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JlMcepTalMOHHUAT TPY/ € OOCHICH U HACOYEH 32 3aIUTa OT
karenpa ,Jllcuxomorus” mpu ®Punocodcku dakyarer Ha O3V
,2Heoput Puncku” — brnaroesrpan. Codust CekyrnoBa € oTUUCIIeHA
C IpPaBO Ha 3alllUTa KaTo JOKTOPAHT B caMOCTOsITENHA (opma Ha
oOydeHue 1o ,, IpyaoBa W OpraHu3alliOHHA TICHXOJIOTHUS C
[Ipotokon ot dakynrereH cbBeT Ha Dunmocodcku dakyarer No
13/10.02.2025 r. Pa3pabotkaTa e pasrbpHaTa BbpXy o0em orT 243
CTpaHUIIM OCHOBEH TekcT. M3mom3Banu ca 251 nurteparypHu
W3TOYHHKA, OT KOMTO 22 ca Ha Kupwiuia, 229 Ha JIaTHHHUIIA.
Pesynrarure oOT TpoBeACHUTE WU3CIEIBAHUS, KaKTO H  OT
U3BbpIICHATa CTATUCTHUYECKa 00paboTKa ca OHarJieJleHH, KaTo
o6uusT Opoit Ha TadbnunuTe € 31 (Tpuaecer u eaHa), a Ha UrypuTe
- 10 (mecer). B cTpyKTypHO OTHOLIEHHE JAHCEpTaIUsITa €
OpraHW3WpaHa uYpe3 YBOJA, TPU TIJaBH, ITUCKYCHs, W3BOIH,
OTpaHMYEHUE HA  M3CIEJBAHETO, 3aKJIIYEeHHe, IPUHOCH,
myOJIMKaIMy Ha aBTOPA U JIMTEpaTypa.

JlucepTaliMOHHUAT TPYA U MaTepUAIUTE 1O 3alllUTaTa ca Ha
pasmnonoxenue B kabunet 1349.

3amuTaTa Ha IUCEPTAlMOHHUS TPYH IIE C€ CHCTOM Ha
06.06.2025 r. ot 12.30 ywaca B 3ama 1412 na KO3V ,Heodur
Puncku® B oTkputo myOnuyHO 3acenanue npen Hay4uwo :kypu B
ChCTaB:

nou. A-p Harama Anrenosa

nou. a-p Teomop I'epros

npod. a-p Benucnasa YaBnaposa

npo¢. a-p Jlanuena TaceBcka

oIl . H. MaHos MaHoJsoB



YBoxa
,, bez mpyo orcueomvm 3acnuea,
HO Ko2amo mpyovm e 6e30yuleH,

aHcugomvm ce 3a0yulasa u ymupa.
Anbep Kamro (1913-1960)

ChbBpeMEHHHST TIOOAIM3HPAH CBAT € HU3KIIOYUTEITHO
JMHAMUYECH W HEomlpeieieH. B Hero MHHAJIOTO € TO-MaJKo
aKTyaJlHO OT ObJemero. B ycinoBuaTa Ha HempecTaHHU MPOMEHU
BB BCUYKH CepH U Ha TTI00ATHA XUIIEPKOHKYPEHIUS, YCIICITHOTO
YHOpaBJICHUC HA OPraHU3aAlUNUTC € UBIIBIIHCHO C ITPEMECIKANA U CTaBa
BCE TO-TPYJHO, a YIPABICHUETO HA XOpa B OPraHU3AIUHUTE € BCE
mo-cJokHO. Paboremmre qHEC craBaT Bce Mo-ciaabo MpUBBP3aHU
KbM  OpraHM3allMUTe, a MpOMEHsIaTa Cce€ M[puUpojaa Ha
B3aMUMOOTHOIICHUETO MCKAY pa6OTeHII/IT€ N3UCKBA HOB IIOAXO[
KbM yMIPaBIECHUETO UM.

PaGoTHara cuia crtaBa TO-M3WCKBAIla M TOBAa ITOCTaBs
OTPOMHU TPEIU3BHKATENCTBA Mpe] phbKoBoAUTENNTE. Pasnuunure
XO0pa uMat pasjin4Hu HOTpC6HOCTI/I, IIE€HHOCTH, EMOIIMH U 3HAHUA, a
TOBA HaJlara fMpujaraHe Ha pa3HOOOpa3HU CUCTEMH 3a YIIpaBIICHUE.

B ceBpemeHHHS CBAT pabOTHUTE MecTa €€ MIPOMEHST
MHOTOKPAaTHO B )KH3HEHUS BT HA YOBEKA, OCTABSIIKA B MUHAJIOTO
CUTYpPHOCTTa Ha paboOTHOTO MsCcTO. B HOBUTE yCIIOBUSA
OpraHM3allMUTe OYaKBaT CIYKUTEIWTE Ja ca IO0-3Haell, IIo-
CIOCOOHH, TIO-T'HBKABH, MTO-OTTOBOPHH, TMO-OTJaJCHH Ha paboTara
cu. ChIIeBpeMEHHO paboToJaTeNnTe HEe Mpeaiarar TapaHius U
CUTYPHOCT, 2 U BB3MOXKHOCTHTE 3a pa3BUTHE Ha Kapuepara ca
orpannueHu. CreiBa fja ce OTKpHE HAUWH J1a ce pabOTH B T€3U HOBU
YCJIOBHS, KaTO C€ U3IMOJI3BAT NPAKTUKKW, KOUTO MOT'aT Ja J0BEAAT 10
MOBUIIIaBaHE Ha e(peKTUBHOCTTA B paboTaTa U YCIEIIHO CIIPaBsHE C
MPEeIN3BUKATEIICTBATA HA CpelaTa.

B ycCJioBUsATaA HA I‘J'IO6aJ'II/I3I/IpaH_IaTa C€ UKOHOMUMKA Ha HAIIINs
BeK ©(EeKTUBHOCTTa Ha OpraHm3anuuTe € (QYHKIUs OT
BB3MOXXHOCTUTE 32 a/IalITUPAHE HA OpPTaHMU3AIMOHHATA Cpeia KbM
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ocoOeHocTuTe Ha paboremmre (KyJITypHH pa3iudus, IIEHHOCTH,
NOoTpeOHOCTH, JIMYHOCTHU d4epTH u 1p.). [lpu3HaBaneTto Ha
pa3HoOOpa3sueTo OT LEHHOCTH TOJIoMara OCh3HABaHETO Ha
pasnuuMiATa MEXIy ChbTPYIHUIMTE B OPIaHU3ALUATA U MOXKE J1a ce
U3I0J13Ba 3a IOCTUT'aHE HA B3aUMHHU nTos3u. Ha Hactosmus erar ot
pa3sBUTHETO CBbCTaBbT Ha paboTHaTa cujla € MHOro IIo-
pa3Hoo0pa3eH, OTKOJIKOTO MPEAN YeTBBPT BeK. Benuku cyOekTH Ha
maszapa Ha TpyJa - MBXE U JKE€HH, NPEJICTaBUTEIM Ha Pa3IU4YHU
pacu, Xxopa OT pa3JIMYHU Bb3PacTH, paboTel pPOAUTENHN, padoTeu
CeMEMHM JBOMKM — TpsAOBa Ja OCBH3HAST ChHILECTBYBAIINUTE
KyJATYypHU moaoous u paznuuus. CiayXKUTeIUuTe U MEHHDKbPHUTE
MoOrarT Jia M3M0J3BaT Ta3u WH(POpPMAIH B 110J13a HA €(PEeKTUBHOCTTA
Ha opranuzanusTa (Stinson, 1995), Ho TOBa He MOXe Ja Ce CIIy4H,
aK0O pPBHKOBOJUTENST HE CH JaBa CMETKa 3a BIHUSHUETO Ha
OpraHu3alliOHHATa KYJITypa BbpPXy OCOOCHOCTUTE W IOBEIEHHETO
HAa CIIy>)KUTEJIUTE.

AKTUBHOTO YIIpaBJi€eHHE Ha KYJITypHOTO MHOrooopasue
MO3BOJISIBA HA OpraHu3aluara Ja TOCTUTHE KOHKYPEHTHU
IIpEeUMyIIEecTBa — MMOBHUILIABaHE HAa KaueCTBOTO HAa paboTHATa CHUIIa,
YCKOpsIBAaHE Ha PEaKIMsATa Ha BHHIIHUTE NPOMEHHU, MOA0OpsBaHE
KaKTO Ha MHIMBUAyaJIHUTE, Taka U Ha IPYNOBUTE MOKa3aTeIH 3a
npou3BoauTeNHOCTTa Ha Tpyaa (Newstrom, Davis, 1997). B To3u
UCTOPUYECKHM  KOHTEKCT HAa  HMHTEPKYJITYpeH JHajor Ha
HAllMOHAJTHUTE OpraHu3alMy  KJIACMYEeCKUTe MpolieMu 3a
YIPaBIECHUETO HA YOBEIIKUTE PECYPCH, COLUAIHOIICUXOJIOTHUECKU
KJIMMaT B OpraHu3aluuTe, MOTUBallMi 3a TpPyHd, TIpynoBa
CbBMECTUMOCT B TpyJa, YIPaBIEHUETO M PA3BUTHETO Ha
MEXIYJIUYHOCTHUTE OTHOILIEHHUS, CHUCTEMHTE Ha BJIacT U
JUJIEPCTBO, MPUAOOMBAT CUCTEMEH XapakTep. YTBbpXKIaBa ce
TEOPETUYHMUAT KOHCTPYKT ,,OpraHU3AlMOHHA KyJITypa®“, HE caMmo
KaTo MOJHA TEHJICHLUs, a KaTo CTPYKTypooOpasyBail (akTop 3a
YIPaBJIEHUETO HA MPOTHUBOPEUMBUTE MPOLECH HA MPUEMCTBEHOCT,
CTaOMJIHOCT Ha OpraHU3alUUTe ¥ HEOOXOIUMOCT OT TSAXHATa IO-
BUCOKAa IUIACTMYHOCT U aJalTUBHOCT KbM IIPOMEHSIINUTE Ce



MKOHOMHYECKH, IMOJUTHYECKH U COIMOKYJITYPEH KOHTEKCT Ha
BBHIIIHATA CPE/a.

Hue mnpuemame, ue ,,opraHu3alyoOHHaTa KyJirypa“ e
MHOTOMEpPEH KOHCTPYKT, KOUTO MOXke Ja ObJie oneparoHaIn3upan
u  BepudumupaH dUpe3 U3CIEABAHETO Ha  KOH(JIMKTHTE,
MOTHBAIUATA, IPUBBP3AHOCTTA U OTUYKICHUETO MPU CITYKUTEIH.

B to3u xontekct K. Kameppn u P. Kyun (Cameron &
Quinn, 1999) ca ydeHuTe, KOWTO TMpeiyiaraT MoJel, B KOWTO
M3BEXKJAT YETUPH TUMA KYJITypH B opraHu3anuuTte: 1) KiiaHoBa, 2)
aJXoKpaTuyHa, 3) nasapHa, 4) ilepapxuuna. C onpenensiHe TUna u
JOMHUHHUpAIIUTE IEHHOCTH B OpraHU3allMOHHATa KyJITypa Ha
W3CJIEeIBAaHUTE OPraHW3allMd W aHAIM3MpaHe Ha (yHKIUHTE Ha
OpraHM3aliOHHATa KyJITypa B HACTOALIUS AUCEPTALIMOHEH TPYI,
e u3cleABaMe OpraHM3allMOHHATAa KyJITypa Ha JUYHOCTHO
paBHUIIE 4Ype3 BB3JACUCTBUETO W BBPXY CIYXHUTECIUTE B
OpraHU3alMUTe OT IMa3apeH W HepapXuyeH TUI W HAYUHBT, IO
KONTO LIEHHOCTHTE W HOPMHUTE Ha OpraHU3allMOHHATa KyJITypa
HaAMHpaT H3pa3 B WHAWBUIYATHOTO TOBEACHHE UYpe3 3HAUUMHU
Harjacu KaTo MPUBBP3aHOCT, OTUYKJIECHHE U MOTHBALMS, KaKTO U
KOHQUIMKTUTE, KaTo TPYNOBH TMPOIECH B OpTaHU3AIHHTE.
YMeHueTo 3a ONTUMHU3MpaHe Ha HUBATa Ha CTpeca, 3a U3rpaXkaaHe
Ha TIOBUTUBHHU © €(EKTUBHU B3aWMOOTHOIIEHHUS MEXIY
CIy’)KUTENIUTe, 32 W3TpaXJaHe Ha MPUBBP3aHOCT M KyJITypa Ha
MOBE/ICHUE, € Mpeau3BUKarencTBo. LleHHocTuTe Morar aa Obaar
OTKPUTH IBJIOOKO B CaMHusl YOBEK, a KOpPIOpaTHBHATa COIMAIHA
OTTOBOPHOCT €  OTFOBOPHOCTTa HA  OpraHu3aluuTe  3a
BB3JCHCTBUETO UM BBpXy oOmectBoro. Eana wact or
OpraHu3alioHHaTa KyJITypa € Ha4YuHBT, [0 KOWTO XopaTa
B3aMMOJICHCTBAT MOMEXAY CH, ONpPEENAT MPUHAMICKHOCTTA CH
KBbM TPyZOBaTa Tpyra U B ChOTBETCTBHE C HOPMHUTE U IICHHOCTUTE
ce MHTErpupar B Hesd, KOETO HaMHUpa H3pa3 B MHIMBUAYAIHOTO
MOBEJICHHUE Ype3 MPEKUBIBAHUATA, CAMOOIIEHKATa U YyBCTBOTO 32
a3-eexTuBHOCT. ToBa 00IIyBaHE HE CE OTPaHUYaBa JI0 ONPEICIICHU
cbOuTHsA. OCHOBHA POJIS 32 pa3NpOCTPAaHEHHETO Ha MpaBUiIaTa Ha
MOBEJCHNE, Ha LEHHOCTH W BAPBaHMUA Mpe] KOJEKTHBA HMa
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JUIEPBT, KAKTO M H3SIBEHH MEHHUDKBPH B Tpylara, KOUTO
pasnpocTpaHsBar yoexxaeHusaTa cu npeja kojektuBa. C Bpemero,
yOexIeHHsITa ce MPEeBPBIUIAT B JaJICHOCT U Taka OT WHAWBUIYATHU
XapaKTePUCTUKH, c€ TpaHC(HOPMHUpPAT B KOJIEKTUBHU MpakTUKu. 1o
TO3M HAUMH CE€ M3TPa)Kaa KyJITypara, KaTo cOOp OT KOJEKTUBHHU
HEOCH3HATH BSAPBAHMS U IOBEJCHUS, KOUTO OT CBOSI CTpaHa BIUSAT
BBPXY CIy)KuTenuTe. Moxe J1a ce Kaxke, 4e KyJITypaTa ce u3rpaxia
oT paboTrozaTesns U OT EHTyCHa3Ma Ha IIepCOHala, a YIpaBJIEHUETO
Ha OpraHM3allMOHHATa KyJlTypa € B OCHOBaTa 3a yIpaBlieHHE Ha
W3ITBJIHEHUETO Ha 3aJauuTe OT paloTemmre ©W 4Ype3 ToBa
ylpaBjleHUE, KyJlTypaTa W IEepcoHala Morar Jia ceé IpeBbpHAaT B
CTpATETHYECKH KaIHTal U BOACHIO KOHKYPEHTHO MPEUMYIIECTBO
Ha BCSKa opraHu3auus. SIcCHO e, 4e cuiaHUTe (QYHKIMOHAIHU
KYJATYpH CIOCOOCTBAT 3a MOTUBHMpAHE Ha pabOTeluTe, HO BCE MaK
OCTaBa aKTyaJIeH BBIPOCHT BOJAT JIM PA3JIMUMATA B KyJITypaTa Ha
OpTraHU3aIMHTE OT Ma3apeH U OT HepapXW4deH THUII, O Pa3INuus B
IBITOCpPOYHATa MOTHBAlMs Ha WHAWBUAYAJIHOTO IOBEIEHHUE, B
KOH(MIMKTUTE Ha pabdOTHOTO MSCTO, KakTO M B HHBAaTa Ha
MPUBBP3AHOCT U OTUYXKJIEHHE Ha CIYKUTEIUTE.

B TO3M KOHTEKCT M HeJTa HAa HACTOSAIIMS TPYJ € Ja ce
u3cienBa MOTHBAIMATA, NMPUBBP3AHOCTTA U OTUYXKIECHUETO INpHU
CITy’)KUTENH, paboTenIy B OPraHnu3alui OT Ma3apeH U epapXxuyeH
tun. Kakto m na ce wu3cnenBa BIAMSHMETO Ha KOH(DIUKTHHUTE
OTHOIICHHS B OPTaHU3AIMUTE, MPUBHP3AHOCTTA M OTUYKICHHETO
BBPXY MOTHBALIUATA MPU U3CIEABAHUTE L. JIpyTr BaXKeH acleKT
€ aHAIM3bT Ha B3aMMOBPB3KHUTE MEKIY T€3H KOHCTPYKTH.

IIbpBa ruiaBa nmpencTaBs TEOPETHYEH AaHAIWM3 Ha
KOHCTPYKTUTE  OP2AHU3AUUOHHA  KYAMypd, KOMYHUKAYUs W
KOH@AuKm B OPTaHU3ALUUTE, MOMUBAYUS, NPUBLP3AHOC W
omuyxcoenue om pabomama. Ta3u TiIaBa paszriexaa mpoodiema B
HSKOJIKO aclleKTa, a MMEHHO: IOCIEe0BaTeIHO, HO M CBBP3aHO
npenacTaBs AeQUHAIIMN Ha W3CICIBAHUTE KOHCTPYKTH, KaKTO H
BOJICIIN TIOJIXO/IU 110 OTHOIIIEHUE Ha KJIACH(PHUKAIMNTE HA TUTIOBETE
OpraHu3aliOHHA KYyJITypa ¥ BHUJOBETE KOH(JIMKTH; BKIIOYECH € U



aHaJIM3 Ha KopropaTUBHATa KyiTypa Ha ,,En bu bynrapukym* EAJ]
(EBB).

Bropa rinaBa npezncrass Au3aliHa Ha u3ciaenBaHeTo. B Tasu
4acT OT AMCEPTALMOHHUSA TPy Ca MPEACTAaBEHU: LIeTa, 3a1a4uTe,
PEIMETHT, OOCKTHT Ha U3CIICABAHETO, XUIIOTE3UTE, METOAMKATA HA
U3CIIEABAHETO.

Tpera riaaBa 1mpencraBsd aHaiM3a Ha IOJyYEHUTE
pe3yaTaTd, KaTo BKJIIOYBA HSAKOM OO0OOILEHMs, 3aK/IIOYeHHE,
U3BOJM, KAKTO U OTPAaHMUYEHUS Ha POBENECHOTO U3CIIEIBAHE.



I''TABA I. TEOPETUYHA IOCTAHOBKA HA ITPOBJIEMA

IIspBa riaBa pasmiexiga TUIIOBETE OpraHU3alMOHHA
KyJITypa, XapakKTepUCTUKUTE U (PYHKIUUTE HA KYITypaTa, KakTo U
OpraHu3aliOHHaTa KOMYHHKAIMsl, BKIIOYMUTEIHO Oapuepure B
OOIIyBaHETO M TPYNOBUTE MPOLECH B TpPyAOBaTa OpraHU3aLus,
BKJIIOYMTEIHO KOH(uukTuTe. ['N1aBata chabpka M TEOPETUYEH
IperJies] Ha BOACUIM TEOPUH 3a MOTHUBAIUATA U HAa (PYHKIUUTE HA
MOTHBALMATA B OpPraHU3allMOHHATA KyJITypa. BHUMaHue ce otaens
Ha KOHCTPYKTA HCUXONO2UYECKU 002080p MEeNHCOY NUYHOCMMA U
ope2aHu3ayusma, KakTo U Ha MPUBbP3AHOCTTA KbM OpraHU3alusaTa
U OTYY>KJCHHMETO OT paboTaTa B KOHTEKCTa Ha NMPO(eCHOHAIHUS
cTpec. [ maBara 3aBbplIBa ¢ aHAJIU3 Ha KOPIIOPATUBHATA KYJITypa Ha
Ebb.
1.1. KoHCTPYKTBHT ,,0PraHM3alMOHHA KYJITYpa“: CHIUIHOCT H
paBHHMIIA. THIIOBE KYJITYpPH B OPraHU3anuATA

KOHCTpYKTBT ,,0praHn3aliioHHa KyJaTypa““ ce yTBBbPKIaBa
npe3 1982 1. or T. Juiin u A. Kenegu u T. IIutepc u P. Yorspman
(ITutbpc, Yorbpman, 1988) u ce pasriexia KaTo CbBKYIHOCT OT
JIOMyCKaHUs, LIEHHOCTH, YOSKIeHNs, HOPMHU, KOUTO C€ CIIOJENST OT
BCHUYKHU YJIEHOBE, KOMTO c€ ()OpMUpAT BbB BPEMETO, KAKTO U KaTO
3HaYMM (akTop, OINpeleNsdl] IOBeJIeHHEeTO Ha XopaTra B
OpraHM3alusITa KakTo Ha WHAMBHUAYaJIHO, Taka U Ha TPYyNOBO
paBHuie. [IpencraBenu ca BoAeImM NOAX0U KbM TUIIOJOTU3HPAHE
Ha OpraHM3allMOHHUTE KYyIATYypH Ha ydeHu karto T. Juiin u A.
Kenenu, Y. Xennu, Y. naiinesp, K. Kamepsn u P. Kyun.
1.2. Opranu3anMoHHa KOMYHUKAIUSl — HAYMH 32 NPeIaBaHETo
Ha (pupMeHnara KyJITypa

Upes mporieca Ha KOMyHUKauus, GupmeHaTta KyJaTypa ce
npegaBa M YCBOsIBa, HO HegopMmaaHaTa KOMYHUKAlUs MMa Haii-
roJIsiM IPUHOC, ThI KaTO UMEHHO Ype3 Hesl Xopara pa30oupaTr KakBo
€ LIEHHO 1 KaKBO HE €, KaKBO CJIE/IBA 14 CE IIPaBH U KaKBO HE CIIE/IBA,
KaKBO C€ 04akKBa OT paboTelInTe U Kak Te TpsOBa /a ce Abpxkar B
pa3NUYHU CUTYyallMd CHOOpPA3HO KIUEHTUTE, KOJIETUTE CH U
pbkoBoauTend. EQexkTiBHATa KOMYHUKALMS Ch3/1aBa JOBEPUTEIIEH
KJIMMAT, OCUTYpsSIBallkl BB3MOXKHOCT 3a aJallTUPAHE Ha HOBUTE
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CITy’)KUTENM, TpeAaBailki UM yCTaHOBEHHUTE HOPMH, LEHHOCTH H
IPUHLUIM Ha IOBEJEHUE B pa3OupaeMm, JOCTBIIEH BHUJI, B TO3HU
CMHCBHJI OOILIYBaHETO CIUIOTSIBA M MOAIBPKA XOpara B TPYAOBUTE
rpynu. ['pynoBaTta AuHamMuKa, WK POLIECUTE, YPE3 KOUTO IPYIUTE
(YHKIMOHMpAT, € OT BOZCIIO 3HAaUeHHUE 32 pa30MpaHeTO HAa HAYMHA,
[0 KOHTO [eHCTBAT TPYyNOBUTE OpraHU3alUM, 3all0TO Te ca
W3rPaZIeHd OT TO-MaJKu paboTHH rpymnu. TpynoBuTe rpymu ca
CbCTaBEHM OT PA3JIMYHU WIEHOBE, KOUTO UIPASIT PAa3JIM4HU POJIH, HO
BCUYKH — HE3aBHCHUMO OT POJIATa CU — TPsiOBa J1a ce MPUIbPKAT KbM
OTIpeJIeJICH! TPYMOBH MpPaBUia, TOSCT HOPMH, KOUTO 3aBUCHT OT
TUIIA OpPraHU3aLMOHHA KYITYpA.

