Tpo(decnoHatHa MPaKkTHKa, ca MPEIOCTABEHH 110 CIICIHHS HaYHH: JIUTICA
Ha ClleuaNu3upaHa TeXHUKa U copTyepHH poayKTu — 19%, nunca Ha 1oOpa marepuaiina 6aza
— 15%, nmoma xoMyHHMKanus MEXIy OTAEIHUTE 3BeHa — 14%, TpomaBu aJIMHHHUCTPATHBHU
npouenypu —12%, npyru npoGieMu, KOUTO ca IOCOYEHH € HEChbPa3MEpHOTO paslpeieiieHue
Ha 3amaunte — 10%, He ca mocoumnu otroBop — 9% or pecnonaentute, a 21% ot
PECTIOHIEHTHTE Ha aIMUHUCTPATUBHUSA ChCTAB IOCOYBAT: ,,He cpemam npobiemu” (dur. 72).
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®/lunca Ha pobpa matepuanta
6asa

HHe cpewam npobaemu

B /lunca Ha cneuuanusupaHa
TEXHUKA U CODTYEpPHU

u ‘?88%’&” aAMUHUCTPATUBHU
npoueaypu

® HecbpasmepHo pasnpesenexune
Ha 3ajauuTe

B Jlowa KOMYHMKaUua mMexay
OTAENHUTE 3BEHA

B He ca ganu oTrosop

®@ur. 72. IIpobJieMmn, KOUTO PECIOHACHTHTE CPeliaT B HHANBHIYAJTHATA CH
npogecuoHaTHA MPAKTHKA — 3 IMUHUCTPATHBEH ChCTAB

Pecnonnentute ot [IpodecnoHamHus cepKaHTCKH KOJIEXK, OTOENA3BAT KaTo MpoliaeM
HeZocTaThbuHaTa MaTepualiHa ocurypeHoct — 25%, ,,TpOMaBU aJAMHHHUCTPATUBHU Ipolecu”
nocouBar 15% ot ankerupanute. 50 % mocouBar, ye He cpemar npodiemu. He ca mocoumnu
otroBop — 10% ot pecionnenture (¢ur. 73).

M He cpewam
npofnemmn

W HepocTaTb4yHa
OCHIYPEHOCT
MaTepManHa yact

m Tpomaeu
AAMMHUCTPATUBHM
npowecu

He ca ganu otrosop

®@ur. 73. [IpodieMHn, KONTO pecNIOHAEHTHTE CPEIIaT B MHANBUAYAJHATA CH
npodecuoHaHa NpakTuka — [IpodecnoHalieH cepKAHTCKU KOJIEXK

Brnpoc BTOpu OT MOy UeTBBPTHU TacH: ,,KakBo 61 10BENO /10 MOBUIIIABAHE HA JINYHO
Bamurte npodecronanaute noctuxkeHus?” OTroBopUTe Ha BBIpPOCA JaBaT BB3MOXKHOCT 32
W3BBPIIBaHE Mperjeal M aHalu3 Ha BB3MOKHOCTHTE 3a TOBHILIABAHE HAa WHAMBHUIYyATHUTE
npodecroHalHUTE TIOCTHKEHHsI M pellaBaHe Ha mpobiremMuTe B paboTHaTa cpema Ha
WHAUBHIYaTHO HUBO. [Ipy aHanm3a Ha BBIIPOCAa OTHOCHO BB3MOKHOCTHUTE 32 MOBHIIABAHE HA
WHIWBUIYATHATE TPO(PECHOHATHUTE TOCTI)KEHUSI OTTOBOPUTE HA aKaJeMHYHHs CHCTaB ca
IpyIHUpPaHd, KaKTo ClIe/[Ba: 000pyIBaHE Ha CIICIHATN3NPaHH KaOMHETH, HoBa TexHuKka — 18%;
JaBaHe Ha BH3MOKHOCTH 3a pa3BUTHE U paznu4Hu oOyueHus — 17%; mo-1o00po ¢puHaHCOBO
ctumynupane — 15%.; uHBecTHpaHe B wu3cienoBarencka pabora — 13%; wHOBamuu B
opraHu3anoHHara cTpykrypa — 11% (¢ur.74).
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H[lo- pobpo ¢uHaHCOBO CTUMyAMpaHe

B /lHoBaLMM B OpraHW3aLMOHHaTa
CTPyKTYpa

BQO6opyaBaHe Ha CneuuanusvMpaHu
KabuHeTV, HOBa TexHMKa

H /lHBecTMpaHe B M3cnegosaTencka pabota

W [laBaHEe Ha Bb3MOMKHOCTM 33 pasBUTUE
MU pasnuunu obyueHus

H[lpM3HaHue M yBa)keHue Ha
NOCTUTHATUTE PE3YATaTU U MONOXKEHUTE

mYHEA nobpa pabotHa cpega

B He ca gann oOTrosop

®ur. 74. Bb3M0KHOCTH 32 NOBUIIABAHE HA MHAUBHUAYAJIHUTE NPOPECHOHATHUTE
MOCTHKEHUS — aKaJleMUYeH ChCTAaB

JleTaiiIHW  OTrOBOpM OT aKaJAEMUYHUAT CBCTaB, OTHOCHO BBb3MOXKHOCTUTE 32
MOBHIIIABAaHE HA WHIMBHIYaTHUTE MPO()ECHOHATHUTE TOCTIKEHHS Ce KOHLEHTPUPAT OKOJIO
CIICZIHUTE HAIIPABIICHHS:

. ,,TI0-BICOKO (DMHAHCOBO BB3HATPAXKICHHE, KOETO Ja JaZe BBH3MOXKHOCT 3a
JOMBIHUTEITHA KyPCOBE 3a MOBHUILIABAHE HA MPO(ECHOHATHOTO Pa3BUTHE, KOETO III€ CIIOMOTHE
U3IUTaHeTO Ha aBTOPUTETA HAa OPraHU3alMATa B HAyYHUTE Cpeu’”;

. ,,M3TpaKJaHe Ha MEXYJIMYHOCTHH OTHOLIEHHUS U ChbTPYHUUYECTBO C KOJIETUTE";

. ,TPHKa KbM XOpaTa U TEXHUTE peastHu poodsemMu’;

OTtroBopuTe Ha aIMUHUCTPATUBHUS ChCTaB, OTHOCHO Bb3MO>KHOCTUTE 32 MIOBUIIIABAHE
Ha WHAWBHUIYATHUTE NPOPECHOHATHUTE MOCTIKEHUS Ca PA3MpeesieH! N0 CIESIHUS HAYMH:
ydacTHe B IOBeY€ KypcOBE 3a NOBHIIaBaHe Ha KBanu(pukanusata — 28%; 3akymyBaHe Ha
MoJIepHa TeXHHUKa U copTyep — 24%; 1o — 100pa KoMyHHUKaus Mexay ekunute — 14%. Cpio
TaKa Imoco4BaT 1mo — 100po puHaHCcOBO cTuMynupane — 12%; He ca mocouwsn otroBop — 12%);
pabota ¢ 100bp KosIeKTUB — 6% (¢ur.75).

B [o— pobpo ¢wuHaHCOBO
CTUMY/UpaHe

B 3aKkynyBaHe Ha MoAepHa
TexHuKa M codryep

BYyacTve B noBeye KypcoBe 3a
noBulIaBaHe Ha
KBa/MdMKaumaTa

Hllo - pobpa KoMyHWUKauua
MEXAY eKunute

B Pafota ¢ fo6bp KONEKTUB

B He ca ganu oTrosop

®@ur. 75. Bb3MO0KHOCTH 32 NOBUIIABAHE HA HHIAMBUAYAJTHUTE NPO(ecHOHATHHUTE
MOCTHKEHUS — A/IMUHUCTPATUBEH ChCTAB

B JOMBJIHEHUEC MMPEACTABUTCIIUTE HA AaAMUHUCTPATUBHUA CbCTAaB IIOCOYBAT!

. ,»paboTa c 100Bp KOJEKTHB”;
. ,,Cb3/IaBaHe Ha CIIOKOIiHa paboTHa cpena’;
. ,,JTOCTOSIHHO Pa3BUTHE U ThPCEHE HA HOBU MPEAN3BUKATEICTBA U U3TPAXKIaHE HA

MCKAYJINIHOCTHU OTHOILICHUA B KOJ'IeKTI/IBa”;
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. ,TIOBUIIAaBaHE Ha KBaTH(HKANUATA 32 YCHBBPUICHCTBAHE HA YMCHHATA U
3HAHUATA, BB3MOXKHOCTH 32 y4acTHE B CEMHUHAPHU U MPOrpaMH 3a 0OMsIHA HA OMHUT .

OTHOCHO BB3MO>KHOCTUTE 32 MOBHILIABAHE HA MHIUBUIYATHUTE CH MPOPECUOHATHUTE
MOCTH)KEHUS pecrioneHTuTe ot Ilpodecronanen cepKaHTCKU KOJEXK OTTOBAPAT MO CIETHUS
HAYMH: YYacTUE B NIOBEYE KypCOBE 3a MOBHIIaBaHe Ha kBanudukanusara — 40%; no — n1o6po
¢unancoBo crtumyimpane — 20%; 3akymyBaHe Ha MojaepHa TexHuka u codryep — 15%.;
npU3HaHKe 3a 100pe cBbpiieHa padota — 15%; ne ca nocounnu orroBop — 10% (cur. 76).

H[lo— paobpo ¢duHaHCOBO
CTUMY/IMpaHe

M 3akynysaHe Ha MOZepHa
TEXHUKa W codTyep

®Yyactve B MOBe4de HKypcoee
338 MoBMILABaHe Ha
KeanudUKaumATa
H[lpu3HaHue 3a aobpe
cebplieHara pabora

B He ca ganu oTroBop

®@ur. 76. Bb3M0KHOCTH 32 IOBHIIABAHE HA MHAUBUAYAJIHUTE
npogecuonanuute nocruxenns — [ICK

Jpyru OTroBopH, KOUTO C€ OTKpOsSBaT OT aHKeTupanute oT llpodecnonanen
CEPYKAHTCKU KOJIEXK ca [10-MaJIka HATOBApPEHOCT; MIOBUILIABaHE Ha 3aIUIALAHETO; IPU3HAHUE 32
no0pe cBbpuIeHaTa padoTa; IMPeNoCTaBsiHE Ha BB3MOXKHOCT 3a KapHEepHO pa3BUTHE U
MIOCTOSIHHO CaMOYCBHBBPILIEHCTBAHE U 00yUYEHHE.

2. AHa;M3 HA nMpodJeMuTe B NPOPEeCHOHAJHATA NPAKTHKA U Bb3MOKHOCTHTE 32
NMOBHMIIABAHE HA NPO(ecHOHATHUTE MOCTUKEHHUSI HA HUBO Ipyna.

Bwmpoc Tpetu oT Moayn 4eTBBPTHU Triacu: ,,KakBu ca OCHOBHUTE HpOOIEeMHU, KOUTO
cpemiare B pabOTHaTa CH MPAaKTUKA BbB BallleTO pabOTHO 3BEHO, KOJIEKTUB?”. OTrOBOpUTE HA
BBIIPOCA JaBaT BB3MOXKHOCT 3a M3BBpIIBAHE Ha Mperjie] M aHajiu3 Ha NpodieMuTe B
npogdecroHaiHaTa NpakTUKa B paOOTHUTE KOJIEKTUBU HA aHKETUPAHUTE TPYIIH.

[Ipu ananu3za Ha BBIpOCA OTTOBOPUTE, KOUTO JaBaT PECHOHJEHTUTE OT aKaJeMHYHUS
CbCTaB ca TPyNHpaHH, KaKTO CIe/Ba: JIUIICA HA MaTEepHAHO — TexHW4ecka Oaza — 29%,
HE/IOCTaThuHO BpEMeE 3a akaJeMU4yHO pa3BuTHe — 11%, naurmca Ha yMeHus 3a paboTa B €KUM —
11%, mexnynuuHocTHM npoTuBopeunss — 10%, yTeXKHEHM aIMUHUCTPAaTUBHU W JApYTU
nporuenypu — 9%. Jpyru npobieMu, KOUTO IMOCOYBAT aKaJIEMHUYHUS ChCTAaB CHIO Ca: MHOTO
CTpaHMYHH 3aJaud M3BBH 3aJbJDKEHUsATa — 7%, Jurca Ha mMiaad Kaapu — 7%, MOCTOSTHHA
MpOMSIHA B MPaBWJIa U 00pa3Iy JTOKyMEHTH — 6%, He cpemamM mpoodiiemu — 5%, HE ca Jganu
otrroBopu — 5% (¢ur.77).
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B Jlunca Ha matepuasiHoO

TexHuuecka 6asa
B MeKAy/IMYHOCTHA NPOTUBOPEYMA

H [ocTOAHHA NPOMAHA Ha Mpasuia

1 obpasuu AOKYMEHTU
B /lunca Ha mnagu Kaapwu

B HepocTaTbyHO Bpeme 33
aKaZleMU4HO pa3BuTHe

B MHOro CTpaHW4yHW 33434 M3BBH
3a/1b/IKEHUATA

B YTeKHEHU aAMMUHUCTPATUBHU U
Apyrv npoueaypv

B /lunca Ha ymeHnua 3a pabora B

ekun
B He cpewam npobaemu

B He ca ganu oTrosop

@ur. 77. HanuuHuTe mpodJeMH, KOUTO ce CPeliaT B pad0oTHATA MPAKTHKATA HA
PaGoTHOTO 3BEHO — aKA/IeMUYeH ChCTAB

AJIMUHUCTpPAaTHBHHS CHCTaB IIOCOYBAT CJIEIHUTE OTrOBOPH Ha BhIpoca ,,KakBu ca
OCHOBHHTE TIP00JIEeMHU, KOUTO cpeliaTe B paboTHATA CH NMPAKTHKA BbB BAalIETO paOOTHO 3BEHO,
KOJICKTUB?”: HE TOCTaThYHA MaTepUaHa ocurypeHoct — 28%, He cpemam npobiaemu — 26%,
JUIca Ha ChbBpeMeHHa opuc — TexHuka — 15%. Cpmio Taka, TpOMaBH aIMHUHHUCTPATUBHH
npouenypu — 14%, ocrapsiia marepuanta 6a3a — 10% u 7% He ca ganu orroBopu — (¢ur. 78).

B He cpewam npobnemu

¥ /lunca Ha CbBpemeHHa oduc
TeXHUKa

B Qctapana matepuanHa 6asa

B TpomaBu afMWUHUCTPATUBHU
npouecu

B HepoctaTbyHa matepuanHa
OCUrypeHoCT

u He ca pganu otrosop

®@ur. 78. HanuynuTe npo0/ieMH, KOUTO ce CpenaT B padoTHATA NPAKTUKATA HA
PadoTHOTO 3BE€HO — AIMUHUCTPATHUBEH ChCTAB

[To meraiiaHM OTrOBOPH OT CTpaHa Ha aJIMUHUCTPATUBHUS ChbCTAaB OTHOCHO HAJTMYHUTE
mpoOyieMu, KOUTO cpenaT B paboTHATa CH MTPAKTHKA ca KAKTO CIIe/IBa:

. ,,HEIOCTaThYHa KOMYHUKAIIMS MEX1Y OTICIHUTE 3BeHa ™

. ,,TEXHUYEeCKa HEKOMIIETEHTHOCT OT HJIKOM YJICHOBE Ha KOJIGKTHBA U JTUTICaTa Ha
YKEJTaHMS 32 YChBBPIICHCTBAHE B Ta3W MOCOKA .

[Ipu oTroBopuUTE, KOMTO AaBaT aHKETUpaHUTe OT [IpodecronHanHus cepKAHTCKU KOJIEK
Ha BbIIpoca ,,KakBu ca OCHOBHHUTE MPOOJIEMH, KOUTO Ccpeliare B paboTHaTa CH MpaKkTUKa BbB
BalIeTo paboTHO 3BeHO, KosiekTuB?” [IpaBu Bnedatinenue, ye 50 % oT aHKeTHpaHUTE IOCOYBAT,
ye ,He cpemar mpobrnemu”. Ocrtapsiia mMarepuanHa 6aza — 20%, nurca Ha MaTrepualiHa
ocurypeHoct — 15%, TpomaBu agMUHUCTpATUBHU Mpouenypu — 10%, He ca gamu OTroBOpU —
5% (¢ur.79).
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H He cpewtam
npoGaemu

M Jlurca Ha MaTepHanHo
OCUrypaBaHe

B Ocrapana
martepuanHa 6asza

Tpomaseu
3AMWHWUCTPATUBHK
npougecu

®@ur. 79. HamuuHuTe nmpodJeMu, KOUTO ce CPeliaT B pad0THATA MPAKTHKATA HA
pabotHoTo 3BeHo — [ICK

IIpu ananu3za Ha BBIOpPOCAa OTHOCHO BB3MOXKHOCTUTE 3a [OBHINABaHE Ha
npodecrnoHATHUTE TOCTHYKEHHS B paOOTHOTO 3BEHO OTTOBOPUTE HA aKaJIEMUYHHSI ChCTaB Cca
IpyNUpaHd, KaKTo Ciie[Ba: MoJo0psBaHe HAa MaTepuaiHaTa 6a3a u ycnoBusaTa Ha Tpya— 30%,
MOBUIIIABaHE Ha BB3HarpaxiaeHusta — 13%, HamansgBaHe Ha ayauTopHara 3aetocT — 119%,
roBeye Bpeme 3a HayuyHa AeitHocT — 11%. Cpl1o Taka peCioHACHTUTE OT aKaJeMUYHUS ChbCTAB
MOCOYBAT: JOMBIHUTEIHU KypCOBE 3a MOBHINABaHE Ha MpodecnoHanHaTa KBaIU(pUKAIUST —
10%; nmomoOpsiBaHe Ha OpraHU3alMOHHMS Kiaumar — 9 %; He ca mocounnu otroBop — 9 %;
CbBpEMEHHO 00opyaBane — 7% (¢ur. 80).

M lopgobpABaHe Ha martepuanHarta
6asa u ycnosuata Ha TpyA

= [losuiuaBaHe Ha
Bb3HarpaxaeHuaTa

B HamanAsaHe Ha ayauTopHaTa
3aeToct

M [JopobpAaBaHe Ha
OpPraHuU3auUoOHHUA MUKPOKAUMAT

H [loBeye Bpeme 3a HayuHa
AeHocT

B [lonb/HUTENIHU KypcoBe 3a
NOBULLIABAHE Ha

0deconanHOTO pazauTHe
BBPEMEHHO  000PY/ABaHe

®ur.80. Bb3M0KHOCTH 32 IOBUIIIABAHE HA npocbecnona.mmTe NMOCTHIKCHUSA B
paﬁoTHOTO 3BCHO — aKaJICMU4Y€CH CbCTaB

[IpencraBuTennte Ha AAMUHUCTPATUBHUS CHCTAB Ca TIOCOUMIIN CIIEHUTE OTTOBOPH Ha
BBIIPOCA OTHOCHO BB3MOXKHOCTHUTE 3a IMOBUIIABAHE Ha MPO(ECHOHAIHUTE TOCTHUKEHHS B
paboTHOTO 3BEHO: TOI0OPsBaHE U MOBHILIABaHE Ha MaTepuaHaTa OCUrypeHocT — 26%, noseue
OLICHSBaHE U CTUMYJIMpaHe Ha nepcoHana — 19%, nmonobpsBane ycrnoBusita Ha Tpyn — 17%,
JOMBJIHUTEITHU KypCOBE 3a TOBHIIaBaHe Ha mpodecronamHara kpamudukanus — 15%,
(¢buHaHCOBH U MOpaiHU cTUMyIU — 14%, He ca mocoumnu oTroBop — 9 % (dur. 81).
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® OUHAHCOBU U MOPaNHU
CTUMY U

H MNopobpasaHe ycnosuATa Ha
YA

B [loseye oueHABaHE U
CTMMy/IMpaHe Ha NepcoHana

NopobpasaHe u
noBuLLIaBaHe Ha

MaTepranHaTa OCUrypeHocT
B [lonbAHUTENHU 0BYueHus 1

NoBMLLIABaHE Ha
KBanudukauuarta

0, x !

