BTY ,,CB. CB. KHPUJI U METOIUI1”
OUITOCOPCKHU PAKYJIITET
KATEJPA ,,JICUXOJIOI'UA”

PEHOEH3UA
ot npo@. a1-p Beauciiapa Uasnaposa
3a AMCEPTALMOHEH TPYI, U3TOTBEH OT
Co¢pus HiaueBa CekyJioBa
Tema:

»KOH®JIMKTU, MOTUBALUSA, IIPUBBP3AHOCT U OTUYKAEHUE
B OPTAHU3AIIUU OT MA3APEH U OT UEPAPXWYEH THUIT”

¢ Hay4eH pbkoBoauTen aou. 1H Cronsa Maspoaues
Hay4yna ob6aact 3. CourajiHi, CTONAHCKHA U NIPABHU HAYKHU

Ipodecuonanno Hanpasjenne 3.2. [Icuxosorusi /TpyaoBa u
OpPraHu3alMOHHA MCUXO0JI0T s/

1. AkTyajHOCT Ha pa3srjexIaHus B JAUCEPTALHUATA HAy4YeH
npoosem

Cuuram, 4ye Temara € HE camMO JaucepTabWIIHA, HO W HHOBAaTUBHA.
ABTOpKaTa 3a/1aBa HETPAIUIIMOHEH M3CJICAOBATEIICKA JTUCKYpC, (popMyaupaiiku
KaTo M3cjieoBaTelICKa Iied HeoOXOAMMOCTTa ,,Jila CE€ M3CJeIBa MOTHBAIMATA,
MPUBBP3AHOCTTA U OTUYXKICHUETO MPU CIYKUTEJIH, paOOTEIU B OpraHU3aliU
OT TMa3apeH MU HepapXWyueH THUIl, KaKTO U Ja C€ H3CJe/IBa BIMSIHUETO Ha
KOH(QJIMKTHUTE  OTHOILIEHUs] B  OpraHu3aluuTe, MPUBBP3aHOCTTA U
OTUYXJEHUETO BBPXY MOTHBALMATA TpU HU3cienBaHute nuna“. Teopetuko-

HHTCPHIPCTATUBHUAT aHAJIN3 € OCBIICCTBCH KOMIIJICKCHO KaTO CC aHaJIu3upar



B3aMMOBPB3KUTE MEXIy T€3M KOHCTPYKTH. ABTOpKata YyOeAUTEIHO
apryMeHTHpa Te3aTa, 4e pabOTelIMTe JHEC CTaBaT Bce MO-caabo MpUBBP3aHU
KbM OpraHW3allMUTe, a MPOMEHSIIATa Cce TNPHUPOJa Ha B3aMMOOTHOIICHHETO

MEXTy TSIX U3MCKBA HOB TOJIX0J] KbM YIIPABJICHUETO HM.
2. JlaHHH 32 IOKTOPAaHTA U IOKTOPAHTypaTa

Codus CexynoBa € AokTOopaHT KbM Karenpa “Ilcuxonorus™ mpu
Ounocopekn dakynrer Ha KO3V ,Heodur Puncku®. TpyaoBusT u omur e
pa3HOOOpa3eH M EKCHEepTEeH M ChBMECTABA peAMIla JEHHOCTH, (opMHUpaIIn
MHOTOACTIEKTeH IMpodecuoHaneH npoduia, peanusupad B Pa3HOOOpa3HU

pabOTHU MO3UIIHUH.

ABTOpKaTa € KOPCKTCH M IIPCHHU3CH H3CJICOOBATCII, KOWUTO yCIsiBa Oa
BCpI/I(i)I/II_[I/Ipa IOPUANYCCKUS U IICUXOJOTHICCKHA CHU OITHUT, CHbBMECTSIBAallKU TH B

ITOJIC3CH HAYYCH IIPOAYKT, OCUT'YypsABaAIll © MHCTPYMCHT 34 IIPAKTHYCCKaA pa60Ta.

Jleno3upaHata JOKyMEHTalusi € H3psHA W OTroBapslla Ha BCUYKHU
KPUTEPHUH IIO CMUCHJIA HA MPOLEAYpaTa 3a MPOBEXKAAHE HA HACTOSIATA 3ALIUTA.
JlokTOopaHTKata J1OOpPOCHBECTHO € M3I'BJIHWIA BCHYKM JIEMHOCTH TIO

WHANBUIyaTHUA cU yueOeH 1iad. He ce peructpupat n1aHHM 3a TIaruaTcTBO.