I'pymoBara KOMyHHKaNus B OPTaHU3AIUATA CE Pa3TIIeKIa
KaTo Ipoliec Ha MpeaaBaHe Ha HH(OpMaIMs, HO U KaTo BKIIIOYBAILA
KOMIIOHEHTUTE: KOH()OPMHU3BM, CIDIOTEHOCT, CHTPYJHHUYECTBO,
CbpPEBHOBAaHUE U KOH(JIUKT.
1.3. Opranu3anMoHHAa COLMAJIM3aNMsA: HayyaBaHe Ha
rPyNOBHUTE POJIM U HOPMH B OPraHU3aNMATA

OpraHn3anroHHAaTa CONUANN3AIINS € TTPOIECHT, Ype3 KOUTO
HOBHUTE CIYXHWTEIM C€ MHTerpupaT B TPYIOBUTE TIpYIH,
BB3IIPHEMAiikKi HOPMHTE W IEHHOCTHTE Ha OpraHW3alMOHHATa
Kyntypa. OpraHu3alMoHHaTa COLMANU3aIMsl Ce pasriiexa Karo
BKJIIOYBAIA TPH OCHOBHU TIPOIIECa: PA3BUTHE HA OIPEICICHU
TPYZAOBH YMEHHMS M CHOCOOHOCTH; YCBOsIBAHE Ha Habop OT
MOJIXO/ISIIY POJICBU TTOBE/ICHUS; IPUCIIOCOOSIBaHE KbM HOPMHUTE U
neHHocture Ha rpynara (Feldman, 1981, Schein, 1968).
1.4. Kondaukr

B nucepranvoHHUS TPy TEPMUHBT KOH@AUKM CE U3II03BA,
3a J]a ONHWIINE CHPEBHOBATEITHOCTTA HA OTICTHU PAOOTHUIM WA
TPYJIOBU TpPYyNH, KOSATO H3JIHM3a Ha MOBBPXHOCTTA. KIo4oBHST
eJIeMEeHT B JlepUHMLIUATA 32 KOH(MIMKTA €, 4e KOHQUIMKTYBALIUTE
cTpanu uMmat HecbBMecTrMU 11 (Tjosvold, 1998). Ho koHGMUKTHT
Ce pasriIekaa KaTo eCTeCTBEH IMPOIeC B TPYAOBUTE OPTaHHU3AIMHA U
MOXe€ Ja IMa KaKTO OTPULATENIHH, IECTPYKTUBHU MOCIEIUIH, TaKa
ChIUIO M TIOJOXKHUTEIHU PE3yATaTH 3a TPYJOBUTE TIpPyNu U
opranm3armu (Rahim, 1985, 1986; Wall & Callister, 1995).
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1.5. MoruBanusi. ChbmHOCT M (YHKIMM Ha MOTHBaLUATAa B
OpPraHu3alMOHHATA KYJITypa

MotuBanusTa ce pasriexaa KaTo akTUBalUs Ha IEJIEBO
OpUEHTHPaHO MoBeaeHue. B ocHOBaTa Ha mpoleca Ha MOTUBAIUATA
CTOAT €IMH WU [OBeYe MOTHBH. MOTHUBBT € OH3U HJCalIeH WU
MaTepuajeH MpeaMeT, OCTUTaHEeTO Ha KOUTO ompezesns CMUChIIA
Ha YOBElIKaTa JAeMHOCT. MoTuBalusaTa MOXKe J1a ObJe onpeaeneHa
KaTo MpoIiec, KOUTO 3aBUCH OT BBTPEIIHU U OT BBHHIIHU (haKTOpU
(Herzberg et al., 1957). Cpen ocHOBHUTE TEOpUHU 32 MOTHUBALIUATA
pasriiefaHd B JMCEPTALIMOHHUS TPYyJA C€a: HHCTPYMEHTAJIHUTE,
ChIBPKATEITHUTE U MPOIIECHUTE TEOPHUH.
1.6. IpuBbp3aHocT KbM opranuzanuaTa. UaenTudukanus c
OpraHu3anusaTa

[IpuBbp3aHocTTa pa3KpuBa CTENEHTa Ha CUJaTa, C KOSITO
CIIy’)KHTEJISIT C€ CBBbp3Ba C OpraHU3alusATa, 3a KOATO paboTH, U
CTEIEHTA, 10 KOSATO CE€ YyBCTBA BBHBJICUECH B HEUHUTE NEHHOCTU U
NOJUTUKH, M3pa3sBallld C€ B JKEIAHUETO My 3a IOCTUTAaHE Ha
OpraHu3allMOHHHUTE Meau. JIBe ca Hall-u4ecTo U3MOJI3BAHUTE
neguHUIIUM, KoraTo TpsiOBa J1a ce ONpeseny NPUBbP3aHOCTTa KbM
opranuzanusTa. Ennara e na Moynei, Ctuspc u [loptsp (Mowday,
Steers & Porter, 1979, p. 26), koo e popmyiarpaHa KaTo ,,.. CUjIaTa
Ha [epCcOHAJHAaTa WJAEHTUUKalus C OpraHu3auusara u
BBBJICUCHOCTTA B HesA™, a ipyrara e mpeuiokeHa oT AibH 1 Maitep
(Allen, Meyer, 1990, p. 1), kouto s ompeAensiT KaTo
,CMOIIMOHAJIHATAa ~ NPUHAAJIEKHOCT  KbM  OpraHHU3aluAra,
UJeHTU(DUKAIMATA C Hesl U BHBIICYCHOCTTA B HES .
1.7. Anraxxupane Ha cayxureautre (Ilo3uTuBen oOMeH u
Bceornaitnocr). Konuenuus 3a riaca Ha cayxuresas (JInuna
BayKHOCT). OpraHn3anoHHO rpakIaHCKO MOBeeHNe

Cmutr (Smythe, 2007) ompenens aHraxupaHocTTa Ha
CIly’)KUTENIUTe KaTO CBBPEMEHHOTO pa3BUTHE U THIKyBaHE Ha
TEeOpUATa 32 MOTHBALIUATA M KOMYHHUKalUs, Ch3/1aJieH! B chepaTa
Ha COIMaJTHaTa MCUXOJIOTUSl. AHTQKUMEHTBT KbM OpraHM3alusaTa
Cce 3aKJII04YaBa BbB BCHYKO OHOBA, KOETO BIIbXHOBSIBA CITYKHUTEIINTE
1a ,,JaBaT Hail-moOpoTo oT cebe cu‘.
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1.8. BbpHayT u oTUyK/IeHHe OT padoTaTa

Bvpraymvm (burn-out) ce pasriiexaa KaTo CHHIAPOM, KOWTO
€ pe3yJaTar oT CTpeca B Tpy/Aa Ipu Npodecuu, KOUTO ca CBBP3aHU C
pabora ¢ xopa (PamocnaBoBa m Bemmukos, 2005). CuHapombt
ObpHAYT € ,,MHOTOMEpPEH KOHCTPYKT, HAOOp OT HETraTUBHU
MICUXOJIOTMYHKA TIpexuBsiBanusa“ (BomombsHoBa, CrapyeHKOBa,
2008, c. 27). XapakTepHu NposBU Ha OBPHAYT ca ,,AeMPECUBHOCT,
MECUMU3BM, MACUBHOCT, MOHMXEHAa pabOTOCIOCOOHOCT, YYBCTBO
Ha 0e3MOMOIIHOCT U OT4yXJeHue oT paborata® (PagocnaBoBa u
Bemuukos, 2005, c. 141), xato Haif-o0IIO BKIJIIOYBA CIIETHUTE
komrnoneHtn (Maslach & Jackson, 1984; Jlamoa, bonmHCKa,
KoBaueBa u kom., 2012, c. 33-35): ,,eMOIMOHAIHO HW3TOIICHHUE,
JIeriepCoHaNn3allis U HaMallsiBaHe Ha MOCTH)KeHUsATa .

Ot nmpyra cTpaHa omuyscoenuemo om pabomama BKIIOYBA
JIB€ CBIIECTBEHH CTPAaHU, KOUTO CYOCKTHUBHO CE€ MPEKHUBSIBAT KATO
€QHO IsU10: 1) OTYYXKIeHHE OT 3aJauuTte, 2) OTUYXKACHHE OT
opranmzanusTa (PagocnaBosa u Benuukos, 2005).
1.9. KopnopatusHa kyJjrypa na EBb

Toukara BKIIIOUBA M3BEXKIaHE Ha BOJICILLIUTE
XapakTEePUCTUKA Ha KoploparuBHaTa Kyiarypa Ha EBb karo
amainramMa OT HacToslla M NpuBHeceHa (0T HaudanoTro Ha 70-Te
TOJMHM) KYJITypa ChC 3alla3eHu IOJIOKUTEIHH MPAKTUKU Ha Ta3H
KyaTypa. KoHncratupa ce, 4e B Ipy>K€CTBOTO ChILIECTBYBA Ma3apHO
OpUEHTHpaHa KOPIOpPAaTUBHA KYJTYypa, C aKIIEHT KbM HHOBAITUUTE B
Hay4YHO-U3CJIeIOBATEICKAaTa U pa3BOMHA JEHHOCT, KOUTO HaMUpaT
MIPUJIOXKEHKE B TPOU3BOJICTBEHATA IEUHOCT, KAKTO U HEPEKbCHATO
MOBUIIIABaHE HA KBaMU(UKALKUATA HA TIEPCOHATIA.
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T'JIABA BTOPA. JIN3AWH HA U3CJEIBAHETO

B Tasm rmaBa or nucepTanMoOHHMS TPYA Ca MPEICTaBEHH:
HenTa, 3aJadyuTe, IMPEAMETHT, OOCKTBT HA H3CJIEIBAHETO,
XHIIOTE3UTE, METOAMKATA Ha U3CIIEBAHETO.
2.1. Lea, 3aa1a4u, npeaMeT, 00eKT HA U3CJIeABAHETO, XUIIOTE3H,
MeTOIUKA

Hea: Jla ce u3cieaBar B3aWMOBPB3KUTE, KOH(PIUKTHUTE
OTHOIIICHUSI, MOTUBALMATA, IPUBBP3AHOCTTA U OTUYKACHUETO TPH
CITY)KHTENHU, pabOTeIy B OPraHU3alluy OT Ma3apeH U HepapXuyeH
TuI, (cnopea Mojena Ha KoHKypupaiu ce ieHHoctu OCALI). Kakro
M J1a Ce CPaBHAT BB3JCHCTBHUATA HA JBAaTa THIIA OPraHU3alIOHHATA
KYJITypa BbPXY CIYKHTEIHTE.

3aocTuraHe Ha Taka O4epTaHaTa 11eJl Ce pellaBaT CICAHUTE
OCHOBHHM OpPTaHW3aIlMOHHY 3a1a4M!

3a0aua 1: Jla ce mnondepar peleBaHTHU METOIU 3a
u3cieIBaHe Ha MOTHBAIMATAa, KOMYHHKAlUsATa, TpynoBara
€(pEeKTUBHOCT M B YAaCTHOCT KOH(UIMKTUTE B OpraHU3alusira,
OTHAIEHOCTTa Ha OpraHW3alHATa, PECIl. OTUYYXKIECHHETO KbM
OpraHU3alMATa Ha HAKOU OT CIIYKHUTEJHTE.

3aoaua 2: OnpenensiHe Ha U3BaKaTa, KAKTO U IPOBEXK/IaHE
Ha U3CIIEIBAHETO.

U CJICTHUTE HAyYHO-M3CIE0BATEICKUTE 3a/1a4u!

3a0aua 3: Jla ce yCTaHOBM JIOMMHAHTHMST THUI
OpraHM3alMOHHA KYJITypa B HM3CIEIBAHUTE OPraHM3AIMH CIIOPEX
Mojiesia Ha KoHKypupaum ce 1eHHoctd OCAI, BKIIOUMTENHO U
ype3 epeKTUTEe UM BHPXY U3CIIECABAHUTE JUIA (CITYKUTEIUTE).

3a0aua 4: Jla ce ycTaHOBM CTENEHTAa Ha MOTHBAalMi Ha
CITy’)KUTEITUTE, KaKTO M JIa Ce M3CJIe/IBAT HUBAaTa HA KOH(QIUKTHUTE
OTHOLIEHMS B  OpraHM3alusATa,  NPUBBP3AHOCTTA  KbM
OpTaHU3aIMAITa U OTIY)KICHUETO OT padoTaTa MPH CITYKUTEIUTE.

3a0aua 5: Jla ce wu3cnenBaT B3aUMOBPB3KUTE MEXKIY
KOH(QUIMKTHUTE OTHOIICHHWS B OpraHW3aIUsATa, MOTHBAIIHATA,
MPUBBP3aHOCTTA KbM OpPraHU3alusATa U OTUYXIEHUETO OT paboTara
IIPU CITY)KHUTEIUTE.
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3a0aua 6: Jla ce wm3cieaBa  BIMSHHETO  Ha
OpraHU3aIMOHHATA KYJITypa BbPXY KOH(DIUKTHUTE OTHOIICHHS B
OpraHu3alusiTa, MOTHBAIUATA, MPUBBHP3aHOCTTA KbM
OpraHu3anuAaTa ¥ OTYYKJIESHHUETO OT paboTara MpH CIIYKUTEIIHUTE.

3a0aua 7: Jla ce wu3cineaBaT MOJOBUTE pa3ivuus B
KOH(JIMKTHUTE OTHOIIECHWS B OpraHU3alMATa, MOTHBAIUATA,
MPUBBP3aHOCTTA KbM OpraHU3AIMATA U OTUYKJIEHUETO OT paboTaTa
P CITYKUTEIHTE.

3aoaua 8: Jla ce u3cnenBar pa3auuusaTa B KOH(OIUKTHHUTE
OTHOIIIEHHUS B OPraHU3alUATa, MOTUBALIHMATA, IPUBBP3AHOCTTA KbM
OpraHM3alusaTa U OT4YXKACHUETO OT padoTara CHopes TPYyIOBUs
CTaXX Ha CITY>KUTEIIUTE.

3aoaua 9: ]Jla ce u3cienBa BIUSHUETO HA JBJITOCPOYHATA
MOTHBALIMS, TPUBBP3AHOCTTA KbM OpraHU3AIMATA U OTUYKICHUETO
oT paboTraTta BbpXy KOH(GIMKTHUTE OTHOILIECHUS MPH U3CJIEIBAHUTE
JIAIIA.

3adaua 10: [1a ce u3cienBa BIUSHUETO HAa ABITOCPOYHATA
MOTHUBAILIMSI, OTYYXKJIEHHETO OT padoTratra W KOH(JIUKTHUTE
OTHOLLIEHUS BBPXY MPUBBP3aHOCTTA KbM OpraHu3alMsITa MpH
H3CJICIBAHUTE JINIIA.

3adaua 11: [la ce u3cienBa BIUSHUETO HAa ABITOCPOYHATA
MOTHBAIINSI, IPUBBP3AHOCTTA U KOHPJIMKTHUTE OTHOIIECHUSI BHPXY
OTUYKJICHHETO OT padoTara mpu U3CIEABAHUTE JIHIIA.

IIpeaMer HA U3CJIEABAHETO

[IpenMer Ha w3cnenBaHe ca KOH(QIMKTHTE, MOTHUBAILIUATA,
MPUBBP3aHOCTTA U OTUYKJICHHETO B OpPTraHM3aIlMU OT Ma3apeH
HiepapXUyeH THIL.

H3caeaBaHy JUIA

NzcnenanuTe nuna ca 102 mbaHOIETHY (HAa BB3PACT MEXKIY
18 m 68 r., cpenHa BB3pacT — 35 T.) paOOTHUIM U CITY>KHTEIIH,
moA0paHu Ha CIIy4YaeH MPHUHIMI OT W30paHUTE OpraHu3allid B
nepuona 2023-2024 r. Cpen w3cienBaHUTE JHIa MpeodiagaBa
TTbT Ha keHuTe (52%), JoKaTo AsUTBT HAa MBKETE ChCTaBIISIBA

48%.
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3a umenta Ha JUCEPTALIMOHHMUS TPy ca MPOBEACHU
W3CIeIBaHMS B JIBE 1I€JIEBU TPYIIU, PA3/ICI€HU CIIOPE] pa3anuusTa
BBB BB3NPUATUSITA 32 OPraHU3alMOHHATA KYJITypa OT MPUIIOKEHUS
B JIMCEpPTAllMOHHUS TPyA METOA — HECTaHJapTU3UPAHO
CTPYKTYpPUPAHO UHTEPBIO:

1) B opranu3zanuu OT na3apeH THII - AbpxKaBHaTa pupma ,,En
bu bynrapukym™ EAJ] (53,9%),

2) B opranm3anuu ot epapxuueH tum - Hartnonanen CTEM
Hentsp, MOH; BAH; I'/] ,,Oxpana Ha cwhaeOHaTta Biact, MII
(46,1%).

Xunore3u

Bb3 ocHoBa Ha HampaBeHUsT TEOpeTHYeH o0030p Ha
OpraHM3alioHHaTa KyJITypa B OpraHu3aldd OT Ta3apeH u
HepapxuueH THUIl (CIIOpea Mojiela Ha KOHKYpHUpAIIH C€ IEHHOCTH
OCAI) u edexTuTe Ha TUMOBETE KYJITypa BBPXY CIYKUTEIHUTE,
KaKkTo M Ha 0a3zara Ha JOMBJIHUTEITHU JIMYHU HAOIIONCHUS Ha
aBTOpa, ChbCTABEHU MPH IBJITOTOAUIIHATA paboTa B U3Ce/IBaHATa
OopraHu3aiys B paMKuTe Ha npeaxoaaute 20 roauHu, ca U3BeACHN
CIIEIHUTE XUIIOTE3U:

Xunore3a 1: Jlomycka ce, 4Ye ChIIECTBYBAaT IIOJOBU
pas3nuuus BBHB: BB3NPUATHETO 32 KOH(IUKTHHUTE OTHOIICHHUS B
OpraHu3aIusiTa, MOTHBAIIUSTA, MPUBBHP3aHOCTTA KbM
OpraHM3anusaTa U OTYYKICHHETO OT padoTara MpH U3CJIEeIBAHUTE
Tuna.

Xunore3za 2: Jlomycka ce, 4e ChIIECTBYBaT pa3inyus
CIOpeNl TPYIOBHS CTaX BBHB: BB3MPHUATHETO 32 KOH(DIUKTHUTE
OTHOIICHUS B OpraHU3allMsATa, MOTUBAIIUATA, TPUBHP3AHOCTTA KbM
OpraHu3aNuiaTa U OTYYXKIEHHUETO OT paboTara Mpu HM3CIICIBAHUTE
TuIa.

Xumnore3a 3: Jlonycka ce, ye OpraHu3alMOHHATa KyJaTypa
oOycrnaBs  paznuuus B: KOHQIMKTHUTE  OTHOILIEHUS B
OpraHu3aIusITa, MOTHBAIIHSTA, MPUBBHP3aHOCTTA KbM
OpraHm3alysaTa U OTYYKICHHETO OT padoTara MpH U3CICIBAHUTE
JUIa OT M3CJIEIBAHOTO THPIOBCKO JAPYKECTBO (IMa3apeH THII) B
CpaBHEHHUE C JIMLaTa OT JIPYyTUTE M3CJIECIBAaHU OpraHU3aIMU OT
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IbpKaBHATa aAMMHHUCTpALMs (HepapXUUeH TUIT) CIIOPE]] MOIeNa Ha
koHkypupanu ce nennoctu OCAL

Xunore3a 4: Jlonycka ce, 4e ChIIECTBYBAa OTpHUIIATEIIHA
B3aUMOBpPB3Ka  MEXAYy  JBJICOCPOYHATA  MOTHBaLUUs B
WH/IMBUYATHOTO TMOBEACHHE C KOH(MJIMKTHUTE OTHOILICHHUS B
OpraHu3alusTa NPy U3CIECIBAHUTE JIULA.

Xumnore3a 5: Jlomycka ce, 4e ChIIECTBYBA IMOJOXKUTEIHA
B3aUMOBpB3Ka  MEXAY OBJICOCPOYHATA  MOTHBAUUsA B
WHJMBHUIyaTHOTO  TOBEACHHME C  MPUBBP3AHOCTTA  KbM
OpraHu3aIMiITa U OTUYKACHUETO OT paboTara MpH HM3CIEeIBAHUTE
nuua.

Xunore3a 6: [lomycka ce, 4e ChIIECTBYBa OTpHUIIATENIHA
B3aUMOBPB3Ka  MEXAY KOH(MIUKTHUTE  OTHOILIEHUS B
OpraHM3alusTa ¢ [PUBBP3aHOCTTa KbM OpraHu3alMsITa U
MOJIOKUTETTHA B3aUMOBPB3Ka MKy KOH(QIUKTHUTE OTHOILIECHUS B
OpraHu3aIysiITa ¢ OTYYKICHHETO OT padoTaTa MpU H3CIIEIBAHUTE
nuua.

Xumnore3a 7: Jlomycka ce, 4ye ChIIECTBYBAa OTPHUIATEIIHA
B3aUMOBpB3Ka MEXAY NPHUBBP3AHOCTTA KbM OpraHU3aluATa U
OTUYXKJICHHETO OT padoTara Ipu U3CIeABAHUTE JIHIIA.

Xunore3a 8: [lonycka ce, 4e cbllecTByBa BIUSHUE Ha
IBITOCPOYHATa MOTHUBAlLIMSA, OTYYXJAEHHETO OT paborata u
KOH(MOIUKTHUTE  OTHOILIEHHWS BBPXY MNPUBBP3aHOCTTa  KBM
OpraHM3alusaTa MpH U3CIeABAHUTE JIHUIIA.

MeToauka

1) CTpyKTypHpaHO HHTEPBIO 3a U3CIIEBAHE Ha KOHCTPYKTA
,,OpraHU3alMOHHAa KyJITypa‘“, ¢ ABe OCHOBHU 1enu: (1) 1a mocayxu
KaTo MOMOUIHO CPEACTBO 3a M300p Ha opraHu3aluu (OT Ma3apeH u
HepapxuueH TUM) 3a ABETe TPYNU U3CIeABaHM yuna (2) ma gane
JOMBbIHUTENTHA WHGOpMalus 3a MEpLENLUUTe Ha CIYKUTEIUTEe
OTHOCHO THUIIA KYJITYpPa; CIOAEISIHUTE LIEHHOCTH B OpraHU3alusTa;
HAaYMHBT, IO KOUTO KyJTypaTa BlIMsA€ HA UHAUBUAYAIHO HUBO U Ha
OpPraHU3aIIOHHO HUBO 32 IMIOCTUTaHe Ha €(EeKTUBHOCT, JTUAECPCKUS
CTHUII;

15



2) Merox 3a u3MepBaHe (OLIEHKa) Ha MOTHMBALMATa Ha
CIIy’)KMTEJIUTE B KOHTEKCTa Ha JBJITOCPOYHATA MOTHUBALMS Ha
uHauBHAyaTHOTO noBeaenue (PanocnaBoBa u Benuukos, 2005, c.
151-156);

3) Meton 3a u3MepBaHe Ha IPUBBP3AHOCTTA HA CITY>KUTEIS
KbM opranusanusra (PagociaBosa u Bennukos, 2005, ¢. 103-114);

4) Meton 3a OlEHKAa Ha OTYYXKICHHETO OT padorara
(PamocnaBoBa u Bemuukos, 2005, c. 141-147).

CratucTudecku MeToau 3a 00paboTka Ha JaHHHUTE OT
COOCTBEHOTO HM3CIIC/IBAHE:

- omHcaTeIHa CTaTUCTUKA, YeCTOTEH aHAIIU3;

- aHaNM3 Ha BBTPEIIHAaTa KOHCHCTEHTHOCT (Anda Ha
Kponbax);

- t-Tecrt;

- KOpeJlallMOHEeH aHaJu3;

- TMHECH PETPECHOHEH aHAIN3.
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I'TABA TPETA. AHAJIM3 U HUHTEPIPETALIMSI HA
PE3YJITATUTE OT EMIIMPUYHOTO U3CJIEJIBAHE

Tasu TrTnaBa mpencTaBs 3HAYUMUTE pPE3YATaTH  OT
MPOBEJICHUTE aHAJIM3W, KaTO BKIIOYBA JWCKYCHS, 3aKIIIOUCHUE,
W3BOJIM ¥ OTPAaHUYCHUS HA U3CJICIBAHETO.

3.1. IToJsioBU pa3an4us

[IpoBeneHUAT aHaNMM3 TIOKa3Ba, Y€ CE€ YCTAHOBSBAT
CTATHCTUYCCKH 3HAYUMH TIOJIOBM pa3IM4yvsl B HUBaTta Ha
OTUYyXXJeHHe OT paboTara mpu u3cieaBaHuTe nuna (too)=2,403;
p=0,018). M mo-KOHKpPETHO C€ YCTaHOBSBAT MO-BUCOKM HHBA Ha
OTYYXJICHHE OT paboTara IMPH U3CICBAHUTE CIYKHUTEIH OT MBKKH
non (M=15,10; SD=10,493) B cpaBHEeHUE C H3CICABAHUTE KECHHU
(M=10,57; SD=8,538) (Cohen's d = 0,474 — ronemuHara Ha epexra
€ MaJika).

3.2. Pazimums copea TPYAOBHUSA CTAK HA U3CJIeABAHUTE JIMLA

[IpoBeneHUAT aHaNM3 TIOKa3Ba, Y€ CE€ YCTAHOBSBAT
CTAaTHUCTUYECKH 3HAUYMMH pa3NU4Msi BHB BBINPHUITHETO Ha
W3CIICABAHUTE JIMIA 32 KOHQIUKMHU OMHOWleHus B TIpoIieca Ha
U3MBIHEHHE Ha €KEIHEBHUTE 3a/ladyll B OpraHU3aIusATa CIOopen
TpynoBusi crax (t00=2,632; p=0,010, Cohen's d = 0,528 -
rojemMuHara Ha edexTa e cpeqHa). [To-u3pazeHo e Bp3npusTHETO 32
KOHGIUKMHU OMHOUleHUs. Ha U3CICIBAHUTE JIUIA C TPYJIOB CTaX
Mexay 8 u 45 r. (M=48,72; SD=9,903) B cpaBHeHue ¢
W3CIICABAaHUTE CIY)KUTEIH C TO-MaTbK TPYyAOB crax - 1-7 T.
(M=42,64; SD=12,942).

YcTaHOBSIBAT €€ W CTAaTHCTHYSCKH 3HAYMMH Pa3IUIHS B
HUBOTO HAa uoenmu@ukayus CHOpeN TPYIOBHS CTaX Ha
n3cneaBanuTe auna (to0)=2,061; p=0,042). Pesynrarure nokassar,
4e TMO0-M3Pa3eHO € YyBCTBOTO Ha CXOACTBO U CpacTBaHE C
OpraHH3aIyATa MPU U3CIICIBAHUTE JIUIA C TPYIOB CTAXK MEXIY 8 1
45 r. (M=2,75; SD=0,725) B cpaBHEHME C W3CJIECIABAHUTE
CIY)KHTENHU C MO-MaJIbK TPY/I0B cTax - 1-7 r. (M=2,44; SD=0,798)
(Cohen's d = 0,407 — ronemMuHara Ha edekra € MajKa).

[TomydeHuTe pe3ynTaTh ChIIO IMOKA3BaT, Y€ CE YCTAHOBSBAT
CTAaTHCTUYECKU 3HAYMMHU Pa3NINd¥s B HUIBOTO Ha HO3UMUGEH 0OMeH
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Criopel TPYIOBHUS CTaX Ha wu3cienBaHute Jmna (too=3,029;
p=0,003) (Cohen's d = 0,606 — ronemuHara Ha edeKTa € CpeIHa).
Pesynrature moka3Bar, 4e TMO-U3PAa3CH € B3aAUMHUAM O0OMEH
(BB3MPUATHETO 32 B3aUMHOCT MPH JaBaHE U IOJIy4aBaHE MEXIY
WHIVBHUIA U CUCTEMATa W KeJIAaHUE 3a 3alla3BaHe Ha TO3W B3aMMEH
oOMeH) Mpu U3CIEABAHUTE JIHMIA C TPYJOB CTax Mexay 8 u 45 r.
(M=3,05; SD=0,712) B cpaBHEeHHE C U3CICABAHUTE CIIYKUTEIHU C
MO-MaJTbK TPyAOB cTax - 1-7 r. (M=2,57; SD=0,864).

Pesynarature moka3BaT ChIIO, Ye CE€ YCTAaHOBSABAT
CTAaTHCTUYCCKU 3HAYUMH Pa3IMdus B HUBOTO HA 8CCOMOAUHOCH
criopea TPYIOBHUS CTaX Ha wu3cienBaHuTe yuna (too=2,118;
p=0,037) (Cohen's d =0,425 —ronemunara Ha ehekta ¢ mainka). [1o-
u3pazeHa € eceomoatiHocmma (TOTOBHOCTTa Ha palOOTEIIMTE Ja
W3BBPIIBAT JCHCTBUS, HAAXBBPJIAINM OOMYAWHUTE WM TPYIAOBU
3a]IbJKEHUS B MHTEPEC Ha OPraHu3allMsITa) TP U3CJICIBAHUTE JIUIIA
¢ TpyIoB cTax Mexay 8 u 45 r. (M=2,90; SD=0,658) B cpaBHEeHuUE
C M3CJIEIBAHUTE CIYXKUTEIU C MO-MalbK TPYAOB cTax - 1-7 T.
(M=2,60; SD=0,751).