®@ur. 81. Bb3M0XKHOCTH 32 NOBUIIABAHE HA NPO(eCHOHATIHUTE NOCTHIKEHHUS B
PadoOTHOTO 3BEHO — a/IMMHUCTPATHBEH CbCTAB

OtroBopure, kouto JjaBar IIpodecuoHamHUsl CEPXKAHTCKU KOJEXK, OTHOCHO
Bb3MOKHOCTUTE 3a MOBUIIIABaHE HA NMPO(ECHOHAIHUTE MOCTHKEHHsI B paOOTHOTO 3BEHO, ca
KaKTO cienBa: 1mo jaoopo 3ammamade — 30%, momoOpsiBaHe W MOBHINIABAHE HA MaTepUAITHATA
OCUTYPEHOCT U EKUIHUPOBKaA — 25%, MOOLIPEHUS M CTUMYJIH 3a ekumna — 25%, NpoBex1aHe Ha
MEpONPUATHSI 3a CIUIOTsIBaHe Ha ekuma — 20% (¢dur. 82).

H Mo - 4o6po maTepuasHoO
OCUrypaBsaHe U eKUNUPOBKa

m Mo- go6po 3annalaHe

m MNpoBexkaaHe Ha
MeponpuATUA 3a
CMNIOTABAHE HA KOMIEKTUBA
MooupeHus u cTMMyau 3a
ekuna

®@ur. 82. Bb3M0KHOCTH 32 NOBUIIABAHE HA NPO(ECHOHATTHUTE NOCTHKCHUS B
padotHoTo 3BeHo — [ICK

3. AHaJHu3 HA MPO(heCHOHATHATA MPAKTHKA U Bb3MOKHOCTHUTE 32 MOBUIIIABAHE HA
npodecnoHATHUTE MOCTUKEHNSI HA HUBO OPraHU3anus.

Brmpoc metn ot MoIys 4eTBBPTH HA BBIIPOCHHKA ,,KakBH ca OCHOBHHTE MPOOIEMH,
KOUTO HaOo1aBaTe BbB Bamara opranu3zaius?” OTroBOpUTE Ha BBIIPOCA AaBaT Bb3MOKHOCT
3a U3BBPIIBAHE HA TIPETJIE]] ¥ aHATTU3 Ha IPOOJIeMUTE B pabOTHATA Cpe/ia Ha HUBO OpraHHU3aIlus
1 B3MOXKHOCTH 32 MOBUIIIaBaHe Ha MPO(eCHOHATHNUTE TTOCTHKEHHSI HA HUBO OpraHU3aIlusl.

OtroBopute OT aKaJIeMUYHHUSI CHhCTAaB 3a MPOOJIEMUTE, KOUTO HAOIIOaBaT HA HHUBO
OpraHm3aIys ca TpyIHupaHu KaKTo CiIe/IBa: Mo00psiBaHe Ha yueOHO MaTepruanHaTa 6aza — 20%,
He ca J1ainu oTroBop — 18 %, TpomMaBu aIMUHUCTPATUBHU MpouenypHu — 13%, HsaMa mpobieMu
— 12%, nurca Ha KOMyHHUKalus MeXAy otaenHute 3BeHa — 11%. pyru nmpobiemu, Kouto
MOCOYBAT ca ,,iucOanaHc B pasmnpeaenenne Ha 3agaunte” — 10%, ,,He T0CTaTHhYHO OCUTYPEHOCT
Ha yueOHwus mpouec” — 9 %. ,,u3bJIHEHNE Ha HecBOWCTBeHH 3a1aun’ — 7 % (pur.83).
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@ur. 83. HaruynuTe npod/jieMH HA HUBO OPraHU3AIUA — aKaJleMHU4YeH CbCTaB

[Ipo6nemure, KouTO HAOMIOAABAT HA HUBO OPTraHU3alNsl, aHKETUPAHUTE CIYKUTEIH OT
aJIMUHUCTPATUBHUS ChCTAB OTTOBAPSAT Ha BBIIPOCA KAKTO CIIEABA: OCTapsijia MarepuaiHa 6aza
—30%, Hama nipoosiemu — 23%, TUTIca Ha KOMYHHUKAIIFS MEXIy OTACeITHUTE 3BeHa — 15%, He ca
nam oTroBop — 15%. Jlpyru npo6iieMu, KOUTO MOCOYBaT ca ,,JUcOaaHC B pa3npe/IeiCHHe Ha
3agaunte” — 8%, ,.ll0Bede MOAKpena M pa3dupareiacTBo OT PbKOBOACTBOTO™ — 7% u 2%

B Hama npo6aemu

B Tpomasu afMUHUCTPATUBHU
npoueaypu

m NMopo6pasaHe Ha yuebHO
matepuanHara 6asa
Jlnnca Ha KOMYHUKLUATA MEXKAY
OT[ieNHUTE 3BEHa

B He f0CTaTb4YHO OCUTYPEHOCT Ha
yuebHuA npouec

= IucbanaHc B pasnpegencHue Ha
3ajaynte

B Vi3nb/HeHUe Ha HECBOMCTBEHU
3a/ib/KEHUA

B He ca fanu 0TroBop

1I0COYBAT ,,TPOMAaBHU aIMUHUCTPATUBHU npouecu’ (¢pur.84).

®ur. 84. Haanunure npoﬁ.neMn Ha HUBO OopraHusanus — aAMUHUCTPATUBECH
CbCTaB

OtroBopure, KOUTO aBaT aHKeTHUpaHUTe oT [IpodecroHanHus cepKaHTCKU KOJIEK Ha
BBIIPOCA OTHOCHO OCHOBHUTE MpOOJIEeMH, KOUTO PECHOHICHTHTE HaOJIrogaBaT Ha HHUBO
opraHuzalus, paBu BIedaTieHue, 4e 65% mocousar, ue ,,HsaMma npobremu’”, 15% mocouBat
TPOMaBY aIMUHUCTPATUBHU Tporieaypu, 10% ca u3pa3wim MHEHHE 3a TPY/IHa KOMYHUKAIIHS U

10% He ca gamu OTroBOp Ha BhIpoca (dur. 85).
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m Hama npo6remu

B TpoMasu agMUHUCTPATUBHU
npouecu

® OcrapsanamarepuanHa 6asa

Jvnca Ha KOMYHUKUMATA MEXAY
OT/le/IHUTe 3BeHa

M Moseye nogkpenau pasbupaHe
OT PbKOBOACTBOTO

B [luc6anaHc B pasnpesesnieHue Ha
3afauute

M He ca fjai OTroBop



m Hama npo6aemu

H Tpomaeu
AAMWHWCTPATMBHKN
npouecu

TpyAHa KOMYHUKALUMATA
B €K1Ma

He ca ganv otrosop

®@ur. 85. Haainunure nmpodjemu Ha HUBO opranusanus — [ICK

Bompoc miectu or Moayn 4eTBBbPTH TiacH: ,,KakBo crmopex Bac OM J10BENO 110
MOBUIIIABAHE HA MPOPECHOHATHUTE IMOCTH)KCHUS HA TEPCOHANIa BHB BallaTa opraHu3anus’”
OtroBopuTe Ha BBIIPOCAa JaBaT BB3MOXKHOCT 3a H3BBPIIBAHE MpErJie]l W aHajIu3 Ha
BB3MOXXKHOCTUTE 32 IMOBUIIIABAHE HA MPOPECHOHATHUTE TOCTHKCHHS B Oopranu3anusTa. [lpu
aHaJIM3a Ha BBIIPOCA OTTOBOPUTE HA aKaJeMUYHUS ChCTaB Ca KAKTO CIIEBA:

. ,,HE00XOAMMO € Ja ce MHBeCTHpa B OOydYeHHE U pa3BUTHE, Ja C€ IMOAKpEenu
WHOBAIIMOHHOTO MHCJIEHE M ChTPYJHUYECTBO, KaKTO U Ja C€ OCHUTYpPAT SCHU LETH U
CTUMYJIMPAIIN Bb3HATPAXKICHUS 32 IOCTUTAHE Ha Pe3yJaTaTuTe”;

. »1a UMa MaTepHallHd CTHUMYJH, CHOpSIMO TIOCTUTHATUTE PpPe3yiTaTH,
opranmzanusaTa TpsOBa Ja ch3laBa W (UHAHCHUpa cpeda 3a MOTHUBALUS M CTPEMEX KbM
MTOBUIIIABAHE HA MPO(ECUOHATTHUTE IMOCTIKCHUS

. ,YBOKCHHE KbM TPyJa Ha aKaJeMUYHUsI ChCTaB, Ja ce paboTH B MOCOKA 3a
aJICKBaTHO U CITpaBEUIMBO 3arlialiane’;

. ,»Ch3/laBaHEe Ha yCJIOBUS 3a MNpOo(EeCHOHATHO pa3BUTHE M CTUMYJIHUpPAHE 3a
W3MBIHEHHE Ha 3aJbJDKEHHUATA, 4Ype3 pa3iudyHd (OpPMHU Ha MPU3HATETHOCT OT MPEKH M
HETMOCPEICTBEHU PbKOBOJIUTENN

OTtroBopute, KOUTO C€ OTKPOSBAT MPH aIMUHUCTPATUBHUS CHCTAaB MPHU aHAIU3a Ha
BBIIPOCA OTHOCHO MOBHIIIABaHE Ha TPO(GECUOHATHUTE MOCTHUKEHUSI Ha TIEPCOHAJIa OpTraHU3aIUs
ca KakTo CJe/Ba:

. ,»AJCKBATHH Bb3HATPAXKICHUS, TOMBIHUTEIIHU (()UHAHCOBU CTUMYJIH 32 BUCOKH
pe3yaTaTH W HaArpakIaHe Ha CIY>KUTEJs, OICHSIBAHETO J1a C€ M3BBPIIBa OOCKTHUBHO, a HE
CIIOpE/ CUMIIATUH WU JINYHU BPB3KH

. ,,HEOOXOAMMOCT Ja ce MHBecTHpa B OOyYeHHS M pa3BUTHE Ha MEpCcoHAaa,
CTUMYJIUPAIIN Bb3HATPAXKICHUS 32 IOCTUTAHE HA Pe3yTaTH

. ,»BB3MOXKHOCT 32 BKJIIOYBaHE B KypCOBE 3a MOBUIIABAaHE HA KOMYHHKAIUATA U
YMEHHSITA, CEMUHAPH, THHMOWITUHTY, e(hEeKTUBHA CHCTEMa 3a JOMBIHUTETHO (UHAHCOBO U
MOpAJIHO CTUMYJIUpaHe”,

. ,ITOBUIIIaBaHE Ha MPOo(EeCUOHATHUTE YMEHHsSI CBBpP3aHH C aKTyaJHUTE
M3UCKBaHMS, TIOBEYE Bb3MOKHOCTH 3a JIOMBJIHUTEITHN CIIOPTHHU 3aHUMAaHUS ;

. ,,OCHTYpsIBaHE Ha MPUATHA aTMOcdepa B paOOTHHSI KOJIEKTHB M CTUMYJIHPAHE Ha
MTOCTUTHATHUTE YCIIEXUTE C PA3JIMYHU HArpaJid ¥ MOOIIPEHUS OT CTpaHa Ha PbKOBOJICTBOTO

. ,[IPABUIIHOTO pa3lpeesieHue Ha 3aJauuTe, CIOPSMO BB3MOKHOCTUTE Ha
MOJUYUHEHUTE .
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OTtroBopure, KOUTO AaBaT aHKeTHUpaHUTe OT IIpodecnoHanHus cepKaHTCKH KOJIEX Ha
BBIPOCA Ca TIaBHO: Ja ObJe MPEJOCTaBEHO IOCTAThYHO MATEPHAIHO OCUTYpPsSBAaHE 3a
3aHATUATA, JAOIBIHUTEIHM [PAKTUYECKH KypCOBE, Y4YacTHME€ B pa3jIM4HM KypcoBE 3a
[IOBUIIIABAHE HA KOMIIETEHTHOCTU U YMEHMsI, IOCTOSIHHO CaMOYChbBbPIIEHCTBAHE, IPU3HAHNE
OT CTpaHa Ha pbKOBOJICTBOTO, 110 — BUCOKO, HOBA TEXHHUKA U EKUIIMPOBKA.

[IpencraBuTenuTe Ha akaJeMHUYHHs ChCTaB ce OOEIMHSIBAT OKOJIO MHEHHUETO, Y€ aKo
ObZle HamMalleHa ayJAWTOpHAaTa UM 3aeTOCT, Ill€é MMaT BB3MOXKHOCT 3a paboTa MO Hay4YHH
npobJeMH M NPOBEKAAHE HAa HAyYHM M3CIIEABAHUA, KOETO OM J0BEIO M A0 JMYHO UM
caMoycChbBbpIIeHCTBaHe. Jlomara marepuanHa 0a3a M JuIcaTa Ha ClEUUATIU3UpaHa TEXHUKA
BOAM JO JEMOTHUBAlMs Ha CilyxuTreaure. TpomaBuTe aIMUHUCTPATUBHU IPOLELYPHU
JOITBJIHUTEITHO OTEKHSABAT IIPOLIECUTE B OPraHU3aLUATA.

PecrionenTuTe OT aJIMMHHUCTPATHBHMSI CHCTAaB CBHLIO I[IOCOYBAT, Y€ JIMIICATa HA
CrenyaIn3upaHa TEeXHUKAa U COPTyepHHM HpPOMYKTH M no0pa MarepuanHa 0as3a, BOIU [0
JIEeMOTHBALlUSA B CIIY)KUTEJIUTE, JIOIIA KOMYHMKALUs MEXAy OTIEJHUTE 3BEHA, IMOHAKOra
BB3IPENATCTBA 32 MAKCHUMAJIHO J0OpPOTO M3MBJIHEHHE Ha paboTHUTE 3agauu. IIpexkomepHO
YTE€XKHEHU OIOpPOKpPATUYHM NMPOLEAYPU M MPAKTUKU JOI'BIHUTEIHO HAaTOBapBaT paboTHATa
cpena.

ITpaBu Briewatienue, ye 50% ot anketupanute ot [IpodecronaneH cepKaHTCKU KOJIEK
HE cpemiar mpobiieMu B cBosATa paboTHa mpaktuka. Karo ciabocT oruuraT HemocTaThb4HA
MaTepuagHa OCUTYPEHOCT U TPOMaBH aJMUHUCTPATUBHU MPOIIECH.

KaTto BB3MOKHOCTH 3a MOBHIIEHHE Ha MPO(ECHOHATHUTE MOCTHIKCHUS aKaJIeMHUIHUS
CBCTaB [IOCOYBAT, Y€ 00OPYyABaHE HA CIIEIHAIN3UPAHN KaOWHETH, TaBaHe Ha Bh3MOXHOCTH 3a
pa3BUTHE U NPOBEKIAHE HA pa3IMyHU 00yueHMs], MHBECTHpAHE B U3cieoBaTecka pabora u
MHOBALMU B OpraHU3allMOHHATa CTPYKTYpa, Ou J0BEIIO /10 MOBUILIABaHE HA MPO(ECHOHAIHUTE
MOCTH)KEHUS B paOOTHUS KOJIeKTUB. [IpU3HaHue U yBa)kKeHUE HA MMOCTUTHATUTE PE3yJITaTH OT
MOJIOKEHUTE YCHIINS OMXa MOTHBUPAIIH JI0 TOJIsIMA CTETIEH CIY>KUTEITUTE B OpraHU3aIUsATa.

AJMUHUCTPAaTUBHUS CBhCTAaB MOCOYBA, Y€ 3a IMOBUINABAHE HA MOCTUXKEHUSATA UM OU
JIOTIPUHECIIO TIOBEYE yYacTUsl B KypCOBE 3a MOBUIIIABaHE HA KBaJIU(UKALMATA, 3aKyITyBaHE Ha
MoOJIepHa TEXHUKA U coTyep, Mo-100pa KOMYHHUKAIIUS MEKY €KUIIUTE U 10-100p0 (PMHAHCOBO
CTUMYJIMpPAHE.

[TpodecronamHus cepKaHTCKM KOJIEK MOCOYBAT, Y€ ydacTHE B IOBEYE KypCOBE 3a
MOBMIIaBaHEe Ha KBaJlM(uKauusaTa, 1Mo-1o0po (UHAHCOBO CTUMYJIMpaHe, 3aKyllyBaHE Ha
MOJIepHa TE€XHMKa U co(Tyep, ChIIO Taka M NpU3HAHUE 3a J00pe cBbplleHa pabora Ou
MOBHIIIIIO MPO(ECHOHAITHUTE MTOCTUKEHUS HA JIMYHUSI ChCTaB.

W3cnenBaneTo Ha BIUSHUETO, KOETO OKa3BaT MEXKIYJINYHOCTHUTE OTHOLICHUS B TpyIa
MpU M3rPaXJaHETO Ha €KUM Cpell IMPeICTAaBUTENINTEe Ha KOJeXa KOHCTAaTUpa CHUJIEH
KOJIEKTUBU3BM, CIUIOTEHOCT, JIMICA HA KOH(QJIMKTU U JIUIICA HAa MPOOJIEMU OT MHIUBUAYATHO
KOH(MJIMKTHU JMI[a, BHUCOKA CTENEH Ha EKUIHOCT, W3rpajJieHa HMMEHHO Ha jao0pure
MEXIYJIMYHOCTHUTE OTHOIIIECHUS.