Nudopmanusita ot aBroouorpadusta Ha Codus CekynoBa CBUAETEICTBA
3a €MH TOETamHO M JOCTOMHO BBPBSH IBT 3a NPOQPECHOHATHA peaau3alus B

oOnacTTa Ha HayKaTa W MPaKTHKATA.
3. Jannu 3a qucepranuaTa u apropedepara

Jlero3upaHusaT AUCEpPTAllMOHEH TPYJ € ChC ChIbpxaTeleH obem 251
cTpaHuiu. Te ca KOHIENTyaJM3UpaHd B YyBOJ, TPU OCHOBHU TJIaBH,
CTPYKTYPUpPAHH B MOJTIJIaBH, 3aKitoueHue U oubnmorpadus. B KHUKHOTO TAIIO
ca BkJItoueHH omie [IpuiokeHus, ChAbpKAIIM PE3YATATUTE OT HPOBEIECHOTO

CMIITMPHUYIHO HU3CJICABAHC.



bubmmorpadckara crpaBka yka3Ba MOJ3BaHETO Ha 251 crenuanu3upaHu
W3TOYHMKA, MEXKIYy KOUTO 22 Ha Obarapcku, 229 Ha aHIJIMIICKH, KaKTO U
Oamancupan Opoit HMHTepHeT pecypcu. Pesynrature OT mpoBEACHUTE
U3CICABAaHMSI, KaKTO M OT U3BBbpIICHATa CTaTHUCTUYecka oOpaboTka ca
OHArJIeJIcHH, KaTo oOmmAT Opoit Ha Tabmuuure € 31 (TpuaeceT U eaHa), a Ha
dburypute - 10 (mecer). [IpenensBam TeopeTnyHaTa 6a3a Ha pa3paboTKaTa KaTo
OTIMYHO 3aMHCIIEHA W peanu3upaHa, HUH(OpPMATHBHA, OCOOEHO aKTyalHa,
NOIXOJAIIa W  akKaJeMUYHa TI0  XapakTep, CHOOpa3HO IEIUTe W

CIICHUAIM3UPAHNA C3UK Ha U3CJICABAHCTO.

TekcThT Ha yBOJA €pyAUPAHO ITOBEXKA U aICKBATHO OPUEHTHUPA YATATENS
B HeroBus creuuduyeH 3amuchia. Omie Tyk, Makap B HIpUX, MOJETHT Ha
U3CJIEABAHOTO SIBJICHUE € sICHO IPEACTaBEH B paKypca Ha JUHAMUKATa Ha
MOHSTHETO ,,0praHU3alMoOHHa KyATypa®. OCOOEHO TOYHO € YJIOBEH U Pa3KpUT
MEXAHU3MBbT, TI0 KOUTO HEWHUTE OPraHU3AlMOHHM MapKepH W IpeJrojiaracma
B3aHMOBDPB3Ka c npodeCcuoHaTHUTE OPUEHTUPHU BIIASIAT ype3
COIIMAJTHOTICUXOJIOTHYECKUTE MEXaHU3MU BBPXY  JEHHOCTTa U PpabOTHOTO
MSICTO. AKTyaneH, Heu3CjlelBaH B CpaBHUTEICH IUIaH /CIIPSMO
OpraHu3allMi OT XOPU3OHTAJEH W HepapXuyeH TUN/ M 3HAYUM TI0 CBOSTA
CBIITHOCT, BBIIPOCHT MPOBOKUPA pa3lIupsiBaHE Ha 00XBaTa Ha MCUXOJOTUYECKHUS
UHCTPYMEHTAPUYM, 32 J1a C€ IIOCTUTHE OYAKBAHUST PE3YJITAT CIYKUTEIUTE 1A
ca TMO-3HACIM, MO-CIIOCOOHHU, MO-ThbBKABHU, MO-OTTOBOPHU U TO-OTHIAJICHH Ha

paboTara cu.

HenoctursT OT uM3cineqBaHUs, KAaKTO TEOPETHYHU, TaKa U EMIHPUYHU
YTBBPKAABAT TEOPETUYHUS KOHCTPYKT ,,OpraHM3allMOHHA KYJITypa“ HE camo
KaTo MOJIHA TeHJCHIIMS, a KaTo CTPYKTypooOpa3ysaill (pakTop 3a yIpaBICHUETO
Ha MPOTUBOPEUYMBHUTE TIPOLIECH HA MPUEMCTBEHOCT, CTAaOMJIHOCT Ha

OpraHu3anunuTe M H€06XOI[I/IMOCT OT TidaXHaTa II0-BHCOKA  IINIACTHYHOCT H



aJalITUBHOCT KbM IMPpOMCHAIINA CC HMKOHOMHYCCKHM H COHOUOKYIITYPCH

KOHTCKCT.