VYcTaHOBSIBAaT c€ W CTATHCTUYECKH 3HAYMMH Pa3IUYUs B
HUBOTO Ha 00wWa npuevbp3aHocm KuvM opeanuzayusma (KaTo
KOMIUIEKCHa TpyJoBa Hariaca) CHopel TPYIOBHS CTax Ha
n3cneaBanute guua (too=2,543; p=0,013) (Cohen's d = 0,511 —
rojemMuHara Ha edekra e cpenHa). Pesynratute mokasmart, ue mo-
u3pa3eHa € o0mara npusvLp3aHocm TIPU M3CIEABAHUTE JIMIA C
TpyIOB cTax Mexay 8 u 45 r. (M=3,05; SD=0,625) B cpaBHEeHUE C
W3CIICABAHUTE CIY)KUTEIM C TO-MaTbK TPyJAOB crax - 1-7 T.
(M=2,72; SD=0,667).

3.3. Pazauumsi cnope OpraHu3anusaTa Ha U3CJeIBAHUTE JIMLA

[IpoBeneHUAT aHANM3 HaA pa3IHyuUsATa I[OKa3Ba, 4e ce
YCTaHOBSIBAT CTATUCTHYCCKM 3HAYMMHU pasnuunst (t(00)=2,209;
p=0,029) BBB BBINPUATHETO Ha U3CIEABAHUTE JIMLA 32
KOH@IUKMHU OMmMHOWleHUsi B TIpolleca Ha W3IBIHEHHE Ha
©XKETHEBHUTE 33J]a4i B OPTaHU3AIMATA CIIOPE]] TOBA AU PadOTAT
B Ebb wmm B apyra opranmzanus (Hanmmonanen CTEM Llentsp,
BAH, I'/] ,,Oxpana Ha cpaebnara Biact*). Ho u npu nsere rpynu
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JUIAa C€ YCTAaHOBSIBA M3PA3CHO BB3NPHUATHE 32 KOH(PIMKTOTCHHA
oOcTtaHOBKa (110 HOpMHUTE, U3BeAeHU OT PagocnaBoBa u Bennukos
(PamocnaBoBa, M. m Benuukos, A., 2005), karo 3Ha4YMMO TIO-
U3pa3eHO € BB3NPUATHETO 32 KOHQIUKMHU OMHOUIeHUs Ha
u3cleABaHuTe JuIa, kouto padborsat B EBb (M=47,82; SD=11,706)
B CpaBHEHHE C WU3CJIEIBAHUTE CIYKUTEIH, 3a€TH B JApPYyru
opranuszanuu (Hanmonanen CTEM Lentsp, BAH, I'/l ,,Oxpana Ha
cpaeOHara Biact) (M=42,66; SD=11,814). Cohen's d = 0,439 — ¢
MaJiKa roJieMrHa Ha eexra.

PesynTature oT npoBeeHUs aHAIU3 M1OKa3BaT ChILO, YE CE
YCTaHOBSBAT CTATUCTUYECKH 3HAYUMHU pas3iuuus B oOwama
npusvpsanocm kom opeanuszayusma (taoo)=3,695; p<0,001), kakto
U B KOMIIOHEHTUTE #: auuna eadxcrocm (to0=2,309; p=0,023),
eMOYUOHATHA CHIPUYACMHOCT (t(200=6,611; p<0,001),
uoenmugurayus  (t00=4,019; p<0,001), nosumueen obmen
(t00=2,461; p=0,016), eceomoaiinocm (t100=2,858; p=0,005),
copen toBa nanu pabotsat B EBb wnm B apyra opranuszanus
(Haunonanen CTEM Uentsp, BAH, I'/] ,,Oxpana Ha cpaeOHaTa
Biact®). Ilo-koOHKpeTHO mo-u3paseHa € obwama npugbpP3AHOCH
(Cohen's d = 0,734 — ronemuHaTa Ha edekra € cpeaHa), KakKTo U
BCUYKM HEWHU KOMIIOHEHTH TMpU U3CIEABAHUTE JIHIA, KOUTO
pabotsaT B EBb, B cpaBHeHMe ¢ paboTemure B Apyra OpraHu3anus
(Haunonanen CTEM Lentsp, BAH, I']] ,,Oxpana Ha cpaeOHaTa
Bract*). Toect mpu padoremnute B EBB, B cpaBHeHuMe ¢ paboTenure
B JIDYTH OpraHM3allH, C€ YCTAaHOBSBA: 3HAYMMO I[0-H3Pa3eHO
yCelllaHe Ha CIY)KXUTCIHUTE, Y€ TIXHOTO IIOBEACHHUE BIIHSC
CBIIECTBEHO BBPXY (YHKIMOHHPAHETO U pe3ylTaTUTe Ha
cucremara (Cohen's d = 0,471 — ronemunara Ha eekra e MajKa);
3HAYUMO TI0-M3pa3eHa TMOTBIHATOCT Ha BHUMAHHETO Ha
W3CIIC/IBAHUTE JIMIAa C JIMYHUSA TPUHOC 32 IIOCTHTaHe Ha
OpraHHU3AIMOHHUTE e U Ha €MOI[MOHATHA CEH3UTHBHOCT KBHM
HEHHOTO ChCTOSIHHE, KAKTO U MTO-M3Pa3eHa 3aMHTEPECOBAHOCT H T10-
WHTEH3WBHU TMPEXKWBSBAHUS HAa WHIWBUIA BBB BpPB3KAa C
penyTarusita Ha opranu3anusara (Cohen's d = 0,715 — ronemunara
Ha edekTa € cpemHa); 3HAYMMO TO-M3PA3EHO YYBCTBOTO Ha
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cXoAcTBO M cpactBane c¢ opranusanusara (Cohen's d = 0,804 —
rojieMuHaTa Ha epekra e ronsima). B To3u konTekct criopen Mnnesa
CWJIHATa KYJITypa IpelaBa W W3pa3siBa CMHUCHIA M YyBCTBOTO 3a
WIACHTUYHOCT HAa WICHOBETE HA OpraHU3alUsaTa W YJIECHSBA
(dhopMHupaHETO Ha MPUBBHP3AHOCT KbM HEIIO MO-TOJSMO OT camara
muyHocT (MimeBa, 2006); 3HAUMMO IMO-U3PAa3eHO BB3NPHUATHE 32
B3aMMHO JaBaHE W IIOJly9aBaHE MEXKIy CIY)KUTCIUTE U
OpraHu3aIysITa U JKEJIaHUE 3a 3ala3BaHe Ha TO3W B3aHMMEH OOMCEH
(Cohen's d = 0,479 — ronemunaTa Ha edeKTa € MajKa); 3HaYUMO I10-
M3pa3eHa TOTOBHOCT Ha W3CJICIBAHUTE JIMIA Ja W3BBPIIBAT
JecTBUS 3a 0JaroTo Ha OpPraHU3aIMATa, HAAXBBPIISIIN TPYIOBUTE
um ¢yaknuu (Cohen's d = 0,556 — romemunara Ha edekra e
CpenHa).

3.4. AHa/1u3 Ha B3aMMO03aBHCHUMOCTH

[lpoBeneHusT aHanM3 T1OKa3Ba, Y€ C€ YyCTAHOBSBA
CTaTUCTHYECKH 3HAUYMMa OTpHIATeNIHA cliaba Kopenamus (I(100)= -
0,284; p= 0,004) wmexay Owreocpouna momueayus Ha
UHOUBUOYATIHOMO NoBedeHue W KOHQIUKMHU OMHOUEHUS B
OpraHmM3alusaTa TpU HU3CTEABAHUTE JHUIA. YCTAaHOBSBA C€ U
CTATUCTUYECKM 3HAYMMa TOJIOKUTETHA ciiaba xopenaus (r(100)=
0,201; p= 0,043) wMexay Owreocpouna momueayus Ha
UHOUBUOYATTHOMO NOBedeHUe U UOeHMUGUKayus TIPU U3CIICIBAaHUTE
muna. CraTUCTHYECKM 3HaynMMa OTpHUIaTeNlHA yMepeHa €
kopenarusata (ruoo)= -0,310; p= 0,002) mexmy oOwreocpouna
MOMUaAyUs Ha UHOUBUOYATHOMO NOBeOeHUe U OMUyHcOeHue om
pabomama PN U3CIEABAHUTE JIHUIIA.

CratucTUdeckd  3HAYMMa  TMOJIOKHTENHAa  craba e
kopenamusata (raoo= 0,278; p= 0,005) mexny xkowgauxmuu
OMHOWIeHUss 8 opeaHuzayuama W JUYHA — BAXCHOCM  TIPH
W3clieiBaHUTe JHIa. KaTo ce yCTaHOBSIBA M CTaTHCTHYECKU
3HauMMa TOJOXKHUTeNHa yMmepeHa kopemanus (raoo= 0,300; p=
0,002) mMexny KoHugauxkmuu omHOWleHUss 8 opeanusayuama mn
omuyxcoeHue om pabomama TpU U3CIeABaHUTE Juna. Jlokaro
OTpHIIATEIIHA OT cjiabda JI0 YMEpPeHa M CTAaTUCTHYECKU 3HAYMMa €
KopenamustTa MeXIy OTUyXJIeHHe OT paborata u: obwa
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npuevpzanocm kvm opeanuzayusma (faoo= -0,449; p< 0,001);
auyna  eéaxcnocm  (faoo= -0,277; p= 0,005); emoyuonanna
conpuuacmuocm (r100)=-0,509; p< 0,001); uoenmugpurxayus (rooy=
-0,344; p< 0,001); nosumusen oomen (ro0)= -0,303; p= 0,002) u
sceomoatinocm (f100)= -0,474; p< 0,001).
3.5. AHaJIu3 HA BJIMSHHUETO
3.5.1. Bausinue Ha ABJITOCPOYHATA MOTHBAIHS,
NPUBHP3AHOCTTA KbM OPTaHU3ANUATA U OTUYKIAEHUETO OT
pa6oraTa BbpXy KOH()JIMKTHUTE OTHOIIEHUS

[TomrydeHnuTe pe3ysiTaTd OT MPOBEIACHUS aHAIHM3 MOKA3Bar,
4e ChIEeCTBYBa cTaTUCTHUeCKH 3HauuMo BiusiHue (F(3, 98)=12,272;
p<0,001) or cTpaHa Ha OwvleocpouHama MOMuUBAYUs Ha
UHOUBUOYATIHOMO noeeoexue, JUYHAma 8AJICHOCT u
omuyxcoeHuemo om pabomama TPU WU3CIEIABAHUTE JUIA BBPXY
KOH@IUKMHUMe OMHOWEHUs. 8 OP2AHU3AYUAMA, B KOSTO PabOTSIT.
[omydenust pesyntar coun u ue 25% (R?=0,251) ot aucnepcusTa
Ha 3aBHCHMAaTa MPOMEHJIHBA (CypOoBHUs 0al HAa U3CJIEBAHUTE JIUIIA
M0 KOH(DJIWUKTHM OTHOIICHWS B OpTraHHW3aIUsATa) MOXE Ja ce
MPOTHO3Wpa OT HE3aBUCUMHUTE TMPOMEHIUBU (OvrcocpouHama
momusayust na unousuoyannomo nosedenue (p=-0,215; p= 0,020),
auunama eaxcrocm (B= 0,393; p< 0,001) u omuysrcoenuemo om
pabomama (B= 0,342; p< 0,001)). Cpuro Taka rojeMHHaTa Ha
edexkra e ronama (R=0,523) mo Koen (Cohen, 1988).
3.5.2. Biusinue Ha ABJITOCPOYHATA MOTHBAIUS, OTUYKIECHUETO
oT padorata W KOH(PIUKTHHUTE OTHOILIEHHS  BbPXY
NPUBBP3AHOCTTA KbM OPraHU3aANHUATA

Pesyntature OT TmpoBeneHHs aHaNW3 TOKa3Bar, ue
CBINECTBYBa CTaTHCTHYecKH 3HaumMo BiusHue (F(2, 99)=13,990;
p<0,001) oT crTpaHa Ha KOH@IUKMHUME OMHOUIEHUS 8
opeanuzayusma W omuydxcoenuemo om  pabomama  TPH
W3CIEABAHUTE JTUIA BBPXY JIuUuHama eaxcHocm (yCEIlaHeToO Ha
W3CIICABAHUTE JIMIA, Y€ TSAXHOTO IOBEJCHHUE BIHSIC CHIIECTBEHO
BbPXYy (YHKIIMOHUPAHETO ¥ pE3yJITaTUTE Ha CHCTEMATa).
[omydenust pesyntar coun u ue 21% (R?=0,205) ot aucnepcusTa
Ha 3aBHCHMAaTa MPOMEHJIHMBA (CypOBUs Oal HAa U3CJICIBAHUTE JIUIIA
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10 JUYHA BANCHOCH) MOXKE J]a C€ MPOTHO3Mpa OT HE3aBUCHMMUTE
MPOMEHJIMBH (KOHpIUKMmHume omuoutenus 6 opeanusayuama (p=
0,397; p< 0,001) u omuyscoenuemo om pabomama (= -0,396; p<
0,001)). 'onemunara Ha edexra e cpenna (R=0,469).

Ananornuno craructudecku 3HauuMo (F, 99)=21,963;
p<0,001) e BIUAHHETO OT CTpaHa HA KOHDAUKMHUME OMHOUEHUSL 8
opeanuzayusma W omyydxcoenuemo om — pabomama  TIPH
U3CNEABAHUTE JIMIA BBPXY EeMOYUOHANHA CbNPUYACHOCHI.
[omyyenusr pe3yntar coun u ue 29% (R?=0,293) ot aucnepcusTa
Ha 3aBUCHMAaTa IMPOMEHJIMBA (CypOBHUs Oall Ha U3CIICABAHUTE JINIA
M0 eMOYUOHANHA CHNPUYACMHOCH) MOXE Jla ce MPOTHO3Upa OT
HE3aBUCHMHTE TPOMEHIIUBU (KOH@IUKMHUME OMHOUleHUs 6
opeanuzayuama (B= 0,230; p= 0,010) u omuysxcoenuemo om
pabomama (B= -0,578; p< 0,001)). I'onemunara Ha edekra e
rossima (R=0,554).

VYcraHoBsiBa ce U craTucTuuecku 3Hauumo BiausHue (Fe,
99=9,039; p<0,001) ot crpaHa Ha KoHprUKMHUME OMHOWEHUS 8
opeaHuzayuama W omuyxcoeHuemo om  pabomama  TpU
W3CIeABAaHUTE JIULA BbPXY UOeHmupurkayuama Karo KOMIIOHEHT Ha
MPUBBHP3AHOCTTA KbM OpraHu3anusTa. [lomydeHusT pe3ynrar coun
u ge 14% (R?=0,137) oT mucHepcusTa Ha 3aBHCHMATA TIPOMEHINBA
(cypoBust 6an Ha U3CIIEIBAHUTE JIUIIA TI0 UOeHMUPUKayUs) MOXKE Ja
Ce MPOTHO3HMpa OT HE3aBHUCUMHTE MPOMEHIUBU (KOHGIUKmMHUME
omnowenuss 6 opeanusayuasma (P= 0,200; p= 0,042) u
omuysxcoenuemo om pabomama (Pp= -0,404; p< 0,001)).
lN'onemunara Ha edexra e cpeana (R=0,393).

[Ipn mnpoBeneHUs aHaIM3 CE€ YCTAaHOBSIBA ChHINO, Ye
cpiiecTByBa cratuctuuecku 3Hauumo (F, 99)=8,265; p<0,001)
BIMSIHUE OT CTpaHa Ha O®bI20CPOUYHAMA MOMUBAYUA HA
UHOUBUOYATTHOMO NOBEOEHUE U OMUYIHCOEeHUemOo Om pabomama pu
U3CJEeIBAHUTE JIULA BbPXY NO3UMUEHUS 0OMeH KaTO KOMIIOHEHT Ha
MPUBBHP3AHOCTTA KbM OpraHu3anusTa. [lomydeHusaT pe3ynrar coun
u ge 13% (R?=0,126) oT mucHepcHaTa HA 3aBHCHMATA IIPOMEHINBA
(cypoBus 0an Ha M3CIEABAHUTE JIUIIA TI0 HO3UMUBEH 0OMEH) MOXKE
Jla ce MPOTHO3Upa OT HE3aBUCUMUTE MIPOMEHIIUBH (0br20cpoyHama
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Momueayust Ha unousudyainomo nosedenue (f=-0,238; p=0,017)
u omuyscoenuemo om pabomama (P= -0,377; p< 0,001)).
lonemunara Ha edexra e cpenna (R=0,378) mo Koen (Cohen,
1988).

Pesynrarure mnokazBat u cratuctudyecku 3HauuMo (Fg,
100=28,910; p<0,001) BiusHUE OT CTpaHa HA OMUYHCOEHUENO OMm
pabomama TPU U3CIEABAHUTE JIUIA BBPXY 8CEOMOAUHOCH KaTO
KOMITOHEHT Ha MPUBBP3aHOCTTA KbM Opranuzanuara. [lomydenusr
pesyntar coun u ue 22% (R?=0,224) or amcmepcusTa Ha
3aBHCHMATa MPOMEHIINBA (CypOBHUs 0al Ha M3CJICIBAHUTE JIUIIA TI0
gceomoatinocm) MOXE Ja c€ MPOrHo3upa OT He3aBHCHUMAaTa
npoMeniuBa (omuyscoenuemo om pabomama (= -0,474; p<
0,001), xaro ronemuHaTa Ha edekra e cpenana (R=0,474).

Craructuuecku 3HaunMo (F2, 99y=17,056; p<0,001) e u
BIUSHUETO OT CTpaHa Ha KOHQIUKMHUMEe OMHOUleHUs 8
opeanuzayusma W omyydxcoenuemo om  pabomama  TIPH
W3CNEIBAaHUTE JIMIA BBPXY oOwama um npusvbp3aHocm KovM
opeanuzayusma. TTomydeHusT pe3ynTat coun u ue 24% (R?=0,241)
OT JUCHepcUsATa Ha 3aBUCHMMaTa NpoMeHiuBa (0Omus Oanm Ha
W3CIIEIBAHUTE JIULIA TI0 NPUBLP3AHOCT KbM OP2AHU3AYUAMA) MOXKE
Jla ce IPOrHO3Hpa OT HE3AaBUCUMUTE POMEHIUBU (KOHDAUKmMHUmMe
omHowenuss 6 opeanusayuama (P= 0,245; p= 0,008) u
omuysicoenuemo om pabomama (Pp= -0,522; p< 0,001)).
lN'onemunara Ha edexta e cpeana (R=0,506).

3.5.3. Bausinne HA ABJITOCPOYHATA MOTHBAINS,
NPUBBP3AHOCTTA W KOH(MPIUKTHUTE OTHOIIEHUSI BBPXY
OTYY:KICHHETO OT padoTara

[TosrydeHuTe pe3yiaTaTd OT TPOBEACHHS PErPECHOHEH
aHallM3 TIOKa3BaT, Y€ ChIIECTBYBA CTATUCTUYECKH 3HAYMMO
rusinue (F 98=22,347; p<0,001) oT cTpaHa Ha dwreocpounama
Momusayusi HA UHOUBUOYATHOMO NoGedeHue, KOHGIUKmMHUme
OMHOWEHUS 8 OP2AHU3AYUAMA U eMOYUOHATHAMA CbNPULACTHOCT
IIPU U3CIIEIBAHUTE JIULA BBPXY OMYYHCOeHuemo um om pabomama.
[omydenusT pe3ynTar coun u ue 39% (R?=0,388) ot aucnepcusTa
Ha 3aBHCHMAaTa MPOMEHJIHMBA (CypOBUs Oal HAa U3CJICIBAHUTE JIUIIA
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o omyydcoeHue om pabomama) MOXKE Ja c€ TPOTHO3Upa OT
HE3aBHCUMUTE TMPOMEHJIUBU (0vr2ocpounama Momueayus Ha
unousuoyannomo  nosedenue  (p= -0,206; p=  0,013),
KoOH@auxmuume omuowenus 6 opeanuzayuama (p= 0,270; p=
0,001) u emoyuonanna cvnpuuacmunocm (Pp= -0,513; p< 0,001)).
I'onemunara Ha edekra e rossima (R=0,637).

Juckycus

YosemkuaT (akTop € Hal-BaXXHUAT pecypc Ha BCsKa
Opranuzalysi, HopaJu KOETO U HACTOSAIIOTO U3CJICIBAHE UMa 32 11T
Ja Cce W3CIeABaT B3aMMOBPB3KHTE, KOH(DIUKTHUTE OTHOIICHHS,
MOTHBAIIUATA, TPUBBP3AHOCTTA M OTUYXKJIEHUETO MPHU CITYKUTEIH,
paboTemmy B OpraHu3ayy OT Na3apeH ¥ HepapXUieH THIl, (CIIOpe]
Mozena Ha koHkypupamm ce neHHoctu OCAI). Kakro u nma ce
CPaBHST BB3JICHCTBHATA HA JIBATA THITA OPTaHU3AIMOHHATA KYJITypa
BBPXY CIYKUTEJIHTE.

B TO3u KOHTEKCT B HACTOSIIHUS TPYI Ca U3BEICHU OCEM
xunore3u. HampaBeHoTto nomyckane B Xwumore3a 1, de
CBIIECTBYBAT IOJOBH  pa3U4ds BBB: BB3MNPHUIATHETO 32
KOH(MIUKTHUTE OTHOILIEHUS B OpraHM3alusaTa, MOTHBAIIUATA,
MPUBBP3AHOCTTA KbM OPTaHHU3AIUATA U OTUYKISHUETO OT paboTara
MIPH U3CIIEIBAHUTE JTUIIA, C€ TTOTBHPK/IaBa YACTUYHO.

[TpoBeneHUAT aHaANM3 TOKa3Ba I[O-BUCOKM HHBA Ha
OTUYKJEHHE OT padoTaTa Mpy U3CICIBAHUTE CIYKUTEIN OT MBKKU
MOJI B CpaBHEHWE C W3CJIeABaHWTE >XeHU. Ho m nBere cpemHu
CTOMHOCTH ca TOKAa3aTelIHH 3a OTCHhCTBHE Ha OTUYXICHHE OT
paborara u npu ABeTe Tpynu Jymia. [lomyueHusaT pesyaTtaTr HE €
W3HEHAJBall, JOKOJKOTO U3CJIEeIBaHUTE JHIA paldoTaAT B
OpraHW3allfi¥i, CBBP3aHU C JICHHOCTH, WPH KOWUTO JIUIICBA
HEO0OXOUMOCT OT €MOILIMOHAIIHA CHIIPUYACTHOCT KBM OKOJIHHTE
KaTo 4acT OT TPyIoBHTE (QYHKIUH. BB3MOXHO OOsSCHEHWE Ha
MOJIyYeHUTE pe3ydTaTd € TMOBUIICHOTO OTUYYXKICHHE 1a ce
pasriIexkaa KaTo HapyIIeH MCUXO0JIOTHYIEeCKH JOTOBOD, pa3MHHABAHE
WM HECHOTBETCTBHE MEXKIY JIMYHOCTTA M OpTraHU3aluATa, MpU
KOWTO OYaKBaHMATA Ha MHAMBH/IA 32 BIUSHHE, BJIACT U MPECTHX HE
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ca 3a/I0BOJICHHU, KOETO TIPEIU3BUKBA €CTECTBEHA MO-CHUITHA PEAKITUs
Ha ¢pycTpalys, HEYIOBIETBOPEHOCT U OTUYKJEHUE OT paboTara.

[Tpu ananmmu3a obaue HE Ce YCTAaHOBSIBAT 3HAYUMU TIOJIOBH
pa3nuuus B MPUBBP3AHOCTTAa KbM OpraHU3allusATa, B HUBaTa Ha
IBITOCPOYHA MOTHBAIUS HA WHAWNBUIYAITHOTO TTOBEICHUE, KAKTO U
BbB BB3NPHUATHETO 32 KOH(DIUKTHU OTHOILIEHUS B Ipoleca Ha
W3MBIHCHHE Ha CXKEJHCBHUTE 3aJa4d B OpraHU3anusaTa MpH
U3CIIEABAHUTE JIUIIA.

Anamornuno B. HailinenoBa (HaiinenoBa, 2022) He
YCTAaHOBSIBA 3HAYUMU PA3IUYMsS B MOTHBAIUATA MPHU IMPEAULTHO
u3cle/BaHe MpH Ciyxutenu (paboTemu B CTpaHaTta HH), C
M3KJIFOUYCHHE Ha TOBA, Y€ YCTAHOBSBA IMO-U3PA3CHO KEIAaHUE KbM
BJIACT, BIIMSIHUE U CTPEMEK KbM MPECTHK MPU MBIKETE B CPABHEHUE
c s)xkenure. Crnopen MnueBa o6ade, MbKETE B MO-BUCOKA CTEIEH, B
CpaBHEHHE C JKEHUTE, BB3IpPHEMAT, 4Ye B OpraHu3alusATa
CBILIECTBYBa OJIAarONpHUATeH opraHm3anuoHeH kimumar (Mmuesa,
2006). BbB BB3MpUATHATA HA IKCHHTE MEXAYJIHYHOCTHATA
KOMYHHKAIUs, KAKTO M EKHUITHOTO B3aMMOJICHCTBHE MPUCHCTBAT
HEJOCTaThbUHO B OpraHU3alMoHHUS KiuMaTt. [Ipu mpeobnamasar
ChCTaB B OPTaHU3AIMSITA HA XKEeHH, criope] MnmeBa, € mo-BeposTHO
KIMMaThT Ja € BpaxaeOeH, Topaau BB3MPHUATHETO 32
KOHKYPEHTHOCT M HAJIMYUETO HAa He)OPMAaTHH KOMYHUKAITUH, KATO
CIlyXOB€ U KIIOKH. B pesynrar Ha TOoBa Morar na ce (opmupar
TPYIH U J1a CE MTOBUIIIM HUBOTO HA MHTPUTH, KAKTO M € BH3MOXKHA
nosiBaTa Ha 6op6Ou 3a Bract u BiusHue (Mnuesa, 2006). Ho ciopen
NnueBa monbTr He o00yciaBs 3HAYUMH  Pa3jIMyusl  BbB
BB3MPHUEMAHETO Ha TUIIOBETE opraHu3anuoHHa Kynrypa (Miuesa,
2006).

B npeaumiHo u3cnenBane ce yCTaHOBSIBAT 3HAYMMHU TOJIOBH
paznuuns B TNPUBBP3aHOCTTa KbM opranusanusara ([Tumepkos,
2020), ¥ TMO-KOHKPETHO CHOped HEero >kxeHure ¢GopMupar B TO-
rojsiMa CTEIeH HWHCTPYMEHTAJIHA W a(eKTUBHA IPHBBP3AHOCT,
JIOKaTO MBKETE € MO-BEPOSTHO Ja ca MO-JIOSIHU U Ja OCTaHaT Ha
pabora, 3amoTO CMsATAaT, Y€ Taka cienBa na Owbae. Cropem ToBa
W3CIie/IBAaHE JKEHUTE Ca TO-CKJIOHHHU Ja Ce€ HACHTU(UIUpAT C
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OpraHM3anusiTa, KakTo U ca B MO-TOJsIMa CTENEH €MOIMOHAIHO
CBBP3aHH C Hesl.