C nen anpoOupaHe M MOTBBP)KIaBaHE Ha pe3yJTaTUTE ce MpoBelde IbJIO0OYNHHO
HUHTEPBIO C NPEICTaBUTEIN Ha KoMaHBaHeTo Ha [IpodecroHanen cep>KaHTCKH KOJIEK, KaTo
KOHTPOJIHA IpyTa U CTPYKTypa OTJIMYaBalia ce OT OCTAHAJIUTE JBE IPYIN PECIIOHACHTH, KOSTO
JEMOHCTPHPA MHOKECTBO MOJIOKUTEIHU PE3YITATU IIPU ITPOBEIEHOTO U3CIIEIBAHE.
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4. Mopaea 3a nogo0psiBaHe CbCTOSTHUETO HA MeKIYJINYHOCTHUTE OTHOIICHUS TP
usrpaxaarero Ha exkunu B HBY ,,Bacua JleBckn”

4.1. BbBeenne

Hanuonanuusat BoeHeH yHuBepcuTeT ,.Bacun JIeBCKH” € HMHCTUTYLHS, B KOATO c€
cpemiat u paboTAT 3aeTHO XOpa ¢ pa3InIHU TPO(HECUOHATTHU KYITYPH, IICHHOCTH U OYaKBaHMUS:
MpeICTaBUTENIM  Ha  akaJeMuU4Hata  OOLIHOCT,  aJMHMHHUCTPATUBHH  CIIELUAIHCTH,
BOEHHOCIYKelU. Paznmuuusara Mexay OTAENHUTE IPylU OT XOpa ca KakToO pecypc, Taka u
M3TOYHUK HAa MEKYJIMYHOCTHO HANPEKEHUE, KOraTo He C€ YNPaBIIABAT CUCTEMHO.

MonenbT 3a mogoOpsiBaHE CBHCTOSHUETO HA MEXAYJIMYHOCTHHTE OTHOILEHUS MpU
mrpaxaanero Ha ekunu B HBY ,Bacun JleBcku” mnpejyiara MHTETpuUpaHO pEILICHUE 3a
mosoOpsiBaHe Ha MEXKIYyJMYHOCTHUTE OTHOIICHUS B XHOpuaHM ekumu. Toil oTumrta 26
CTaTUCTUYECKH 3HAYUMU PA3JIMKU MEK]y TPYIIUTE U U MIPEBPBILIA B PECYPC 3a LEICHACOUCHHU
MHTEpBEHIUU. [IpOoeKTUpaHUAT MOJEN 3a MOAOOpsIBaHE HAa MEXKIYJIUYHOCTHUTE OTHOIICHHS
IIPU U3TPaKJaHE HA €KUIIU € CTPYKTYpUpaH CIPSAMO KOHKPETHUTE CTATUCTUYECKU HAXOAKU
W35ICHEHU B TJIaBa BTOpA Ha IUCEPTALMOHHUS TPYA. MOJENbT € OpUEHTUPAH OCHOBHO KbM TPH
L[eJIeBH IpynH (aKaJeMHYeH ChCTaB, aiMUHUCTpaTuBeH chcTas, [ICK kato koHTponHa rpymna
OT U3CIEABAHETO), B3eMaliKu MpeABUJ HaJMYMETO Ha pa3HooOpasHa paboTHa cuina —
BOCGHHOCITYKEUIM M LMBWIHHU CIYKUTEIM, W M3IMO0JI3Ba JAHHUTE, 3a Ja NPUOPUTH3UpA
HEO0OXOIUMUTE HHTEPBEHIINH U J]a TH a/IallTUPa KbM BCsKa rpyna. MoaenbT € OCHOBaH Ha:

. 1eJIeBU O0YUYCHHS U TIPAKTHKY;

. MHTErpHpaHe B CMECEHa cpejia upe3 pabOTHU 3a1auil U POJICBH MTPAKTUKH;
. NpU3HABAHE Ha pa3JIMuMsiTa U Ch3/IaBaHe HA yBAKHUTEIHA pabOTHA cpena;
. JMATHOCTHKA U pa30upaHe;

. MOHUTOPUHT, OIICHKA H YCTOHYMBOCT.

4.2. OCHOBHM U JOIbJIHUTEJIHHN CTPATETHYECKH LU
OCHOBHHU TIeJIM Ha MOJENBT 3a MOJ00psSBaHE CHCTOSHUETO Ha MEXTYJIUYHOCTHHUTE
OTHOIIICHUA HpI/I H3rpa>1<z[aHeT0 Ha CKHIIN B HaIII/IOHaJ'IeH BOCHCH YHI/IBCpCI/ITeT ,,Bacym

JleBcku” ca:
1. YBenudaBaHe Ha €MITATHUATA U B3aHMHOTO pa3OupaHe.
2. YcunBaHe Ha CbBMeCTHaTa pa0OTHA EMOIIMOHAIHA HHTEIUTEHTHOCT.
3. HamansBane Ha Hanpe:KeHUETO U KOHGIUKTUTE MEXIY TPYIHTE.
4, banancupane Ha pa3nuyHUTE TOTPEOHOCTH NMPU POPMUPAHE HA SKUTTH.

Toii nenu na ce mogoOpH KauecTBOTO HA MEXIYyIWYHOCTHUTE OTHOIIECHUS U Ja ce
MOBUIIK €(PEKTUBHOCTTA Ha €KUITMTE Ype3: HaMaJsiBaHE Ha KOH(JIMKTHOCTTA, 3aCHJIBAaHE Ha
BBTPEITHATA KOOPJAMHAIMS U JIOBEpHE; aJanTHpaHe HAa KOMYHHKAIMATA KbM CHCIHPUIHNATE
HYXXJIU Ha OTACIHUTE TPYIH; Ch3JaBaHE HA YCTOWYHMBA KYJITypa Ha CHTPYTHUYCCTBO MEKITY
LMBUIIHU U BOGHHOCTYXEIIM U BbBEXKIaHE HA MOJIEPEH, OallaHCUPaH MOJIEN 3a YIIpaBJIeHUE Ha
YOBELIKUTE PECYPCH.

4.3. ImarHoctuka Ha padotHata cpeaa B HanmoHa/leH BOeHeH YHHMBEPCHTET
»Bacuia JleBckn”

OcBeH BbpXY IMAarHOCTUKA HA JIMYHOCTTA U MHAWBUIyaIHOTO NIOBEIEHUE, U3CIIEIBAaHU
ype3 NpuTeKaBaHe Ha OMpPeIeIeHH JIUYHOCTHU YepPTH, U3CIEIBAHETO pasriexia U aHalu3upa
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U CJEeIHWUTE BBIPOCHU: BOJCIIM PadOTHU ILIEHHOCTH, Pa0OTHM Harjacu, eMOIMOHAaIHATa
WHTEITUTEHTHOCT, TPY10Ba MOTUBAIHS, POJIS B TPYIIaTa, BIUSIHNAE CTEPEOTUIINTE HA pAOOTHOTO
MSICTO, cOOCTBEeHa paboTHa eTuka. [1o oTHOIIeHNE Ha TMarHOCTHKATA Ha TPYIOBOTO MTOBEICHHUE
Y TPyNoBa AMHAMHUKA KbM MOMEHTA Ce U3CJe/IBaT U aHAJIM3UPAT: U3IBIHEHUETO Ha pabOTHUTE
ponu B pabOTHOTO 3BEHO, OCHOBHHU I'PYINOBU HOPMH, KOUTO CE CIa3BaT 3aJbJDKUTEIHO IMPH
paboraTa B pabOTHOTO 3BEHO, €TaIl OT Pa3BUTHE HA IPyMara, OlleHKa Ha padOOTHOTO 3BEHO KaTo
€KUII, IPOSBH Ha IPyIIoBaTa CINIOTEHOCT U IPYNOBO MUCIEHE, MPOOJIEeMH U IO OTHOILLIEHUE Ha
MOTHBAIIMATA Ha JIMYHUS CHCTaB 3a pabdoTa M W3MBIHEHHE Ha CIIy)KEOHUTE 3aJbKECHUS,
METOJIM 32 MOTHBAIUS U3I0JI3BaHU B PaOOTHOTO 3BE€HO WUJIM KOJIEKTUB, €JIEMEHTH B TpyIioBaTa
paboTHa cpexa u Apyru. B oTnenen Moays ce M3BBPIIBA IMATHOCTUKA HA OpPraHU3aAIMATAa U
OpPraHM3alliOHHO IOBEJIEHHUE, KaTO €€ MU3CJIeABaT M aHaJIu3upar: CTUJI Ha YIIpaBJICHHE B
OpraHu3alysITa, OCOOCHOCTM Ha JMACPCKO TPHUCHCTBHE, WHepapXWyHaTa BIIACTHHYECKA
CTPYKTypa, HMBO Ha MOTHBAalMs 3a TPyA B OpraHu3alyATa, HUBO HAa KOHQIUKTH MU
KOH(IMKTHOCT, aKTOBE Ha arpecusi B paboTHaTa cpe/ia, eieMeHTa Ha OpraHu3aloHHa KyJITypa,
HE00XOUMOCT OT OpraHU3aIMOHHA TPOMSIHA U JIPYTH.

4.4. O0001meH npoguI HA pecOHIEHTHTE

[Taparpad 4.4. npeacraBs B TabIu4eH BUJ CHCTEMaTU3UpAHU CUJHHUTE U crabute
CTpaHHU Ha U3CJICABAHUTC TPyl PCCIIOHACHTH. ToBa 1o3BOMIsIBA Ja CC OTKpPOAT CbIICCTBCHU
MpeANMCTBA U c1ab0CTH Ha Besika rpymna. (1ad.3.1)

4.5. OOIOOPraHM3AlMOHHU TMPeEIJI0KeHHUs 32 MOA00pABaHE ChHCTOSIHHETO HAa
MEK1YJMYHOCTHUTE OTHOLICHHS NP U3rpaxkaanero Ha ekunu B HBY ,,Bacua JleBckn”

1. HeoOxomumo e ch3gaBaHETO Ha KyITypa Ha yBaxeHHe U MpodecHoHalHa eTHKa
MOCPEACTBOM TOTYepTaBaHE HA UAedTa, ye B HalMoHamHUST BOCHEH YHHMBEPCHUTET ,,Bacun
JleBcKku* ChILIECTBYBAT ABE PABHOCTOWHHU KYITYPH — IPaKJaHCKA M BOGHHA U BCSKA HOCH LIEHHU
IIPAKTHUKH. .

2. Cp3naBane Ha ,,KoJekc 3a MOBEJACHHE B CMECEHA cpefa’”, KOMTO Ja ObJie 4acT OT
BbBCXKAAIUA HWHCTPYKTA)K HAa BCHYKHM HOBOIIOCTBIIMIIM JIMIA (HI/IBI/IJ'IHI/I CIIYXKUTCIIN U
BOCHHOCITYXKEIIH ).

3. Usrpaxnmane Ha ,lleHTBbp 3a oOpraHu3alMoOHHA KyNITypa, €KUIHO pPa3BUTHE U
WHTErpanus’”’, Cb3AaJleH OT MPECTaBUTENN Ha TPUTE TPYIH, KOKUTO Jla mojarnomara padborara B
pabOTHUTE EKHITH.

4. BpBexxaHe HA MEXaHU3MU 32 paHHA JUArHOCTHKA U TMPEBEHIIMs Ha MpoOJieMu Mpu
paboTaTa B €KHUII KbM 3B€HO ,,IIcuxonornuna noakpena” ype3 aHOHUMHHU aHKETH, TPOBEXKAAHU
Ha BCEKU 6 Mecela; Iperyie]] Ha UHIUKATOpU 32 KOH(MIUKTHOCT.

5. O6HoBNEeHHE Ha MaTepuanHara 0a3a, B TOBa 4yuCiO: ydyeOHaTa 0aza u ydyeOHUTE
KOpIycH, yueOHuTe 3y, 0a3ara Ha aJMUHUCTPATUBHUTE 3BEHA, COIMATHATa 0a3a 3a OT/IHX,
MOYMBKA W peJaKkcamus, OTKPUBaHE HA CIEIUAIM3UPAHU JIA00paTOpUH, 3aKyllyBaHe W
BHEJpsIBAaHE HA CIICIMATM3UpPaHa TEXHHKA M COPTYEpHU MPOAYKTHU, KOETO BB3MPEMSATCTBA
MakCUMajgHO J0OpOTO WU3MBIHEHHE Ha pabOTHUTE 3aJaud, BUIUMO OT aHajlIW3a Ha
CTAaTUCTUYECKUTE PE3yNTaTH B MOy 4.
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4.6. Ilpenyio:xeHnsi U MEpPKH 32 MOA00pABAHE CHCTOAHNETO HA MEKAYJINYHOCTHUTE
OTHOLLIECHMS NMPH u3rpaxaadero Ha ekunu B HBY ,,Bacui JleBckn” nmo nesnesu rpymnu.

JlanHuTte 3a aKaJeMHUYHUS CbCTAB IIOKAa3BaT, Y€ IPU IPENOAABATEIUTE € HAIULE I0-
BHCOKO BIIMSIHUE OT paOOTHUTE HACTPOCHHSI M €MOIIMH, T€ MIPUTEkKABAT I0-BUCOKA KPUTUIHOCT
KbM OpraHM3allMOHHATAa CTPYKTypa M I[0-BUCOKA YYBCTBUTEIHOCT KbM KOH(IUKTH.
[Ipenn3BukarencTsara, npeJ KOUTO ca U3IPABCHUTE WICHOBETE HA aKAaJEMUYHMs ChCTaB Ca:
CKJIOHHHM KbM KPUTHYHOCT (BUJMMOCT Ha IIPOOJIEMUTE), KOETO MOXKeE J1a ObJie BB3IPHETO KAaTO
HEraTUBU3bM; IIOBHUILEHA YYyBCTBUTEIHOCT KbM pAaOOTHUTE HACTPOCHHS — PHUCK OT
JE€MOTHUBALMS; TI0-HUCKA OLIEHKA 33 HAJIMYMUETO HAa METOU 3a MOTHBALIMS U CUTYPHOCT — HYXkK/1a
oT npu3HaHue. M3HMKBa HEOOXOAMMOCT OT I0-100pa eMOIMOHAIHa peryianus B paboTHaTa
cpena, mofo0psiBaHe Ha yMEHUsTA 3a paboTa B CMECEHH €KUITH.

1. HamansiBane Ha oTyeTeHaTa KOH(IMKTHOCT, Ype3 OpPraHU3WpaHE Ha PEryJSIpPHU
CpEeLIN MEX]ly aKaJeMHUYHUs ChCTaB U aAMMHUCTPATUBHUTE CTPYKTYPH 32 CUHXPOHM3ALMS Ha
OYaKBaHMATA, KOUTO CIYXKUTEIUTE UMAT KbM ChbBMECTHA UM paboTa.

2. ITopoOpsiBaHe Ha MOTHBAILlMOHHATA Cpe/ia, Ype3 BbBEXKIAAHE Ha SICHO (hOPMYJIUpPaHU
KPUTEPUH 32 OLICHKA U CTUMYJIMPAHE HA aKaJEMUYHUS CbCTAB U TPyZAa UM.

3. IlogoOpsiBaHe Ha B3aMMOIEHCTBHETO, YPE3 Ch3/1aBaHE HA BTPEIIHU PA0OOTHU TPYIU
3a OOMEH Ha IeJaroru4eckd M BOEHHM IPAKTUKU; MPOBEXJaHe Ha OOydyeHMs IO BOEHHA
KyJITypa ¥ OpraHW3allMOHHA CcTIeU(HKa 32 HOBOHA3HAYEHH MPETOAaBaATEIH.

AJMUHUCTPAaTUBHUAT CbCTAB IpOSIBSBA I0-BUCOKA OPHEHTALUMs KbM W3IbIHEHHE
(3HAUMMO MO-BUCOKA CIpPSIMO JABETE APYTW IpyNH); NO-HUCKM HUBA HA ,,0TBOPEHOCT KBbM
YyXAUsI OTIUT; YMEPEHA CKIIOHHOCT KbM II0-HUCKO Bh3IIpUEMaHe Ha poJisTa ,,iuaep” . Te yecto
ca BB3IPUEMaHU KaTO MEXIUHHO 3BEHO, KOETO € MO-CTPOr0 OPUEHTUPAHO KbM H3IIBJIHEHUE,
0e3 /1a yuacTBa akKTHBHO BbB B3€MaHETO Ha pelieHus. MI3HUKBa HEOOXOIMMOCT OT BbBEXKIAHE
Ha SCHM MHCTPYKIMM M CTaHAAPTU3MPAHM KaHaIM 3a KOMYHHUKAllUs; BKJIIOYBAHE Ha
aJIMUHUCTpalnMaTa B OOIIM NMPOEKTH, B YHUBEPCUTETCKM MHUIMATHBU B CMECEHU PaOOTHU
Ipyny; HAachbpuyaBaHE Ha aJMUHUCTPATUBHHU CIY>)KUTEIM [a OIJIaBSIBaT IMPOEKTHHU EKUIIH,
Ch3/laBaHe Ha Bb3MOKHOCTH 3a KapuepHo pa3zButue. [Ipenopbku 3a mogoOpsiBaHe Ha EKUITHATA
paboTa ¥ B3aUMOOTHOILEHUS C pa3IM4YHUTE TPYNHU KaTO:

1. IloacuiBane Ha BB3NPUEMAHETO HA €KUITHOCT, YPE3: BbBEXKIAHE Ha MPOrpaMu 3a
U3rpakJaHe Ha JoBepue upe3 cbBMecTHH 3afaun ¢ [ICK u akagemMu4HHs CbCTaB; MO-SCHO
neGUuHUpaHW pPOJM M 30HM Ha OTTFOBOPHOCT 3a HaMallsiBaHe Ha OpraHU3alMOHHUTE
HEO0OOCHOBAHU KOH(DIUKTH.

2. Pa3BuTue Ha aIalITUBHUTE KOMIIETEHIIMN Ype3 BbBEXJaHe Ha 00ydeHus 3a pabora B
cpelia ¢ pa3jIM4yHU HHCTUTYLUOHAIHU KYJITYpU U CMECEHU EKHUITH.

3. TlogoGpsiBaHe Ha KOMYHHKaIUsTa C aKaJEMUYHHSI ChCTaB KaTO C€ OpPraHU3Upar
MECEYHH KOOPAMHALIMOHHH CPEeIy U ce Ch3anar Obp3u KaHalu 3a oOpaTHa Bpb3Ka OTHOCHO
TEKYIIH aIMUHUCTPATUBHU TPOIIECH.

[Tpodecnonanen cep:kaHTCKU KOJEX IMpUTEkKaBa CHIIHA ONEpaTUBHA JUCIUILIMHA,
CIUIOTEHOCT M OopueHTanus KbM usnbiHeHue. [Ipeacrasurenure Ha [ICK noka3Bar nmo-Hucka
eMIaTHsl; Mo-HHUCKa poJis ,,pbKOBOAMTEN’; CHUJIHA pOJII Ha ,,CIUIOTABALl Ipynara’; BUCOKH
COLIMAJIHU TOTPEOHOCTH; MO-HMCKA OLIEHKAa Ha CMECEHHs CTHJI Ha YIpaBlieHHEe, MO-HUCKa
OTBOPEHOCT KBbM UYXKJ OIUT; II0-BHCOKA OpPHUEHTAlUs KbM COLUATHOCT, a HE KbM
CaMOYyChBBpPIIEHCTBaHE. BB3MOXKHO € IpOBeXk/IaHeTO Ha MPOrpaMu 3a pa3BUTHE HA eMIIaTus U
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MEXIYJIMYHOCTHU YMEHUS; a/IallTAllMOHHU IIPOTrpamMu 3a padoTa B CMeCeHa cpesia; pa3BUTHE Ha
JTUJIEPCKUTE YMEHHS Ype3 00yUeHHs 1O I'bBKABO JIUIEPCTBO U yIPaBJICHUE HA CMECCHH EKUTIH;
HamaJsiBaHe Ha ynoTpebara Ha CTPOro HepapXHUuHU MOJIECIH B CMECEHH I'PYIIH, KOraTo Te He ca
HeoOxonumu. Ilpenopbku 3a momoOpsiBaHe Ha €KHUITHATa paboTa M B3aMMOOTHOIICHHS C
pa3IMYHUTE TPYNH KATO:

1. IIpoMsaHa B HarimacuTe KbM paboTa B HeBoeHHa cpena. CepaHTHTE 4YeCTO ca
CBUKHAJIM C TBBbpJa cyOopauHaius — TpsioBa Ja ce pa3BuBa pa3OUpaHeTo, 4e B akaJeMUyHaTa
U aJMHHHCTpaTHBHATa cpela JHIEPCTBOTO € MO-TbBKaBO U ce Oa3upa Ha mpodecroHaiHa
eKCIIepTH3a.