TeopeTHqHaTa qaCT Ha H3JO0XCHHCTO € IIOJOXCEHA B  HAIKOJIKO

npoOIeMaTHYHH Kpbra.

B mepBus e mpencraBeHa AeTaiim3upaHa W WHGOPMATHBHA
MHTEpNpETAlldsl Ha KIHOYOBUTE BEJIMYMHU ,,0praHU3AlMOHHA KYJITypa®,
,2KOMyHUKamus“‘, ,,KOHQIUKT®, ,MOTHBamui‘ W ,IPUBBP3AHOCT KbBM

opraHuzanusra’ .

B nmBpBa 1maBa € HampaBeH 3aabiI004YeH 0030p Ha THUIIOBETE
OpraHM3alioHHA KYyJITypa, XapakTEpPUCTUKUTE M (PYHKIMHTE Ha KyJITyparta,
KakTO W OpraHM3alllOHHaTa KOMYHUKAllMs, BKJIIOUUTEIHO Oapuepure B
OOIIyBaHETO W TPYMOBHUTE MPOIECH B TPyAOBaTa OpraHU3allvs, MMAHEHTHO
BKJIFOUBAIIN U KOH(PIUKTU. AKIEHT B ChIBPKAHUETO € U TEOPETUUMST IIPETIIET
Ha BOJEIIM TEOPHUH 3a MOTHBAIMATA U Ha (YHKIUUTE HA MOTHBAIUATA B
OpraHM3alioHHaTa KyiTypa. BHumManme ce oOTAenss Ha  KOHCTPYKTa
ACUXONO2UHECKU 002080p MeHCOY TUYHOCMMA U Op2aHu3ayusma, Kakro U Ha
MPUBBP3AHOCTTa KbM OpraHU3alusATa H OTYYKIEHHETO OT paboraTta B
KOHTEKCTa Ha mpodecuoHalHus cTpec. [naBaTa 3aBbpIIBa C aHAIW3 Ha

KOpIiopatuBHaTa KyJiarypa Ha Ebb.

KoHuenmusara 3a 4YOBEIIKMA NOTEHIMAJ, IIOCTaBE€HA KaTO AakIEHT B
TEOpPETUYHATA YaCT HAa AUCEPTAUMOHHUS TPYH, € MPEThPIsUIa PeaAulia IPOMEHH
B CBOATA HAy4YHa €BOJIOLHUA, HO IIOAXOABT € BCE MO-aKTyaJIeH. ToBa onpeneis u
npeaMeTa  Ha M3CIEIBAHETO, BKJIIOYBAIL IPOyYBAaHE HAa KOH(MDIUKTHUTE,
IPUBBP3AHOCTTA W OTYYKJICHHETO YpPE3 CBIIOCTABUTENHO M3CIECABAHE B

OpraHu3alyy OT MMa3apEH U UepapXUyECH THUII.

CuuTaMm, 4ye TeopeTUyHaTa paMKa Ha AMCEpTALMOHHHUS TpyA oborarsBa

MOACJIa Ha CMIIMPUYHOTO HM3CJIICABAHC, 3aBUIIIABANKHN CBpUCTHYHHA MY



IIOTCHI M AJI. OHGH}IBaM Tasu I/IH(l)OpMaTI/IBHa u CHUCTCMAaTH4YHA
KOHOCITyalIn3alnus KaTro IIPUHOC KbM TCOPpHATA Ha OpraHu3allMOHHATa
I[ICUXoJjJorusa, a IIPUIOKCHHUCTO MW MCTOAUKATA HA  KAUCCTBCHHUTC U
KOJIMYCCTBCHUTE M3CJIICAOBATCIICKM IIOAXOJW KaTO IIPHUHOC B IIPHUIIOKHATA

IICUXOJOTUYIHA HAYKaA.

BbB BTOpa riiaBa € olmuCaHa METOJ0JIOIruATa Ha ITPOBCACHOTO CMITMPUIHO

HN3CJICABAHC.

HpeI[MeT’BT, OGGKT’ET, OTpaHUYCHMATA Ha HM3CICABAHCTO, XHIIOTC3UTC,
3aJa49YUTC U MCTOAUKATA HA IAJIOCTHOTO TCOPCTUKO-CMIITMPUYIHO IIPOYYBAHC Cad B

CBILHS PAKypC — CMUCIIEHO KOHIENTYATM3UPAHUA U TOYHO (HOPMYITUPAHH.