Hamnpasenoro nomyckane B Xumore3a 2, 4e ChIIECTBYBAT
pasnuuus  Ccropel TPYNOBUS CTaX BBB: BB3IPUATHETO 34
KOH(UINKTHUTE OTHOLICHHS B OpraHU3alUsATa, MOTHBAIIMATA,
IPUBBP3aHOCTTA KbM OpraHU3alusATa U OTUYXIEHUETO OT paboTara
IIPYU U3CIICBAHUTE JIUIIA, C€ TIOTBBPK/1aBa YACTUYHO.

VYcTaHOBABAT c€ 3HAYMMH Pa3IN4Msl BbB Bb3IPUATHETO HA
U3CJEIBAaHUTE JIULA 32 KOH@IUKMHU OmHOuwlenus B TIpolieca Ha
U3IBbJIHEHUE Ha €KEIHEBHUTE 3a/adyl B OpraHU3alusATa CIOpeN
TPYIOBHUS CTaX, KaTo W IIPU JBETE I'PyIH JMIA CE yCTAHOBSBA
W3pa3eHo BB3MpUATHE 32 KOH(IMKTOreHHa obcraHoBKa. [lo-
U3pa3eHO € BB3NPUATHUETO 3a KOH(JIMKTHU OTHOILEHHUS Ha
U3CIIeABAaHUTE JIMLA C TIO-TOJISIM TPYJOB cTax (Mexay 8 u 45 r.) B
CPaBHEHHE C U3CIEABAHUTE CIYKUTENIH C MO-MAIBK TPYJIOB CTAXK
(1-7 r.). YcraHoBeHUTe pa3inuusi Morat Ja ObJar OOSCHEHU C
OTCTOSIBAHE W HajlaraHe Ha IICHHOCTUTE Ha OpraHU3alMOHHATa
KYJTypa ¥ eJIaHUEeTO IIPHU JINLIaTa C IOBEYE ONUT (TPYA0B CTaxX) Aa
OCUTYpAT  HpUeMCTBEHOCT. KOH(IUKTHUTE OTHOLIEHHS B
OopraHMsanusaTa Morar jga ObpJaT NOAKIAKIAaHUM OT MalbK Opoi
CIly)KMTEIIM, KOWTO ca C JIOKa3aH aBTOPUTET MU CTaX B
OpraHm3anusTa, KaTo ChIIPpOTUBAaTa HAa HOBOJOLUIUTE, 0€3 ONMUT B
KEJIAHUETO UM J1a IPOMEHSAT OpraHU3al[MOHHATa KyJITypa CTUraT 10
KOH(IINKTH.

[Tpu npeaumHo uzcneasane (Mnuesa, 2006) cnyxutenute
ChC CTax Mexay 11-15 roguHM CHIIHO OLIEHSBAT ACMEKTUTE Ha
MOJIKPETISIIIHS KJIMMAaT B OpraHu3aIusTa, koeto Miunesa o0sicHsIBa C
HaJM4ue Ha MPEIXOJeH OMUT, Bb3 OCHOBA Ha KOMTO CIYKUTEINUTE
IIpaBsAT CPAaBHEHME M OLIEHSABAT CTENEHTA, KOSATO OpPraHM3alMsTa
MOJIKPENsl U CTUMYJMpa KOHCTPYKTHBHAaTa KPUTHKA, Ch3JaBailku
ycIoBHA 3a paboTa B €KUII U y4acTHe IPU B3€MaHETO Ha pelIeHusl.
CnyxxuTenure ¢ moBede CTak ca B €Tal Ha KapHepHO pa3BUTHE,
KOraTo TOJOXHTENHaTa oOpaTHa Bpb3Ka, YBWKCHHETO U
IIPU3HAHUETO OT CTpaHa Ha KOJETUTE M PBKOBOJICTBOTO €
U3KJIIOUYATEIHO BaXHO. B pesynrar Ha HaTpynaHus ONUT B

26




OpraHM3alusiTa, CIY>KUTEIUTE ca Hal'bJIHO HAasiACHO C
B3aMMOOTHOUICHUTA U U3TPAXKJIAT COOCTBEHA MpEKa OT COI[HalIHA
MOJIKpENa B OpraHu3aunusira. TsAxHaTa pealucTUyHa OlLIEHKa,
0asupaHa Ha ONWTA, Ce MPOTHBOINOCTaBS HA EHTycHa3Ma Ha
noBonocremiiute (Mnuesa, 2006). HoBonoctenuiure OT apyra
CTpaHa ca C O4YakBaHHMA 3a XapMOHMYHA M MOJAbpKalla
OpraHM3alliOHHA CpeJda W HENo3HaBaHE Ha cHcTeMara oOT
He(hOopMaIHU OTHOILLICHUS.

JloHskbae pe3ynTaThT, Y€ U MpPH JBETE TPyHH Ul Cce
YCTaHOBSIBA ~ M3pa3eHO  BB3OPUATHE 32  KOHQIMKTOrEHHA
00CTaHOBKa, MOXE /1a ce OOSICHU C KYyATYpaJlHU OCOOCHOCTH Ha
obnrapute (Sakynos, 2012). To3u pe3ynaTaT € B CbOTBETCTBUE U C
MEXAYKYJITypHaTa TPaJAULIUS B U3CIIEBAHE HA OpraHU3alMOHHATA
kynrypa (Tpommenaapc, XammasH-TvpHBp, 2004; Xodcrene,
2001), criopen KOSITO OCHOBHATa OPUEHTAIIMS B OPraHU3AIMOHHUTE
LIEHHOCTH OTpa3siBa U CJ€/IBa HallMOHAJIHUTE IIEHHOCTH, KOUTO ca
ce (hopMUpaIH 32 MPOIBIKUTEIECH OTPSI3bK OT BpeME M ca KaKTO
HCTOPUYECKH, TaKa U CUTYaTUBHO JIETEPMUHUPAHH.

KakTo ce cnoMeHaBa B TEOPETUYHUS aHAJIN3 HA HACTOSIIUS
TPy, BCUUKHM CyOEKTH Ha Mas3apa Ha TpyJa Clie[[Ba J1a OCh3HAST
CBIIECTBYBAILUTE KYJITYpHH MOJIO0US U paziINuus, 3a 1a U3M0I3BaT
Ta3u HMHQOpMalMs B IMOJ3a HAa OpraHu3auusaTa. AHaJIOTHYHO
CbBPEMEHHUTE MEHHDKBPH MOTaT Ja U3IM0J3BAaT Ta3u HH(opMaIus
B ToJji3a Ha e(EeKTUBHOCTTAa Ha opranm3anusara (Stinson, 1995,
IIponanoga, 2019). Korato obaue B opraHuzanusitTa ChIEeCTBYBaT
KOH(MIMKTH, ce (opMUpa TPyNoBa CIUIOTEHOCT B OTJEIHU IPYIU U
JOSUTHOCTTa  KbM  TIPYHOBHS HHTEpPEC BB3IIPENATCTBA
uaeHTUQUKausaTa ¢ opraHusanusaTa. CellecTByBamata B
OpraHM3alnysaTa KyJaTypa OIpeaens Ipoleca Ha yIpaBJIEHHE Ha
TPaHULUTE U Pa3INYMITa MEXy TPYIHUTE, TaKa U MPOLIECUTE BHTPE
B Ipynara 4pe3 JOMUHUPALIUTE LEHHOCTHU M HOPMH, C KOETO
U3MBJIHSABA MHTErpUpalla GyHKIHS, Thil KaTO CBbp3Ba MHIUBUANTE
U Ch3[aBa YYBCTBO 3a MPUHAIJIEHKHOCT KbM HEIIO, NO-TOJISIMO OT
camus cebe cu (Mnuesa, 2006).
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Pesynrarure MOKa3BaT 3HAYUMU paznuuus B
MPUBBP3AHOCTTA CHOPEA TPYAOBHS CTaX HAa HU3CIEABAHUTE JIMIIA.
[Ipu u3cneaBanuTe JIMIIA C TIOBEYE TPYJIOB CTAXK B OpraHU3aIUsITa
(8-45 r.) ce ycTaHOBSIBAT 3HAYMMO O-BHCOKH HUBA Ha: YY8CMB0 HA
€CX00Cme0 U cpacmeame ¢ opeaHuzayusama (Ha uoeHmugpuxayus);
83aumer o0OmeH (BB3NPUSATHE 3a B3aUMHOCT IpPU JaBaHE U
MoJlyyaBaHe MeEXIy HWHJMBHJA W CHUCTEMara W IKEJIaHWe 3a
3ama3BaHe Ha TO3U B3aUMEH 00MEH ); 6ceomoatinocm (TOTOBHOCT J1a
Ce U3BBPIIBAT JCUCTBUA, HAIXBBPISIIKA OOMYAHHUTE TPYAOBU
3aIbJDKCHUSI B MHTEPEC HAa OPTaHU3alUsITA); 00Wa NpUSbLP3AHOCHI,
B CpaBHEHHUE C HU3CJIEABAHHUTE JUIA C MO-MaTbK TPYIOB CTaX B
opranuzanusTa (1-7 r.).

CraxbT B OpraHuzanusara € onpeaessml 3a GopMupaHe Ha
MPUBBP3aHOCT B PE3YNTAT HA BIMSHUETO HA OpraHu3allMOHHATa
KyJATypa, Thi KaTo TOW OTpa3sBa CTENEHTa, B KOSTO ca MPHETH U
CHOJENIEHH  TUMHWYHUTE 32  OpraHu3amusaTa  IEHHOCTH.
PasnpenenenneTro Ha TpymuTe MO CTaX Oe€mie H3BBPIICHO B
CHOTBETCTBHUE C €TANUTE HA TPOTUYAHE U 3aBBPIIICHOCT Ha MpoIieca
Ha OpraHHW3aIl[MOHHA COIMANU3allMsi U agamnTaius, Mpu KOUTO ce
YCBOSIBAT IOMUHAHTHUTE [IEHHOCTH HA OPraHU3aIMATa, KAaKTO U C
OrJIe]l IPEICTABUTEIIHOCT Ha JABETE U3BAAKH.

B TO3M KOHTEKCT, KaKTO C€ CIIOMEHaBa MPHU TEOPETUUHUS
aHalu3, MPU MPEAUITHO U3CIEIBAHE aHAIOTHYHO CE YCTAaHOBSBAT
3HAUUMH DPA3IUUUS B MPUBBP3AHOCTTA TPH CIYKUTEIH CIOPE
Tpynosus uM crax (IIunepkxos, 2020). [lonydenure pesyaratu ot
toBa u3cneasane ([Tumepkos, 2020) coyaT, Y€ HOBOMOCTBHITHINTE
muna  QGopMmupaT UYyBCTBO HA MPUHAMICKHOCT M MOpaTHA
AQHTQKHUPAHOCT, HO CBIIO TakKa OICHSABAT HMHCTPYMEHTATHUTE
ACTIEKTH Ha WICHCTBOTO CH B OPTaHU3AIMSITA, TOKATO CIYKUTEIUTE
¢ TpyA0B cTax Haja 20 TOJUHU HE C€ YYBCTBAT MOPATHO 3aIbIKCHI
Ja OCTaHaT Ha paboTa W He MpuIaBaT BHCOKa 3HAYMMOCT Ha
MPUI0OMBKUTE KaToO (aKTOp 3a UIACHTU(DUKAITHS.

He ce ycraHoBsiBaT 3HaUMMH pa3jvyvs B JBITOCPOYHATA
MOTHBAIMSl HA WHIUBUAYAJIHOTO TOBEJIEHUE, HUTO B HUBaTa Ha
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OTUYXJEHHEe OT paboTara MpH H3CIEABAHUTE JHUIA CIOpPE]
TPYIOBHS UM CTaX.

HampaBenoro  nmonmyckane B Xumortesa 3, ue
OpraHu3allioHHaTa KyJITypa o0yciaBs pa3inydus B: KOHQIUKTHUTE
OTHOIIEHUS B OPraHU3alusATa, MOTUBALIUATA, IPUBBP3aHOCTTA KbM
OpraHu3anusaTa U OTYY>KICHHETO OT paboTaTa MpH U3CJEIBAHUTE
JUia OT H3CIEABAHOTO THPIOBCKO JPYXKECTBO (IIa3apeH THII
KyATypa) B CpaBHEHHE C JMLATa OT JPYruTe U3CIIEIBaHU
opranmuzanuu (HepapxuueH THI KyJITypa), c€ TMOTBBPKIaBa
YaCTUYHO.

Pe3ynraTture OT NMpoBEAEHOTO MPOYYBAHE MOKA3BaT, Y€ Ce
YCTaHOBSIBAT 3HAYMMHU  pa3Iu4Msi BbB  BB3NPUATHETO Ha
W3CIEABAHUTE JIULA 32 KOHQIUKMHU OMHOUleHus B TIpoIleca Ha
U3MBJIHEHUE Ha €KEIHEBHUTE 3a/ladyl B OpraHU3alusATa CIOpeN
ToBa nanu pabotsaT B EBb — opranuzamnus ¢ nazapeH TUO KyaTypa
WM B Jpyra opraHusauus ¢ HepapxuueH TUll KyJITypa
(Haummnonanen CTEM Lentsp (MOH), BAH, I'/] ,,Oxpana Ha
cbiaebHara Biact (MII)), BpIipeku ye ¥ opu JIBETE rpynu JIHIA e
YCTAQHOBSIBA  M3pa3eHO  BB3NPUATHE 32  KOH(DIMKTOreHHA
oOctaHOBKa. /1 MO-KOHKPETHO MO-U3pa3eHO € BB3NPHUATHETO 3a
KOH(UIMKTHU OTHOLIEHHUS Ha U3CIIEIBAHUTE JIUIIA, KOUTO PabOTAT B
EBb — opranusanus Cc ma3zapeH THUII KYJTypa B CpPaBHEHHE C
U3CIEABAHUTE CIYXKUTENIH, 3a€TH B JPYrM OpraHu3aluud ¢
nepapxuuen tun Kyiarypa (Hamuonanen CTEM ILlentsp (MOH),
BAH, I'/],,Oxpana Ha cpae0HaTa Bnact* (MII)).

[TorydeHusT pe3yaTaT MOXKe Ja ce 00SICHU C MO-BUCOKaTa
NPUBBP3AHOCT KbM  OpraHu3aluATra TIpU  4WICHOBETE  Ha
opranm3anusaTa ot mnazapeH taun EBb, omie mosede, ye u mnpu
aHaJIM3a HAa B3aUMO3aBUCUMOCTUTE B HACTOSALIMSA TPy MPU BCUYKU
JUIa C€ YCTaHOBSABAa, Y€ C HApacTBAaHETO Ha  YCEIIAHETO Ha
U3CIEABAaHUTE JIMLA, Y€ TSIXHOTO IMOBEJEHHUE BIMSIE CHIIECTBEHO
BbPXY (PYHKIIMOHUPAHETO U PE3YyJITAaTUTE Ha CUCTeMara, HapacTBa
U BB3NPHUATHETO UM 3a KOH(DIUKTHH OTHOIICHUS B Ipolieca Ha
M3IbJIHEHUE HA €KEJHEBHUTE UM 3a/1a4U.
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B xoHTEKCTa HA [TOJIy4EHUTE PE3yJITaTH, OpraHU3allMOHHATa
KyATypa UMa cMHCIOOOpa3yBalla U HMHTErpupaiia poJis.
I'pyrnoBoTo B3aumoneiicTBue M €(PEKTUBHOCT c€ OOyCIaBAT OT
JOMUHUPAIIUTE LEHHOCTH M HOPMH B OpraHU3alMATa, KOUTO
Ch3JaBaT NPEAIOCTAaBKM 3a MHTETPUPAHE U KOHCOJIHJMpPAHE Ha
TPYJOBHUTE IPYIIH U 3a IpeBpbInaneTo uM B exunu (Mouesa, 2006).
»Cunnama opeanuzayuonua Kyamypa nNoaoopsBa KOMyHUKALHUSTA
M HaMajsBa poJieBaTa HEOINPENEICHOCT, KOATO NPUYMHSBA
HampeXKeHUEe MEXJIy XopaTa M YBelIu4aBa KOH(IMKTHOCTTA
(Unuesa, 2006, c. 71).

Cnopen  JI>koHeB  MMa  yCTaHOBEHAa  TEHICHUUSA
JOMUHHpAIIaTa OPUEHTAUS KbM KOH(DIUKTUTE U KOHKYPEHIIHUATA
MEXIy TIpyIUTE Ja CE€ HU3MECTBAa OT THPCEHETO Ha KOOMEpalMs
Mexnay Tax (JxoneB, 1996). Toma ompenens poista Ha
OpraHu3allOHHATA KyJTypa 3a peryinupane Ha
B3aMMOOTHOLICHUATa MEXIY OTACIHUTE IPylNH B DPAMKUTE Ha
NajieHa OpraHu3aIys, Thil KaTo OpraHu3alMoOHHaTa €(PEeKTUBHOCT €
HEBB3MOXKHA npu JIeCTPYKTUBHU MEXIYTPYTOBH
B3aMMOOTHOIICHHSI, MaKap 4e MaJKi HUBA Ha KOH(IJIUKT JelcTBaT
CTUMYJIMPALIO 32 OpraHu3alusTa.

Opranu3anMoHHaTa KyJaTypa OT MHa3apeH TUI H3IbJIHIBA
CBOSITA MHTErpHpaiia (yHKIUS, KOraro B Hesl MPHUCHCTBAT KaTo
OCHOBHM LIEHHOCTH LIEJINTE, MOCTHKEHUATA U J0OpE peryIupaHuTe
MEXTyJIUYHOCTHU OTHOILICHUSI. Opuenranusira KbM
CyNepopJMHAHTHA IIeJ1 JlaBa BB3MOXKHOCT Ha TIpymnara Ja ce
cTaOuan3upa HE caMo B OPraHU3alMsITa, HO ¥ BbB BbHILIHATA CpeJia,
KaTo 1O TO3M HAYMH OTrOBOPM Ha H3UCKBAHMITA HAa CBOMUTE
MOTPEOUTENU U UM NMPEIIOKU MPOAYKT, KOUTO TH yAOBIETBOPSBA.
[Tocturanero Ha oOIIMTE LENM HAChpyaBa CHTPYIHUYECTBOTO
MEXIy TpynuTe, KaTo BIMCBA  TPYJAOBHTE TPynmu B
OpPraHM3allMOHHUS KOHTEKCT M OCHUIypsBa B3aUMOJEHCTBUE U
KOPIHOPaTUBHOCT MEXJY TSAX MOBEYE, OTKOJIKOTO KOHKYPEHTHOCT.
Jlopu u ipu HAJIMYUE Ha KOH(JIMKTH U ChPEBHOBAHHE 33 PECypCH
MEXIy I'pylUTE, CTPEMEKBT KbM MOCTUKEHUS U pE3yJTaTH Urpae
UHTerpupaima pojsi. IMEHHO ¢ Ta3u OpuEHTalus KbM LEIUTe U
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SICHU KPUTEPUU 32 U3II'BJIIHEHUE CE XapaKTepU3upa Ma3apHUsAT THII
Kyatypara Ha EBb, Kk0ATO uMa KOHCTpyKTMBHa poJyisi 3a
U3ITBJIHEHUETO.

B Hacrosmoro wu3cnenBaHe ce€ YCTaHOBABAaT U 3HAUYMMHU
pasnuuus B oowama npusbp3aHoCcm KvM Op2aHu3ayusima, Kakro u
BBB BCUUKU HEUHU U3CTE08AHU KOMNOHEHMU MeAHCO) U3CIe08aHUme
nuya, kouto padotat B EBb — opranu3zanus ¢ nazapeH TUI KyJiTypa,
B CpaBHEHHE C H3CJIECABAHUTE CIIY)KUTEIH, 33a€TU B APYyrH
opranmzanuu ¢ iepapxuden taun kyntypa (Hamumonanen CTEM
Heutsp (MOH), BAH, I'/l ,,Oxpana na cpaednara Biact* (MII)).
[To-BuCOKHM ca HUBATa HAa MPUBBP3AHOCT PU U3CIEABAHUTE JIULIA,
kouto pabotsaT B EBB — opranusamnms ¢ masapeH THIT KyJlITypa, B
CpaBHEHUE C H3CJIEIBAaHUTE CIYXKWUTEIU, 3a€TU B APYrd
opranuszanuu ¢ iepapxudyen tun kyarypa (Hamuonanen CTEM
Hentsp (MOH), BAH, I'/1 ,,Oxpana Ha cpaebnara Biaact™ (MII)).

B KkoHTekcra Ha TOIy4YyeHUTE pe3yiaTaTH ,.eAHa OT
OCHOBHMTE (DYHKIIMM Ha OpraHU3alOHHATa KYJITypa € 1a popMupa
NpUBBP3aHOCT KbM opranm3anusara’ (Mmumesa, 2006, c. 218).
[IpuBbp3aHOCTTa KbM OpraHu3anusara ce ¢popmupa B mpolieca Ha
counanu3anus. Bucokara creneH Ha CbOTBETCTBUE MEXKIY JINUYHU U
OpPraHM3alIOHHU LIEHHOCTH C€ MPOSBABA B IPHUBBP3AHOCTTA KbM
OpraHM3alysITa U pelIeHHeTO Ha WHAMBUAA Ja NPOABIDKM Ja
pa0boTH, JOKAaTO HUCKATA CTETIEH Ha ChOTBETCTBUE BOJH /10 IPOMSIHA
B IIEHHOCTHTE WJIM 10 HallycKaHe Ha opraHuzauusta. 1 mo-
KOHKpeTHO MnneBa TBBpAM, Y€ LEHHOCTUTE B OpraHM3aLMATa,
CUMBOJIUTE ¥ OOMYanWTe B OpraHMU3alMATa JeTepPMUHUpPAT MOsBaTa
Ha OIpeNereH BHJ NPUBBP3aHOCT KBM  OpraHMU3ALMATA.
AdexTrBHaTa TPUBBP3AHOCT € CIEACTBHE OT CHOTBETCTBUETO
MEXIy JHMYHOCT M  OpraHu3alusi, a HWHCTPyMEHTalHaTa
MPUBBP3AHOCT € (PyHKIMS OCHOBHO Ha IOJMTUKAaTa Ha
OpraHu3alysATa U cucTemara ot npuaoouBku. Korato cucremara e
MHOBaTHBHA, TOBAa CBHIIO Ch3JaBa MPUBBP3AHOCT U JIOSUTHOCT.
IIpuemanero M CHOAENSIHETO Ha IIEHHOCTH, OPUEHTUPAHU KbM
LUEIUTEe U pe3yiTatute B paboTaTa MOBHUIIABA BKIOYEHOCTTA
(Mnuesa, 2006).
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[Togxpensmara KynTypa HsiMa pojisi BbB (OPMHpPAHETO Ha
NPUBBP3AHOCT KbM  OpraHM3alMsITa, C U3KIIOYEHHE Ha
€MOIIMOHAIHATA IPUHAJUIEKHOCT, BBPXY KOSTO BIIMsE OTPHIIATEIHO
(Mmuera, 2006). Konkoro mo-ciabo obaue, € n3pa3eHa rpymnonara
MOJKpena W WACHTH(HKAIMA, TOJIKOBA IOBEYE JIMYHOCTTA
BB3IpUEMa OpraHu3alusITa KaTo 00eKT Ha UIEHTU(DUKALIUS.

MotuBupamara (yHKUHSI HAa OpPraHu3alMOHHATA
KYJITYpa OT ma3apeH THI HAMHpPa MpPOsiBJIeHHE B 3HAYMMMHTE
pa3jinyMs 10 JIMYHATA BAa’KHOCT, MO3UTHUBHUIT OOMeH U
WAeHTHQUKANMATA C OPraHU3aUMATA KAaTO KOMIIOHEHTH Ha
NPUBBP3AHOCTTA.

Kakto € mnocoueHo B TeopeTHyHaTa 4YacT, JUYHATA
BAa)KHOCT € Harjaca, KosiTo ce (¢opMupa 4pe3 BKIIOYEHOCTTa B
paborata M TO-KOHKPETHO BBH3MOXKHOCTTa 32 Y4YacTHE BBB
B3€MAaHETO Ha pEIIeHHUs 3a OopraHu3anusaTa. JIuuHara Ba)KHOCT,
KOSITO MHIVBUIBT BB3NpPUEMA, pa3KpuWBa CTENEHTA, B KOSATO
TPYZOBOTO M3MBJIHEHUE BB3JEHCTBA BBPXY CaMOOIIEHKaTa Ha
JUYHOCTTA U ONpeesisi YyBCTBOTO i 32 COOCTBEHA IIEHHOCT.

IMo3uTHBHMAT 0OMEH OTpa3sBa HWHTEH3MBHOCTTA M
MPOABJDKUTETHOCTTa HA BJAraHUTE YCHWIHSA, MOAKPENEHO OT
MOTHBAIlMOHHATa TEOpUs 3a CHpaBeAuBOocTTa Ha Apamc. Ts
OTYATa IICHHOCTHOTO CBOTBETCTBHE MEXIy JHYHOCT W
OpraHu3aiys, KaTo MOTHMBALUATa € B PE3yJTaT OT COLMAIHHS
OOMEH MeXIy JIMYHOCTTa W OpraHu3alysITa, KakTo H OT
COLIMAJIHOTO CPaBHEHUE MEX/1y Xopara.

Hnentudguxanuara ¢ OpraHu3anusaTa KaTo KOMIIOHEHT Ha
NPUBBP3aHOCTTa C€ pas3riekJa KaTro MpoLec M KaTo MPOAYKT
eqHoBpemeHHo (Scott et al., 1998; Cheney & Tompkins, 1987,
Larson and Pepper, 2003). [Ipu HacbpuaBaHe Ha NPUBBP3AHOCTTA
KbM  OpraHM3alnusATa, WACHTH(QHUKAIMATA C HesS IOCTaBs
JOM'BJIHUTENICH aKIIEHT BbPXY KauecTBaTa Ha JUaepa, Kato GpakTop
(Aumutposa, ., 2015). Cnopen Yeitnm u Tommnkuac (1987)
,,TIPOLIECHT HAa UCHTU(UKAIUS CE HANpaBIIsABa Hali-BeUe OT €3HKa,
a TPOAYKTHT Ha HJACHTU(HUKAIMITA C€ H3pa3siBa 4pe3 e3uKa‘.
ABTOpHUTE Cca Ha MHEHHE, Y€ OpPraHM3alMOHHATA UACHTUYHOCT €
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pe3yiraT M Cce Cb3/laBa, U IpPech3gaBa  IOCPEACTBOM
KOMYHMKalMUsATa Ha CIOJCICEHU HHTEPECH OT YJICHOBETE Ha
OpraHM3alMsTa ¥ B Ipolieca HAa COLMAIM3aLMsA, IPU KOKUTO
UHIVBUABT € BB3IIPUEN LICHHOCTUTE HAa OpraHu3anusaTa KaTo CBOH.
[Tpu unenTudukanmsaTa ¢ OpraHU3aUATa UHAUBUABT BB3IIpHEMa
OpPraHM3allMOHHUTE LEJIUM 332 CBOM LEIM M B TO3U CMHCHI
UACHTU(DUKAIMATA Ce PA3IIIekKIa KaTO U3TOYHUK Ha MOTHUBAIHSL.