2. Pa3BuTHE Ha KOMYHUKAaLlMOHHU U KOOIIEpaTUBHU YMEHUS U paboTa B CMeceHa Cpejia.

KBbM BcsiKka OT 11€51€BUTE TPYIIH Ca NIPEAJIOKEHN KOHKPETHU IPAKTUUECKH MEPKH, KOUTO
O1xa CIOMOTHAJIM 32 TPEOI0JIsIBaHe HA Bb3HUKHAJIHMTE po0aeMu B paboTHATa cpeaa.

4.7. OyakBaHM pe3yJITaTH OT NpPeJJI0OKEHUTEe MEPKH 32 N0A00psiBaHe CbCTOSIHUETO
HAa MEKAYJMYHOCTHUTE OTHOLUCHHMSs NPU u3rpaxaaHero Ha exunu B HBY ,,Bacun
JleBckn” Mo ueJjieBM rpynu

[Ipu cucteMHO BHEApPsSIBaHE HA IPEAJIOKEHUTE 110 TOPE MEPKHU CE OYAKBA!

. nojo0OpsiBaHe Ha paOOTHUS M OPraHU3aLMOHHUS KIMMaT BbB BCUUKH 3BEHA;

. 3aCHUJIBAaHE HA JOBEPUETO MEX]y aKaJeMUYEeH CbhCTaB, aJMUHUCTPATUBHU U
CEPKAHTCKU CTPYKTYpH;

. HamaJsiBaHe Ha KOH(QIIMKTUTE, HAITPEKEHUETO M HEIOPAa3yMEHUATA B paOOTHHUTE
3BEHA U MM0-e()eKTUBHO pa3pelIaBaHe Ha Bh3HUKHAIIN TaKHBA;

. MOBMILIEHA MOTUBAIUS U II0-100p0 pa3dupaHe Ha POJIUTE B €KUIIA;

. pa3BUTHE Ha KyJITypa Ha B3aUMHO YBa)KCHME, JOBEpHE U NPOQPecHOHATHO
CBhTPYIHUYECTBO;

. pa3BUTHE HA OpraHM3alMOHHA KyJTypa ¢ IMOBHLIEHW HUBA HA KOJIEKTMBHOCT,

JTUCIUTIIINHA U ChbTPYAHHUYECTBO.

B pesynTat Ha npeaiioKeHuTe MEpKU, EKUIHTE 111e Ob/IaT MO-aHTaKUPAHH, TTO-THBKABU
B CIPABSHETO C MPEJAM3BUKATEICTBATA U OPUEHTHUPAHU KbM MOCTUTAHE HA OOIIMTE IEH Ha
opranuzanusaTa. ToBa Ou JOBEJIO 10 YCTOMYMBO Pa3BUTHE HA B3aUMOOTHOIICHUSATA U ITO-T00pH
OpraHU3alIOHHH PE3yJITaTH.

4.8. Ynpasienue, pucK 1 MOHHTOPHHIOBA paMKa

HacToamusaTt Mozen ciesBa 1a OTYETe U HAKOU Bb3MOXKHHM PUCKOBE OTHOCHO CAMOTO MY
BbBEXJaHE. Bb3MOXKEH € puCK OT ChIpOoTMBA MM amatus. 3a jga Obae u3zberHara
HHCTUTyLIMOHAJIHATA araTus, TpSI6Ba aa 6’BHaT BKIIIOYCHU KIIFOYOBH JIMACPHU, KOUTO [Oa
perynupar nporecure, aa 6aJaHCUpaT HAPEKEHUETO U MOIbPKAT JOBEPUE B YHACTHULIUTE.

OuHaNMHUAT AeOpUGUHT € BaXKeH eJIeMEHTH He CaMO OTHOCHO OOCHXKJaHe Ha
pe3ynTaTuTe OT NPUIIOKEHUTE MEpPKH, HO U C orjed Ha (opMmyinupaHe Ha YCTOWYUBU
MHTEPBEHIIMU U OCUTYpSIBaHE HA MEXaHU3MU 3a MOCIEABAIlA OIKPENa U MOHUTOPHUHT .

HAIIPABEHUTE U3BO/JU OT I''TABA TPETA CA CJIEJHUTE:
1. Jlomara marepuainHa 6a3za, HeoCTaThbUHATa OCUTYPEHOCT Ha aKaJleMHUYHUS MPOIIeC,
MPaKTUYECKUTE 3aHATUS U JIMIcaTa Ha 0asza 3a OCHIIECTBABAHE HA HAyYHU H3CIIEBAHUS,
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TPOMaBHUTE AJMUHUCTPATUBHU MPOLEAYPH U HeAoOpaTa KOMyHHKAIUs B pabOTHUTE 3BEHA
JIEMOTHUBUPAT aKaJEMUYHHS ChCTaB. M3BEkKIaT Ce CIEIHUTE Bb3MOKHOCTUTE 32 MTOBUILICHUE
Ha IPOo(ECUOHATTHUTE MTOCTHIKEHUSI — OCUTYPSBAHETO HA YCIIOBUS 32 Pa3BUTHE, MHBECTUPAHE B
u3cienoBaresicka 0asa M HayyHOM3CJenoBaTelIcka padoTa, MHOBAIlMM B OpraHMU3allMOHHATA
CTPYKTypa, IPOBEXKIAHETO HA O0yYCHUSI.

2. Ilpobnemute B mnpodecHoHANHATAa TMPAKTUKA, CIOpPE] MPEACTaBUTEIUTE OT
aJIMMHHUCTPATUBHUS ChCTaB, CE CBHP3BAT C JIMIICATA HA CIeLMaIU3UpaHa TEXHUKA U cOPTyepHU
MPOJYKTH, OCTapsiiaTa MaTepuaina 6asa, jJoa KOMyHUKaIUs MeXy OTJIEITHUTE 3BEHa, KOSITO
BB3NPEIATCTBA MAaKCHMAJIHO JOOPOTO H3MbJIHEHHWE Ha paboTHuTe 3anayu. [IpekomepHO
YTE)KHEHU OIOPOKPATUYHH TPOIEAYPH U TMPAKTUKUA JOMBIHUTEIIHO HATOBApBaT paboTHATA
cpena. 3a MOBUIIIABAHE HA MOCTIXKEHUATA HA aJIMUHUCTPATHBHUS ChCTAB B OPraHU3alusTa On
JOTIPUHECIIO YYaCTHETO B KypCOBE 3a IMOBHUIIABAHE HA KBadUUKANUATA U MO-A00pa
KOMYHUKAITUSI MEXIy eKUIUTE B paboTHATA Cpenia.

3. 3HaunTenHa yacT oT mpeacTaBuTenuTe Ha [IpodecronaneH cep:KaHTCKU KOJEK, HE
cpeuiat mpo0yieMu B CBOATA padOTHA MPAKTHKA. YUYacTHE B TOBEUE KypCOBE 3a MOBUIIIABAHE HA
kBaM(uKalyATa, 3aKylmyBaHe Ha MOJEpHAa TEeXHUKa U codTyep, MpHU3HAHUE 3a J00pe
CBBpIIEHa paboTa OU MOBUIIMIO NMPOPECHOHATHUTE TTOCTUKEHHS HA JTUYHUS CHCTaB.

4. Pa3paboTeHUSAT MOJAEN 3a MOJ00psSBaHE CBHCTOSHHUETO Ha MEXKIYJTUYHOCTHUTE
OTHOIIIEHUA NpH u3rpaxkaanero Ha ekunu B HBY |, Bacui JIeBcku” € B 0OTTOBOp Ha pe3yaTaTUTE
OT TPOBEICHOTO EMIHUPUYHO U3CIEABAHE U 1EJIUW TMOAOOpsSBaHE HAa KadeCTBOTO B
MEXTyJIMYHOCTHUTE OTHOIIICHHUS, Ype3 yBeIMYaBaHe Ha €PEKTUBHOCTTA B padOTaTa Ha CKHUITHTE
B OpraHu3alusiTa, MOBHIIABAHE HA JOBEPHETO MEXKAY CIYXKUTEIUTE M MOAOOpsSBaHE Ha
KOMYHHUKAIUATA B OT/ICITHUTE 3BEHA.

OobIIA N3BOAHN OT TUCEPTALIUATA

Opranuzanunure NPEACTABIABAT KOHIVIOMEPATH OT WHAMBUAYAJIHH U TPYINOBU
0COOEHOCTH, HOTPEOHOCTH, MHTEPECHU M OTHOIIEHHUS, CbBKYITHOCTH OT Pa3HOO0pa3HU IIEHHOCTH
U MOTHBAallMOHHM YOBEIIKM Harjgacu. Te3um IBMKEIM CHUIM OMXa MMajil H3KIIOUYUTEIHO
CTUXHEH XapakTep, akO HE Ce H3yyaBaxa TEHJCHILUUTE, YCTOWYMBUTE XapaKTEPUCTHUKU U
JTMHAMHKaTa B [IOBEJICHUETO HAa YOBEKA U YOBEIIKUTE OOLTHOCTU B KOHTEKCTa HA YIIPABJIECHUETO
Ha OpraHU3alMUTe, U YIIPaBICHUETO HA MHANBUAYAIHOTO U TPYNOBO noBeneHu. [lomyuennre
pe3ysTaTd OT NPOBEJEHOTO EMIMPHUYHO M3CIECABAHE B peajHa Cpela, IOTBBP)KIaBar
HEO0XO/MMOCTTa OT HMHTETPUpAHE Ha YINPaBJIEHCKU TPAKTHUKH HACOYEHHW KbM EKUITHATa
KyATypa M MEXIYJIUYHOCTHUTE OTHOIIEHUS B opraHusanuara. KauectBoro Ha
MEXIYyJIMYHOCTHUTE OTHOIICHHUS C€ MPEBPBUIAT B PECYpC 32 YCTOWYMBO pa3BUTHE HA EKUITUTE
Y TIOCTUTaHe Ha OPraHU3aIlIOHHUTE 1IEeJTH.

[TpoBenenuTe U3ciaenBaHus U U3BBPIICHUTE aHAJIN3U B HACTOSIIMS JUCEPTALMOHHUST
TPY/I, 1aBaT OCHOBaHUE /1a ObJIaT HAIPABEHU CIICTHUTE U3BOJIU:

1. [Ipu nuarHocTHKaTa M aHaJIU3 Ha XapaKTEPUCTUKH HA TIUYHOCTTA U UHIUBUAYATHOTO
nosesieHne B HanyoHaneH BoeHEH yHUBEpPCUTET ,,Bacui JIeBcku” ce ycTaHOBSIBA HAIMYMETO
Ha TOAXOJAIIM 3a pabOTHOTO H3MBIHEHHE, Ch3JaBaHETO HA €KUI U padoTarta B EKHII
JMYHOCTHUTE YEPTH.

2. Peauua npo6yieMu Bb3NPENATCTBAT BUCOKOTO HUBO HA MOTUBALIMS 32 TPY/ U IEHHOCT
KaTo: ocTapsyla MarepuanHa ©0a3a, CBpbX yuyeOeH HOpMaTuB, JIOMIO (PUHAHCOBO
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BB3HATPAKICHUE HA AKaJJCMUYHHUA CbCTaB, TPOMABUTE U JbJITH aIMAHUCTPATUBHHU NPOLIETYPH,
JON'BIHUTEITHO HATOBapBaHE C HECBOWCTBeHM 3anaud. Crensa na ce oObpHE 3a1bI004EHO
BHUMaHHE U HAa WHAWBHUIYAHO M TIPYIOBO HHUBO BBPXY CPaBHUTEIHO CHJIHO BIMSHHUE Ha
pabOTHUTE HACTPOCHUS U EMOLIMU BbPXY paboTHATA AEHHOCT; HATMYMETO HA CUITHU M 3HAYUMHU
IIPOSIBU HA IPYINIOBO MHCJICHE.

3. Pabornara cpema B HammonaneH BoeHeH yHuBepcuteT ,Bacun JleBcku” e
OnmarompusiTHa 3a paboTa B €KUI M CE€ XapaKTepu3upa cC: BHCOKa pabOTHA €THKa,
pa3dupaTerscTBOTO B KOJEKTHBA, YECTHOCT, KOPEKTHOCT, OTTOBOPHOCT, H3II'BJIHUTEIHOCT,
JIOSUTHOCT, TIOYTEHOCT, TOJEPAaHTHOCT, TOYHOCT, IPELU3HOCT M OoTkputocT. CnasBar ce
€TUYHUTE HOPMHU: YBA)XEHHME, KOJETUATHOCT, KOPEKTHOCT, TOJEPAHTHOCT, IOJKpena,
ChTPYAHMYECTBO, B3aMMOIIOMOI, OTTOBOPHOCT, MPO(ECHOHATN3IBM, MOpPAJ, CTPEMEX KbM
YCHBBPIIEHCTBAHE U CIIa3BaHE Ha Hepapxusara. PecioHaeHTUTE NpuTeKaBaT BUCOKU HHUBA Ha
YIOBJIETBOPEHHE OT paboTaTa, ydacTue B padoTaTa 1 JITYCH aHTQXKUMEHT KbM OpraHH3aIHAiTa.

4. B Hauuonanen BoeHeH yHuBepcuteT ,Bacun JleBcku” e Hanuie CHiIHA
OpraHu3aliOHHaTa KyJITypa, YAUTO OCHOBHHU €JIEMEHTH ca: NpoeCHOHATIU3bM, €TUYHOCT,
CILIOTEHOCT, OTTOBOPHOCT; peJl M TUCLMILIMHA, TPO()ECHOHATHUZBM.

5. JInaepcTBOTO M IUAEPCKOTO NPUCHCTBUE B OPraHU3alUATa CE€ XapaKTepU3Upa ChC:
CIpaBe/IJIMBO OTHOLIEHHE, KOMIIETEHTHOCT, 0allaHCUPAHOCT, XapU3MaTUUYHOCT, CTPEMEX KbM
yCIeX, PEUIMTENHOCT, HO U CbC CKIOHHOCT 3a HajaraHe Ha COOCTBEHO MHEHHE 0e3
cboOpa3siBaHe C OOEKTHBHH OOCTOSTENICTBA, TNPOTUBOPEYMBU HArjacu, Hee(eKTuBHA
KOMYHUKaIHs, JIUIca Ha 00paTHa Bpbh3Ka Ha JIOBEpPHE.

6. IlpoGnemure B mpodecHoHanHaTa NMPaKTHKAa HA PECIOHICHTHTE CE€ CBBP3BAT C
JMIcaTa Ha crelyaiu3iupaHa TeXHUKA U coQTyepHH NMPOJYKTH, OcTapsiaTta MaTepuaiHa 6asa,
JonIa KOMyHHUKAIHMsT MEXKIY OTAETHUTE 3BEHA, KOSTO BB3MPEMATCTBA MAaKCUMAJIHO J100pOTO
U3IIbJIHEHHE Ha pabOTHHUTE 3a/laud, NMPEKOMEPHO YTEXKHEHU OIOPOKpPATUYHHM MPOLEIYPH H
MIPAKTUKU JOIBJIHUTEIHO HaTOBapBaT paboTHaTa cpera.

7. U3Bexnmar ce clieHUTE BB3MOXKHOCTHTE 3a IOBUIIEHHE Ha NpPOo(ecHOHATHUTE
MTOCTUKEHUS — OCUTYPSIBAHETO HA YCJIOBHS 3a pa3BUTHE, UHBECTHPAHE B U3CiIeloBaTeNcKa 6a3a
1 Hay4YHOM3CJel0BaTeNIcKa padoTa, MHOBAIMY B OpraHU3allMOHHATA CTPYKTYPa, IPOBEKIAHETO
Ha 0O0ydYeHMs, y4yaCTHETO B KypCOBE 3a IOBHIIaBaHE Ha KBaIM(UKaIUsATa U M0-700pa
KOMYHUKAIUs MEX/ly eKMITUTE B paboTHaTa cpejia, Ipu3HaHue 3a 100pe CBbplIeHa paboTa.

WN3nukBa HeoOxoauMocTTa oOT MojensT 3a moJ00psBaHE CHCTOSTHUETO Ha
MEXIYJIMYHOCTHUTE OTHOLIEHUS TP M3rpakaanero Ha ekunu B HBY ,,Bacui JleBcku”, koiTo
npeJulara MHTErpUpaHoO pEeLIeHHEe 3a MOoJ00psBaHE Ha MEXAYJIWYHOCTHUTE OTHOLICHUS B
XUOPUAHU EKUIIH.

3AKVIIOYEHHUE

B m3mepHEeHNE Ha OCTaBeHATa IIelT npu pa3pa60TBaHeT0 Ha TUCCPTALlMOHHUSA TPYd U
633HpaHI/ITe Ha HCA HAYYHO-U3CJICHOBATCIICKH 3aJa4u, € U3BBPIICH 33HLH60‘I€H TCOPCTUUCH
peryica, Kacacll OpraHn3alluOHHOTO IMMOBEACHHUE, IIPOCIICACHA € CBOJIIOIHUATA B HCTOBUTC TPHU
HHUBA — MHAUBUA-TPpYyIIa-OpTraHHU3alunsl. H’praTa HAayYHO-H3CJICAOBATCIJICKA 3a/ld4a € pCIICHA B
rjiaBa IbpBa OT JUCCPTALNUOHHUA TPY .

AHaJ'II/ISI/IpaHI/I U JOPAa3BHUTHU Ca CBIICCTBYBAIM BEYC MCTOJOJIOTHU 3a U3CJIICABAHC HaA
BIIMAHHUETO Ha MCEXKAYJINYHOCTHHUTC OTHOIICHHA B TI'pyla MOpH HU3rpaXJaHeTO Ha CKUIIH,
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OTUUTAWKU 0COOEHOCTHTE M crerupukaTa Ha pecionaenture B HBY , . B. JleBcku” cpenara 3a
o0Opa3oBaHMe W HayKa B CUTYPHOCTTa M OTOpaHaTa, KaTro MO TO3M HAa4MH € pelieHa BTopa
Hay4HO-U3CJIEJOBATEIICKa 3a/1a4a.