3a yenume Ha eMRUPUYHOMO NPOYYBAHE, Ce U3CTIe08am 83AUMOBPBIKUME,
KOHQIUKMHUmMe  OMHOWEHUs,  MOMUBAYUAMA,  NPUBLP3AHOCMMA U
OMYYIHCOCHUEMO NPU CYAHCUMENU, pabomewu 8 opeaHu3ayuu om nazapex u
tepapxuuen mun, (cnoped mooena Ha xouxkypupawu ce yennocmu OCAI).
Koncmamupa ce u 6w30eiicmeuemo Ha 06ama mMuna OpeaHU3AYUOHHAMA

KYJIMypa 6vpxy CAyxcumenume.

MeTtonnueckara TOCTaHOBKA — Pa3rpPaHUUYEHO W SCHO TMpPEICTaBEHA — €
omrcaHa MPEIU3HO U IsIocTHO. [IpoBepkara Ha 3alloKEHUTE 8 XHUIIOTE3H, €
M3BBpIIEHA C J00pe aprymMeHTHpaH U CbhoOpa3eH cbC crnenudukara Ha
U3CIIEJIBAHETO  WHCTpYMEHTapuyM.  KakTo  KauecTBeHHST, Taka W
KOJUYCCTBECHUAT aHAJIM3 Ha pPE3YJNTaTUTe, € OpPWUTHHAJICH | CHHTE3HO
ochliiecTBeH. M3cneqoBaTenckuTe 3aaud, BKIIOYBAIIN MOAOOp Ha pelieBaHTHU
METOIM 3a WU3CIe[BaHE Ha MOTHBAIMATA, KOMYHHKAIMATA, TpYNoBaTa
e(EeKTUBHOCT U B YaCTHOCT KOH(JIMKTUTE B OpraHM3aIMATa, OTAaJICHOCTTA Ha
OpraHu3alusITa, PEeCH. OTUYYXKICHUETO KBbM OpraHu3alusaTa Ha HSIKOU OT
CIIYKUTEJNTE, anpoOWpaHETO Ha METOJ 3a JMarHOCTHKAa Ha CTENeHTa Ha

MOTHUBANUA, KOH(l)J'II/IKTHI/ITC B3aMMOOTHOIIICHUA, IIPHUBBP3aHOCTTA KBbM



opraHusanusta, JAUArHOCTHKATA Ha IIOJIOBHUTC pPa3jidiusl B KOHqJJII/IKTHI/ITe
OTHOILICHUA B opraHu3anusTa, MOTHUBaNusATAa, IIPUBBP3aAHOCTTA KbM
opraHu3anuAaTa U OTHYXKIACHHCTO OT pa60TaTa npu CIYXHUTCIUTC WU T.H., Ca
ACKOMIIO3UpPAHU YCIICINHO MW SCHO OIPCACIIAT aJropuTbMa Ha IMPOBCACHOTO

CPaBHUTCIIHO U3CJICABAHC.

BbposT Ha pecionaenTute € 102 mpiaHOAETHU (HA Bb3pacT Mexay 18 u 68
I., CpeIHa BB3pacT — 35 T.) paOOTHUIM U CITY>KUTENH, MMOJAOpaHU Ha CIy4yacH
OpuHIMI 0T wu30panute opranmzanmu B nepuoga 2023-2024 r. Cpen
W3CJIeIBAHUTE JIMIIA MpeodnafaBa neabT Ha xeHute (52%), AokaTo ACTBT Ha
MBKETE ChCTaBisiBa 48%. 3a 1esTa Ha JUCEPTALMOHHUS TPYyJ Ca IPOBEIACHU
W3CNICABaHUsI B JBE I1EJEBH TPYIH, pa3felieHu CIOpel pazIuuusTa BbB
BB3NPUATHATA 32  OpraHM3allMOHHaTa KyATypa OT  INPWIOXKEHHUS B
JIUCEPTALMOHHUS TPYA METOJ — HECTaHAAPTU3UPAHO CTPYKTYPUPAHO UHTEPBIO B

OpraHM3alMX OT Na3apeH TUI U B OPTAHU3ALMNHN OT UEPAPXUYEH THIL.

KakTto monbopbsT M ronemMuHaTa Ha W3BaJKaTa, Taka W H3MOJ3BAHUSAT
JUArHOCTUYEH WHCTPYMEHTAapUyM ca aJeKBaTHO MOAOpaHU M MPEUU3HO

OCBIICCTBCHHM.