CrnenoBarenHo, NPUBBP3AHOCTTA CE BIIMSE IOJIOKHUTEIHO
IIPY HAJINYME Ha LIEJIN — JIMYHU U OPraHU3alluOHHH U Bb3MOXKHOCTTA
na ObAaT IMOCTUTHATH, T. €. pellaBallla € OpPUEHTALMATa KbM
BBHIIHATA CPEAa, KOATO Ch3JaBa I'bBKABOCT M aJANTUBHOCT, HO
CBILIEBPEMEHHO €€ 3ala3Ba BbTpElIHAaTa CTAaOMJIHOCT Ha
OpraHM3alMiATa, KAKbBTO € Ma3apHUAT TUI KyJTypa Ha EBb.

[IpoBeneHUAT aHaiIM3 IOKa3Ba, Y€ HE CE€ YCTAHOBSABAT
3HaYMMU  PA3IU4Usi B O®I20CPOUHAMA  MOmMueayus  Ha
UHMBUYaIIHOTO IIOBEJCHUE, HUTO B HUBAMA HA OMUYICOEHUE OM
paboma NpU U3CIEBaAHUTE JIUIA cCriopel ToBa janu padbotsaT B EBb
win B apyra opranuzanus (Haunonanen CTEM Lentsp (MOH),
BAH, I'/] ,,Oxpana Ha cpae0OHaTa Briact* (MII)).

B KoHTekcTa Ha TOJMyYEHUTE peE3yJITaTH MOXKEM Ja
HaIpaBUM HM3BOJa, Y€ ,,lICHHOCTUTE U HOPMUTE B OpPraHU3ALMITA
ONPEIENHAT U ChABPKAHUETO, U MPOLECAa HA TPYJO0BA MOTHBALIUA
(UnumeBa, 2006, c. 20). OpraHu3aloHHaTa KyaTypa HOATbpKa
mpoleca Ha MOTHBAIMs, OCHUTYpSIBallKM HMHIWBHUIyalHO U
OpraHu3alMoOHHO M3NbiIHeHue. [Ipu momyuenure pesynaratu odbade
HE C€ YCTaHOBABAT 3HAUMMHU pA3JIMYUS MEXKIy JIBETe TpyIu
(u3cnenBanu ynuna ot EbBb — opranmsanus ot masapeH THHO U OT
JIpyrd OpraHM3aliu OT HepapXWyeH THIl), KOETO MOXe Ja ce
O0SICHM C TOBa, Y€ B HACTOSIIOTO H3CIE/IBAaHE C€ H3ClIeaBa
IBJITOCPOYHATa MOTHUBALIMS HA MHIAUBUAYATHOTO TIOBEIEHUE, KOETO
€ IO-IIMPOK TEPMUH B CPABHEHHE C TPYI0BaTa MOTUBALIUSA, U THPCH,
U OTYUTA LIEHHOCTHOTO CBHOTBETCTBUE MEXIY JHYHOCT U
OpraHM3alys. M LEHHOCTHaTa OpHEHTAllMs, M HarJlacuTe Ha
JUYHOCTTA KAaTO pEryJaTHBHA paMKa CHOPSIMO HM3MEHEHHUATa B
TpyZoBaTa cpeja.
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Jluricata Ha pa3NUyYMs MO OTHOIIECHHE HA JBJITOCPOYHATA
MOTHBALUS HA MHUBUIYATHOTO TIOBEICHHE B JIBATA THIIA KYJITYPH
ce OIpeesis ¥ OT JOMHUHHUPAIIUTE B TE3U OPTaHU3AMOHHH KYJITYpH
[IEHHOCTH Ha CTAa0MJIHOCT W KOHTPOJ, HE3aBUCHMO, Y€ IIPH
Ma3apHUAT TUI IPOU3TUYAT OT BHHIIIHATA CPEJla C OPHEHTALHS KbM
HenuTe, a MPH HEepapXUYHUAT TUI MPOM3TUYAT OT BHTPELIHATA
cpeaa ¢ OpHeHTalMs KbM IpaBuiIaTa.

B koHTeKCTa Ha MOMy4YEeHUTE pPEe3yNTaTh 3a JIMIcaTa Ha
pa3Iuyus MO OTYYXKICHOCT, MOYKEM Jla Hall[paBUM U3BOJa, Y€ ,,aKo
OpraHu3aliOHHaTa KyJITypa W KIMMaT ca OPHUEHTUPAHU KbM
COIMAJTHO-TICUXOJOTHYHUTE IapaMeTpu Ha paborata H KbM
M3TPaXIaHETO Ha OJaronpHUsATHU COIMATHU B3aUMOOTHOILICHHS, C&
Ch3JlaBaT NPEANOCTAaBKM 3a OTrpaHWYaBaHE Ha TMPOSBUTE He
opprayt” (MmmeBa, 2006, c. 256). Taka opraHu3anuoOHHATa
KyJITYpa U3ITBJIHSBA CBOSITA 3AIUTHA U a/IalITAIIHIOHHA (DYHKIIHSL.

B KkoHTEeKCTa Ha MONydYEHHUTE PE3YITATH ,,IPUBBP3aHOCTTA
KBM OpraHu3alUsATa Bapupa B pa3IMYHUTE TUIIOBE OPraHU3allMOHHA
kyntypa“ (Mmumesa, 2006, c. 20). ,IlpuBbp3aHocTTa KbM
OpraHu3alysaTa Bapupa B Jbp)KaBHU U YAaCTHHU OpraHU3alUd IOJ]
BIIMSIHHE HA OpraHu3allmoHHaTa KyaTypa u kaumat™ (Mnuesa, 2006,
c. 8). ,Heaoanmusenume xyamypu ca T10-OIOpDOKpaTUYHH U
HepapXU4HU W HajaraT KOHTPOJ Ype3 CTPUKTHHU IpaBHIIA, KOUTO
HamaJsiBaT MOTHBALMATA, IPUBBP3aHOCTTA U YIOBJIETBOPEHOCTTA
(Umuesa, 2006, c. 63). A Kyirypara MOXE J1a BIUSE BBPXY
epeKTUBHOCTTa Ha oOpraHu3anusTra. Bucokara cTerneH Ha
CBBIIAJICHHE MEXIYy JIMYHH W OpPTaHMW3allMOHHU IICHHOCTH Ce
NposiBABAa B MPUBBP3AHOCTTa KbM opranmzanusta. [IpouechT Ha
npoMsiHA Ha WHAWBUAYAIHUTE IIEHHOCTH C€ CBhCTOM B
npuOIMKABAHETO MM KbM OpraHM3allMOHHUTE. T03U mpolec e
J0CTa KOMIUTIEKCEH, aKO Ce OTYUTA CTAOMITHOCTTA 1 OTHOCHTEITHATA
HEMOJAaTIMBOCT KbM BBHIIHM BIMSHUA Ha BeYe H3rpajeHaTa
[IEHHOCTHA CHCTEMa Ha JIMYHOCTTA. B TO3M KOHTEKCT € BaKHO Ja ce
OTYHUTAT COLUATHO-TICUXOJOTHYECKUTE (DAKTOPH, CHIPOBOKIALIH
BJIM3aHETO M aJIATHPAHETO HA JINYHOCTTA B OPTaHU3ALMUATA, KAKTO
u (akThT, ye OpraHU3alMHUTE caMH MO cebe cu ca (akrop,
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OTIpeIeIIAL] TPOMEHHUTE B YOSKACHUATA U HATJIACUTE HA IMYHOCTTA
(Mnuera, 2006).

Hamnpasenoro pomyckane B Xumorte3a 4, 4ye CbIIECTBYBa
OTpHULATENIHA B3aUMOBPB3Ka MEXAY IBIrOCPOYHATA MOTHUBALUA B
WHIMBUIYATHOTO TIOBEJCHHE C KOH(MJIMKTHU OTHOIIEHHUS B
OpraHM3alMsITa IpU H3CIEABAaHUTE JIMLA, CE€ IOTBBPXKIABA,
JOKOJIKOTO C€ YCTaHOBSBA, Y€ IpPU M3CIEIBAHUTE JUMLA C
HapacTBaHETO Ha BB3IPUATUETO UM 3a KOH(PJIUKTHU OTHOLICHUS B
IIpoLeca Ha U3IbJIHEHUE HA €KEIHEBHUTE UM 3aJaud, HaMalsiBa U
IBJITOCPOYHATA UM MOTHUBALIMSL.

B KOHTEKCTa Ha MOJYyYEHUTE PE3YJTAaTH MOXKE Ja CE Kaxe,
4ye MOTHMBALMATA € OT LIEHTPAJHO 3HAYEHHE B H3CIEABAHETO Ha
BCAKO TPYJOBO IOBEACHHE, KAKTO M B HACTOALIOTO, 3aIOTO CE
cMsTa 4e MMa MpsKa Bpb3Ka ¢ 100pOTO U3IIBJIIHEHUE HA padoTara.
IIpuema ce, ye MOTUBHPAHUAT PAOOTHHK € IPOYKTUBEH PaOOTHUK.
Cpl1eBpeMEHHO € Bb3MOKHO TOBa HEBUHATHU J1a € BSIPHO, ThI KaTo
MHOrO  Jpyrn  ¢akTtopu  MoraT Ja  BIMSIAT  BBPXY
MIPOU3BOIUTEIIHOCTTA HE3ABUCUMO OT €(pEeKTUTE HA MOTHUBALIUSTA HA
pabGotHuKa. Te popmMHpaT CIIOKHUS Ib3€I1, KONTO JOIpUHACH 3a I10-
rojJsiMOTO HHU pa30bupaHe 3a 4YoBeka Ha pabOTHOTO MSCTO.
MotuBanusTa € BakHa, HO € CaMO €JIMH OT JE€TEPMHHAHTUTE Ha
TPYJOBOTO MOBEJCHHE.

HampaBeHoTo nomyckane B XHIore3a S, ue CbIIECTBYBa
MOJIOXKUTETTHA B3aMMOBPbB3Ka MEXKIY IbJITOCPOYHA MOTHUBALIMS B
WHIVBUAYAIHOTO MOBEJEHHUE C MPUBBP3AHOCT KbM OpPraHU3alusiTa
U OTYUYXJeHHe OT paboTara NpHU HU3CIEABAHUTE JUIa, Ce
noTBbpxkAaBa. [IpoBeneHUAT aHaNM3 NOKa3Ba, Y€ C HAPACTBAHETO
Ha YYyBCTBOTO Ha CXOJICTBO M CpacTBaHE C OpraHH3alusATa Ipu
U3CIEABAaHUTE JIMIIA, HApPACTBA M IBJITOCPOYHATA UM MOTHBALIHA.
Jlokato ¢ HapacTBaHETO Ha OTYYXXJIEHHETO OT paboTara mnpu
U3CIeABaHNUTE JIMIIA, HAaMaJIABa U JbJIrOCPOYHATa UM MOTHUBALIMSL.

Pe3yaTarsT He € M3HEeHaABalll, IOKOJIKOTO OTUYKIEHUETO OT
paboTara € MOCIeIHUAT €JIEeMEHT OT NMPEKBbCBAHETO Ha BpB3KAaTa
CIIy’)KUTEIN - pabOTHO MSCTO. B TO3M KOHTEKCT OTUY>KAECHUETO OT
paboTara ce pasriiex/ia KaTo CBbpP3aHO C MOTHUBALIUATA, CTUTAMKH B
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KpailHUsg BapuaHT 0 370ynoTpeda cbC CIy’eOHOTO MOJIOKEHHE.
HeratuBHuTte nocneauuy 3acaraT MHAMBHJA U KOMYHUKAILUATA B
OpraHu3aIMATA.

He ce ycraHoBsiBa o0aye 3HaYMMa KOpeJallUusl MEXIy
IBIATOCPOYHA MOTHBAIMS HA WHIMBHYaJTHOTO MOBEACHUE € 001Ia
IPUBBP3aHOCT KbM OpraHU3alUATa, KAaKTO U CbC CIEJHUTE U
KOMIIOHEHTH: JIMYHA BaKHOCT, EMOLMOHAJIHA CBhIPHUYACTHOCT,
MO3UTHUBEH OOMEH U BCEOTAANHOCT.

B xoHTekcTa Ha MOJIy4EeHUTE PE3yJITaTH MOXKE Jia Ce Kaxe,
4ye MPHUBBP3AHOCTTa KBbM OpraHU3alusATa C€ pPas3riIekaa Karo
pe3yaTaT OT YCHEIIHO OCHLIECTBEHU BBTPEIIHU KOMYHUKAIUH 32
MOTHBAIUS Ha MEpCcoHaa. Pa3nuyust Morar a ce OTKPHSIT MEXIY
KOHIENUMUTE 33 UACHTUQHUKAIMS C  OpraHuzauusTa u
npusbp3anoctra. Kyn m Hemncsn (Kuhn and Nelson, 2002),
neguHUpaT NMPUBBP3AHOCTTA KAaTo AyMHUTE, MUCIUTE M Jejara,
MIOCPENICTBOM, KOUTO CIYXXHUTEJIST IpUeMa IeTTUTE ¥ ICHHOCTUTE Ha
OpraHu3anusaTa, paboTH yCUJICHO B HMETO Ha OpraHu3alnusara u
noaabpxka cBoero uwieHCTBO B Hes. Cropen Ilpar (Pratt, 1998)
NPUBBP3aHOCTTa C€  OTHAcs JI0  YAOBJIETBOPEHHETO  OT
NPUHAIISKHOCTTA KBM  OpPTaHU3aAIMsITa, KOETO CITy)KUTEIST
U3NUTBA, JOKAaTO WAEGHTHU(HKAIMATA C€ TpeAcTaBs CaMo
MO3HABATEIHUTE BB3MPHUATHS 33 JTMYHATA BAYKHOCT B OTHOIIIEHUETO
c opraHuzauusTa. lIpuBbp3aHocTTa KbM OpraHM3alusiTa € Io-
YHHUBEpcallHa, Thil KaTo MOXe Ja Oblie MpeHeceHa W KbM JIpyTH
OpraHu3aly, KOUTO TMOJABPKAT CXOJHH LIEHHOCTH, JOKaTo
UACHTUDUKAIMITA C OpPraHM3alUATa € CTPOrO HHIWBUAyalleH
IpoIIec, 3alI0TO € JMYHO BB3MPHUETATa U NIPeuyIeHa Ipe3 Mpu3mara
Ha cOOCTBEHOTO CBETOYCEIIaHe OpraHu3alonHa KyaTypa. (Ashfort
& Mael, 1989).

Unentuduuupaiiku ce C OpraHu3aluara, CIIy>KUTEIUTe
MPOSIBABAT MHOTO MO-TOJIIMO JKeJlaHue Aa padotar 3a Hes (Scott et
al., 1996) u 14 e cunata, KOATO ' MOTUBHUpA J1a pabOTAT MHOTO TO-

OTJAJICHO 3a TIOCTUTAHE Ha IIeNTUTe Ha opranu3amusTa (Bartels et al.,
2010).
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WnentudukanmonHara (QyHKIUS Ha OpraHM3alMOHHATA
KyJTypa € MHOIO IO-CHJIHO H3pa3eHa BbB BKIIOYEHOCTTa B
paboTrara, YMUTO KOMIIOHEHTH ca HAeHTH(HKanus ¢ paboTara u
anraxupane B paborata (Mmumesa, 2006). BxmroueHoctra B
paborarta ce JaeTepMUHHpPAa OT WHIMBHIYAJHUTE IEHHOCTH,
CBbpP3aHU C TpyJa U IOpagd TOBa € IMO-yCTOMuYMBaA Harjiaca.
CBOTBETCTBHETO MEXAY JHYHU U OPraHU3alMOHHU IIEHHOCTHU IO
OTHOLICHME Ha LEJIUTe, IOCTHXKEHUATA U PE3yNTaTUTEe OT
U3IIBJIHEHUETO € HEeoOXOJUMO YCIOBHE, 3a Jla C€ IIOCTHTHE
aHraxupanoct. [lpu opraHmzammoHHa KynTypa Ha IIEHHOCTH,
CBBP3aHU C LEJUTE U U3IIBIHEHUETO, KAKBAaTO € Ma3apHUAT TUI Ha
Ebb, pesynratute 1o uASHTHU(PUKAIUATA M JABITOCPOYHA
MOTHBalUsl Cca 3HAUYUMM 3apajy IOBHUILEHATa BKIIOYEHOCT B
paboTara ¥ MOCTUTHATOTO YJIOBJIETBOPEHHE OT €AMH OT HEHHHTE
Hall-BaXKHM acleKTu — ChIbpXKAaHUETO. BwampuemaHero Ha
paboTara KaTo HHTEpEeCHa U pa3Ho0Opa3Ha, 1aBalla Bb3MOKHOCT 32
U3IMOJI3BaHE Ha NpPOoPECHOHATHM YMEHHMS U CIIOCOOHOCTH, €
BB3MOKHO TIPH OpPraHM3allMOHHA KyJTypa OT TIIa3apeH THIl,
OpPHEHTUPaHA KbM BBHIIHATA CPe/a, B KOATO CE MOCTUTaT LIEJIHTE,
OTYHTAT CE M3MEHEHHUsATAa B KOHKYpEHTHATa Cpeja, W3UCKBAHUATA
Ha KJIMEHTUTE, BbBEXKAAT c€ HOBU MPOAYKTH M HAUMHU Ha padorta.
Taka mnazapHuar tun Kyiarypa Ha Ebb wusnbeiHsBa cBosTa
UAeHTUPHUKAITMOHHA (QYHKITHUS.

Hanpasenoro nmomyckane B Xumorte3a 6, 4e ChIIecTByBa
OTpHIIATEIIHA B3aUMOBPB3Ka MEXK1Yy KOH(IMKTHUTE OTHOLICHHUS B
OpraHu3alysTa C TPUBBP3aHOCTTa KBM OpTraHU3aAIMiITa W
MIOJIOKUTETHA B3aUMOBPB3KA MEXY KOH(DIMKTHUTE OTHOLICHHUS B
OpraHu3aIMsiITa ¢ OTIYKICHHETO OT padoTaTa MpH H3CIEIBAHUTE
JMIa, ce TIOTBBPXK/IaBa, HO B I'bpBaTa CH 4acT B oOpaTHa MOCOKa.
ToBa e Taka, JOKOJKOTO C HApacTBAaHETO HA  YCEIIAaHETO Ha
U3CJeIBaHUTE JINIA, Y€ TIOBEACHUETO UM BJIHSIE ChIIECTBEHO BBPXY
(GYHKIIMOHMPAHETO ¥ pe3yJITaTHTE Ha CHCTEMara, HapacTBa H
BB3IPUATHETO UM 3a KOH(JIMKTHM OTHOLIEHHWsI B IIpolieca Ha
U3IIBJIHEHHE Ha eXeIHEeBHUTE UM 3aaaun. [lomyueHusar obpareH Ha
OYaKBAaHMATA pe3ynTaT MOXe Jla C€ UWHTepIpeTupa Karo
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aCepTHBHOCT. A KaKTO C€ CIIOMEHaBa NpPU TEOPETUUHHUS aHAIU3,
(Postmes et al., 2010) mpu npeauIIHO H3CIEIBAHE CBIIO CE
YCTaHOBSIBA BPb3Ka MEX/ly KOMYHUKAIUS U IPUBBP3AHOCT, KaTo ce
MoTYepPTaBa, Y€ JTUPEKTHATA KOMYHHKAIMS MEXIy paOdOTEIIuTe €
BaXHO YCIIOBHE 32 HAIMYMETO HA CWJIHA TNPHUBBP3aHOCT KbM
OpraHu3aIMsITa.

Kakro cmomeHaxme B  TEOPETHYHHS  aHAIM3  3a
MEXYTPYIIOBUTE MIPOIIECH B B3aUMOJICHCTBUS - TU(EepeHIINAINATA
B 3aJaydTe, B3aMMO3aBUCUMOCTTa TIPU  H3IIBIHCHHUETO,
OTIAJICYCHOCTTa MEXIY TPYNUTE, Clie(HUKaTa Ha U3BbPIIBAHATA
3ajaua, 3aCUJIBAT pazanuusaTa Mexy popmanaute rpynu (Mnuesa,
2006) oka3BaT BIMSHUE 3a IpUEMaHE Ha JIOMHHHMpAIIUTE
OpraHU3allMOHHY [IEHHOCTH OT TEXHHUTE WwieHoBe. /[nHammukara B
TPYTOBUTE B3aNMOACHUCTBUS M BB3MPUATHATA 32 KOHGIUKTHOCT Ha
TEXHHUTE YICHOBE, CE BIIUSAT CHILO U OT IPYIOBUS CTaTyC, KAKTO Ha
rpynute ¢ (opManHa W JIETHTHMHA BIIACT, a TaKa CHINO M HA
TpynouTe C TMO-Malka JIeTUTUMHA BJAcT, KOUTO MpPHUTEKaBaT
CTENMANM3UPAHO 3HAHWE W EKCIepTHa BIACT, C KOSTO MOrar jJa
BIMSIAT BbPXY B3€MaHeTO Ha pemieHus. [Ipu ocnopBaHe Ha Ta3u
JETUTHMHA BJIACT, B KOHKYPHPAHETO 32 BJIACT U KOHTPOJI, YECTO
BB3HHUKBAT KOHGIUKTH. IMEHHO TyK € Bpb3KaTa MEXIy JIMYHaATa
BaXHOCT, KOMIIOHEHT Ha TPUBBP3aHOCTTA, KaTO Harjaca 3a
BIMSHME BbB B3E€MaHETO Ha  pELICHUATA, CBBP3aHU C
OpraHU3aIMITA.

OuakBaHO pe3yNTaTUTE MOKa3BaT ChIO, Y€ C HAPACTBAHETO
Ha OTYYXXACHUETO OT paboTaTa MpH U3CICIBAHUTE JINIA, HAPACTBA
U BB3NPHUATHETO UM 3a KOH(DIUKTHM OTHOIICHUS B Ipolieca Ha
W3ITBJIHEHNE Ha ©KEJIHEBHUTE WM 3amadn. OT4yXIEeHUTE OT
paboTata JMYHOCTH HE BIJKIAT CMHUCHI B OpTraHU3ALIOHHHUTE
3amaun. [lpm TIX JMICBa TEpCIEKTHBA 33 pa3BUTHE B
OpraHu3aIMATa, KOSTO 0e3MepCHeKTUBHOCT OMpEIeNs CTeleHTa Ha
OTErdeHre ¥ yMOopa U Ch3/1aBa HEJOBOJICTBO U KPUTUIHOCT CIPSIMO
JPyTHUTE.

He ce ycraHoBsBa 3HauMMa B3aUMOBPB3Ka MEXIY
KOH(IMKTHU OTHOILEHHS B OpraHU3alMsiTa ¢ 00Ila MPUBBP3AHOCT
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KbM OpraHM3alusATa, KaKTO U CbC CIEAHUTE ¥ KOMIIOHEHTH:
€MOLIMOHAJIHA CHIIPUYACTHOCT, UACHTU(UKALINS, TTO3UTUBEH 0OMEH
Y BCEOTAANHOCT.

B koHTeKkcTa Ha MMOIy4eHUTE pe3yaTaTu, AeHTU(UKALUITa
C OpraHM3aluiaTa MOXE Jla Ce pasriex/a Karo KOMYHUKATUBEH
MpoLec, B paMKUTEe Ha KOMTO MHAUBUANTE (OpMYIUpAT CBOSATA
UACHTUYHOCT Ype3 JUCKyTHpaHe Ha crojeneHu uarepecu (Cheney
& Tompkins, 1987).

Hanpasenoro nomyckane B Xumore3a 7, 4e CbhIIECTBYBA
B3aUMOBPB3Ka MEXKJIy IMPUBBP3aHOCT KbM OpraHu3anusirta |
OTUYXKJeHHEe OT paboTaTa TMpU H3CIEIBAHUTE IJMIA TpU
W3CJICJIBAHUTE JIMIIA, CE TIOTBBPIK/IABA.

C HapacTBaHETO Ha OTUYYXXIEHHUETO OT paboTara, mHpu
W3CIICIBAHUTE JIMIIA HaMalisiBa MPUBBP3aHOCTTA UM  KbM
opraHmzanusTa, Karo Hail-culHAa € Ta3u Bpb3KAa MeEXIy
OTUYKJICHUETO c €MOIIMOHAJIHATA CBIIPUYACTHOCT u
BCEOTIANHOCTTA.

[TomyyeHusT pe3ydaTaT HE € M3HEHAJBAIl, JOKOJIKOTO
PanocnaBoBa u BenuukoB onpenensT oTuyKIeHUETO OT padoTara
KaTo €MH OT KOMIIOHEHTUTE Ha OBPHAYT CHHAPOMA, BKIFOUYBAWKHI
OTUYXJIEHHE OT 3aJaulTe U OT caMara OpraHu3alus Karo Lo
(PanocnaBoBa u Bennukos, 2005). Bpb3kara Mexay 0TUyXJI€HUETO
YU €MOILIMOHAJIHATA CHIPUYACTHOCT € Hall-CHJIHA, ThH KaToO TA €
a(eKTUBHUSAT €JIEMEHT Ha IPUBBHP3aHOCTTA KbM OpraHU3AIHITA.

Hamnpasenoro pomyckane B Xumorte3a 8, ue ChIlECTBYBa
BIMSHHE Ha JBJITOCPOYHATA MOTHBAIMS, OTUYYXICHHETO OT
paboTaTa ¥ KOH(JIUKTHUTE OTHOIICHHUS BBPXY MPHUBHP3AHOCTTA
KbM OpPTaHHU3aIUATA TIPH U3CICABAHUTE JIMIIA, CE TTOTBBPIKIaBa.