IIpoBeneHO € eMIIMPUYHO HU3CIIEIBAHE B PEAlIHA CPEla U C€ U3BBPIIN CTATUCTUYECKH
aHaJIM3 Ha HAOJIIOJJaBaHUTE SIBJICHUS U IIPOLIECH, KACaCIlld BIUSIHUETO HAa MEXTyJINYHOCTHUTE
OTHOILICHHUS B TPYIIA, IPU U3TPAXKAAHETO HA eKu B HanmonaneH BoeneH yHuBepeureT ,,Bacun
JIeBCKM” M pa3Iu4HU HErOBH CTPYKTYPH, 3BEHA U PECIOHACHTH, C KOETO € pEIleHa TpeTa
HAy4HO-HU3CJIEOBATEICKA 3a1ada. VI3BBpIIEHOTO H3CIEIBAaHE [OKa3Ba 3HA4YMMara POt U
BIMSIHUETO Ha MEXAYJIMYHOCTHUTE OTHOIIEHUS B TIpyna, Karo Bojenl (akrop npu
u3rpaxaaHeTo Ha eekTuBHU exunu B HaruonaneH BoeHeH yHuBepcuTeT ,,.Bacun JleBcku™.
Ilogkpenss ce Hay4yHO-M3CJIENOBATEICKA Te3a, Y€ BIHUIHUETO HA MEXKIYJIMYHOCTHUTE
OTHOIICHHS B TPyIla, Ma pelaBallo 3Ha4eHrne Mpu GOpMHUPAHETO Ha KOJIEKTUBU OT XOpa, pU
M3TPaXIaHETO HA CKUIH M TAXHOTO ePeKTHBHO (yHKIMOHMpaHe. [1o To3u HauMH BBB BTOpa
IJIaBa Ha IUCEPTALIMOHHUSA TPYJl € PELICHa TPETa HayYHOU3CIIE10BaTENICKA 3a1a4a.

Otkputu ca npobieMHHTE 00JacTH M € MpeUIoKEeH MOjed 3a MoAoOpsiBaHE Ha
CBhCTOSIHUETO HAa MEXIYJIMYHOCTHUTE OTHOIIEHUS B Ipyla MpPU U3IPAKIAAHETO HA €KUIHU B
CTPYKTYpH U 3BeHa 0T HanmoHaneH BOGHEH yHUBEpPCUTET ,,Bacui JleBcku™”.

N3rpaxaaHero Ha eeKTUBHU ekunu B HalyoHalHuS BOCHEH YHUBEpCUTET ,,Bacui
JleBcku” € CTpaTernuecky Bake€H €JIEMEHT 3a pa3BUTHETO Ha opranusanusra. [IpencraBennre
MIPEAIOKEHUS HAATPAXAAT CHIHUTE CTPAHUM HAa OTACIIHUTE IPYNH — AKaJEMHUYEH ChCTasB,
anmuHucTpatuBeH cbeTaB U [ICK U eqHOBpeMEHHO ajpecupar OTYETEHUTE 3aTPYAHEHUS U
pa3nuuus B MEXAYJIUYHOCTHHTE OTHOMICHUS. MoJenbT 3a momoOpsiBaHE CHCTOSIHHETO Ha
MEXIYJIMYHOCTHUTE OTHOUIEHUs INpu u3rpaxaaHeTro Ha exunu B HBY [ Bacun JleBcku”
npeJulara MHTErpUpaHoO pEeLIeHHEe 3a MOoJ00psBaHE Ha MEXAYJIUYHOCTHUTE OTHOIICHHS B
xuOpugHu exunu. Toil oTunTa 26 CTAaTUCTUYECKH 3HAYMMHU PA3IMKU MEXIy I'pYNUTE U TH
IpEeBpHIIA B PeCypc 3a leJieHacCOueHU UHTEepBeHLUH. [IpoekTupaHusaT Moen 3a nojo0psiBaHe
Ha MEXAYJIMYHOCTHUTE OTHOLLIEHUS MTPU U3rpaXkAaHe Ha EKUIU BKJIOUBa: 000011eH mpodui Ha
PECIOHJEHTUTE, OOIOOPTaHMU3allMOHHU MPEUIOKEHHUST 3a IMOA0OpsBaHE CHCTOSHUETO Ha
MEXIYyJIMYHOCTHUTE OTHOILIEHUS Npu u3rpaxaanero Ha exkunu B HBY | Bacun JleBcku”,
MIPEAIOKEHUS M MEPKH 110 LIEJIEBU I'PYIIN, OYaKBAaHU PE3YJITATH, JAHHU 32 YIIPABICHUE, PUCK U
MOHMTOPHHIoBa paMka. I1o To3u HauMH B TpeTa riaBa Ha JUCEPTALMOHHUS TPYJ € pelleHa U
4eTBbpTaTa Hay4HOU3CIIEN0BaTENCKA 3a/1a4a.

[IpennaranuTe MEpKM HE ca €IHOKPATHH JEWUCTBUSA, a IBITOCPOYHA CTpaTerus,
0a3upaHa Ha €MIUPUYHM JaHHU. Te ocurypsBar OajJaHCHpPaHO Pa3BUTHE HA TPUTE TPYNHU
PECIOHJIEHTH M Ch3JlaBaT OCHOBA 3a CHJIHA, CIUIOTEHA M TNpOQecHOHATHA WHCTUTYLHS,
OTroBapslia Ha CbBPEMEHHUTE M3MCKBaHUs 3a BHUCILIE BOGHHO oOpazoBaHue. B To3u cMmuchi,
OCHOBHATa 1€ Ha JUCEPTALMOHHMS TPYJ, Ha OCHOBAaTa HAa €MIIMPUYHO H3CIIEJIBAHE, Ype3
aHAJIM3MpaHEe HAa OPraHMU3allMOHHATA CPeJla M OpTraHNW3allMOHHMS KJIUMaT B cTpykTypu oT HBY
,Bacui JleBcku” na ce nmpocienu eeKTUBHOCTTA HAa OPTAaHU3AIMOHHUTE B3aMMOOTHOIICHHS U
paborata B Tpymd W €KMIH M Ja C€ TMpPeloCTaBIT HACOKM 3a I0A00psiBaHe Ha
MEXIYJINYHOCTHUTE OTHOILIECHMS, € [IOCTUTHATA.
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I. GENERAL CHARACTERISTICS OF THE DISSERTATION

1. RELEVANCE OF THE PROBLEM

Over the past decade, the challenges facing managers in effectively utilizing human
resources and managing organizational behavior have increased. Organizations are increasingly
trying to find better ways to utilize and enhance the skills and abilities of their workforce,
including by finding new ways to improve interpersonal interaction, communication, and
teamwork skills.

The behavior of individuals and groups in an organization is influenced by a wide
range of factors that have a strong impact on its functioning, and the study and analysis of
human behavior in organizations is carried out through the rules and approaches of
organizational behavior. Considering an organization as a group of people who contribute their
efforts to achieve a common goal, it should be borne in mind that it is a kind of mechanism that
helps activities to be carried out effectively.

Managers are faced with the challenge of researching and establishing the influence
of interpersonal relationships in a group when building teams, analyzing problems in
professional practice and opportunities for increasing professional achievements. A main
priority for achieving this goal is the search for ways to improve the state of interpersonal
relationships in the organization that are appropriate for the respective structure.

2. RESEARCH THESIS

The influence of interpersonal relationships in a group, examined and studied through
the prism of managing people and organizations, is crucial in the formation of collectives of
people, in building teams and their effective functioning.

3. PURPOSE AND OBJECTIVES OF THE RESEARCH

The main goal of the dissertation is, based on empirical research, by analyzing the
organizational environment and organizational climate in structures of the Vasil Levski
University of Management, to monitor the effectiveness of organizational relationships and
work in groups and teams and to provide guidelines for improving interpersonal relationships,
the organization's ability to deal with interpersonal problems, skills for working in conflict
situations and achieving higher levels of trust and cooperation.

In connection with the defined main goal in the dissertation, the following research
tasks have been formulated for solution:

1. To conduct a theoretical review of basic assumptions regarding organizational
behavior and to trace its evolution through its three main levels - individual, group and
organizational.

2. To (analyze) improve and further develop existing methodologies for studying
the influence of interpersonal relationships in a group when building teams, taking into account
the peculiarities and specificities of respondents in the environment of education and science in
security and defense.

3. To conduct an empirical study in a real environment and to perform a statistical
analysis of the observed phenomena and processes concerning the influence of interpersonal
relationships in a group, when building teams at the Vasil Levski National Military University
and its various structures, units and respondents.

4. To identify problem areas and offer guidelines for improving the state of
interpersonal relations in a group when building teams in structures and units of the Vasil
Levski National Military University.
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4. OBJECT AND SUBJECT OF THE RESEARCH
The object of research in this dissertation is interpersonal relations at the Vasil Levski
National Military University and its various structures, units and respondents.

SUBJECT OF THE RESEARCH
The subject of the dissertation research is the influence of interpersonal relationships
in a group on team building.

5. RESEARCH METHODOLOGY

The study on the influence of interpersonal relationships in a group when building teams
at the Vasil Levski National Military University is being carried out in the period 2023-2026.
In 2023, the preparatory work for the study was carried out with a study of theoretical and
practical-applied statements of leading and new Bulgarian and world authors in the field of
group dynamics management and organizational behavior. In the period May-September 2024,
the study was carried out through a questionnaire in a real environment at the Faculty of
Security and Defense, located in the city of Veliko Tarnovo, the Faculty of Logistics and
Technologies, located in the city of Veliko Tarnovo, the Faculty of Artillery, Air Defense and
CIS, the academic, management and administrative staff at them, the administration of the Vasil
Levski National Military University and the Professional Sergeant College at the Vasil Levski
National Military University the latter as the control group in the study. 160 employees were
surveyed, of which: academic staff - 82 people; administrative staff - 58 people; Professional
Sergeant College (control group in the study) - 20 people. The participating employees from
the structures of the Vasil Levski National Military University form a representative statistical
sample, while the respondents of the control group in the study - Professional Sergeant College,
form a general statistical population. In the period 2025-2026, statistical processing of the data
obtained from the empirical study in a real environment is carried out, a model is prepared for
improving the state of interpersonal relations in team building at the Vasil Levski National
Military University.

The study is based on a set of methods. As the main method, an empirical study was
prepared and conducted in a real environment among employees of the Vasil Levski National
Military University in various of its structures, units and respondents. Methods of historical-
theoretical research, combined methods and specific methods such as observation, comparative
analysis, induction, deduction, systematic approach, surveys and interviews, mathematical and
statistical data processing were applied. In order to confirm the results and adopt good practices,
an in-depth interview was conducted with representatives of the command of the Professional
Sergeants' College.

To derive statistically significant differences, mathematical and statistical software
MATLAB (MATrix) was used. LABoratory) and calculation programs in Microsoft Excel. In
addition, to check for statistically significant data, events and phenomena, a statistical
comparison was performed using a two-tailed Z - test for comparing relative frequencies
(proportions) in two independent and a two-tailed Student 's t-test for comparing means in two
independent samples. The results of the diagnostic experiment are formatted and presented both
in tables and graphs.

RESTRICTIONS

The study is voluntary in nature, therefore it does not cover the general population at the
Vasil Levski National Military University but a representative sample of the staff.

The study involved representatives from the academic staff, representatives from the
administrative staff, and the Professional Sergeants College, due to the interconnectedness of
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the work and the close working relationship in the daily work process between the three studied
groups.

The empirical research in a real environment focuses on analyzing the influence of
interpersonal relationships in a group when building teams in significant structures at the Vasil
Levski National Military University but the proposed methodology could be used for
diagnosing structures in state government and public organizations, business-oriented
organizations, and non-governmental organizations.

Il. STRUCTURE AND CONTENT OF THE DISSERTATION

2. Structure of the dissertation.

The development of the dissertation is aimed at fulfilling the set research goal and the
research tasks arising from it. The analysis is concentrated on the object and subject of research
in accordance with the formulated research thesis and the set limitations. In this regard, the
dissertation consists of an introduction, three chapters with the relevant conclusions to them,
general conclusions, conclusion, list of literature used and list of appendices.

The content of the dissertation is structured as follows:

CONTENTS
INErOAUCTION. ... e e e e 5
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the relationship individual-group-organization ....................cooiiiiiiiii i, 11
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Synthesized presentation of the dissertation.

CHAPTER ONE is entitled Concept of organizational behavior through the prism
of management and the individual-group-organization relationship. It provides a historical
overview of the nature and importance of organizational behavior. It then clarifies and analyzes
individual human behavior in the work process. It examines group behavior, group dynamics,
and the relationship between interpersonal relationships and the creation of an effective team.

1. Historical overview, nature and importance of organizational behavior.

Organizational behavior is a field of expertise that studies three determinants of
behavior in organizations: the individual, the group, and the organization as a whole. It studies
human behavior in the organizational environment and seeks to answer the question of how the
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person interacts with the organization and how the organization influences the behavior of
people in it. The main goal of organizational behavior is to explain, predict, and influence the
behavior of people and groups in organizations by studying the behavior and actions of people
in a work environment.

The term organizational behavior first appeared in a report published by American
researchers R. Gordon and D. Howell in 1959 about a study conducted in American business
schools. Organizational behavior is an applied behavioral science built on contributions from a
number of behavioral disciplines, mainly psychology, management, sociology, and
anthropology.

In his book Behavior in Organizations, published in 1991, Van Fleet states that
organizational behavior is the study of human behavior within the organization, the
organization itself, and the interaction between the two" and argues that it deals with the
characteristics of the processes that shape the organization itself and with the human
characteristics, needs, and motivations of people to work in the organization.’

Another definition is offered by Stephen Robbins, according to whom organizational
behavior is a research field that studies the impact that individuals, groups, and structure have
on the behavior of organizations with a view to applying this knowledge to improve the
effectiveness of the organization's functioning 8.

In 2018, in Organization and Organizational Behaviour Jefferson White states that
organizational behavior is concerned with "the study of what people do in an organization and
how that behavior affects on the performance of the organization *°. The classical era in the
development of organizational behavior covers the period from 1900 to 1930, approximately
when the first scientific theory of management began to develop.

Over the years, we have learned that organizational behavior must be studied and applied
within a contingency framework. The most significant research topics at the moment and those
with the greatest contribution to the work environment and its overall improvement are related
to theories of motivation, management styles, interpersonal relationships, communication and
other types of interactions between people and groups, leadership, conflict, job structure and
design, employee satisfaction. The relationship individual (individual characteristics and
features) - group (group characteristics and features) - team (team characteristics and features)
and organization - (organizational characteristics and features) is fundamental in the study of
human behavior in organizations.

2. Fundamentals of individual human behavior — revealing, clarifying and analyzing
human behavior in the work process.

The management of individual work behavior is related to the discovery, clarification and
analysis of human behavior in the work process. Each human individual is an organic system in
which genetic and social factors interact and his behavior is the result of this interaction. In each
individual, this interaction is different in its specific manifestations and this leads to the
uniqueness of each personality.?

Individual behavior is a set of actions, actions, and reactions of an organism or person
in response to internal or external stimuli, expressed in communication with other beings and
the environment.

16 Van Fleet, DD, Behavior in organizations. Boston, MA: Houghton Mufflin, p. 7.

17Van Fleet, DD, Behavior in organizations. Boston, MA: Houghton Mufflin, p. 7.

18 Robhins, SP Organizational Behavior. NJ: Prentice Hall, 1993, p. 8.

®White, Jefferson. Organization and Organizational Behavior. 2018. Studocu.com. https://www.studocu.com/en-
us/document/california-state-university-chico/seminar-in-organizational-behavior/bca-629-ob-lecture-notes-1-
3/3990404, available 15.01.2023.

DPetrova, E., Governance in a Changing World, Publishing House of the National University of Economics “V.
Levski”, Veliko Tarnovo, 2012. ISBN 978-954-753-093-5.

47



A personality trait is a specific component of personality that describes the specific
tendencies a person has to feel, think, and act in a certain way. The concept of the Big Five
Personality Traits includes a set of core traits that can be used and managed by organizations.

An important influence on organizational behavior is exerted by work values, attitudes,
and moods, which have the potential to influence each other. Work values are the personal
beliefs of the worker about expected outcomes, work, and behavior in the workplace, which are
a predicate of possible ethical behavior in the workplace. Work attitudes are systems of feelings,
beliefs, and thoughts that people have about how to behave in their current jobs and
organizations, while work moods are the feelings of people at the time they actually perform
their work.

Work moods are also important determinants of behavior in organizations. Moods have
important implications for organizational behavior. Both positive and negative moods influence
decision-making. Because managers can do many things to promote positive moods, work
moods have received additional attention from researchers.?

Goleman (1998) examines emotional intelligence as assimilation of self-awareness,
empathy, confidence, optimism, impulse control, social awareness, self-management, and
ultimately relationship management. Bar-On (1997) conceptualizes emotional intelligence as a
set of trait and state characteristics, specifically intrapersonal and interpersonal, stress tolerance,
adaptability and problem-solving skills, as well as an optimistic mood. % In the workplace,
emotional intelligence can be used to form harmonious teams, taking advantage of the talents
of each member. To achieve this, colleagues who are well-versed in emotional intelligence can
look 1;8r opportunities to motivate and inspire others to work together to create a successful
team.

3. Fundamentals of group behavior — group, group dynamics, team building
There are various definitions of a group in the literature. Most often, it is presented as
a social formation within a certain organization and as a collection of more than two individuals
who interact and are in a relationship of mutual dependence in the process of achieving certain
common goals, share similar characteristics and a collective sense of unity and responsibility.2*
Muzaffer Sherif formulated the following definition of a social group:a social unit
consisting of a number of individuals who interact with each other in terms of: common motives
and goals; commonly accepted roles and division of labor; commonly accepted status (social
rank) and relationships; commonly accepted norms and values; commonly accepted rewards
and sanctions when the norms have been observed or violated”. 2Work groups are the basic
building blocks of an organization. Groups contribute to the effectiveness of the organization
when the goals of the group are aligned with the goals of the organization.
A group is a collection of people, objects, or phenomena united by a common goal. It
can also mean a collective united by a common characteristic. In contrast to a group, a team is
a collection of people (or individual professionals) who work together, united by a common

2L Virtual University of Pakistan (2012). Organizational Behaviour . COURSE OVERVIEW. MGT502. Virtual
University of Pakistan, available 19.07.2023. vu.edu.pk https://ocw.vu.edu.pk » Course...

2Molloy, Sandra (2023). Team Building Interpersonal Relationships in Gaelic Games. A thesis submitted for the
Professional Doctorate in Elite  Performance at the University of Central Lancashire.
https://clok.uclan.ac.uk/id/eprint/52800/1/DR%20THESIS3.0%20CLOK%20SUBMISSION.pdf, available
20.06.2025.

Z3Bauer, Talya , Berrin Erdogan (2012). An Introduction to Organizational Behavior. This book is licensed under
a Creative Commons by- nc - sa 3.0 (http://creativecommons.org/licenses/by-nc-sa/3.0/) license. available
19.07.2023. https://2012books.lardbucket.org » pdfs » an-intro...PDF.