M3BOABT MU 10 OTHOIIEHHWE HA METOJOJIOTUSATA HA EMIUPUYHOTO
POYYBaHE, ONMKMCaHa BbB BTOPA IJIaBa €, Y€ MOJIETBT HA U3CJIEABAHETO € OMKUCAH
MPELr3HO, JETAWIHO U ISUI0CTHO. [IpeamMeThT, 00eKTHT, 1IeNTa U 3aJauuTe ca
HEJIBYCMUCIJIEHO 1 TouHO (popmynupanu. [IpoBepkaTa Ha 3aJ105)KEHUTE XUTIOTE3U

€ OCBLIECTBEHA MOCPEICTBOM MOAXOASI] METOANYECKH HHCTPYMEHTAPUYM.

B Tpera riaBa e HampaBeH aHaAIM3 U UHTEPIPETALUS HA PE3YJITATUTE OT
EMIUPUYHOTO H3cienBaHe. IIpencraBeHn ca aHAIM3M HA TOJIYYCHUTE HaHHH,

BKJIFOYBalIH JUCKYCHU U U3BOJH.

dopMyIMpaHUTE W3BOJIU Ca B IIPsIKa BPb3Ka € MPEAMETa Ha U3CIEABAHETO

Y JIOTUYECKU ITPOU3THYAT OT aHaIM3a Ha 00pabOTEHUTE TaHHH.



Oco0eHO 1IeHeH NPUHOCEH MOMEHT BIDKIAaM B TOSCHUTEIHUS TEKCT
OTHOCHO OIPaHWYEHMATA HA OCBUIECTBEHATAa MpOLENypa M CIOLCIICHUTE
IPENOPBKU 32 ONTUMHU3HUPAHETO M. KakTo B LAJIOCTHUS AUCEPTALIMOHEH TPYI,
Taka U TYK KaHIWJAThT JEMOHCTPHUpA OTIMYHO MO3HABAaHE HA MPOoOIeMaTHKaTa,

AJICKBATHO BJIAZICCHC HA TCPMHUHOJIOTHATA U HpO(bCCI/IOHaJII/IBT)M.

[To oTHOIIIEHNE HA U3UCKBAHUATA 32 IUTUPAHE U KOPEKTHO MO30BaBaHE HA
aBTOpM HaMmHpaM, 4Ye paszpaboTkaTa IOKpHMBA KPUTEPUUTE M OTroBaps Ha

CTaHAApTHUTE.
4. Hayunu npuHocu

Kato nmpuemam mnpunHocute, QopMyaupaHud OT JOKTOPAHTKATa U U3BBHH
BEUE KOMEHTUMPAHHUTE IIOCTHKEHUS B JUCEPTALMOHHUS TPYH, HaMHUpam

OCHOBAHME J1a aKIIECHTHPaM BbPXY CIEAHOTO!

B TECOPETHYCH aACIHEKT MOrar aa ¢€ OTKPHAT CJICIHUTEC HAYIYHH

NPUHOCH:

o Upes uznonssane Ha unmezpaner uscie008amencKy nooxoo0 e npoy4eHa u
cucmemMamu3upana uH@opmayuama 3a KOHCMPYKMA ,,0p2aHu3ayuoHHA
Kyimypa“ Kkamo ca  0o4epmanu OCHOBHUmME  napamempu U
Xapakxmepucmuky Ha Opeanu3ayuy Om na3aper u uepapxuder mun,

e Hanpasenume KoOHCmamayuu U AHATUMUYHU HAOIIOO0EHUsl ca OCHO8A 3d
Gdopmynupane Ha u3600U U ONUCAHUE HA ABMOPCKU MOOe], ONuUceauy
QyHKyuume u egekmume Ha OpP2AHU3AYUOHHAMA KYIMypa 6bpx)y
CyoIcumenume npu 08ama muna OpeaHu3ayuu;

e B mpyoa ce pazsusa u 000CHOBABA MEMOOONOSUYECKU NOOX00 34
usmepeane Ha GIUAHUEMO HA OpP2aHU3AUUOHHAMA KYIAMYpad 6bpXy
KOHIUKmume, MOMUBAYUAMA U 3HAYUMU HA2NACU KbM padomama
/NpULP3AHOCM-0MyydHcOeHuUe, eMOYUOHATHA CHNPUYACMHOC,