[TonyyeHuTe pe3ynaTaTd OT MPOBEIACHUS aHAJINU3 MOKA3BaT,
Ye CHINECTBYBAa 3HAUYUMO BJIMSHUE OT CTpaHa Ha KOH@IUKMHUMmMeE
OMHOUWIEHUsL 8 OP2AHU3AYUAMA N OMUYHCOeHUemo om pabomama
MIpY U3CIIeABAHUTE JIUIA BbPXY uuHama eaxcuocm (yceuaHeTo Ha
W3CIIE/IBAHUTE JIUIA, Y€ TTOBEJCHUETO UM BJIMSIE ChILIECTBEHO BHPXY
(YHKIIMOHUpAHETO W pe3yJTaTuTe Ha cucteMara). Komkoro mo-
W3pa3eHO € BB3NPUATHETO 32 KOH(QJIUKTHH OTHOIICHHUS B

39



OpraHM3alysITa NPy U3CIEABAHUTE JUMIA U KOJKOTO IO-HHUCKO €
OTYYXJIEHHUETO B paboTaTa MM, TOJKOBAa U B IO-TojisiMa CTENEH
HapacTBa JMYHaTa BaXHOCT (TOECT HapacTBa YCEUIAHETO, ue
MIOBEJICHUETO Ha W3CJIEIBAHUTE JIMIA BJMSIE CBLIECTBEHO BbPXY
(YHKIMOHMPAHETO U PE3yJITATHTE Ha CUCTEMATA).

B KoHTekcTa Ha mOJydyeHUTE pe3ylTaTd U KakTo Oere
IIOCOYEHO MPU TEOPETUYHMSI aHAJIU3, IIPU CUJIHOTO M30ArBaHE Ha
HECUTYPHOCTTA CIIYXKUTEIUTE C€ pasriexaT KaTo KOMIIETEHTHH B
[I0-HUCKA CTEMEH U BAPBAT B I0-MaJIKa CTEICH, Y€ MOrarT J1a BIUAAT
Ha peIIeHHTa, B3UMAHU OT BJIACTTA. 32 TAKUBA KYJITYPH € 0COOEHO
XapakTepHO, Y€ ChLIECTBYBa CHJIHA CBIPOTHBA  CpeIly
HOBOBBBEJICHUSITA M  IOTUCKAaHE Ype3  KOH(MIMKTH  Ha
HECTaHJAPTHUTE MJeH, TbH KaTo pa3IMYHOTO € OIIaCHO 3a
OpraHu3alusiTa.

Honvanumennume ananuzu nokaseam, 4e KOJIKOTO IIO-
HUCKa € JbJIrOCPOYHATa MOTHUBALINS, KOJIKOTO II0-BUCOKA € JIMYHATa
BaXHOCT (yCEIlaHEeTO M3CJIEIBAaHUTE JINI[A, Y€ TAXHOTO MOBEACHUE
BJIUSI€ CHILECTBEHO BBbPXY (PYHKIMOHUPAHETO M PE3YyJTaTUTE Ha
cucTeMara) ¥ KOJKOTO MO-U3pa3eHo € OTUYKJIECHUETO OT paboTara,
TOJIKOBA [T0-U3PA3EHO € BB3MPUITUETO 33 KOHPIMKTHA OTHOLIEHUS
B OpraHusauusara npu wusciensanute Jymna. OT apyra cTpaHa
pe3yJITaTUTe OT MPOBEICHUTE aHAIN3U ITOKa3BaT ChIIIO, Y€ KOJIKOTO
MIO-HACKO € HHUBOTO Ha JBITOCPOYHA  MOTHBalus Ha
WHIUBUAYATHOTO  TIOBEJIEHHE,  KOJKOTO  I0-M3Pa3eH0 €
BB3IPUATHETO 332 KOH(IUKTHU OTHOIICHUS B OpraHu3aluara u
KOJKOTO TIO-HUCKAa € €eMOIMOHAJIHATa CBIPUYACTHOCT TIpHU
U3CIEeABaHUTE JIMIA, TOJIKOBA MI0-U3PA3EHO € OTUYKACHUETO UM OT
paboratra. B TO3M KOHTEKCT, JCTAIIHOTO W3CIEABAaHE Ha
OTYYXJIEHHEeTO B paboTata W (HaKTOpuUTe, KOUTO IO 00ycCIaBsT
MO3BOJISIBA Ha CIELUAINCTUTE MCUXOJI03M Jla AajaT 00O0CHOBaHU
NPENopbKU 32 MOoJ0OpsBaHE Ha YIPaBIEHHETO, KaKTO M Ha
(GyHKIMOHMpAaHETO Ha Bcgka opranuzanus (PamocnmaBoBa u
Bemuukos, 2005).
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OrpannyeHusi Ha U3CJIeIBAHETO

Hacrosmoro wu3cnenBaHe ChAbpiKa HIKOUM OIPAHUYEHUS,
OCHOBHHTE ca:

. [lepuoabT Ha wu3CAEABAHETO — JIAaHHHUTE 3a
HACTOSIIIOTO U3cienBaHe ca chopanu npe3 2023-2024 r., koeTo He
MO3BOJISIBA HM3CJIEIBAHETO HAa NPOLECUTE B OPraHU3aLMUTE B
JTUHAMUKAa;

. N3Bankara e cbcTaBeHa OT M3CIEABAHU JMLA CaMO
oT cinenHute opranuzauuu: ,.En bu bynrapuxkym* EAJl (EBB),
Hammonanen CTEM ILentsp, BAH u I'/] ,,Oxpana Ha chaeOHaTa
BJIACT;

. [Ipu crOupaHeTo Ha JAaHHUTE 3a W3CIIEIBAHETO Ca
M3M0JI3BaHU CaMOOLICHbYHU METO/IH.

Onur na ce MnpeojosesT HAJIUYHUTE H3UCKBAHUSA €
MpUJIAraHeTo Ha CTaHJAPTU3UPAHU IICUXOJOTUYHU HUHCTPYMEHTH,
KaKTO M HW3CJIEIBAHETO Ha MAKCHUMAJHO TOJIIM BB3MOXEH 00eM
W3CIIEJIBAHU JIULIA.

N3Boau

Ha 6a3a wa momydeHuTe pe3ynTaTH MoraT jaa Obaar
HaIpaBEeHU CIIETHUTE U3BOIH:

1) PesynTature mokasBar, 4ye U MpH JIBETE TPYIH JIMIA Ce
YCTAHOBSIBA  HW3pPa3€HO  BB3MPUATHE 32  KOH(JIUKTOTEHHA
00CTaHOBKa, KaTO TMO-M3Pa3eHO € BB3MPHUATUETO 32 KOH(DIUKTHU
OTHOLIEHUA Npu ciyxurenure B Ebb — opranusanus ot masapeH
TUIl B CpaBHEHUE C JMIATa 33a€TU B JPYrd OpraHu3aluud OT
HiepapXyWueH THUII, ChIIACHO MOJIe]a Ha KOHKYPHUPAIX C€ IIEHHOCTH
OCAI (Harmmonanen CTEM Lentsp (MOH), BAH, I'/l ,,Oxpana Ha
cpaebnara Biact™ (MII)).

2) Io-u3paszena e obmaTa NPUBBHP3aHOCT, KAKTO U BCHUKH
HEMHU KOMIIOHEHTH Ipu Junarta, Kouto padorst B EBb —
OpraHm3alys OT Ma3apeH THUI, B CPaBHEHHE ¢ pabOTEIINUTE B Ipyra
opraHu3amnusi OT HepapxXxu4yeH THIl, CBIJACHO MOJena Ha
konkypupamu ce neHHoctu OCAI (Haunuonanen CTEM Llentsp
(MOH), BAH, I' /1 ,,Oxpana Ha cpaeoHata Biaact (MII)). Toect mpu
paboremmre B EBb -opranusanust oT ma3zapeH TUI, B CpaBHEHHUE C
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paboTemure B APYyTrd OPraHU3alUU OT WepapXudeH TUIl (ChIIAcHO
Mozea Ha KoHKypupaiiu ce neaHoctu OCAI), ce ycTaHoBsiBa:

- 3HAUUMO I10-U3Pa3€HO yCELIaHe Ha CIIY)KUTEIUTE, 4e
TAXHOTO MOBEACHHE BJIMSIE CHIIECTBEHO BHPXY (HYHKIMOHUPAHETO
U pe3yJTaTUTE HAa CUCTEMATa;

- 3HaYMMO MO-U3pa3eHa MOT'bIHATOCT HA BHUMAHUETO
Ha W3CIEJBAHUTE JIMLa C JMYHHUS MPUHOC 3a IOCTUTaHE Ha
OpraHMU3allIOHHUTE IIeJId U Ha €MOIMOHAJHA CEH3UTHBHOCT KBbM
HEHHOTO ChCTOSIHUE, KAKTO U M0-U3Pa3eHa 3aMHTEPECOBAHOCT U T0-
WHTCH3UBHU TIPSKUBSIBAaHUS Ha WHAWBUIA BBB BpPB3KA C
pemnyTanusaTa Ha OpraHu3aIusITa;

- 3HAYUMO I10-WU3pPa3eHO YYBCTBOTO HA CXOJICTBO U
CpacTBaHe C OPraHU3allUATa;

- 3HAUMMO T10-U3PA3CHO BB3MPUATHE 3a B3aUMHO JIJaBaHE
Y MOJIy4aBaHe MEKY CIIy>KUTEJIUTE U OPraHU3alHsITa 1 )KeTaHue 3a
3ara3BaHe Ha TO3U B3aUMEH OOMEH;

- 3HAUYMMO I0-U3pa3eHa TOTOBHOCT Ha M3CIEABAHUTE
JUIa Ja W3BBPIIBAT JCHCTBUSA 3a 0JIArOTO HA OPTaHHU3AIUATA,
HAJXBBPJISAIIU TPYAOBUTE UM (PYHKIIHH.

3akioyenue

Kongnukture,  MoTHBamusATa,  NPUBBP3aHOCTTa U
OTUY>KJIECHHUETO Ca MPOLIECU, KOUTO MPOTUYAT B OPraHU3ALMUTE U Ca
oOXBaHAaTH B paMKaTa Ha OpraHU3allMOHHATa KYyJTypa, CIOJelieHa
OT HeWHWTe wieHOBe. KOMIETEHTHOTO  yIpaBleHHWE Ha
KOH(MIMKTUTE, IPUBBP3aHOCTTa, MOTHBALUATA U OTUYKJIEHUETO €
rapaHiys 3a IOBUIIABAHE HAa KOHKYPEHTHHUTE IPEIUMCTBA Ha
OpraHu3alMUTe OT IMa3apeH W HepapxudeH Tull. Jlnaepure B
OpraHu3aluTe, MpUIaraHuTe J00pU YHPABICHCKU MPAKTHKH (C
OCHOBEH aKIEHT M Ha YNpaBJICHHETO Ha YOBEIIKUTE PECYpCH) U
pa3bupaHeTo Ha 3HAUYEHUETO Ha ,,HEBHUJIUMHTE IIEHHOCTH B
OpraHM3allioHHaTa KyJlTypa, CTOST B OCHOBaTa Ha €(heKTUBHOCTTA
Ha OpraHU3aluTe OT [1a3apeH U HepapXUyeH THIL.

Or nmnpoBencHWTE H3CIEABAaHMS CE€  yCTAHOBH, Y€
ABJITOCpPOYHATA MOTHBALMs HAa WHIAUMBULYAJHOTO IOBEICHHE Ha
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CIIy’)KUTEJIUTE HE C€ BIMUSAE OT THUIIA KYyJITypa B OPraHU3ALUUTE —
MiepapxuueH Wiy nasaped. M npu nsata tuna KyiaTypu OIPHOPHUTET
MMaT MpPaBWIATA, MPEICKA3yEMOCTTa U PEAa IPU U3BBPIIBAHE HA
paboTtara, KOETO JaBa Bb3MOXKHOCT /1a CE€ IIOCTUTHAT [IOCTaBEHUTE
eI U pe3yiTaTH, KaTo BOJEUIM LEHHOCTHU OpPHMEHTALMU ca
CTa0MJIHOCTTAa M KOHTPOJBT, HE3aBUCHUMO JAajdM MPOU3TUYAT OT
BBHIIHATA cpefa (OpUEHTAlMsI KbM LIEJIUTE IIPU OpraHU3alMU OT
Ia3apeH TUII) WK BbTpEIIHaTa cpeja (OpHeHTalMsI KbM IIpaBUiaTa
IpU OpraHuM3auuu oOT Hepapxuuen tum). W B 1Bara Tuna
OpraHu3alyM CbhIIECTBYBAT CXOJAHU LIEHHOCTH, YIIPABICHCKHU
IIPAKTUKU U MOJEJIH Ha MIOBEIeHUE, 00YCIOBEHH OT JOMUHUPAIIUTE
IIPU CHh3JABAHETO U MOJIBP/KAHETO HA OPraHU3allMOHHATA KYJITypa
COLMOKYJITYPHHU (PaKTOPH.

B opranmszanuure OT masapeH M MepapXu4eH THIl Ce
HaOJII0AaBaT pa3inyus B MPUBBP3AHOCTTA KAaTO 3HAYMMA TPYAOBa
Harjaca M BCHYKM HEHHM KOMIIOHEHTHM — JIMYHA Ba)XHOCT,
MTO3UTUBEH o0OMeH, €MOLIMOHAJIHA CBIIPUYACTHOCT,
UICHTU(QUKAIUSA, BCEOTHANHOCT, MOBJIMSIHM OT LEHHOCTUTE U
XapaKTEPUCTUKUTE HAa OpraHU3allMOHHATA KYJITYpa.

OpranuzanvoHHHUTE LIEHHOCTH, CBBP3aHU c
MEXYJIMYHOCTHOTO JIOBEPHE U MOJKpENa, KaKTO U KOH(IIUKTUTE
NP M3MBJIHEHWE HA €KEIHEBHUTE 3abJUKCHHS, JETEPMUHUpAT
3HAYMMO IVIABHO COLMAIIHUTE aCIIEKTH Ha MOTUBALIUATA U HAMUPAT
IIPOSABIIEHUE B HArjacara 3a JMYHA BaXKHOCT KAaTO AacleKT Ha
[IPUBBP3aHOCTTA KbM OpraHU3alMsATa.

[IpuBbp3aHOCTTa KBM OpraHM3alMATa KaTo KOMIUIEKCHA
TPyJOBa Harjaca HapacTBa IIPU OPraHU3ALMOHHA KYyJITypa OT
ra3apeH THI, OPUEHTHUPAaHA KbM IOCTHUraHe Ha menu. Koskoro
[I0BEYE C€ BB3IpPUEMA, Y€ OpraHU3aluATa IIOCTUra LEIUTE CH,
TOJIKOBA ITOBEYE € HAJIMIIEC HAPACTBAIIO YCEUIaHe 3a JIMYHA BaJKHOCT
U UACHTU(UKAIMS C OpraHU3aLuUATa, ¢ HEHHUTE 1NN U [IEHHOCTH,
PECIIEKTUBHO YJOBIETBOPEHUE OT CBHABPKAHUETO Ha padoTara.
ToBa nmogyeprasa o1le BEAHBXK €HA YCTAHOBEHA 3aKOHOMEPHOCT,
ye eQeKTHUBHATa OpraHu3alMOHHA KyJITypa CbueTaBa JBE
MPOTUBOIONIOXKHH TeHAEeHIMH. Ts TpsiOBa 1a cbhb3naBa CTaOMIHOCT
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BbB BBHIIIHATA CPEAA, J]a CbXPaHsBa BbTPEIIHATA HHTErpalus U /1a
JlaBa I'bBKABOCT U cBOOOa Ha aeiictBue. CiyKuTenure e Obaar
TOJIKOBA MO-TIPUBBP3aHU KbM OpraHU3alusATa, aKo €JHOBPEMEHHO
I0JIyyaBaT yCellaHe 3a JIMYHA BaXXHOCT U yCEllaHe, uye BIUAAT 3a
IIOCTUTaHE HA OpPraHU3allMOHHUTE LENU, 33 pealu3upaHe Ha
JUYHUTE LEIM M LEHHOCTH 4Ype3 pe3ylTaTuTe OT padoTara.
MexaHu3MHUTe, 110 KOUTO XOpaTa OCTaBaT Ha pabdoTa W M3MHUTBAT
YyBCTBO Ha INPHUHAUIEKHOCT KbM OpraHM3aLusATa ce 00yciaBs
OCBEH OT LICHHOCTHUTE U LIEJUTE Ha OpraHW3alMOHHATA KyJITypa, HO
CBILIO TaKa U OT JUYHOCTHU OCOOEHOCTH, OT MPOABIKUTEIHOCTTA
Ha CTa)ka B OpraHU3alMsITa, OT MOPAJIHU ChOOPaKEHUs, a B HAKOU
Cllydal W OT HEBB3MOXKHOCTTa Ja ObJaT HAMEpPEeHH TO-T00pHU
antepHaTBU. OTYMTAllKM BIMSHUETO Ha OpraHU3allMOHHATA
KyJATypa B M3CIEABAHUTE OpPraHU3alUU MOXKEM Ja KaKeM, 4e T
U3ITBJIHSABA OCBEH CMHCI000pa3yBallia 1 MOTHBHpaIla (GpyHKIus, a
Taka CbIIO M  HJIeHTU(UKAUMOHHA. Xopara Ouxa ce
uaeHTuGUIMpanu ¢ paboTata cu U Ouxa Bilaraju yCUJIHs B Hed,
caMo aKo KyJTypaTa € Hacou€Ha KbM CTaOMJIHOCT BbB BBHILIHATA
cpela M JaBa Bb3MOXKHOCT Ja CE€ pealn3upar MHAUBUAYAIHUTE U
OpraHU3aIMOHHUTE LIEJH.

MuauBuayalHOTO pearMpaHe M CIpaBsHE CbC CTpeca U
ObpHayTa HE ce BIUsS€ OT JOMMHMpAIIUTE THUIIOBE KYyJITypa —
nazapHa Wi iepapxuyHa B OpraHM3allUUTe U MOXE Ja ce
MIPENIOIIOKH, Y€ e(PEeKTHT Ha OpraHU3allIOHHATa KYJITYypa J0IbJIBA
IposiBaTa Ha JTMYHOCTHUTE PA3IUUUs B CTPECOBUTE CUTYAIMH, KaTO
3aJlaBa MPUETUTE HOPMHU Ha MOBEJACHHUE U OrpaHNYaBa HEXKEIAHUTE
€MOLIUU U AECUCTBHUS.

N3cnenBannte paznuuuara B KOHQIUKTATE, MOTHBAIUATA,
NPUBBP3aHOCTTa M OTUYKJIEHHETO OT paboTara IoOKa3zaxa, ue
OpraHM3allliOHHaTa KyJITypa € NpearnocTaBka 3a pasjiudue
JOTOJIKOBA JOKOJIKOTO MOTUBHPA, IPHUJIaBa CMUCHJ HA YIEHCTBOTO,
BOAM J0 WUJEHTUUKALKA C OpraHu3alnusaTa W IoArnoMara
pa3bupaHeTo Ha TpolecuTe B opraHuzanusra. He moxe na ce
IIPUIUCBAT 00aye MoBeYe KauecTBa U BIUSHUE, OTKOJIKOTO PEaHO
npurexxaBa. T He € jKeJaHata OT YIpPaBJICHUETO MaHales 3a
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npobieMuTe B OpraHM3alMaTa HM HE O0O0sSCHSABA  H3IUIO
OpPraHM3alMOHHMSA ycreX U edeKTuBHOCT. OpraHu3alMoOHHATA
KyJITypa HE BUHATH € 4acT OT PEHICHUETO Ha MPOOJIEMHUTE, HO ChC
CUTYPHOCT € BUHAT'H YacT OT Mpo0iieMa, Thil KaTo pH HeeeKTUBHA
OpraHu3aliOHHa KYyJITypa BCHYKH HpPOOJEMH B OpraHHM3alusATa
npua0OMBaT MO-TOJIEMHU pa3MepH.

ToBa ompenenst 1 HACOKUTE Ha MOJAbP)KAHE W MPOMSIHA Ha
opraHM3anyoHHaTa KynTtypa. Ennara e, ue TpsOBa 1a ce mocTurHe
I'bBKaBOCT B OTYHMTaHE Ha (aKTOpPHUTE HA cpelara, Karo TYK OT
CBIIIECTBEHO 3HAUCHHE ca NIPOLIECUTE HAa CTPATETUUECKO MJIaHUPaHEe
U ynpasienue. Jlpyrara paskpiuBa HEOOXOAUMOCTTA J1a C€ Ch3/1a/1aT
BBTPEIIHU NPEANOCTaBKH 32 €(EKTUBHOCT, KaTO TOBA CE€ TMOCTHTa
4ype3 TeXHUKUTE W ACHHOCTHUTE 10 M3TPaKIaHe Ha EeKHUIU. Te3u
HAaCOKHM CBHBIAJAT C OCHOBHHUTE MPHHIWNU U TPUOPUTETH HA
OpraHM3alMOHHOTO Pa3BUTHE, KOETO OILE BEIHBXK J0Ka3Ba, 4e TO €
Hail-moOpaTta W MPWIOKUMA TEXHOJOTHS 32 OpraHM3alMOHHA
IpOMsIHA, KOATO OM MMaja Bb3/IeHCTBHE BbPXY OpraHM3allMOHHATa

KYJTypa.
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IIpuHocu

1) W3BbpiieH € 0OCTOeH TEOpeTHYEeH aHalu3 Ha
MOAXOAUTE W  OCHOBHMTE  KOHIEMIMH 32  KOHCTPYKTa
,»,OpTaHMU3aIMOHHA KYJITypa‘“, KaTo ca O4epTaHU HErOBUTE OCHOBHU
rnapamMeTpH U XapaKTepUCTUKH.

2) YcraHoBeHU ca JOMUHUPALIUTE IEHHOCTH U THIA
OpraHM3alliOHHA KYJITypa Ha HW3CIEABAHUTE OpraHu3aluud OT
naszapeH U lepapxuyieH THUI.

3) Ananu3upanu ca (QyHKUUATE U edeKkTure Ha
OpraHu3alliOHHAaTa KyITypa Ha HWHIMBHIAYaTHOTO  HHUBO Ha
BB3/ICHCTBHE BHPXY CIIY)KUTETIUTE MPH JIBaTa TUIIA OPraHU3aI[HH.

4) KoHncratupanu ca BaKHM aclEKTH HA BJIMSHHUE Ha
opranuzanoHHara KyaTypa Ha EBb - opranu3zanus ot na3apeH Tuii,
BBPXY KOH(JIUKTUTE, MOTHBAIUATA W 3HAYMMH HArJaCl KbM
paboTara — MPUBBP3AHOCT C KOMIIOHEHTH - JIMYHA BaKHOCT 3a
ycmexa Ha OpraHu3anusaTa, EMOLMOHAJHA ChIPUYACTHOCT,
€MOIIMOHAIHA U OpTraHWYHA ISJI0CT HAa WHAMBHUAA ChC CHCTEMATa;
uaeHTU(UKAIUS ¢ OpraHu3alnusTa;  TMO3UTHUBEH  OOMEH;
BCEOTIAHHOCT, KAaKTO W OTUYKIEHHEeTo OT paboTara, Kato €
M3MOJI3BaH MOJIX0/1a Ha CPABHEHUE C OpraHU3alluu OT HepapXuyueH
THUII, KAKBOTO M3CJIEJIBAHE HE € U3BBPIIBAHO JI0 MOMEHTA.

5) IIpoyuenn ca B3aUMOBPB3KUTE  MEXKIY
KOH(IUKTUTE, TBJITOCPOYHATA MOTHBALIUSA, MPUBHP3AHOCTTA BHB
BCHUUKUTE W KOMIIOHEHTH M OTUYYXXJICHHMETO OT paborarta B
W3CIIEIBAHUTE OPraHU3alMK OT NAa3apeH U WepapXUyeH THUIL, KAaKTO
Y Ca U3BEJEHU 3HAUMMHU MPEIUKTOPH (IBJITOCPOUYHATA MOTHBAITHS,
OTYYXACHHETO OT paboTrata W KOH(MIMKTHUTE OTHOIICHHUS),
BITUSICIIIU BHPXY MPUBHP3AHOCTTA KbM H3CIEABAHUTE OpTraHU3AIII
OT Ma3apeH U WepapXuueH THIL.
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Introduction

Without work, all life goes rotten.
But when work is soulless, life stifles
and dies.

Albert Camus (1913-1960)

The modern globalized world is extremely dynamic and
uncertain. In it, the past is less relevant than the future. In the
conditions of constant changes in all areas and global hyper-
competition, successful management of organizations is fraught
with challenges and is becoming increasingly difficult, while
managing people within organizations is becoming more complex.
The workers today are becoming less attached to organizations, and
the changing nature of the relationship between workers requires a
new approach to their management.

The workforce is becoming more demanding, which poses
tremendous challenges for leaders. Different people have different
needs, values, emotions, knowledge, and this necessitates diverse
management systems. In this context, it is important to add that in
the modern world, jobs are already changing multiple times
throughout a person’s life, leaving the security of a job in the past.
In the new conditions, organizations expect employees to be more
knowledgeable, more capable, more flexible, more responsible, and
more dedicated to their work. At the same time, employers do not
offer guarantees and security, and opportunities for career
development are limited. In this sense, it is necessary to find a way
to work in these new conditions by using practices that can lead to
increased work efficiency and successfully addressing the
challenges of the environment.

In the context of the globalizing economy of our age, the
effectiveness of organizations is a function of the ability to adapt the
organizational environment to the characteristics of the workforce
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(cultural differences, values, needs, personality traits, etc.).
Recognizing the diversity of values helps to understand the
differences among colleagues in the organization and can be used to
achieve mutual benefits. At this stage of development, the
composition of the workforce is much more diverse than it was a
quarter of a century ago. All actors in the labor market — men and
women, representatives of different races, people of different ages,
working parents, working couples—must recognize the existing
cultural similarities and differences. Each employee and modern
manager can use this information to benefit the organization’s
efficiency (Stinson, 1995), but this cannot happen if the leader does
not realize the influence of the organizational culture itself on the
characteristics and behavior of employees.

Active management of cultural diversity allows the
organization to achieve competitive advantages — increased quality
of the workforce, accelerate response to external changes, and
improved both individual and group indicators of labor productivity
(Newstrom, Davis, 1997). In this historical context of intercultural
dialogue in national organizations, classic problems of human
resource management, such as: social-psychological climate in
organizations, motivation to work, group compatibility in work,
management and development of interpersonal relationships,
systems of power and leadership, acquire a systemic nature. The
theoretical construct "organizational culture" is established not only
as a trendy concept but as a structuring factor for managing the
conflicting processes of continuity, stability of organizations, and
the necessity for their higher plasticity and adaptability to the
changing economic, political, and sociocultural context of the
external environment.