%petrova, E., (2013). Fundamentals of Management. Publishing House of the National University Vasil Levski.
Veliko Tarnovo. ISBN 978-954-753-121-5.

2 Sherif , M., C. Sherif , A. Outline of Social Psychology , rev.ed.Harper & Brothers : New York , p. 143-180.
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goal or task, sharing skills, responsibilities, and resources to achieve better results than they
would individually. The team can also be defined as a group in which members influence each
other to achieve one or more of the organization's goals. 2°A team is also defined as a group of
people who perform a joint work or action at the same time, under the direction of a
supervisor.?’

While a group can function as a collection of individuals with relatively independent
contributions, a team implies a higher degree of mutual responsibility, synergy, and shared
commitment to a common outcome. The distinction between a group and a team is clarified in
the works of Katzenbach and Smith, who define a team as “a small number of people with
complementary skills who are committed to a common purpose, common performance
objectives, and approach for which they are mutually accountable.” %%,

Designing an effective team means making decisions about team composition (who
should be on the team), team size (the optimal number of people on the team), and team
diversity (should team members have similar or different backgrounds). The answers to these
questions will depend largely on the type of task the team will be performing.

Interpersonal relationships are the connections and interactions between two or more
people that involve communication, friendship, intimacy, and partnerships, ranging from
temporary to long-term, and are based on emotions and the need for communication. They
encompass all areas of human life - from family and friendship to professional relationships,
and are key to building human experience, cooperation, and harmonious existence.
Interpersonal relationships are all forms of connection that we form with others, built on
communication, emotions, and shared experiences. They are based on communication and joint
activities, and are key to social bonding, involving sharing, cooperation, and understanding.

The connection between interpersonal relationships and creating an effective team is
fundamental and indissoluble: good interpersonal relationships (trust, communication, respect,
cooperation, positive climate) create a solid foundation for an effective team, increasing
cohesion, motivation and productivity, while bad relationships lead to conflicts, low
performance and team disintegration; a successful team, on the other hand, nourishes these
relationships through successes and shared goals, leading to a positive chain reaction.

4. The organization is a complex social system.

An organization is a structure that arises as a result of a deliberate agreement to unite the
efforts of a certain circle of people who will work to achieve a certain collective goal, controls
its own results and has boundaries separating it from the surrounding environment. In the
literature dealing with this issue, “organization” is most often understood as: order, orderliness,
systematization of something material or spiritual; something that is opposite to chaos,
disorganization, disorder; the activity of creating order; association, institution, establishment;
a complex social system built from different elements, between which there are connections
and interdependencies. ?°

Organizational structure and organizational culture influence how people and groups
behave in an organization. Together, they provide a framework that shapes attitudes, behavior,
and performance. Organizations must create a structure and culture that allow them to

26 Deaconu , 2004, Deaconu , A. (2004). Factorul human and performance organization . Bucharest : ASE
2’Small Academic Dictionary, 2010, Mic Dictionary Academic . (2010). Retrieved 13.01.2026, from Dexonline :
https://dexonline.ro/definitie/echip%C4%83

%8 Katzenbah, JR, and Smit, DK (1993) The Wisdom of teams. Creating the high performance organization.
Harvard Business Scholl Press.

2 Penchev, P., I. Pencheva, Fundamentals of Governance, Abagar Publishing House, Veliko Tarnovo, 2002, p.
43.
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effectively manage individuals and intergroup relationships. Organizational structure is the
formal framework through which work tasks are divided, grouped, and coordinated.

For our purposes, we assume that the organizational Culture is a set of informal values
and norms that control the way individuals and groups interact with each other and with people
outside the organization. Culture is actually a powerful way to control and manage employee
behavior. In addition to having implications for organizational performance, organizational
culture is an effective control mechanism for dictating employee behavior.

If the environment were perfectly static, if the skills and abilities of employees were
always up-to-date and incapable of deterioration, and if tomorrow were always exactly the same
as today, organizational change would have little or no meaning for managers. However, the
real world is turbulent and requires organizations and their members to undergo dynamic
change if they are to perform at a competitive level. Therefore, we can conclude that
understanding organizational behavior is important for managers who are responsible for
improving organizational effectiveness, the ability of the organization to achieve its goals. They
are faced with the challenge of exploring and establishing the influence of interpersonal
relationships in a group and finding approaches to improve the state of interpersonal
relationships in the organization.

THE CONCLUSIONS DRAWN FROM CHAPTER ONE ARE THE
FOLLOWING:

After examining in detail the theoretical statements of organizational behavior, the
following conclusions can be drawn from the first chapter:

1. The main practical and applied goal of organizational behavior is to explain, predict
and influence the behavior of people and groups in organizations by studying the behavior and
actions of people in a work environment, including applying the accumulated knowledge about
the behavior of individuals, groups and the organization and constructing a comprehensive
vision of what the organization is, how it works and how it can change, if necessary.

2. The relationship individual (individual characteristics and traits) - group (group
characteristics and traits) - team (team characteristics and traits) and organization -
(organizational characteristics and traits) is fundamental in the study of human behavior in
organizations.

3. The connection between interpersonal relationships and the creation of an effective
team is fundamental and inextricable: good interpersonal relationships (trust, communication,
respect, cooperation, positive climate) create a solid foundation for an effective team, increasing
cohesion, motivation and productivity. Interpersonal relationships are the foundation of an
effective work team, as they build trust, open communication, mutual assistance and shared
commitment - factors that transform a group from a simple collection of individuals into a
synergistic unit, achieving results greater than the sum of its individual efforts.

4. Organizational structure and organizational culture influence the behavior and actions
of people and groups in an organization. Organizational structure provides the formal
framework through which work tasks are divided, grouped, and coordinated, and describes how
managers group people and resources, integrate people and groups to encourage them to work
together, and how organizational values and norms influence group relationships and
organizational effectiveness.

%0 Bauer , Talya , Berrin Erdogan (2012). An Introduction this Organizational Behavior . This book is licensed
under a Creative Commons by-nc-sa 3.0 (http://creativecommons.org/licenses/by-nc-sa/3.0/) license . available
19.07.2023. https://2012books.lardbucket.org > pdfs » an-intro ...PDF.
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CHAPTER TWO s entitled Empirical study on the influence of interpersonal
relationships in a group when building teams at the Vasil Levski National Military
University. It discusses the methods for researching interpersonal relationships and a universal
methodology for researching target groups, taking into account their specificities, is derived.
Statistical processing of the data from the empirical research conducted in a real environment
is performed.

1. Methodology of the study on the influence of interpersonal relationships in a
group when building teams at the Vasil Levski National Military University.

The empirical study on the influence of interpersonal relationships in a group when
building teams at the Vasil Levski National Military University goes through several stages: a
diagnostic stage, during which a review of the theoretical statements concerning the problem is
carried out, their connection with the object of study is established and a methodology for the
study is prepared; a main stage, during which the empirical study is conducted in a real
environment and a final stage, during which the problems discovered in the previous stage are
identified and analyzed and possible solutions are sought, based on the established statistical
data, a scientifically based model is proposed for improving the state of interpersonal
relationships when building teams at the Vasil Levski National Military University.

The methodology for the study of the influence of interpersonal relationships in a group
on team building at the Vasil Levski National Military University was developed in accordance
with the theoretical wealth contained in the sciences of management, human resource
management, organizational psychology and organizational behavior, taking into account the
Bulgarian, Russian and Western European experience. A variety of theories, concepts and
methodologies for studying interpersonal relationships were used, which were brought into line
with the studied target group, taking into account its specificity.

When constructing the questions for module one Diagnostics of personality and
individual behavior, the following concepts were mainly used: The Big Five Personality Traits
- agreeableness, conscientiousness, negative emotionality, extroversion and openness; work
values, attitudes and moods including job satisfaction, work involvement and organizational
commitment; empathy, emotions and emotional intelligence; stereotypes; work ethics and
ethics; others.

When constructing the questions for module two Diagnostics of group behavior and
group dynamics, the concepts of: work roles; group norms; group development; understanding
of team and teamwork; problems noted in terms of staff motivation for work and performance
of official duties; elements in the group work environment were mainly used. When
constructing the questions for module three Diagnostics of the organization and organizational
behavior, the concepts of: management style; leadership and leadership presence; power and
hierarchy; motivation; level of conflicts and conflict; aggression in the work environment;
organizational culture; organizational change were mainly used.

In addition, to verify statistically significant data, events and phenomena, a statistical
comparison was performed, using the following statistical tools:

1. Descriptive statistics — tables and graphs.

2. Two-tailed Z — a test for comparing relative frequencies (proportions) in two
independent samples regarding the presence of a certain characteristic, where the null
hypothesis states that the difference between the proportions in the two samples is random in
nature. The test statistic has the form:
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where n;and 1, are the sizes of the two samples, p; = f; /N and p, = f,/n,are the
proportions of the two samples, and fandf,, and the frequencies of the trait in the two samples.
Under a true null hypothesis, the test statistic has an (approximately) normal standard Z-

distribution. The null hypothesis is rejected for sufficiently large values of | Z|.
3. Two-tailed Student's t-test for comparing means in two independent samples, where
the null hypothesis is that the difference between the means in the two samples is random.
The test statistic has the form:
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where nqand n,are the sizes of the two samples, x;and X are the means of the two
samples, and sZand sZare the variances of the two samples. Under the true null hypothesis, the
test statistic has ta Student's t-distribution with n; + n, — 2degrees of freedom. The null

hypothesis is rejected for sufficiently large values of [t(n, + n, — 2)|.

The modern mathematical-statistical approach allows null hypotheses to be tested by
the achieved significance level p- value, which in turn is calculated based on the type of null
hypothesis and the value of the testing statistics. The main interpretation of p- value is the
presence/probability of a first-type error, i.e. when a true null hypothesis is rejected). Small
values of p-value provide a statistical argument for rejecting the null hypothesis, with the
generally accepted threshold value for social and behavioral sciences being 0.05 (5%). The
entry p- value = 0.000 is interpreted as follows: p- value < 0.001 (see for example Table 1,
Table 2). In cases where the p- value is between 5% and 10%, there is an observed trend. The
direction of the effects of the testing statistics is visible from the proportions and average values
given, respectively.

To derive statistically significant differences, mathematical and statistical software
MATLAB (MATrix) was used. LABoratory), which is a software environment and
programming language designed for numerical analysis, calculations, data visualization, and
programming.

2. Analysis of the socio-demographic profile of the respondents of the study on the
influence of interpersonal relationships in a group when building teams at the Vasil Levski
National Military University.

The study surveyed 160 employees from the Vasil Levski National Military University,
of whom: academic staff - 82 people; administrative staff - 58 people; Professional Sergeant
College (PSK, control group in the study) - 20 people. The academic staff occupies 51% as part
of the representative sample, the administrative staff - 36%, and the representatives of the
Professional Sergeant College - 13% of the total respondents. The respondents who took part
form a representative statistical sample, while the respondents of the control group in the study
- Professional Sergeant College form a general statistical population.
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The socio-demographic profile of the respondents shows the following peculiarity —
there is an uneven distribution of respondents by gender, namely 74% of the surveyed
respondents are men, and 24% of the surveyed respondents are women. This fact is not unusual
and is explained by the specifics of the environment in which the study is conducted, namely —
the sphere of security and defense.

As a result of the analysis of the age structure, we find that persons between 46 - 55
years old form 40% of the respondents, persons between 36 - 45 years old form 37% of the
respondents, respondents aged 56 - 65 years old represent 14%, 8% of the respondents are aged
25 - 35 years old and respondents over 65 years old form 1% of the respondents. In the
dissertation, the analyses are illustrated graphically.

3. Diagnostics and analysis of personality characteristics and individual behavior
at the Vasil Levski National Military University.

Module one Diagnostics of personality and individual behavior of the questionnaire
used includes eight questions and aims to examine some basic personality characteristics that
influence group performance and individual behavior in the formation of groups and teams.
Behavior at the individual level is studied by studying: values, attitudes, perceptions and
decision-making; personality and emotions; competencies; needs, motivation and job
satisfaction. The analyses are graphically illustrated for each question of the questionnaire in
the dissertation.

The analysis of the results of the first module shows that when examining personality
traits according to the concept of the "big five" personality traits and additional basic ones, the
data analysis shows results at a very good level, namely:

. 78% of respondents have the personality trait extroversion;

. 92% of respondents have emotional stability. There is a trend in favor of the PSC
compared to the administrative staff [Z = 1.753; p- value = 0.080].

. 96% of respondents possess the personality trait agreeableness;

. 96% of respondents have the personality trait conscientiousness. When

comparing groups (Z-values and p- values), a significant difference is observed in favor of the
academic staff [Z = 2.977; p- value = 0.003] compared to the administrative staff. Academic
VS PSC: both groups have 100%, which makes it impossible to calculate a Z-value (no
variation). Admin VS PSC: p = 0.134 — not a significant difference.

. 96% of respondents are responsible for other people's experience. When
comparing groups (Z-values and p- values), a significant difference is observed in favor of the
academic staff [Z = 2.977; p- value = 0.003] compared to the administrative staff. Acad. VS
PSK: nan — both groups have 100%, which makes it impossible to calculate a Z-value (no
variation). We can say that openness to other people's experience is high in all groups.

. 70% of respondents indicated that they do not believe that external forces are
largely responsible for their fate. When comparing groups (Z-values and p- values), a
significant difference was observed in favor of the academic staff compared to the
administrative staff [Z = 1.853; p- value = 0.064] and to the PSC [Z = 2.520; p- value = 0.012],
no statistically significant difference was found between the administrative staff and the PSC.

. 84% of respondents indicated that they possess a high degree of self-observation.

Individuals with high levels of these personality traits are considered organized and self-
disciplined, with good work performance, good opportunities for teamwork, and fostering good
working relationships.

94% of respondents do not possess the personality trait neuroticism or negative
affectivity. Individuals with a low level of neuroticism are not inclined to experience negative
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emotional states, to feel upset and to view the world around them negatively, and are not
inclined to conflict and participation in conflict situations.

Only 52% of respondents have high personal self-esteem. It is believed that people with
high self-esteem believe in their abilities and tend to set higher goals and perform more difficult
tasks, while people with low self-esteem are full of self-doubt and fear. However, we can take
into account the fact that excessively high self-esteem, which is not supported by proven
qualities and abilities, would create an atmosphere of fear, would lead to a reluctance to work
together and would hinder teamwork. This is an interesting and controversial point from a
scientific point of view, which should be worked on.

Overall, respondents agree on teamwork as their leading work value and add:
responsibility, discipline, motivation, competence, professionalism, creativity, honesty,
tolerance, impartiality, and loyalty.

Work attitudes are examined using the following indicators: job satisfaction; work
involvement; personal commitment to the organization; how work moods and emotions at the
workplace influence the individual on his/her performance, performance, relationships, i.e.
his/her behavior in general.

The data shows that 69% of respondents have a high and very high level of job
satisfaction. There are no statistically significant differences in the responses of the individual
groups of respondents.

88% of the total respondents participate in work at a high and very high level. There are
no statistically significant differences in the answers of the individual groups of respondents.

90% of the total respondents indicate high and very high personal commitment to the
organization. There are no statistically significant differences in the responses of the individual
groups of respondents.

Comparison of the results of the question to what extent do work moods and emotions
at work influence you. In the Student's averages, t-values and p- values are shown for the test
of the difference between proportions, a trend [t(138) = 1.691; p- value = 0.093] and a
significant effect [t(100) = 2.045; p- value = 0.044] of a higher influence among the academic
staff, respectively compared to the administrative staff and the PSC. We can conclude that
among the academic staff, work moods and emotions have a higher influence on the workplace.
This is an indicator that should be worked on.

Regarding the traits characteristic of emotional intelligence, respondents answered as
follows:

97% of respondents believe that they have self-awareness as an individual trait.

98% of respondents believe that self-management is inherent to them as an individual
trait.

94% of respondents believe that self-motivation is inherent to them as an individual
trait.

75% of respondents believe that they have inherent empathy.

Significantly lower empathy was observed in the PSC group [Z = 1.832; p- value =
0.067] and [Z = 2.299; p- value = 0.021], respectively, compared to the academic staff and the
administrative staff.

94% possess the social skills necessary for their job.

51% of respondents believe that the need for realization and improvement is the most
important for them, followed by: safety needs, material needs. Recognition needs are placed
last. A significant difference is observed in favor of the PSC, with significantly higher social
needs being stated compared to the academic staff [Z = 2.049; p- value = 0.040]. In conclusion,
we can say that social needs are stated in a higher percentage in the PSC.

When diagnosing the role of the individual in the group, the fact that respondents do not
assign any additional role other than those indicated, for example the role of performer, is taken
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into account: 22% of respondents indicate that they are organizers; 15% of respondents define
themselves as generators of ideas, etc., and 26% of respondents indicate that their role is to
unite the group, with this response a highly significant difference is observed in favor of the
PSC compared to the academic staff [Z = 4.356; p- value < 0.000] and to the administrative
staff [Z = 3.312; p- value = 0.001]. In the administrative staff, a trend is observed for a lower
assessment of the role of "leader” compared to the academic staff [Z = 1.909; p- value = 0.056]
and to the PSC [Z = 1.660; p- value = 0.097].

53% of respondents answered that stereotypes do not influence them, 46% indicated that
they influence them to a certain extent. It should be noted that only 20% of respondents from
the Professional Sergeants' College indicated a neutral influence of stereotypes, while 80%
indicated the answer that stereotypes influence them to varying degrees. This is an indicator
that should be paid attention to.

Regarding the assessment of work ethics and what its main characteristics are at the
National Military University, respondents indicate: high work ethics, understanding in the team,
honesty, correctness, responsibility, performance, loyalty, integrity, tolerance, accuracy,
precision and openness.

4. Diagnostics and analysis of group behavior and group dynamics at the Vasil
Levski National Military University.

Module two attempts to diagnose group behavior and group dynamics in the
organization. The questions for the module are focused on eight areas — to assess how work
roles are performed, to indicate basic group norms, to make a partial analysis of group
dynamics, to identify the main problems with regard to motivation for work.

75% of respondents believe that there is a very high and high level of performance of
work roles in the work unit, 24% believe that there is a satisfactory level of performance of
work roles, and 2% believe that there is a low level. Similar ratios are maintained for the
individual groups of respondents studied.

Regarding the group norms that must be observed in the work unit, the representatives
of the academic staff indicate respect in the first place, the representatives of the administrative
staff indicate collegiality in the first place, and the representatives of the PSK indicate teamwork
in the first place. The following are the established group norms: collegiality, respect,
correctness, tolerance, support, cooperation, mutual assistance, responsibility, professionalism,
morality, striving for improvement and compliance with the hierarchy. The question
corresponds to the question in module one regarding individual leading work values, as the
answers show coverage of the individual's work values with the implementation of the same in
the work process and their acceptance as group values.