EMOYUOHAJIHA U Op2AHUYHA UAI0OCM HA UHOUBUOA CBHC cucmemama,



uoeHmuurkayus ¢ opeaHu3ayuAmMa, NO3UMuUBeH 0OMeH, 8CeomoauHoCcm,
u Oop.l upez paspabomxa Ha OUACHOCMUYHU  NCUXOMEMPUYHU
UHCMpYMeHmu, KOumo 0a ce u3nonzeam 6 0voewju HaAy4HU U3CLe08aAHUs
3a udenmuguyupane HA COYUATHONCUXOTIO2UUECKUME MEXAHUSMU 8

npogecuonannume 0OUWHOCMU.
B npui1o:keH acneKT MOraT J1a ce OTKPUSIT CIeHUTE HAYYHU PUHOCH

o [lpunosicnomo u3creogane npeodocmass HO8A NePCneKmusa 3a
AHAIU3 HA NCUxolocuyecKume epexmu Ha coyuarHume npoyecu Ha
PabomHoOmo MACmo.

o [3cnedsanemo npedocmass HA OpeaHu3ayuume UHCMpPYMeHmu 3a
no-0006po paszbupamne u ynpasieHue Ha 2pynosume npoyecu u
coyuarHume Ha2uacu, KOUmo GIUSAAM 6bpX)y Npo@decuoHarHama
echexmusHocm.

o Qopmynupanume uU3800U Cca peleBAHMHU HA KOHKPEMHOMO
uzcneosane, a 0600ueHUemo UMA PearuCmMUyHa NPUTOHCUMOCTT

o [Ipoyuenu ca 83AUMOBPB3KUME — Medcdy  KOHpaukmume,
0bI20CPOUHAMA MOMUBAYUS, NPUBLPIAHOCINIING 8b8 BCUYKUME U
KOMNOHEHMU U OMYYIHCOEHUemo om pabomama 6 u3zciedsanume
opeaHuzayuu om nazapeH u UepapxuyeH mun u ca u3eeoeHu
3HAUUMU NPeOUKMopU (0bI20CPOUHA MOMUBAYUSL, OMUYHCOEHUE OM
pabomama U  KOHMIUKMHU OMHOWIEHUS), GIuUsewU  8bpX)y
NPUBHP3AHOCINA KbM Op2aHU3ayuume.

e Paszpabomen e OuacHOCmMuyeH UHCMPYMEHMAPUYM 34 U3CLe08aHe
Ha OpeaHu3ayuoHHama Kyimypd, KOUmo uje mno3801u pPAHHO
OmMKpuUBame Ha He2amueHume OUHAMUKU 6 npogecuonarHama
cpeoa u HaBpeMeHHU MePKU 3a MAXHOMO MUHUMUIUPAHE.

o [lpunoscenuemo na pazpabomeHume cmpameuu 3a UHMeEPEEHYUs

U npeseHyuss Modxce 0d NnooodOpu NCUXUYHOmo 30pase U



6Jza20n0ﬂyuuem0 Ha caysicumenume Kamo HaAMaau Hueama HA

cmpec, npezapsne U HeeamueHu emMoyul, C6bp3adHu C detinocmma.

B 3AKJUIFOYEHME, Ha ocHOBaTa Ha TOPEU3JIOKEHHS aHalu3 Ha
IACEpPTALUATA Ha TeMa »KOH®JINKTU, MOTHUBAIINAA,
HNPUBBP3AHOCT U OTUYYXKIEHUE B OPIrAHU3AIIUN OT
IMABAPEH U OT MEPAPXUYEH THII® 3asBsBaM IOJOXHTEICH BOT 33
NPUCHXKIAHETO Ha oOpa3oBaTelNHaTa M Hay4yHa creneH ,Jlokrop* Ha Codus
NnaeBa Cekynoa B I[Ipodecnonanno nanpasinenue 3.2. [Icuxonorus /Tpynosa

" OpraHu3alvOHHa TICUXOJIOTHS/ .

11.05. 2025 r. NBrOTBUI PEHEH3UATA. veeeevvvveeeevenen.

B. TspHOBO /mpod. n-p Benucnasa YaBnaposa/
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1. Relevance of the Scientific Problem Addressed in the Dissertation
| believe that the topic is not only dissertation-worthy but also innovative. The
author introduces a non-traditional research discourse by formulating the
research goal as "to investigate motivation, attachment, and alienation among
employees working in market and hierarchical organizations, as well as to
examine the influence of conflict relationships within organizations on
motivation, attachment, and alienation.” The theoretical-interpretive analysis is
conducted comprehensively, analyzing the interrelationships between these
constructs. The author convincingly argues that today's workforce is becoming
increasingly less attached to organizations, and the changing nature of their

relationship requires a new approach to management.



2. Information about the Doctoral Candidate and the Doctoral Program
Sofia Sekulova is a doctoral candidate at the Department of Psychology,
Faculty of Philosophy, South-West University "Neofit Rilski". Her work
experience is diverse and expert, combining various activities that form a

multifaceted professional profile realized in different job positions.