We accept that '"organizational culture" is a
multidimensional construct that can be operationalized and verified
through the study of conflicts, motivation, attachment, and
alienation among employees. In this context, K. Cameron and R.
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Quinn (Cameron & Quinn, 1999) are the scholars who propose a
model that identifies four types of cultures in organizations: 1) clan,
2) adhocracy, 3) market, 4) hierarchy. With the determination of the
type and the dominant values in the organizational culture of the
studied organizations and the analysis of the functions of
organizational culture in this dissertation, we will investigate the
organizational culture at the individual level through its impact on
employees in market-based and hierarchical organizations and how
the values and norms of organizational culture manifest in
individual behavior through significant attitudes such as attachment,
alienation, and motivation, as well as conflicts as group processes
within organizations. The ability to optimize stress levels, to build
positive and effective relationships among employees, to foster
attachment, and to create a culture of behavior is a challenge. Values
can be found deeply within the person, while corporate social
responsibility is the responsibility of organizations for their impact
on society. In the context of what has been said thus far, one part of
organizational culture is the way people interact with each other,
define their belonging to the work group, and integrate into it
according to the norms and values, which finds expression in
individual behavior through experiences, self-assessment, and the
sense of self-efficacy. This communication is not limited to specific
events. A key role in the dissemination of rules of behavior, values,
and beliefs within the collective is played by the leader, as well as
prominent managers in the group, who spread their beliefs among
the collective. Over time, beliefs become a given, thus transforming
from individual characteristics into collective practices. In this way,
culture is built as a set of collective unconscious beliefs and
behaviors that in turn influence employees. It can be said that culture
is built by the employer and the enthusiasm of the staft, and
managing organizational culture is fundamental to managing the
performance of tasks by workers, and through this management,
culture and personnel can become strategic capital and a leading
competitive advantage for any organization. Strong functional
cultures help motivate workers, but the question remains whether
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the differences in the culture of market and hierarchical
organizations lead to differences in the long-term motivation of
individual behavior, in workplace conflicts, as well as in levels of
attachment and alienation among employees.

In this context, the purpose of the present work is to
investigate motivation, attachment, and alienation among
employees working in market and hierarchical organizations. It will
also explore the impact of conflictual relationships within
organizations, attachment and alienation on motivation among the
individuals studied. Another important aspect is the analysis of the
interrelationships between these constructs.

The first chapter presents a theoretical analysis of the
constructs of organizational culture, communication and conflict in
organizations, motivation, commitment, and work alienation. This
chapter examines the issue from several aspects, sequentially but
also in relation to, it presents definitions of the studied constructs,
as well as leading approaches regarding the classifications of types
of organizational culture and types of conflicts; an analysis of the
corporate culture of "El Bi Bulgaricum™ EAD (EBB) is also
included.

The second chapter presents the design of the research.
This part of the dissertation includes: the purpose, tasks, subject,
object of the research, hypotheses, and the research methodology.

The third chapter presents the analysis of the results
obtained, including some summaries, conclusions, findings, as well
as limitations of the conducted research.



CHAPTER 1. THEORETICAL FRAMEWORK OF THE
PROBLEM

The first chapter examines types of organizational culture,
its characteristics and functions, as well as organizational
communication, including barriers to communication and group
processes in labor organizations, including conflicts. The chapter
also includes a theoretical overview of leading theories of
motivation and the functions of motivation in organizational culture.
Attention is given to the construct of the psychological contract
between individuals and organizations, as well as attachment to the
organization and alienation from work in the context of
occupational stress. The chapter concludes with an analysis of the
corporate culture of EBB.
1.1. The construct of "organizational culture': essence and
levels. Types of cultures in the organization

The construct "organizational culture" was established in
1982 by T. Deal and A. Kennedy and T. Peters and R. Waterman
(Peters, Waterman, 1988), and is viewed as a set of assumptions,
values, beliefs, and norms shared by all members that develop over
time, as well as a significant factor determining individual and
group behavior within the organization. Leading approaches to the
typologization of organizational cultures are presented, including
those by scholars such as T. Deal and A. Kennedy, C. Handy, W.
Schneider, K. Cameron, and R. Quinn.
1.2. Organizational Communication — A Means of Transmitting
Corporate Culture

Through the communication process, corporate culture is
transmitted and adopted, but informal communication has the
greatest contribution, as it is through it that individuals understand
what is valued and what is not, what should be done and what should
not, what is expected from employees, and how they should behave
in different situations in relation to clients, their colleagues, and
supervisors. Effective communication creates a trustful climate,
providing opportunities for new employees to adapt by conveying
established norms, values, and principles of behavior in an

7



understandable, accessible form; in this sense, communication binds
and supports people in work groups. Group dynamics, or the
processes through which groups function, are crucial for
understanding how labor organizations operate, as they are
composed of smaller work groups. Work groups consist of various
members who play different roles, but regardless of their role—must
adhere to certain group rules, i.e., norms that depend on the type of
organizational culture.

Group communication in the organization is considered a
process of information transfer, but also involves components:
conformity, cohesion, cooperation, competition, and conflict.

1.3. Organizational Socialization: Learning Group Roles and
Norms within the Organization

Organizational socialization is the process through which
new employees integrate into work groups, adopting the norms and
values of the organizational culture. Organizational socialization is
regarded as encompassing three main processes: development of
specific work skills and abilities; acquisition of a set of appropriate
role behaviors; adjustment to the norms and values of the group
(Feldman, 1981, Schein, 1968).

1.4. Conflict

In the dissertation, the term conflict is used to describe the
competitiveness of individual workers or labor groups that emerges.
The key element in the definition of conflict is that the conflicting
parties have incompatible goals (Tjosvold, 1998). However, conflict
is viewed as a natural process in labor organizations and can have
both negative, destructive consequences, as well as positive
outcomes for work groups and organizations (Rahim, 1985, 1986;
Wall & Callister, 1995).

1.5. Motivation. Essence and Functions of Motivation in
Organizational Culture

Motivation is seen as the activation of goal-oriented
behavior. The basis of the motivation process consists of one or
more motives. A motive is that ideal or material object, the
achievement of which defines the meaning of human activity.
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Motivation can be defined as a process that depends on internal and
external factors (Herzberg et al., 1957). Among the main theories of
motivation discussed in the dissertation are instrumental, content,
and process theories.
1.6. Organizational Commitment. Identification with the
Organization

Commitment reveals the degree of strength with which an
employee connects with the organization for which they work, and
the extent to which they feel involved in organization's activities
and policies, expressed in their desire to achieve organizational
goals. There are two commonly used definitions when it comes to
defining organizational commitment. One is by Mowday, Steers,
and Porter (Mowday, Steers & Porter, 1979, p. 26), formulated as
“...the strength of personal identification with the organization and
involvement in it,” while the other is proposed by Allen and Meyer
(Allen, Meyer, 1990, p. 1), who define it as “emotional attachment
to the organization, identification with it, and involvement in it.”
1.7. Employee Engagement (Positive Exchange and
Commitment). Employee Voice Concept (Personal Importance).
Organizational Citizenship Behavior

Smythe (Smythe, 2007, p. 179) defines employee
engagement as the modern development and interpretation of
motivation theory and communication created in the field of social
psychology. Commitment to the organization encompasses
everything that inspires employees to “give their best.”
1.8. Burnout and Alienation from Work

Burnout is viewed as a syndrome resulting from work-
related stress in professions connected with working with people
(Radoslavova and Velichkov, 2005). The burnout syndrome is ,,a
multidimensional construct, a set of negative psychological
experiences” (Vodopyanova, Starchenkova, 2008, p. 27).
Characteristic manifestations of burnout include ,,depression,
pessimism, passivity, reduced work capacity, feelings of
helplessness, and alienation from work®“ (Radoslavova and
Velichkov, 2005, p. 141), generally encompassing the following
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components: (Maslach & Jackson, 1984; Lalova, Boninska,
Kovatcheva et al.,, 2012, pp. 33-35) ,.emotional exhaustion,
depersonalization, and a decline in achievements®.

On the other hand, alienation from work includes two
essential aspects that are subjectively experienced as a whole: 1)
alienation from tasks, 2) alienation from the organization
(Radoslavova and Velichkov, 2005).

1.10. Corporate Culture of EBB

This section includes outlining the leading characteristics of
the corporate culture of EBB as an amalgama of current and
imported (from the early 1970s) culture, preserving the positive
practices from this culture. It is observed that the company has a
market-oriented corporate culture, with an emphasis on innovations
in research and development that are applied in the production
process, as well as a continuous improvement of staff qualifications.
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CHAPTER TWO. RESEARCH DESIGN

This chapter of the dissertation presents: the purpose, tasks,
subject, object of the research, hypotheses, and methodology of the
research.
2.1. Purpose, tasks, subject, object of the research, hypotheses,
methodology

Goal: To investigate the interrelations, conflicts, motivation,
attachment, and alienation among employees working in market and
hierarchical type organizations, (according to the competing values
framework OCALI). Also to compare the impacts of the two types of
organizational culture on employees.

To achieve this outlined goal, the following main
organizational tasks are set:

Task 1: To select relevant methods for the study of
motivation, communication, group effectiveness, and in particular
conflicts in the organization, organizational commitment,
respectively alienation from the organization among some of the
employees;

Task 2: Determining the sample and conducting the research.

and the following research tasks:

Task 3: To establish the dominant type of organizational
culture in the studied organizations according to the competing
values model OCAI, including their effects on the interviewed
individuals (employees).

Task 4: To determine the level of motivation of employees,
as well as to investigate the levels of conflictual relationships within
the organization, attachment to the organization, and alienation from
work among employees.

Task 5: To explore the interrelationships between conflictual
relationships within the organization, motivation, attachment to the
organization, and alienation from work among employees.

Task 6. To investigate the influence of organizational culture
on conflictual relationships within the organization, motivation,
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attachment to the organization, and alienation from work among
employees.

Task 7: To study gender differences in conflictual
relationships within the organization, motivation, attachment to the
organization, and alienation from work among employees.

Task 8: To investigate the differences in conflictual
relationships within the organization, motivation, attachment to the
organization, and alienation from work according to the work
experience of employees.

Task 9: To examine the impact of long-term motivation,
attachment to the organization, and alienation from work on
conflictual relationships among the employees.

Task 10: To investigate the influence of long-term
motivation, alienation from work, and conflictual relationships on
attachment to the organization among the employees.

Task 11: To examine the influence of long-term motivation,
attachment, and conflictual relationships on alienation from work
among the employees.

Subject of the research

The subject of study is conflicts, motivation, attachment, and
alienation in organizations of market and hierarchical types.
Studied individuals

Studied individuals are 102 adults (aged between 18 and 68,
average age — 35), working individuals randomly selected from the
chosen organizations during the period of 2023-2024. Among the
studied individuals, the proportion of women predominates (52%),
while the proportion of men constitutes 48%.

For the dissertation, research was conducted in two target
groups, divided according to the differences in perceptions of
organizational culture based on the method applied in the
dissertation - a non-standardized structured interview:

1) in market-type organizations - the state company "EI
Bi Bulgaricum" EAD (53.9%),

2) in hierarchical-type organizations - National STEM
Center, Ministry of Education; Bulgarian Academy of Sciences;
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Directorate "Protection of Judicial Authority", Ministry of Justice
(46.1%).
Hypotheses

Based on the theoretical overview of organizational culture
in market and hierarchical type organizations (according to the
competing values model OCAI) and the effects of culture types on
employees, as well as based on additional personal observations by
the author made during their long-term work at the company over
the past 20 years, the following hypotheses have been derived:

Hypothesis 1: It is assumed that there are gender differences
in: the perception of conflictual relationships in the organization,
motivation, attachment to the organization, and alienation from
work among the individuals studied.

Hypothesis 2: It is assumed that there are differences
according to work experience in: the perception of conflictual
relationships in the organization, motivation, attachment to the
organization, and alienation from work among the studied
individuals.

Hypothesis 3: It is assumed that organizational culture
determines differences in: conflictual relationships in the
organization, motivation, attachment to the organization, and
alienation from work among the studied individuals from the
examined commercial company (market type) compared to
individuals from the other examined organizations from state
administration (hierarchical type) according to the competing values
model OCAL

Hypothesis 4: It is assumed that there is a negative
correlation between long-term motivation in individual behavior
and conflictual relationships in the organization among the studied
individuals.

Hypothesis 5: It is assumed that there is a positive
correlation between long-term motivation in individual behavior
and attachment to the organization and alienation from work among
the studied individuals.
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Hypothesis 6: It is assumed that there is a negative
correlation between conflictual relationships in the organization and
attachment to the organization and a positive correlation between
conflictual relationships in the organization and alienation from
work among the studied individuals.

Hypothesis 7: It is assumed that there is a negative
correlation between attachment to the organization and alienation
from work among the studied individuals.

Hypothesis 8: It is assumed that there is an influence of
long-term motivation, alienation from work, and conflictual
relationships on attachment to the organization among the studied
individuals.

Methodology:

1) Structured interview to study the construct
"organizational culture", with two main goals: (1) to serve as a tool
for selecting organizations (from market and hierarchical type) for
the two groups of studied individuals (2) to provide additional
information about the employees' perceptions regarding the type of
culture; the shared values in the organization; the way culture
influences at the individual and organizational level to achieve
effectiveness, leadership style;

2) Method for measuring (assessment) employee
motivation in the context of long-term motivation of individual
behavior (Radoslavova and Velichkov, 2005, pp. 151-156);

3) Method for measuring employee attachment to the
organization (Radoslavova and Velichkov, 2005, pp. 103-114);

4) Method for assessing alienation from work
(Radoslavova and Velichkov, 2005, pp. 141-147).

Statistical methods for processing data from the own study:

- descriptive statistics, frequency analysis;

- analysis of internal consistency (Cronbach's Alpha);

- t-test;

- correlation analysis;

- linear regression analysis.
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CHAPTER THREE. ANALYSIS AND INTERPRETATION OF
THE RESULTS

This chapter presents the significant results from the
analyses conducted, including summaries, conclusions, findings,
and limitations of the study.
3.1. Gender Differences

The analysis conducted shows that statistically significant
gender differences in the levels of work alienation are established
among the respondents (t(100)=2.403; p=0.018). More specifically,
higher levels of work alienation are found among the male
participants (M=15.10; SD=10.493) compared to the female
participants (M=10.57; SD=8.538) (Cohen's d = 0.474 — the effect
size is small).
3.2. Differences According to Work Experience of the
Respondents

The analysis conducted shows that statistically significant
differences in the perception of the respondents regarding
conflictual relationships in the process of performing daily tasks in
the organization, according to work experience, are established
(t(100)=2.632; p=0.010, Cohen's d = 0.528 — the effect size is
medium). The perception of conflictual relationships is more
pronounced among respondents with work experience between 8
and 45 years (M=48.72; SD=9.903) compared to the respondents
with less work experience - 1-7 years (M=42.64; SD=12.942).

Statistically significant differences in the level of
identification according to the work experience of the respondents
are also established (t(100)=2.061; p=0.042). The results show that
the feeling of similarity and integration with the organization is
more pronounced among respondents with work experience
between 8 and 45 years (M=2.75; SD=0.725) compared to the
respondents with less work experience - 1-7 years (M=2.44;
SD=0.798) (Cohen's d = 0.407 — the effect size is small).

The results also indicate that statistically significant
differences in the level of positive exchange according to the work
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experience of the respondents are established (t(100)=3.029;
p=0.003) (Cohen's d = 0.606 — the effect size is medium). The
results show that mutual exchange (the perception of mutuality in
giving and receiving between the individual and the system, and the
desire to maintain this mutual exchange) is more pronounced among
respondents with work experience between 8 and 45 years (M=3.05;
SD=0.712) compared to the respondents with less work experience
- 1-7 years (M=2.57; SD=0.864).

The results also show that statistically significant differences
in the level of dedication according to the work experience of the
respondents are established (t(100)=2.118; p=0.037) (Cohen's d =
0.425 — the effect size is small). Dedication (the willingness of
employees to perform actions exceeding their usual work
obligations in the interest of the organization) is more pronounced
among respondents with work experience between 8 and 45 years
(M=2.90; SD=0.658) compared to the respondents with less work
experience - 1-7 years (M=2.60; SD=0.751).

Statistically significant differences in the level of overall
attachment to the organization (as a complex work attitude)
according to the work experience of the respondents are also
established (t(100)=2.543; p=0.013) (Cohen's d = 0.511 — the effect
size 1s medium). The results show that overall attachment is more
pronounced among respondents with work experience between 8
and 45 years (M=3.05; SD=0.625) compared to the respondents
with less work experience - 1-7 years (M=2.72; SD=0.667).

3.3. Differences According to the Organization of the
Respondents

The conducted analysis of differences shows that
statistically significant differences (t(100)=2.209; p=0.029) in the
perception of the respondents regarding conflictual relationships in
the process of performing daily tasks in the organization are
established, depending on whether they work in EBB or in another
organization (National STEM Center, BAS, GD "Protection of the
Judiciary"). However, both groups of respondents exhibit a
pronounced perception of a conflict-prone environment, according
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to the norms derived from Radoslavova and Velichkov
(Radoslavova, M. and Velichkov, A., 2005), with significantly more
pronounced perception of conflictual relationships among
respondents working in EBB (M=47.82; SD=11.706) compared to
the examined employees engaged in other organizations (National
STEM Center, BAS, GD "Judicial Authority Protection")
(M=42,66;, SD=11,814). Cohen's d = 0,439 — with a small effect
size.

The results obtained also show that statistically significant
differences in overall attachment to the organization are established
(t(100)=3,695; p<0,001), as well as in its components: personal
importance (t(100)=2,309; p=0,023), emotional involvement
(t(100)=6,611; p<0,001), identification (t(100)=4,019; p<0,001),
positive  exchange (t(100)=2,461; p=0,016), commitment
(t(100)=2,858; p=0,005), depending on whether they work at EBB
or at another organization (National STEM Center, BAS, GD
"Judicial Authority Protection"). Specifically, the overall
attachment is more pronounced (Cohen's d = 0,734 — the effect size
is medium), as well as all its components for the examined
individuals working at EBB, compared to those working in another
organization (National STEM Center, BAS, GD "Judicial Authority
Protection"). That is, among those working at EBB, compared to
those working in other organizations, the following is established: a
significantly more pronounced feeling among employees that their
behavior significantly influences the functioning and results of the
system (Cohen's d = 0,471 — the effect size is small); a significantly
more pronounced absorption of attention of the examined
individuals with their personal contribution to achieving
organizational goals and emotional sensitivity to its condition, as
well as increased interest and more intense experiences of
individuals regarding the reputation of the organization (Cohen's d
= 0,715 — the effect size is medium); a significantly more
pronounced feeling of similarity and merging with the organization
(Cohen's d = 0,804 — the effect size is large). In this context,
according to Ilieva, a strong culture conveys and expresses the
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meaning and sense of identity of the organization's members and
facilitates the formation of attachment to something greater than
oneself (Ilieva, 2006); a significantly more pronounced perception
of mutual giving and receiving between employees and the
organization and a desire to maintain this mutual exchange (Cohen's
d = 0,479 — the effect size is small); a significantly more pronounced
willingness of the examined individuals to perform actions for the
benefit of the organization that go beyond their job functions
(Cohen's d = 0,556 — the effect size is medium).

3.4. Analysis of Dependencies

The conducted analysis shows that a statistically significant
weak negative correlation is established (r(100)= -0,284; p= 0,004)
between long-term motivation of individual behavior and conflict
relations in the organization among the examined individuals. A
statistically significant positive weak correlation is also established
(r(100)= 0,201; p= 0,043) between long-term motivation of
individual behavior and identification among the examined
individuals. The correlation between long-term motivation of
individual behavior and work alienation among the examined
individuals is statistically significant and moderate (r(100)=-0,310;
p=0,002).

A statistically significant positive weak correlation is
established (r(100)= 0,278; p= 0,005) between conflict relations in
the organization and personal importance among the examined
individuals. A statistically significant positive moderate correlation
is also established (r(100)= 0,300; p= 0,002) between conflict
relations in the organization and work alienation among the
examined individuals. Meanwhile, the correlation between work
alienation and: overall attachment to the organization (r(100)= -
0,449; p< 0,001); personal importance (r(100)= -0,277; p= 0,005);
emotional involvement (r(100)= -0,509; p< 0,001); identification
(r(100)= -0,344; p< 0,001); positive exchange (r(100)=-0,303; p=
0,002) and commitment (r(100)= -0,474; p< 0,001) is negative,
ranging from weak to moderate and statistically significant.
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3.5. Analysis of Influence
3.5.1. Influence of long-term motivation, attachment to the
organization, and work alienation on conflict relations

The results obtained from the analysis show that there is a
statistically significant influence (F(3,98)=12,272; p<0,001) on the
part of the long-term motivation for individual behavior, personal
importance, and work alienation among the studied individuals on
conflictual relationships in the organization where they work. The
obtained result also indicates that 25% (R2=0,251) of the variance
of the dependent variable (the raw score of the studied individuals
on conflictual relationships in the organization) can be predicted
from the independent variables (the long-term motivation for
individual behavior (= -0,215; p= 0,020), personal importance (=
0,393; p< 0,001), and work alienation (f= 0,342; p< 0,001)). The
effect size is large (R=0,523) according to Cohen (Cohen, 1988).
3.5.2. Influence of long-term motivation, work alienation, and
conflictual relationships on organizational commitment

The results of the conducted analysis show that there is a
statistically significant influence (F(2, 99)=13,990; p<0,001) from
the conflictual relationships in the organization and work alienation
among the studied individuals on personal importance (the
perception of the studied individuals that their behavior
significantly influences the functioning and results of the system).
The obtained result also indicates that 21% (R2=0,205) of the
variance of the dependent variable (the raw score of the studied
individuals on personal importance) can be predicted from the
independent variables (conflictual relationships in the organization
(B= 0,397; p< 0,001) and work alienation (= -0,396; p< 0,001)).
The effect size is medium (R=0,469).

Similarly, there is a statistically significant influence (F(2,
99)=21,963; p<0,001) from the conflictual relationships in the
organization and work alienation among the studied individuals on
emotional empathy. The obtained result also indicates that 29%
(R2=0,293) of the variance of the dependent variable (the raw score
of the individuals studied on emotional empathy) can be predicted
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from the independent variables (conflictual relationships in the
organization (= 0,230; p= 0,010) and work alienation (= -0,578;
p<0,001)). The effect size is large (R=0,554).

There is also a statistically significant influence (F(2,
99)=9,039; p<0,001) from the conflictual relationships in the
organization and work alienation among the studied individuals on
identification as a component of organizational commitment. The
obtained result also indicates that 14% (R2=0,137) of the variance
of the dependent variable (the raw score of the studied individuals
on identification) can be predicted from the independent variables
(conflictual relationships in the organization (= 0,200; p= 0,042)
and work alienation (B= -0,404; p< 0,001)). The effect size is
medium (R=0,393).

The analysis also establishes that there is a statistically
significant (F(2, 99)=8,265; p<0,001) influence from the long-term
motivation for individual behavior and work alienation among the
studied individuals on positive exchange as a component of
organizational commitment. The obtained result also indicates that
13% (R2=0,126) of the variance of the dependent variable (the raw
score of the studied individuals on positive exchange) can be
predicted from the independent variables (the long-term motivation
for individual behavior (f= -0,238; p= 0,017) and work alienation
(B= -0,377; p< 0,001)). The effect size is medium (R=0,378)
according to Cohen (Cohen, 1988).

The results also show a statistically significant (F(1,
100)=28,910; p<0,001) influence from work alienation among the
studied individuals on devotion as a component of organizational
commitment. The obtained result also indicates that 22%
(R2=0,224) of the variance of the dependent variable (the raw score
of the individuals studied on devotion) can be predicted from the
independent variable (work alienation (f= -0,474; p< 0,001), with
the effect size being medium (R=0,474).

There is a statistically significant (F(2, 99)=17,056;
p<0,001) influence of conflictual relationships within the
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organization and alienation from work on the overall attachment of
the individuals studied to the organization. The obtained result
indicates that 24% (R2=0.241) of the variance of the dependent
variable (the overall score of the studied individuals on attachment
to the organization) can be predicted from the independent variables
(conflictual relationships in the organization (= 0.245; p= 0.008)
and alienation from work (B=-0.522; p< 0.001)). The effect size is
medium (R=0.506).

3.5.3. The impact of long-term motivation, attachment, and
conflictual relationships on alienation from work

The results obtained from the conducted regression analysis
show that there is a statistically significant influence (F(3,
98)=22.347; p<0.001) of long-term motivation of individual
behavior, conflictual relationships in the organization, and
emotional empathy among the studied individuals on their
alienation from work. The obtained result also indicates that 39%
(R2=0.388) of the variance of the dependent variable (the raw score
of the studied individuals on alienation from work) can be predicted
from the independent variables (long-term motivation of individual
behavior (f= -0.206; p= 0.013), conflictual relationships in the
organization (f= 0.270; p= 0.001) and emotional empathy (B= -
0.513; p< 0.001)). The effect size is large (R=0.637).

Discussion

The human factor is the most important resource of any
organization, which is why this study aims to examine the
interconnections, conflicting relationships, motivation, attachment,
and alienation among employees working in organizations of
market and hierarchical types (according to the competing values
model OCALI). It also seeks to compare the impacts of the two types
of organizational culture on employees.

In this context, this paper proposes eight hypotheses. The
assumption in Hypothesis 1, that there are gender differences in: the
perception of conflict relations in the organization, motivation,
organizational commitment, and job alienation among the surveyed
individuals, is partially confirmed.
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The conducted analysis shows higher levels of job alienation
among male employees compared to the surveyed women.
However, both mean values indicate an absence of job alienation in
both groups of individuals. The result is not surprising, given that
the surveyed individuals work in organizations related to activities
where emotional empathy towards others is not required as part of
their job functions. A possible explanation for the obtained results is
that increased alienation might be viewed as a disrupted
psychological contract, a mismatch or discrepancy between the
individual and the organization, where the individual's expectations
for influence, power, and prestige are not met, leading to a natural
and stronger reaction of frustration, dissatisfaction, and alienation
from work.

However, the analysis does not reveal significant gender
differences in organizational commitment, in levels of long-term
motivation of individual behavior, nor in the perception of conflict
relations in the process of performing daily tasks in the organization
among the surveyed individuals.

Similarly, V. Naidenova (Naidenova, 2022) does not find
significant differences in motivation in a previous study of
employees (working in our country), except that she finds a more
pronounced desire for power, influence, and aspiration for prestige
among men compared to women. According to Ilieva, however, men
perceive that there is a favorable organizational climate in the
organization to a greater extent than women (Ilieva, 2006).
According to women, interpersonal communication, as well as team
interaction, are insufficiently present in the organizational climate.
With a prevailing composition of women in the organization,
according to Ilieva, it is more likely that the climate is hostile due to
the perception of competitiveness and the presence of informal
communications, such as rumors and gossip. As a result, groups may
form, and the level of intrigues may increase, as well as the
emergence of power struggles (Ilieva, 2006). However, according to
Ilieva, gender does not condition significant differences in the
perception of types of organizational culture (Ilieva, 2006).
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In a previous study, significant gender differences in
organizational commitment are established (Piperkov, 2020), and
specifically, according to it, women are more likely to form
instrumental and affective commitment, while men are more likely
to be loyal and to remain in their jobs because they feel it should be
so. According to this study, women are more inclined to identify
with the organization, and they are also to a greater extent
emotionally connected to it.