In summary, 64% of respondents believe that they are in the implementation stage, 34%
indicate that they are in the initial stages of group dynamics, 2% indicate a stage of
disintegration. Here we find statistically significant differences in the responses of the different
groups of employees surveyed, namely: 47% of the academic staff believe that their work unit
is in the first stages of its development. comparisons for norming and setting standards. The
academic staff shows a significantly higher choice for this assessment compared to the
administrative staff [Z = 3.235; p- value = 0.001]. Only 48% of the academic staff indicate a
stage of implementation (which we consider as a problem that should be worked on); 81%
confidently indicate implementation as a stage of development of their work unit. The
administrative staff shows a significantly higher choice for this assessment compared to the
academic staff [Z = 3.789; p- value < 0.001] and compared to PSK [Z = 2.204; p- value =
0.028].
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A significant percentage of respondents from 68% to 75% of the respective groups
define their work unit as a team. A large percentage of respondents refrain from answering. The
PSC shows a significantly higher choice towards this assessment compared to the academic
staff [Z = 2.427; p- value = 0.015] and such a trend compared to the administrative staff [Z =
1.873; p- value = 0.061].

Manifestations of group cohesion are characteristic of 85% of the total respondents.

Manifestations of groupthink are characteristic of 80% of the total respondents (which
is a problem that should be worked on to eliminate).

Significant differences are found in terms of problems related to work motivation. The
academic staff points out many existing problems that hinder the high level of motivation for
work and activity, such as: outdated material resources, excessive academic standards, poor
financial remuneration of the academic staff, cumbersome and long administrative procedures,
additional burden with unusual tasks. 35% of the surveyed representatives of the administrative
staff and 55% of the representatives of the Professional Sergeants' College answer that there
are no problems with regard to the motivation of the personnel to work. The academic staff
shows a significantly lower choice of judgment for the absence of problems compared to the
administrative staff [Z = 4.320; p- value < 0.001] and compared to the PSC [Z = 5.392; p- value
< 0.001]. A trend is observed in favor of the PSK compared to the administrative staff [Z =
1.617; p- value = 0.106].

Regarding the motivation methods used to achieve higher results in the work
environment, a high percentage of respondents did not provide an answer or indicated that there
are no motivation methods in their work unit. The academic staff shows a significantly lower
choice of assessment for the absence of motivation methods compared to the administrative
staff [Z = 2.080; p- value = 0.038] and compared to the PSC [Z = 2.454; p- value = 0.014]. The
methods that are indicated are: diplomas, verbal praise, recognition, respect, praise. We
consider the lack of motivation methods and the scarce use of such methods as a problem that
should be worked on.

The respondents gave a variety of answers about the most important elements in a group
work environment. First of all, they mentioned professional competence, which occupies 46%,
followed by synchronization of individual with group and organizational values, balance
between personal life and career, the availability of a secure and well-paid job, management
style, and independence in work.

5. Diagnostics and analysis of the organization and organizational behavior at the
Vasil Levski National Military University.

Module three attempts to conduct a diagnosis of the organization and organizational
behavior specifically at the Vasil Levski National Military University. The questions for the
module are focused on eight areas - management style, leadership and leadership presence,
power in management, level of motivation, conflicts and conflict, aggression in the work
environment, organizational culture, opportunities and desires for organizational change.

The answers regarding the management style differ in the studied groups, namely 27%
of the academic staff believe that the organization uses a democratic management style, and
24% of the administrative staff indicate the use of an authoritarian management style.
Representatives of the Professional Sergeants' College also indicate the authoritarian
management style with the highest percentage. They also state a significantly lower assessment
of the "mixed style" compared to the administrative staff [Z = 1.989; p- value = 0.047], and
such a trend compared to the academic staff [Z = 1.906; p- value = 0.057]. In conclusion, we
can say that among the respondents from the PSK, a "mixed style" of management in the
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structure is not observed. A high percentage of respondents who do not indicate an answer is
observed, which is a signal of the unwillingness to be specific and express their opinion.

Leadership and leadership presence in the organization is characterized by: fair
treatment, competence, balance, charisma, striving for success, determination, but also a
tendency to impose one's own opinion without considering objective circumstances,
contradictory attitudes, discrepancy between words and deeds, lack of competence, ineffective
communication, lack of feedback of trust. We consider the above as a problem that should be
worked on to eliminate.

The respondents of the study believe that the hierarchical power structure present in the
organization helps to a high degree to achieve the goals of the organization, 36% indicate a
satisfactory level, the remaining percentages are divided between a low and very low level of
influence of the power structure. According to the respondents, the existing hierarchical power
structure in the organization not only does not help, but sometimes hinders the fulfiliment of
official duties and performance. A significant effect of lower grades was observed in the
academic staff compared to the PSC [t(100) = 2.180; p- value = 0.032].

The general motivation for work is at a satisfactory level in the studied groups (which
is a problem that should be worked on to eliminate).

In the organization, the level of conflict according to all respondents is low and very
low, only 9% indicate that the level of conflict is high and according to 2% it is very high. The
low level of conflict and aggression is reported. A significant effect of a higher score is observed
in the academic staff compared to the administrative staff [t(100) = 2.274; p- value = 0.024]
and in comparison to the PSC [t(100) = 2.743; p- value = 0.007]. In the academic staff, we
observe a higher level of conflict compared to the other two groups of respondents.

They have not observed acts of aggression in the work environment, 87% of the total
respondents, 13% answer positively.

The main elements of the organizational structure of the organizational culture at the
National Military University are: professionalism, ethics, cohesion, responsibility; order and
discipline, professionalism, teamwork, leadership and personal example, communication;
organizational rules, procedures and processes; mutual assistance, constant improvement. The
studied groups of respondents unite around these answers. 41% of the total respondents
answered that there is a need for organizational change, 57% of the respondents have the
opposite opinion, which is sufficiently indicative of the assessment of the work environment
and the urgent need for change. The academic staff stated a significantly higher assessment in
comparison to the administrative staff that there is a need for organizational change [Z = 2.586;
p- value = 0.010].

THE CONCLUSIONS DRAWN FROM CHAPTER TWO ARE THE
FOLLOWING:

1. When analyzing the socio-demographic profile of the researched personnel of the
Vasil Levski, National Military University it was found that in terms of age structure, the mature
age group is in first place, which could cause problems in the future. Therefore, solutions should
be sought to rejuvenate the university's staff, especially when it comes to the academic staff,
where the age group 56 - 65 years has the most representatives.

2. In the diagnosis and analysis of personality characteristics and individual behavior at
the Vasil Levski National Military University, the presence of personality traits suitable for
work performance, team creation and teamwork is established. Leading work values are:
responsibility, discipline, motivation, competence, professionalism, tolerance, impartiality and
loyalty.

3. A number of problems hinder the high level of motivation for work and activity, such
as: outdated material resources, excessive teaching standards, poor financial remuneration of
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the academic staff, cumbersome and long administrative procedures, additional burden with
unusual tasks. In-depth attention should also be paid to the individual and group level: relatively
strong influence of work moods and emotions on work activity; the presence of strong and
significant manifestations of group thinking.

4. Respondents have high levels of job satisfaction, participation in work and personal
commitment to the organization. Teamwork and group cohesion are present. The level of
conflict in the organization is low. The significance of the influence of interpersonal
relationships in team building is confirmed.

CHAPTER THREE is entitled Guidelines for improving the state of interpersonal
relationships when building teams at the Vasil Levski National Military University. It
analyzes the problems and opportunities for professional achievements at its three levels
(individual, group and organizational). Measures are proposed in response to the specific
statistical findings clarified in chapter two of the dissertation work and a model is proposed for
improving the state of interpersonal relations in team building at the Vasil Levski National
University.

1. Analysis of problems in professional practice and opportunities for enhancing
professional achievements at the individual level.

Module four of the questionnaire examines the influence of interpersonal relationships
in a group when building teams at the Vasil Levski National Military University, summarizing
the main problems in the work environment and looking for possible solutions in several
directions - individual, group, organization. At this stage of the study, the main problems that
individuals encounter in their professional practice are investigated; what would lead to an
increase in individual professional achievements; what are the main problems that occur in the
professional practice of the individual work unit; what would lead to an increase in the
professional achievements of the work unit; what are the main professional problems in the
organization as a whole and what would lead to an increase in professional achievements in the
organization.

When analyzing the question about the most important problems that respondents
encounter in their individual professional practice the representatives of the academic staff
respond as follows: high audience occupancy — 27%, lack of good material resources — 17%,
lack of specialized equipment and software products — 17%. Other problems that are mentioned
are: heavy bureaucratic procedures — 11% and disproportionate distribution of tasks — 10%,
did not indicate an answer — 10% of the respondents, and 8% of the respondents indicated that
they did not encounter a problem (Fig. 71).

Lack of good material base

® | do not encounter any problems
Lack of specialized equipment
and software products
Difficult bureaucratic procedures

B High classroom occupancy

B Disproportionate distribution of
tasks

B They did not give an answer

Fig. 71. Problems that respondents encounter in the individual
your professional practice — academic staff
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The problems that stand out among the administrative staff regarding their individual
professional practice are presented as follows: lack of specialized equipment and software
products — 19%, lack of good material resources — 15%, poor communication between the
individual units — 14%, cumbersome administrative procedures — 12%, other problems that
were indicated were the disproportionate distribution of tasks — 10%, 9% of the respondents did
not indicate an answer, and 21% of the respondents of the administrative staff indicated: | do
not encounter any problems (Fig. 72).

M Lack of good material base
M | do not encounter any problems

m Lack of specialized equipment and
software products

Clumsy administrative procedures

W Unproportionate distribution of
tasks

M Poor communication between the
individual units

W They did not give an answer

Fig. 72. Problems that respondents encounter in their individual professional
practice — administrative staff

Respondents from the Professional Sergeants College noted the insufficient material
security as a problem — 25%, cumbersome administrative processes were mentioned by 15% of
the respondents. 50% indicated that they did not encounter any problems. They did not indicate
an answer — 10% of the respondents (Fig. 73).

M | don't encounter any
problems

m Insuffidient financial
security

m Clumsy administrative
processes

They haven't given an
answer

Fig. 73. Problems that respondents encounter in their individual professional
practice — PSK

Question two of module four states: What would lead to an increase in your personal
professional achievements? The answers to the question provide an opportunity to review and
analyze the opportunities for increasing individual professional achievements and solving
problems in the work environment at an individual level. When analyzing the question
regarding the opportunities for increasing individual professional achievements, the answers of
the academic staff are grouped as follows: equipping specialized offices, new equipment — 18%;
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providing opportunities for development and various training — 17%; better financial incentives
— 15%.; investing in research work — 13%; innovations in the organizational structure — 11%
(Fig.74).

| Better financial incentives

m Innovations in the organizational
structure

m Equipping specialized offices, new
equipment

Investing in research work

m Providing opportunities for
development and various trainings

M Recognition and respect for the
results achieved and the efforts

made 3 5
W Better working environment

B No answer

Fig. 74. Opportunities for enhancing individual professional achievements —
academic staff

Detailed responses from the academic staff regarding opportunities for enhancing
individual professional achievements are concentrated around the following areas:

. higher financial remuneration, which would allow for additional courses to
enhance professional development, which would help raise the organization's authority in
scientific circles;

. building interpersonal relationships and collaboration with colleagues;

. caring for people and their real problems;

The answers of the administrative staff regarding the opportunities for improving
individual professional achievements are distributed as follows: participation in more courses
for improving qualifications — 28%; purchase of modern equipment and software — 24%; better
communication between teams — 14%. They also indicate better financial incentives — 12%; did
not indicate an answer — 12%; working with a good team — 6% (Fig.75).

B Better financial incentives

a5 . M Purchasing modern
12% = 12% equipment and software

10%

® Participating in more training
courses

Better communication
between teams

W Working with a good team

M No answer

Fig. 75. Opportunities for improving individual professional achievements —
administrative staff

In addition, the representatives of the administrative staff indicate:

. working with a good team;
. creating a peaceful working environment;
. constant development and search for new challenges and building interpersonal

relationships in the team;
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. qualification enhancement to improve skills and knowledge, opportunities to
participate in seminars and exchange programs.

Regarding the opportunities for improving their individual professional achievements,
respondents from the Professional Sergeants' College answered as follows: participation in
more courses to improve their qualifications — 40%; better financial incentives — 20%; purchase
of modern equipment and software — 15%.; recognition for a job well done — 15%; did not
indicate an answer — 10% (Fig. 76).

M Better financial incentives
® Purchase of modern
equipment and software

Participation in more training
courses

Recognition for a job well

4 done
:

H No answer

Fig. 76. Opportunities for increasing individual
professional achievements — PSK

Other responses that stand out from respondents from the Professional Sergeants'
College are less workload; increased pay; recognition for a job well done; providing
opportunities for career development and constant self-improvement and training.

2. Analysis of problems in professional practice and opportunities for enhancing
professional achievements at the group level.

Question three of module four states: What are the main problems you encounter in your
work practice in your work unit, team? The answers to the question provide an opportunity to
review and analyze the problems in professional practice in the work teams of the surveyed
groups.

When analyzing the question, the answers given by the academic staff respondents are
grouped as follows: lack of material and technical base — 29%, insufficient time for academic
development — 11%, lack of teamwork skills — 11%, interpersonal conflicts — 10%, complicated
administrative and other procedures — 9%. Other problems that the academic staff also indicate
are: many side tasks outside of their duties — 7%, lack of young staff — 7%, constant changes in
rules and sample documents — 6%, | do not encounter any problems — 5%, did not give answers
— 5% (Fig.77).
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m Lack of material and technical base

o Interpersonal conflicts

m Constant changes in rules and
document templates
Lack of young staff

| Insufficient time for academic
development

® Many side tasks outside of duties

W Complex administrative and other
procedures

H Lack of teamwork skills

H | do not encounter any problems

m They did not give an answer

Fig. 77. Existing problems encountered in the work practice of the working unit —
academic staff

The administrative staff indicated the following answers to the question What are the
main problems you encounter in your work practice in your work unit, team?: insufficient
material security - 28%, | do not encounter any problems - 26%, lack of modern office
equipment - 15%. Also, cumbersome administrative procedures - 14%, outdated material base
- 10% and 7% did not give answers - (Fig. 78).

B | do not encounterany
problems

m Lack of modern office
equipment

B Outdated material base
Clumsy administrative
processes

B Insuffident material security

M They did not give an answer

Fig. 78. Existing problems encountered in the work practice of the work unit —
administrative staff

More detailed answers from the administrative staff regarding the existing problems
they encounter in their work practice are as follows:

. insufficient communication between the individual units;

. technical incompetence by some members of the team and the lack of desire for
improvement in this direction.

In the answers given by respondents from the Professional Sergeants' College to the
question What are the main problems you encounter in your work practice in your work unit,
collective? It is striking that 50% of respondents indicated that They do not encounter any
problems"”. Outdated material base - 20%, lack of material security - 15%, cumbersome
administrative procedures - 10%, did not give answers - 5% (Fig. 79).
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B | don't encounter any
problems

™ Lack of material support

® Outdated material base

Clumsy administrative

processes

= They didn't give an answer

Fig. 79. Existing problems encountered in the working practice of the work unit —

PSK

When analyzing the question regarding the opportunities for improving professional
achievements in the work unit, the answers of the academic staff are grouped as follows:
improving the material base and working conditions — 30%, increasing salaries — 13%, reducing
classroom workload — 11%, more time for scientific activity — 11%. Also, the academic staff
respondents indicated: additional courses for improving professional qualifications — 10%;
improving the organizational climate — 9%; did not indicate an answer — 9%; modern equipment

— 7% (Fig. 80).

B Improving the material base and
working conditions

B Increasing salaries

M Reducing classroom workload
Improving the organizational
microclimate

B More time for scientific activity

B Additional courses to enhance
professional development

® Modern equipment

B No answer given

Fig.80. Opportunities for improving professional achievements in the work unit —

academic staff

The representatives of the administrative staff indicated the following answers to the
question regarding the opportunities for increasing professional achievements in the work unit:
improving and increasing material security — 26%, more evaluation and stimulation of the staff
— 19%, improving working conditions — 17%, additional courses for improving professional
qualifications — 15%, financial and moral incentives — 14%, did not indicate an answer — 9%

(Fig. 81).
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H Financial and moral incentives
™ Improvement of working
conditions

B More evaluation and stimulation
of personnel

Improvement and increase of
material security

26%
- y ® Additional training and

qualification improvement

M No answer given

Fig. 81. Opportunities for improving professional achievements in the work unit
—administrative staff

The answers given by the Professional Sergeants' College regarding the opportunities
for increasing professional achievements in the work unit are as follows: better pay — 30%,
improvement and increase of material security and equipment — 25%, incentives and incentives
for the team — 25%, holding events to unite the team — 20% (Fig. 82).

M Better material security
and equipment

M Better pay

m Conducting team-building
events

Incentives and incentives
forthe team

Fig. 82. Opportunities for improving professional achievements in the work unit
- PSK

3. Analysis of professional practice and opportunities for enhancing professional
achievements at the organizational level.

Question five of module four of the questionnaire What are the main problems you
observe in your organization? The answers to the question provide an opportunity to review
and analyze the problems in the work environment at the organizational level and opportunities
for enhancing professional achievements at the organizational level.

The answers from the academic staff about the problems they observe at the
organizational level are grouped as follows: improvement of the educational and material base
— 20%, did not give an answer — 18%, cumbersome administrative procedures — 13%, no
problems — 12%, lack of communication between the individual units — 11%. Other problems
they indicate are imbalance in the distribution of tasks — 10%, insufficient provision of the
educational process — 9%, performance of unusual tasks — 7% (Fig.83).

64



® No problems

® Clumsy administrative
procedures

m Improvement of educational
facilities
Lack of communication between
individual units

M Insufficient provision of the
educational process

® Imbalance in the distribution of
tasks

m Performance of unusual duties

m No answer given

Fig. 83. Existing problems at the organizational level — academic staff

The problems they observe at the organizational level, the surveyed administrative staff
answered the question as follows: outdated material base — 30%, no problems — 23%, lack of
communication between the individual units — 15%, did not give an answer — 15%. Other
problems they indicate are imbalance in the distribution of tasks — 8%, more support and
understanding from management — 7% and 2% indicate clumsy administrative processes (Fig.
84).

® No problems
® Clumsy administrative processes
= Outdated facilities

Lack of communication between
departments

B More support and understanding
from management

B Imbalance in task distribution

B No response

Fig. 84. Existing problems at the organizational level — administrative staff

The answers given by the respondents from the Professional Sergeants College to the
question regarding the main problems that the respondents observe at the organizational level
are striking: 65% indicated that there are no problems, 15% indicated cumbersome
administrative procedures, 10% expressed an opinion about difficult communication and 10%
did not answer the question (Fig. 85).