The author is a meticulous and precise researcher who manages to verify her
legal and psychological expertise, integrating them into a useful scientific

product that also provides a tool for practical work.

The submitted documentation is impeccable and meets all criteria according
to the procedure for conducting the current defense. The doctoral candidate has

conscientiously completed all activities outlined in her individual study plan.

3. Information about the Dissertation and  Abstract
The deposited dissertation has a content volume of 251 pages. It is
conceptualized into an introduction, three main chapters structured into
subchapters, a conclusion, and a bibliography. The book body also includes

Appendices containing the results of the empirical research conducted.

The bibliographic reference indicates the use of 251 specialized sources,
including 22 in Bulgarian, 229 in English, and a balanced number of internet
resources. The results of the conducted research, as well as the statistical
processing, are illustrated with a total of 31 tables and 10 figures. | assess the
theoretical basis of the development as excellently conceived and implemented,
informative, particularly relevant, suitable, and academic in nature, in

accordance with the goals and specialized language of the research.

The text of the introduction eruditely leads and adequately orients the
reader in its specific intent. Here, even briefly, the model of the studied
phenomenon is clearly presented in the context of the dynamics of the concept

of "organizational culture.” The mechanism by which its organizational markers



and presumed relationship with professional orientations influence through
socio-psychological mechanisms on activity and workplace is particularly
accurately captured and revealed. Current, unexplored in a comparative
perspective (with respect to horizontal and hierarchical organizations) and
significant in its essence, the issue provokes the expansion of the scope of the
psychological toolkit to achieve the desired result of employees being more

knowledgeable, capable, flexible, responsible, and dedicated to their work.

The lack of research, both theoretical and empirical, confirms the
theoretical construct of "organizational culture™ not only as a fashionable trend
but as a structure-forming factor for managing the contradictory processes of
continuity, stability of organizations, and the need for their greater plasticity and

adaptability to the changing economic and sociocultural context.

The theoretical part of the exposition is laid out in several problematic
circles. In the first circle, there is a detailed and informative interpretation of

key variables such as "organizational culture,”" "communication,” "conflict,"

"motivation," and "attachment to the organization."

In the first chapter, a comprehensive overview is provided of types of
organizational culture, characteristics and functions of culture, as well as
organizational communication, including barriers to communication and group
processes in labor organizations, inherently involving conflicts. A focus in the
content is the theoretical review of leading theories on motivation and the
functions of motivation in organizational culture. Attention is given to the
construct of the psychological contract between the individual and the
organization, as well as attachment to the organization and alienation from work
in the context of professional stress. The chapter concludes with an analysis of

the corporate culture of EBB.



Additionally, the formation of organizational culture and group
effectiveness in newly established companies is explored. Research conducted
among startups in Bulgaria aims to identify their organizational-cultural profiles
and seek connections with their group effectiveness. Using the competing
values model, four main cultural types are distinguished: clan, adhocracy,
market, and hierarchy. Results indicate that the dominant dimension is the clan
(family) culture, followed by adhocracy. A negative and potentially
counterproductive relationship is found between the clan dimension of
organizational culture and group effectiveness. As companies age, the market

culture dimension becomes more pronounced.

This similarity, easily recognized due to the term "organizational," occurs
within a very thin boundary of interaction, sometimes losing intensity and
location, but can also be clearly distinguished at times. The similarity also faces
difficulty in determining what originates from what and what their relationships
are. Whether organizational communications are a consequence of
organizational culture, whether they participate in its formation, or if the
process is more complex and multilayered. The similarity and relationships
between organizational culture and organizational communications, their
continuous change, and mutual influence require further investigation, starting
with clarifying the concepts of culture, communication, and organization.
Perhaps the most challenging aspect is providing a universally valid definition

for the concept of organizational culture.

The concept of human potential, emphasized in the theoretical part of the
dissertation, has undergone numerous changes in its scientific evolution, yet the
approach remains increasingly relevant. This defines the subject of the study,
which includes examining conflicts, attachment, and alienation through a

comparative study in market and hierarchical organizations.



| believe that the theoretical framework of the dissertation enriches the
model of the empirical study, increasing its heuristic potential. | evaluate this
informative and systematic conceptualization as a contribution to the theory of
organizational psychology, and the application and methodology of qualitative
and quantitative research approaches as a contribution to applied psychological
science. In the second chapter, the methodology of the conducted empirical
research is described. The subject, object, limitations of the study, hypotheses,
tasks, and methodology of the overall theoretical-empirical study are

meaningfully conceptualized and precisely formulated.