The assumption in Hypothesis 2, that there are differences
based on work experience in: the perception of conflict relations in
the organization, motivation, organizational commitment, and job
alienation among the surveyed individuals, is partially confirmed.

Significant differences are found in the perception of the
surveyed individuals regarding conflict relations in the process of
performing daily tasks in the organization according to work
experience, as both groups of individuals exhibit a pronounced
perception of a conflict-prone environment. The perception of
conflictual relations is more pronounced among the studied
individuals with more work experience (between 8 and 45 years)
compared to the studied employees with less work experience (1-7
years). The established differences can be explained by the
adherence to and imposition of the values of organizational culture
and the desire among individuals with more experience (work
experience) to ensure continuity. Conflictual relations in the
organization can be fueled by a small number of employees who
have established authority and tenure in the organization, while the
resistance from newcomers, without experience, in their desire to
change the organizational culture leads to conflicts.

In a previous study (Ilieva, 2006), employees with 11-15
years of experience strongly value aspects of the supportive climate
in the organization, which Ilieva explains by the presence of prior
experiences, based on which employees make comparisons and
evaluate the extent to which the organization supports and
encourages constructive criticism, creating conditions for teamwork
and involvement in decision-making. Employees with more
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experience are in a career development stage where positive
feedback, respect, and recognition from colleagues and
management are extremely important. As a result of the
accumulated experience in the organization, employees are fully
aware of relationships and build their own network of social support
in the organization. Their realistic assessment, based on experience,
contrasts with the enthusiasm of newcomers (Ilieva, 2006).
Newcomers, on the other hand, have expectations for a harmonious
and supportive organizational environment and lack knowledge of
the system of informal relationships.

To some extent, the result that both groups of individuals
exhibit a pronounced perception of a conflict-prone environment
can be explained by the cultural peculiarities of Bulgarians
(Yankulov, 2012). This result is also consistent with the intercultural
tradition in researching organizational culture (Hofstede, 2001;
Trompenaars, Hampden-Turner, 2004), according to which the main
orientation in organizational values reflects and follows national
values that have been formed over an extended period and are both
historically and situationally determined.

As mentioned in the theoretical analysis of this work, all
subjects in the labor market should be aware of existing cultural
similarities and differences to utilize this information for the benefit
of the organization. Similarly, contemporary managers can use this
information to enhance the effectiveness of the organization
(Stinson, 1995, Prodanova, 2019). However, when there are
conflicts in the organization, group cohesion forms within separate
groups, and loyalty to group interests hinders identification with the
organization. The existing culture in the organization determines the
process of managing the boundaries and differences between
groups, as well as the processes within the group through the
dominant values and norms, fulfilling an integrative function as it
connects individuals and creates a sense of belonging to something
greater than oneself (Ilieva, 2006).

The results show significant differences in attachment based
on the work experience of the individuals studied. Among
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individuals with more work experience in the organization (8-45
years), significantly higher levels of: a sense of similarity and fusion
with the organization (of identification); mutual exchange
(perception of reciprocity in giving and receiving between the
individual and the system and a desire to maintain this mutual
exchange); commitment (willingness to perform actions exceeding
usual work obligations for the benefit of the organization); general
attachment; are established compared to individuals with less work
experience in the organization (1-7 years).

Experience in the organization is decisive for forming
attachment because of the influence of organizational culture, as it
reflects the degree in which the typical values of the organization
are accepted and shared. The distribution of groups by experience
was carried out in accordance with the stages of the ongoing and
completed process of organizational socialization and adaptation,
during which the dominant values of the organization are
assimilated, as well as with a view to representativeness of both
samples.

In this context, as mentioned in the theoretical analysis,
previous research similarly establishes significant differences in
attachment among employees based on their length of service
(Piperkov, 2020). The results obtained from this study (Piperkov,
2020) indicate that newcomers develop a sense of belonging and
moral commitment but also evaluate the instrumental aspects of
their membership in the organization, while employees with over 20
years of service do not feel morally obliged to stay employed and
do not attribute high significance to benefits as a factor for
identification.

No significant differences are found in the long-term
motivation of individual behavior, nor in the levels of alienation
from work among the respondents according to their work
experience.

The assumption made in Hypothesis 3, that organizational
culture conditions differ in: conflict relationships within the
organization, motivation, attachment to the organization, and
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alienation from work among the respondents from the studied
commercial company (market-type culture) compared to
individuals from other studied organizations (hierarchical-type
culture), is partially confirmed.

The results of the conducted study show that significant
differences are established in the perception of the respondents
regarding conflict relationships in the process of performing daily
tasks in the organization, depending on whether they work in EBB
— an organization with a market-type culture or in another
organization with a hierarchical-type culture (National STEM
Center (Ministry of Education), BAS, GD "Judicial Authority
Protection" (Ministry of Justice)), although an expressed perception
of a conflictogenic environment is established in both groups. More
specifically, the perception of conflict relationships is more
pronounced among the respondents who work in EBB — an
organization with a market-type culture compared to the studied
employees engaged in other organizations with a hierarchical-type
culture (National STEM Center (Ministry of Education), BAS, GD
"Judicial Authority Protection" (Ministry of Justice)).

The obtained result can be explained by the higher
attachment to the organization among members of the market-type
organization EBB, especially since the analysis of
interdependencies in this study reveals that as the feeling of the
respondents increases that their behavior significantly influences the
functioning and results of the system, their perception of conflict
relationships in the process of performing their daily tasks also
increases.

In the context of the obtained results, organizational culture
plays a meaning-creating and integrating role. Group interaction and
effectiveness are conditioned by the dominant values and norms in
the organization, which create prerequisites for integrating and
consolidating work groups and transforming them into teams
(Ilieva, 2006). ,,A strong organizational culture improves
communication and reduces role ambiguity, which causes tension
among people and increases conflict”. (Ilieva, 2006, p. 71).
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According to Jonev, there is an established trend for the
dominant orientation towards conflicts and competition among
groups to shift towards seeking cooperation among them (Jonev,
1996). This defines the role of organizational culture in regulating
the relationships between different groups within a given
organization, as organizational effectiveness is impossible with
destructive intergroup relationships, although low levels of conflict
act as a stimulus for the organization.

Market-type organizational culture performs its integrating
function when its primary values include goals, achievements and
well-regulated interpersonal relationships. The orientation towards
a superordinate goal allows the group to stabilize not only within
the organization but also in the external environment, thereby
responding to the demands of its users and offering them a product
that satisfies them. Achieving common goals encourages
cooperation between groups, embedding work groups into the
organizational context and ensuring interaction and corporate
identity among them more than competitiveness. Even in the
presence of conflicts and competition for resources between groups,
the pursuit of achievements and results plays an integrating role. It
is this goal-oriented approach and clear criteria for performance that
characterize the market-type culture of EBB, which has a
constructive role in execution.

This research establishes significant differences in overall
attachment to the organization, as well as in all its examined
components, among individuals working in EBB — an organization
with a market-type culture, compared to employees engaged in other
organizations with a hierarchical type culture (National STEM
Center (Ministry of Education), Bulgarian Academy of Sciences,
General Directorate "Protection of the Judiciary" (Ministry of
Justice)). Higher levels of attachment are found in individuals
working in EBB — an organization with a market-type culture,
compared to employees engaged in other organizations with a
hierarchical type of culture (National STEM Center (Ministry of

27



Education), Bulgarian Academy of Sciences, General Directorate
"Protection of the Judiciary" (Ministry of Justice)).

In the context of the obtained results, according to Ilieva,
"one of the main functions of organizational culture is to form
attachment to the organization" (Ilieva, 2006, p. 218). Attachment
to the organization is formed during the socialization process. A
high degree of alignment between personal and organizational
values manifests in attachment to the organization and the
individual's decision to continue working, while a low degree of
alignment leads to a change in values or leaving the organization.
More specifically, Ilieva argues that values in the organization,
symbols, and customs within the organization determine the
emergence of a certain type of attachment to the organization.
Affective attachment is a consequence of the alignment between the
individual and the organization, while instrumental attachment is
primarily a function of the organization's policy and benefits system.
When the system is innovative, this also creates attachment and
loyalty. Embracing and sharing values oriented towards goals and
results in work increases inclusiveness (Ilieva, 2006).

Supporting culture does not play a role in forming
attachment to the organization, except for emotional belonging, on
which it negatively influences (Ilieva, 2006). However, the weaker
the group support and identification are, the more the individual
perceives the organization as an object of identification.

The motivating function of market-type organizational
culture is manifested in significant differences regarding personal
importance, positive exchange, and identification with the
organization as components of attachment.

As indicated in the theoretical part, personal importance is
an attitude formed through work involvement and specifically the
opportunity to participate in decision-making for the organization.
The personal importance that the individual perceives reveals the
extent to which work performance affects their self-esteem and
defines their sense of self-worth.
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Positive exchange reflects the intensity and duration of
efforts made, supported by Adams' equity theory. It accounts for the
value alignment between the individual and the organization, with
motivation resulting from the social exchange between the
individual and the organization, as well as from social comparison
among people.

Identification with the organization as a component of
attachment is viewed both as a process and as a product
simultaneously (Scott et al., 1998; Cheney & Tompkins, 1987;
Larson and Pepper, 2003). In fostering attachment to the
organization, identification with the organization places additional
emphasis on the qualities of the leader as a factor (Dimitrova, Y.,
2015). According to Cheney and Tompkins (1987), the process of
identification is primarily guided by language, and the product of
identification is expressed through language. The authors believe
that organizational identity is a result that is created and recreated
through the communication of shared interests among organization
members and in the process of socialization, where the individual
has adopted the organization's values as their own. In identifying
with the organization, the individual perceives organizational goals
as their own goals, and in this sense, identification is viewed as a
source of motivation.

Therefore, attachment is positively influenced when there
are goals — personal and organizational — and the possibility of
achieving them; that is, the orientation towards the external
environment is crucial, creating flexibility and adaptability, while
maintaining the internal stability of the organization, which is the
market-type culture of the EBB.

The analysis conducted shows that there are no significant
differences in the long-term motivation of individual behavior, nor
in the levels of alienation from work among the individuals studied
based on whether they work in EBB or in another organization
(National STEM Center (MoES), BAS, GD "Protection of Judicial
Power" (MP)).
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In the context of the obtained results (Ilieva, 2006),
according to Ilieva, the values and norms within the organization
define both the content and the process of labor motivation.
Organizational culture supports the motivation process, ensuring
individual and organizational performance. However, the obtained
results show no significant differences between the two groups
(individuals from EBB — a market-type organization and from other
hierarchical-type organizations), which can be explained by the fact
that this study examines the long-term motivation of individual
behavior, which is a broader term compared to labor motivation, and
seeks and accounts for the value correspondence between the
individual and the organization and the value orientation and
attitudes of the individual as a regulatory framework in relation to
changes in the labor environment.

The absence of differences regarding long-term motivation
of individual behavior in the two types of cultures is also determined
by the dominant values of stability and control in these
organizational cultures, regardless of the fact that in the market type,
they stem from the external environment with an orientation
towards goals, while in the hierarchical type, they stem from the
internal environment with an orientation towards rules.

In the context of the obtained results (the absence of
differences in alienation), Ilieva argues that if the organizational
culture and climate are oriented towards the socio-psychological
parameters of work and towards building favorable social
relationships, it creates conditions to limit the manifestations of
burnout (Ilieva, 2006). Thus, organizational culture performs its
protective and adaptive function.

In the context of the obtained results, ,,attachment to the
organization varies across different types of organizational culture
(Ilieva, 2006, p. 20). Ilieva argues that attachment to the
organization varies in public and private organizations under the
influence of organizational culture and climate. Non-adaptive
cultures are more bureaucratic and hierarchical, imposing control
through strict rules that reduce motivation, attachment, and
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satisfaction (Ilieva, 2006). And culture can influence the
effectiveness of the organization. A high degree of alignment
between personal and organizational values manifests in the
attachment to the organization. The process of changing individual
values consists of aligning them with the organizational values. This
process is quite complex, considering the stability and relative
resistance to external influences of the already established value
system of the individual. In this context, it is important to consider
the socio-psychological factors accompanying the individual's entry
and adaptation to the organization, as well as the fact that
organizations themselves are a factor, defining the changes in
beliefs and attitudes of the personality (Ilieva, 2006).

The assumption made in Hypothesis 4 that there is a
negative correlation between long-term motivation in individual
behavior with conflictual relationships in the organization among
the studied individuals is confirmed, as it is established that in the
studied individuals, with the increase in their perception of
conflictual relationships in the process of executing their daily tasks,
their long-term motivation decreases.

In the context of the results obtained, it can be said that
motivation is central to the study of any work behavior, as well as
in the present case, because it is considered that there is a direct link
to good job performance. It is accepted that a motivated worker is a
productive worker. At the same time, it is possible that this is not
always true, as many other factors can influence productivity
regardless of the effects of the worker's motivation. They form the
complex puzzle that contributes to our greater understanding of the
individual at the workplace. Motivation is important, but it is only
one of the determinants of work behavior.

The assumption made in Hypothesis 5 that there is a positive
correlation between long-term motivation in individual behavior
with attachment to the organization and alienation from work
among the studied individuals is confirmed. The analysis conducted
shows that with the increase in the feeling of similarity and fusion
with the organization among the studied individuals, their long-term
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motivation increases. Meanwhile, with the increase in alienation
from work among the studied individuals, their long-term
motivation decreases.

The result is not surprising, as alienation from work is the
last element in the disruption of the employee-workplace
connection. In this context, alienation from work is viewed as
related to motivation, culminating in abuse of position in the final
variant. The negative consequences affect the individual and
communication within the organization.

However, no significant correlation is found between long-
term motivation in individual behavior with general attachment to
the organization, as well as with its following components: personal
significance, emotional involvement, positive exchange, and
commitment.

In the context of the results obtained, it can be said that
attachment to the organization is viewed because of successfully
established internal communications for staff motivation.
Differences can be found between the concepts of identification
with organization and attachment. Kuhn and Nelson (2002) define
attachment as the words, thoughts, and actions through which the
employee adopts the goals and values of the organization, works
hard in the name of the organization, and maintains their
membership in it. According to Pratt (1998), attachment relates to
the satisfaction derived from belonging to the organization that the
employee experiences, while identification represents only the
cognitive perceptions of personal significance in the relationship
with the organization. Attachment to the organization is more
universal, as it can be transferred to other organizations that
maintain similar values, while identification with the organization
is a strictly individual process, as it is the personally perceived and
refracted organizational culture through the prism of one’s own
worldview (Ashfort & Mael, 1989).

By identifying with the organization, employees
demonstrate a much greater willingness to work for it (Scott et al.,
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1996), and it is the force that motivates them to work much more
dedicatedly to achieve the organization's goals (Bartels et al., 2010).

The identification function of organizational culture is much
more strongly expressed in work engagement, the components of
which are identification with work and engagement in work (Ilieva,
2006). Work engagement is determined by individual values related
to work and is therefore a more resilient attitude. The alignment
between personal and organizational values concerning goals,
achievements and results of implementation, are a necessary
condition to achieve engagement. With an organizational culture of
values related to goals and performance, such as the market type of
EBB, the results regarding identification and long-term motivation
are significant due to increased involvement in work and
satisfaction achieved from one of its most important aspects — the
content. Perceiving work as interesting and diverse, providing
opportunities to use professional skills and abilities, is possible
within a market-type organizational culture, oriented towards the
external environment, where goals are achieved, changes in the
competitive environment are accounted for, customer requirements
are considered, and new products and working methods are
introduced. Thus, the market-type culture of EBB fulfills its
identification function.

The assumption made in Hypothesis 6, that there is a
negative relationship between conflictual relations in the
organization and attachment to the organization, and a positive
relationship between conflictual relations in the organization and
alienation from work among the studied individuals, is confirmed,
but in the first part, it goes in the opposite direction. This is so
because the feeling of the studied individuals that their behavior
significantly impacts the functioning and results of the system
increases, so does their perception of conflictual relations in the
process of performing their daily tasks. The result obtained, which
is the opposite of expectations, can be interpreted as assertiveness.
And as mentioned in the theoretical analysis, (Postmes et al., 2010)
a previous study also established a link between communication and
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attachment, emphasizing that direct communication among
employees is an important condition for the presence of strong
attachment to the organization.

As we mentioned in the theoretical analysis of intergroup
processes and interactions — differentiation in tasks,
interdependence in execution, distance between groups, the
specificity of the task performed, strengthen the differences between
formal groups, and influence the acceptance of dominant
organizational values by their members (Ilieva, 2006). The
dynamics of group interactions and perceptions of conflict among
their members are also influenced by group status, both of groups
with formal and legitimate power, as well as groups with less
legitimate power, which possess specialized knowledge and expert
power, with which they can influence decision-making. When
contesting this legitimate power, conflicts often arise in the
competition for power and control. It is here that the connection
between personal importance, a component of attachment, as an
attitude for influence in decisions related to the organization, is
found.

As expected, the results also show that with the increase in
alienation from work among the individuals studied, their
perception of conflictual relations in the process of performing their
daily tasks also increases. Alienated individuals do not see meaning
in organizational tasks. They lack a perspective for growth within
the organization, which defines the degree of boredom and fatigue,
and creates dissatisfaction and criticism towards others.

No significant relationship is established between
conflictual relations in the organization and overall attachment to
the organization, as well as with its following components:
emotional empathy, identification, positive exchange, and
dedication.

In the context of the obtained results, identification with the
organization can be viewed as a communicative process within
which individuals formulate their identity through discussing shared
interests (Cheney & Tompkins, 1987).
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The assumption made in Hypothesis 7, that there is a
relationship between attachment to the organization and alienation
from work among the studied individuals, is confirmed. As
alienation from work increases, the attachment to the organization
among the studied individuals decreases, the strongest is the
connection between alienation with emotional empathy and
commitment.

The result obtained is not surprising, as Radoslavova and
Velichkov define alienation from work as one of the components of
burnout syndrome, including alienation from tasks and from the
organization itself (Radoslavova and Velichkov, 2005). The
connection between alienation and emotional empathy is the
strongest, as it is the affective element of attachment to the
organization.

The assumption made in Hypothesis 8, that there is an
influence of long-term motivation, alienation from work, and
conflictual relationships on attachment to the organization among
the studied individuals, is confirmed.

The results from the analysis performed show that there is a
significant influence from the conflictual relationships in the
organization and alienation from work among the studied
individuals on personal importance (the feeling of the studied
individuals that their behavior significantly affects the functioning
and results of the system). The more pronounced the perception of
conflictual relationships in the organization among the studied
individuals and the lower their alienation at work, the greater the
personal importance increases (that is, the sense that the behavior of
the studied individuals significantly affects the functioning and
results of the system).

In the context of the results obtained and as pointed out in
the theoretical analysis, when there is strong avoidance of
uncertainty, employees are viewed as less competent and believe to
a lesser extent that they can influence decisions made by authority.
For such cultures, it is particularly characteristic that there is strong
resistance against innovations and suppression through conflicts of
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unconventional ideas, as the difference is dangerous for the
organization.

Additional analyses show that the lower the long-term
motivation, the higher the personal importance (the feeling of the
studied individuals that their behavior significantly affects the
functioning and results of the system), and the more pronounced the
alienation from work, the more pronounced the perception of
conflictual relationships in the organization among the studied
individuals. On the other hand, the results of the analyses also show
that the lower the level of long-term motivation of individual
behavior, the more pronounced the perception of conflictual
relationships in the organization, and the lower the emotional
empathy among the studied individuals, the more pronounced their
alienation from work. In this context, a detailed study of alienation
at work and the factors that determine it allows psychologists to
provide reasoned recommendations for improving management as
well as the functioning of any organization (Radoslavova and
Velichkov, 2005).

Limitations of the study

The present study has some limitations, the main ones being:

* The period of the study — the data for this study were
collected in 2023-2024, which does not allow for the study of
processes in organizations in dynamics;

* The sample is composed of individuals only from the
following organizations: El Bi Bulgaricum EAD (EBB), National
STEM Center, BAS, and GD "Security of Judicial Authority";

* Self-assessment methods were used to collect data for
the study.

An attempt to overcome the existing requirements is the
application of standardized psychological tools, as well as the study
of the largest possible volume of studied individuals.

Conclusions

Based on the results obtained, the following conclusions can

be drawn:
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1) The results show that there is a pronounced perception of
a conflictual environment in both groups of individuals, with the
perception of conflictual relationships being more pronounced
among employees in EBB — a market-type organization compared
to individuals employed in other hierarchical-type organizations.
According to the competing values model OCAI (National STEM
Center (MoE), BAS, GD "Protection of Judicial Authority" (MoJ)).

2) The overall attachment, as well as all its components, is
more pronounced among individuals working in EBB — a market-
type organization, compared to those working in another
hierarchical-type organization, according to the competing values
model OCAI (National STEM Center (MoE), BAS, GD "Protection
of Judicial Authority" (MolJ)). That is, among those working in EBB
- a market-type organization, compared to those in other
hierarchical-type organizations (according to the competing values
model OCAI), the following are established:

- a significantly more pronounced feeling among
employees that their behavior significantly impacts the functioning
and results of the system;

- a significantly more pronounced engulfment of the
attention of the subjects in their personal contribution to achieving
organizational goals and emotional sensitivity to its condition, as
well as a more pronounced interest and more intense experiences of
the individual in relation to the organization's reputation;

- a significantly more pronounced feeling of similarity
and fusion with the organization;

- a significantly more pronounced perception of mutual
giving and receiving between employees and the organization and a
desire to maintain this mutual exchange;

- a significantly more pronounced willingness of the
subjects to undertake actions for the benefit of the organization that
exceed their job functions.
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Final summery

Conflict, motivation, attachment and alienation are processes that
take place in organizations and are captured in the framework of
organizational culture shared by its members. Competent
management of conflict, attachment, motivation and alienation is a
guarantee for increasing the competitive advantages of
organizations of market and hierarchical type. Leaders in
organizations, good management practices (with a major emphasis
also on human resource management) and an understanding of the
importance of 'invisible values' in organizational culture underpin
the effectiveness of market and hierarchical organizations.

From the research conducted, it was found that the long-term
motivation of individual employee behavior is not influenced by the
type of culture in organizations, hierarchical or market. In both types
of cultures, priority is given to rules, predictability, and order in the
performance of work, which enables the achievement of set goals
and results, with stability and control as the leading value
orientations, whether they stem from the external environment (goal
orientation in market-type organizations) or the internal
environment (rule orientation in hierarchical-type organizations). In
both types of organizations, there are similar values, management
practices and patterns of behavior conditioned by the socio-cultural
factors that dominate the creation and maintenance of organizational
culture.

In market and hierarchical type organizations, there are differences
in attachment as a meaningful work attitude and all its components
- personal importance, positive exchange, emotional involvement,
identification, dedication, influenced by the values and
characteristics of organizational culture.

Organizational values related to interpersonal trust and support, as

well as conflicts in the performance of daily duties, significantly

determine mainly the social aspects of motivation and are
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manifested in the attitude of personal importance as an aspect of
attachment to the organization.

Organizational attachment as a complex work attitude increases in
a goal-oriented market-type organizational culture. The more the
organization is perceived to achieve its goals, the more there is a
growing sense of personal importance and identification with the
organization, its goals and values, and job content satisfaction,
respectively. This highlights once again an established pattern that
an effective organizational culture combines two opposing
tendencies. It must create stability in the external environment,
preserve internal integration and allow flexibility and freedom of
action. Employees will be so much more attached to the
organization if they simultaneously gain a sense of personal
importance and a sense of having an impact on the achievement of
organizational goals, on the realization of personal goals and values
through the results of the work.

The mechanisms by which people stay in a job and feel a sense of
belonging to the organization are determined not only by the values
and goals of the organizational culture, but also by personality traits,
length of tenure in the organization, moral considerations, and in
some cases the inability to find better alternatives. Considering the
influence of organizational culture in the organizations studied, we
can say that it performs not only a meaning-making and motivating
function, but also an identification function. People would identify
with their work and put effort into it only if the culture is geared
towards stability in the external environment and enables individual
and organizational goals to be realized.

Individual responses to and coping with stress and burnout are not
influenced by the dominant types of culture, market or hierarchical,
in organizations, and it can be assumed that the effect of
organizational culture complements the expression of personality
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differences in stressful situations by setting accepted norms of
behavior and limiting undesirable emotions and actions.

The differences in conflict, motivation, attachment, and work
alienation that were examined showed that organizational culture is
a prerequisite for difference insofar as it motivates, gives meaning
to membership, leads to identification with the organization, and
facilitates understanding of organizational processes. However, it
cannot be attributed to more qualities and influence than it
possesses. It is not management's desired panacea for problems in
the organization and does not fully explain organizational success
and effectiveness. Organizational culture is not always part of the
solution to problems, but it is certainly part of the problem, as all
problems in an organization take on greater proportions when
organizational culture is ineffective.

This also determines the guidelines for maintaining and changing
organizational culture. One is that flexibility must be achieved in
considering environmental factors, and here strategic planning and
management processes are essential. The other reveals the need to
create internal preconditions for effectiveness, and this is achieved
through team building techniques and activities. These guidelines
coincide with the basic principles and priorities of organizational
development, which once again proves that it is the best and most
applicable technology for organizational change that could have an
impact on organizational culture.

Contributions

1) A comprehensive theoretical analysis of the approaches
and main concepts for the construct "organizational culture" has
been conducted and its main parameters and characteristics were
outlined.

2) The dominant values and type of organizational culture of
the studied organization of market and hierarchical type were
established.
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3) The functions and effects of organizational culture at the
individual level of impact on employees were analyzed.

4) Important aspects of the influence of the organizational
culture of EBB - a market-type organization - on conflicts,
motivation, and significant attitudes towards work have been
identified — attachment with components - personal significance for
the success of the organization, emotional empathy, emotional and
organic integrity of the individual with the system; identification
with the organization; positive exchange; dedication, as well as
alienation from work, using the comparison approach with
organizations of hierarchical type, which has not been conducted
before.

5) The interconnections between conflicts, long-term
motivation, attachment in all its components, and alienation from
work in the studied organizations of market and hierarchical type
have been researched, and significant predictors (long-term
motivation, alienation from work, and conflictual relationships)
affecting attachment to the studied organizations of market and
hierarchical type have been derived.
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