® No problems

M Clumsy administrative
processes

m Difficult communication
within the team

They didn't respond

Fig. 85. Existing problems at the organizational level — PSK
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Question six of module four states: What do you think would lead to an increase in the
professional achievements of the staff in your organization? The answers to the question
provide an opportunity to review and analyze the opportunities for increasing professional
achievements in the organization. When analyzing the question, the answers of the academic
staff are as follows:

. it is necessary to invest in training and development, to support innovative
thinking and collaboration, as well as to provide clear goals and incentive rewards for achieving
results;

. to have material incentives, based on the results achieved, the organization must
create and finance an environment for motivation and striving to improve professional
achievements;

. respect for the work of the academic staff, to work towards adequate and fair
remuneration;
. creating conditions for professional development and stimulating the fulfillment

of duties through various forms of appreciation from direct and immediate supervisors;

The answers that stand out among the administrative staff when analyzing the question
of increasing the professional achievements of the organization's personnel are as follows:

. adequate remuneration, additional financial incentives for high results and
employee development, evaluation to be carried out objectively, not according to sympathies
or personal connections;

. need to invest in training and development of personnel, stimulating rewards for
achieving results;

. opportunity to participate in courses to improve communication and skills,
seminars, team building, an effective system for additional financial and moral stimulation;

. increasing professional skills related to current requirements, more opportunities
for additional sports activities;

. ensuring a pleasant atmosphere in the work team and stimulating the achieved
successes with various awards and incentives from the management;

. the correct distribution of tasks according to the capabilities of subordinates.

The answers given by the respondents from the Professional Sergeants' College to the
question are mainly: to be provided with sufficient material support for classes, additional
practical courses, participation in various courses to improve competencies and skills, constant
self-improvement, recognition from management, higher, new equipment and equipment.

Representatives of the academic staff are united in the opinion that if their classroom
workload is reduced, they will have the opportunity to work on scientific problems and conduct
scientific research, which would also lead to their personal self-improvement. Poor material
resources and the lack of specialized equipment lead to demotivation of employees.
Cumbersome administrative procedures further complicate the processes in the organization.

Respondents from the administrative staff also point out that the lack of specialized
equipment and software products and good material resources lead to demotivation of
employees, poor communication between individual units, sometimes hindering the maximum
good performance of work tasks. Excessively burdensome bureaucratic procedures and
practices further burden the work environment.

It is striking that 50% of respondents from the Professional Sergeants' College do not
encounter problems in their work practice. They report insufficient material security and
cumbersome administrative processes as weaknesses.

As opportunities for improving professional achievements, the academic staff indicate
that equipping specialized offices, providing opportunities for development and conducting
various trainings, investing in research and innovation in the organizational structure, would
lead to an increase in professional achievements in the work team. Recognition and respect for

66



the results achieved from the efforts made would motivate employees in the organization to a
large extent.

The administrative staff indicates that increasing their achievements would be
contributed by more participation in courses for improving qualifications, purchasing modern
equipment and software, better communication between teams and better financial incentives.

The Professional Sergeants College indicates that participation in more courses for
improving qualifications, better financial incentives, purchasing modern equipment and
software, as well as recognition for a job well done would increase the professional
achievements of the personnel.

At the Professional Sergeants' College, the study on the influence of interpersonal
relationships in a group on team building at the National Military University "Vasil Levski"
found strong collectivism, cohesion, lack of conflicts and lack of problems from individually
conflicting individuals, a high degree of teamwork, built precisely on good interpersonal
relationships.

In order to test and confirm the results, an in-depth study was conducted an interview
with representatives of the command of the Professional Sergeants College, as a control group
and a structure distinct from the other two groups of respondents, which demonstrated
numerous positive results in the conducted research.

4. A model for improving the state of interpersonal relationships when building
teams at the Vasil Levski National Military University of Applied Sciences

4.1. Introduction

The Vasil Levski National Military University is an institution where people with
different professional cultures, values and expectations meet and work together: representatives
of the academic community, administrative specialists, military personnel. The differences
between individual groups of people are both a resource and a source of interpersonal tension
when not managed systematically.

The model for improving interpersonal relations in team building at the Vasil Levski
National Military University of Applied Sciences offers an integrated solution for improving
interpersonal relations in hybrid teams. It takes into account 26 statistically significant
differences between groups and turns them into a resource for targeted interventions. The
designed model for improving interpersonal relations in team building is structured according
to the specific statistical findings clarified in chapter two of the dissertation. The model is
oriented primarily towards three target groups (academic staff, administrative staff, PSK as a
control group of the study), taking into account the presence of a diverse workforce - military
and civilian employees, and uses the data to prioritize the necessary interventions and adapt
them to each group. The model is based on:

. targeted training and practices;

. integration into a mixed environment through work tasks and role practices;
. recognizing differences and creating a respectful work environment;

. diagnosis and understanding;

. monitoring, evaluation and sustainability.

4.2. Main and additional strategic objectives
The main goals of the model for improving the state of interpersonal relationships in
team building at the Vasil Levski National Military University are:

5. Increasing empathy and mutual understanding.
6. Strengthening collaborative work emotional intelligence.
7. Reducing tension and conflicts between groups.

67



8. Balancing different needs when forming teams.

It aims to improve the quality of interpersonal relationships and increase the
effectiveness of teams by: reducing conflict; strengthening internal coordination and trust;
adapting communication to the specific needs of individual groups; creating a sustainable
culture of cooperation between civilians and military personnel and introducing a modern,
balanced model for human resources management.

4.3. Diagnostics of the working environment at the Vasil Levski National Military
University

In addition to the diagnosis of personality and individual behavior, studied by possessing
certain personality traits, the study also examines and analyzes the following issues: leading
work values, work attitudes, emotional intelligence, work motivation, role in the group,
influence of stereotypes in the workplace, own work ethics. In terms of the diagnosis of group
behavior and group dynamics, the following are currently being examined and analyzed: the
fulfillment of work roles in the work unit, basic group norms that must be observed when
working in the work unit, stage of group development, assessment of the work unit as a team,
manifestations of group cohesion and group thinking, problems and in terms of the motivation
of the personnel for work and performance of official duties, methods of motivation used in the
work unit or collective, elements in the group work environment and others. In a separate
module, a diagnosis of the organization and organizational behavior is performed, examining
and analyzing: management style in the organization, features of leadership presence, the
hierarchical power structure, level of motivation for work in the organization, level of conflicts
and conflict, acts of aggression in the work environment, the element of organizational culture,
the need for organizational change, and others.

4.4. General profile of respondents

Paragraph 4.4. presents in tabular form the systematized strengths and weaknesses of
the surveyed groups of respondents. This allows to highlight significant advantages and
weaknesses of each group. (Table 3.1)

4.5. General organizational proposals for improving the state of interpersonal
relations in team building at the Vasil Levski National University

1. It is necessary to create a culture of respect and professional ethics by emphasizing
the idea that at the Vasil Levski National Military University there are two equal cultures -
civilian and military, and each brings valuable practices.

2. Creation of a Code of Conduct in a Mixed Environment to be part of the introductory
briefing for all new recruits (civilian employees and military personnel).

3. Building a Center for Organizational Culture, Team Development and Integration,
created by representatives of the three groups, to support the work in work teams.

4. Introduction of mechanisms for early diagnosis and prevention of problems in
teamwork in the Psychological Support Unit through anonymous surveys conducted every 6
months; review of conflict indicators.

5. Renewal of the material base, including: the educational base and educational
buildings, classrooms, the base of the administrative units, the social base for recreation, rest
and relaxation, opening of specialized laboratories, purchase and implementation of specialized
equipment and software products, which prevents the maximum good performance of work
tasks, visible from the analysis of the statistical results in module 4.
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4.6. Proposals and measures for improving the state of interpersonal relations in
building teams at the Vasil Levski Higher Education Institution by target groups.

Data on the academic staff show that teachers are more influenced by work moods and
emotions, they are more critical of the organizational structure and more sensitive to conflicts.
The challenges faced by the members of the academic staff are: prone to criticism (visibility of
problems), which can be perceived as negativity; increased sensitivity to work moods - risk of
demotivation; lower assessment of the availability of motivation and security methods - need
for recognition. There is a need for better emotional regulation in the work environment,
improvement of skills for working in mixed teams.

1. Reducing the reported conflict by organizing regular meetings between the academic
staff and the administrative structures to synchronize the expectations that employees have for
their joint work.

2. Improving the motivational environment by introducing clearly formulated criteria
for evaluating and stimulating the academic staff and their work.

3. Improving interaction by creating internal working groups for the exchange of
pedagogical and military practices; conducting training in military culture and organizational
specifics for newly appointed teachers.

The administrative staff exhibits a higher orientation towards performance (significantly
higher than the other two groups); lower levels of openness to other people's experience;
moderate tendency to a lower perception of the leader role. They are often perceived as an
intermediate unit that is more strictly oriented towards performance, without actively
participating in decision-making. There is a need to introduce clear instructions and
standardized communication channels; include the administration in common projects, in
university initiatives in mixed working groups; encourage administrative employees to lead
project teams, create opportunities for career development. Recommendations for improving
teamwork and relationships with different groups such as:

1. Strengthening the perception of teamwork by: introducing trust-building programs
through joint tasks with the PSC and academic staff; more clearly defined roles and areas of
responsibility to reduce organizational unjustified conflicts.

2. Development of adaptive competencies by introducing training for working in an
environment with different institutional cultures and mixed teams.

3. Improve communication with academic staff by organizing monthly coordination
meetings and creating rapid feedback channels regarding ongoing administrative processes.

A professional non-commissioned officer college has strong operational discipline,
cohesion and performance orientation. PSC representatives show lower empathy; lower role of
leader; strong role of group unifier; high social needs; lower assessment of the mixed
management style, lower openness to other people's experience; higher orientation towards
sociability, not towards self-improvement. It is possible to conduct programs for the
development of empathy and interpersonal skills; adaptation programs for working in a mixed
environment; development of leadership skills through training in flexible leadership and
management of mixed teams; reducing the use of strictly hierarchical models in mixed groups
when they are not necessary. Recommendations for improving teamwork and relationships with
different groups such as:

1. Change in attitudes towards working in a non-military environment. Sergeants are
often accustomed to rigid subordination - the understanding must be developed that in the
academic and administrative environment, leadership is more flexible and based on professional
expertise.

2. Development of communication and cooperative skills and working in a mixed
environment.
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Specific practical measures have been proposed for each of the target groups that would
help overcome the problems that have arisen in the work environment.

4.7. Expected results of the proposed measures to improve the state of
interpersonal relations in team building at the Vasil Levski National University by target

groups

With the systematic implementation of the measures proposed above, it is expected that:

. improving the working and organizational climate in all units;

. strengthening trust between academic staff, administrative and non-
commissioned officers;

. reducing conflicts, tension and misunderstandings in work units and more
effectively resolving any that arise;

. increased motivation and better understanding of team roles;

. developing a culture of mutual respect, trust and professional cooperation;

. development of an organizational culture with increased levels of collectivity,

discipline and cooperation.

As a result of the proposed measures, teams will be more engaged, more flexible in
dealing with challenges, and oriented towards achieving the overall goals of the organization.
This would lead to sustainable development of relationships and better organizational results.

4.8. Governance, risk and monitoring framework

The current model should also take into account some possible risks regarding its
implementation itself. There is a possible risk of resistance or apathy. To avoid institutional
apathy, key leaders must be included to regulate the processes, balance tensions and maintain
trust in the participants.

The final debriefing is an important element not only in discussing the results of the
implemented measures, but also in terms of formulating sustainable interventions and providing
mechanisms for follow-up support and monitoring.

THE CONCLUSIONS DRAWN FROM CHAPTER THREE ARE THE
FOLLOWING:

1. The poor material base, the insufficient provision of the academic process, practical
classes and the lack of a base for conducting scientific research, cumbersome administrative
procedures and poor communication in the working units demotivate the academic staff. The
following opportunities for increasing professional achievements are presented - providing
conditions for development, investing in a research base and scientific research work,
innovations in the organizational structure, conducting training.

2. The problems in professional practice, according to the representatives of the
administrative staff, are associated with the lack of specialized equipment and software
products, outdated material resources, poor communication between the individual units, which
prevents the best possible performance of work tasks. Excessively burdensome bureaucratic
procedures and practices additionally burden the work environment. Participation in courses
for improving the qualifications of the administrative staff in the organization would contribute
to increasing the achievements of the organization.

3. A significant part of the representatives of the Professional Sergeants' College do not
encounter problems in their work practice. Participation in more courses for improving
qualifications, purchasing modern equipment and software, recognition for a job well done
would increase the professional achievements of the personnel.

4. The developed model for improving the state of interpersonal relations in team
building at the Vasil Levski National University is in response to the results of the conducted
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empirical research and aims to improve the quality of interpersonal relations by increasing the
efficiency of the work of teams in the organization, increasing trust between employees and
improving communication in individual units.

GENERAL CONCLUSIONS FROM THE DISSERTATION

Organizations are conglomerates of individual and group characteristics, needs, interests
and relationships, sets of diverse values and motivational human attitudes. These driving forces
would have an extremely spontaneous nature if the trends, sustainable characteristics and
dynamics of human and human community behavior were not studied in the context of
organizational management, and the management of individual and group behavior. The results
obtained from the empirical study conducted in a real environment confirm the need to integrate
management practices aimed at team culture and interpersonal relationships in the organization.
The quality of interpersonal relationships becomes a resource for sustainable development of
teams and achievement of organizational goals.

The research conducted and the analyses performed in this dissertation work give
grounds to make the following conclusions:

1. The diagnosis and analysis of personality characteristics and individual behavior at
the Vasil Levski National Military University revealed the presence of personality traits suitable
for work performance, team building and teamwork.

2. A number of problems hinder the high level of motivation for work and activity, such
as: outdated material resources, excessive training standards, poor financial remuneration of the
academic staff, cumbersome and long administrative procedures, additional workload with
unusual tasks. In-depth attention should be paid both at the individual and group level to the
relatively strong influence of work moods and emotions on work activity; the presence of strong
and significant manifestations of group thinking.

3. The work environment at the Vasil Levski National Military University is conducive
to teamwork and is characterized by: high work ethics, understanding in the team, honesty,
correctness, responsibility, performance, loyalty, integrity, tolerance, accuracy, precision and
openness. The ethical norms are observed: respect, collegiality, correctness, tolerance, support,
cooperation, mutual assistance, responsibility, professionalism, morality, striving for
improvement and compliance with the hierarchy. Respondents have high levels of job
satisfaction, participation in work and personal commitment to the organization.

4. At the Vasil Levski National Military University there is a strong organizational
culture, the main elements of which are: professionalism, ethics, cohesion, responsibility; order
and discipline, professionalism.

5. Leadership and leadership presence in the organization is characterized by: fair
treatment, competence, balance, charisma, striving for success, determination, but also a
tendency to impose one's own opinion without considering objective circumstances,
contradictory attitudes, ineffective communication, lack of feedback of trust.

6. The problems in the professional practice of the respondents are associated with the
lack of specialized equipment and software products, outdated material resources, poor
communication between individual units, which hinders the maximum good performance of
work tasks, excessively burdensome bureaucratic procedures and practices additionally burden
the work environment.

7. The following opportunities for increasing professional achievements are identified -
providing conditions for development, investing in research facilities and scientific research,
innovations in the organizational structure, conducting training, participating in courses to
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improve qualifications and better communication between teams in the work environment,
recognition for a job well done.

The need arises for the Model for Improving the State of Interpersonal Relations in
Team Building at the Vasil Levski National University, which offers an integrated solution for
improving interpersonal relations in hybrid teams.

CONCLUSION

In order to fulfill the goal set in the development of the dissertation and the research
tasks based on it, a thorough theoretical review has been carried out concerning organizational
behavior, tracing its evolution at its three levels — individual-group-organization. The first
research task is solved in chapter one of the dissertation.

Existing methodologies for studying the influence of interpersonal relationships in a
group when building teams have been analyzed and further developed, taking into account the
peculiarities and specificities of the respondents in the National University of Higher Education
Vasil Levski environment for education and science in security and defense, thus solving a
second research task.

An empirical study was conducted in a real environment and a statistical analysis was
performed of the observed phenomena and processes concerning the influence of interpersonal
relationships in a group, in the building of teams at the Vasil Levski National Military
University and its various structures, units and respondents, which solved the third research
task. The conducted study proves the significant role and influence of interpersonal
relationships in a group, as a leading factor in the building of effective teams at the Vasil Levski
National Military University. The research thesis is supported that the influence of interpersonal
relationships in a group is of decisive importance in the formation of collectives of people, in
the building of teams and their effective functioning.

Problem areas have been identified and a model has been proposed for improving the
state of interpersonal relations in a group when building teams in structures and units of the
Vasil Levski National Military University.

Building effective teams at the Vasil Levski National Military University is a
strategically important element for the development of the organization. The presented
proposals build on the strengths of the individual groups - academic staff, administrative staff
and PSK and simultaneously address the reported difficulties and differences in interpersonal
relations. The model for improving the state of interpersonal relations when building teams at
the Vasil Levski National Military University offers an integrated solution for improving
interpersonal relations in hybrid teams. It takes into account 26 statistically significant
differences between the groups and turns them into a resource for targeted interventions. The
designed model for improving interpersonal relations when building teams includes: a
generalized profile of the respondents, general organizational proposals for improving the state
of interpersonal relations when building teams at the Vasil Levski National Military University,
proposals and measures by target groups, expected results, data for management, risk and
monitoring framework. In this way, the fourth research task is also solved in the third chapter
of the dissertation.

The proposed measures are not one-time actions, but a long-term strategy based on
empirical data. They ensure balanced development of the three groups of respondents and create
a basis for a strong, cohesive and professional institution that meets the modern requirements
for higher military education. In this sense, the main goal of the dissertation work, based on
empirical research by analyzing the organizational environment and organizational climate in
structures of the Vasil Levski National Military University to track the effectiveness of
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organizational relationships and work in groups and teams and to provide guidelines for
improving interpersonal relationships, has been achieved.

SCIENTIFIC AND PRACTICAL CONTRIBUTIONS

SCIENTIFIC CONTRIBUTIONS:

1. The theory of organizational behavior has been further enriched and developed, based
on a historical, comparative and critical analysis of the leading theoretical statements related to
the essence, characteristics, elements and significance of organizational behavior.

2. A management concept of organizational behavior has been developed, based on the
relationship “individual-group-organization”, in which the relationship between the individual
(individual characteristics and features) - the group (group characteristics and features) - the
team (team characteristics and features) and the organization - (organizational characteristics
and features) is fundamental in the study of human behavior in organizations.

3. A methodology for studying the influence of interpersonal relationships in a group in
the construction of teams at the Vasil Levski National Military University has been proposed,
which is applicable to all types of organizations - for-profit, non-profit and public organizations
that have problems with the study of human work behavior at the levels - individual, group and
organization.

PRACTICAL CONTRIBUTIONS:

1. The influence of interpersonal relationships in a group in the building of teams at the
Vasil Levski National Military University has been identified, including three main groups -
academic staff; administrative staff and representatives of the Professional Sergeant College at
the Vasil Levski National Military University (control group in the study) and the following
have been derived: the socio-demographic profile of the groups and teams; the characteristics
of the personality and individual behavior; the specifics of group behavior and group dynamics;
and the peculiarities of the organization and organizational behavior, based on an empirical
study and statistical analysis.

2. The problems in professional practice and the opportunities for increasing the
professional achievements of those working at the individual level, group level and
organizational level at the Vasil Levski National Military University have been outlined,
through an empirical study conducted with three types of respondents - academic staff;
administrative staff and representatives of the Professional Sergeant College.

3. A model has been developed to improve the state of interpersonal relations in team
building at the Vasil Levski National Military University.
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