For the purposes of the empirical study, the interrelationships, conflict
relationships, motivation, attachment, and alienation among employees working
in market and hierarchical organizations (according to the competing values
model OCAI) are examined. The impact of the two types of organizational

culture on employees is also noted.

The methodological setup—clearly and distinctly presented—is described
precisely and comprehensively. The verification of the eight hypotheses was
carried out using a well-argued and tailored research instrumentarium. Both the
qualitative and quantitative analysis of the results is original and synthetically
executed. The research tasks, including selecting relevant methods for studying
motivation, communication, group effectiveness, and specifically conflicts in
the organization, employee commitment, i.e., alienation from the organization
of some employees, the implementation of a method for diagnosing the degree
of motivation, conflict relationships, attachment to the organization, diagnosis
of gender differences in conflict relationships in the organization, motivation,
attachment to the organization, and alienation from work among employees,
etc., have been successfully decomposed and clearly define the algorithm of the

conducted comparative study.



The number of respondents is 102 adults (aged between 18 and 68,
average age — 35 years) workers and employees, randomly selected from the
chosen organizations during the period 2023-2024. Among the surveyed
individuals, women predominate (52%), while men constitute 48% of the
sample. For the purposes of the dissertation, studies were conducted in two
target groups, divided according to differences in perceptions of organizational
culture using the method applied in the dissertation — a non-standardized
structured interview in market-type organizations and hierarchical-type

organizations.

Both the selection and size of the sample, as well as the diagnostic tools
used, are appropriately selected and precisely executed. My conclusion
regarding the methodology of the empirical study, described in the second
chapter, is that the research model is described precisely, in detail, and
comprehensively. The subject, object, purpose, and tasks are unambiguously
and accurately formulated. The verification of the proposed hypotheses was

carried out using a suitable methodological toolkit.

In the third chapter, an analysis and interpretation of the results of the
empirical study are made. Analyses of the obtained data are presented,
including discussions and conclusions. The formulated conclusions are directly
related to the subject of the study and logically follow from the analysis of the

processed data.

A particularly valuable contribution is seen in the explanatory text
concerning the limitations of the implemented procedure and shared
recommendations for optimizing it. Throughout the entire dissertation, the
candidate demonstrates excellent knowledge of the issues, adequate command

of terminology, and professionalism. Regarding the requirements for citation



and correct referencing of authors, the development meets the criteria and

complies with standards.
4. Scientific Contributions

Accepting the contributions formulated by the doctoral candidate and
beyond the already discussed achievements in the dissertation, | find grounds to

emphasize the following:

Theoretical Aspects:
» Through the use of an integrative research approach, information about the
construct "organizational culture” has been researched and systematized,
outlining the main parameters and characteristics of market and hierarchical
type organizations.
» The findings and analytical observations serve as a basis for formulating
conclusions and describing an authorial model that describes the functions and
effects of organizational culture on employees in both types of organizations.
» The work develops and justifies a methodological approach for measuring the
influence of organizational culture on conflicts, motivation, and significant
attitudes towards work (attachment-alienation, emotional involvement,
emotional and organic integrity of the individual with the system; identification
with the organization; positive exchange; dedication, etc.) through the
development of diagnostic psychometric tools that can be used in future
scientific research to identify social-psychological mechanisms in professional

communities.

e Applied Aspects:
» The applied research provides a new perspective for analyzing the
psychological effects of social processes in the workplace.
* The vresearch provides organizations with tools for better

understanding and managing group processes and social attitudes



that influence professional effectiveness.
* The formulated conclusions are relevant to the specific research, and
the summary has realistic applicability.
* Relationships between conflicts, long-term motivation, attachment in
all its components, and alienation from work in the investigated
market and hierarchical type organizations have been studied, and
significant predictors (long-term motivation, alienation from work,
and conflict relationships) influencing attachment to organizations
have been identified.
* A diagnostic toolkit for researching organizational culture has been
developed, which will allow for early detection of negative dynamics
in the professional environment and timely measures for their
minimization.

* The application of the developed intervention and prevention
strategies can improve the mental health and well-being of employees
by reducing levels of stress, burnout, and negative emotions

associated with work.

IN CONCLUSION, based on the above analysis of the dissertation on
the topic "CONFLICTS, MOTIVATION, ATTACHMENT, AND
ALIENATION IN MARKET AND HIERARCHICAL ORGANIZATIONS," |
declare a positive vote for awarding the educational and scientific degree
"Doctor" to Sofia llcheva Sekulova in Professional Direction 3.2. Psychology

/Labor and Organizational Psychology/.
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