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I. OBIIA XAPAKTEPUCTUKA HA JTUCEPTALMOHHHUA TPY /],

TpancdopmauuuTe Ha ChbBpEMEHHHS OHM3HEC ca UMIYJIC 32 ThpPCEHE Ha
HOBa JiMJepcKka mnapagurma 3a 21 Bek. JIulepcTBOTO € OCHOBHa TeMa Ha
HAay4YHUTe W3CJIejBaHUA Npe3 II0YTU e€JUH BEeK U NopaXkJa MHOI'0 eMIIMPUYHU U
KOHLIENTYya/IHU BbIpOCH. JInepcTBOTO Bb3HHUKBA BbB Bp'b3Ka C MOTPEOHOCTTA,
C/I0KHO OpraHMW3UpaHUTE CUCTEMM Ja Ce yIpaBjisBaT 0aJaHCHUPAHO OT
onpejie/ieHU NMPUHLUIIM U PbKOBOJHU HadaJa. Belipeku ToBa HUBO HAa YCUJIUA,
CbCTOSAHUETO Ha I10JIeTO [10Ka3Ba, Ye MPU MHOTO OT U3CJeJBaHUATA Ce OTAesd
MaJIKO BHUMaHUe Ha OpraHU3allMOHHUTE IPOMEHJIMBY, KOUTO OKa3BaT BJIUAHUE
BbPXY €CTEeCTBOTO U Bb3AEUCTBUETO HA JIUJIEPCTBOTO.

HavanoTo Ha 21-Bu Bek, HapedeHo oT [l. /lpakbp ,epaTa Ha NpeKbCHATA
NPUEMCTBEHOCT, HOCU JIOM'bJIHUTEJHU NMPOMEHU BBHB QYHKIIMOHHUPAHETO Ha
CbBpeMeHHUTE opraHu3aiuud. OCHOBHUTE XapaKTEPUCTHUKHU Ca HECUTYPHOCT,
CJI0KHOCT, YCKOpeHHe, paboTa B Mpexa, ['bBKAaBOCT M MOOMJHOCT U
BUpTYya/u3auus. ETo 3a1110 HIKOU CHelMaIuCTU CMSTAT, Ye € He0OX0AUMO Jia ce
pa3paboTH HOBA MapajiurMa 3a yrnpaBJeHHe.

KoHyenuuara Ha M. YunsaMc e B CbOTBETCTBUE C NPeIIOJI0KEHUATA Ha
CbBPEMEHHUTE TEOPUM U TEHJEHLUU B U3CJeJBAHUATA BBbPXY JUAEPCTBOTO,
6a3vpaHyd Ha aBTEHTHYHOCTTA Y JIMYHATa JOCTOBEPHOCT HAa MEHU/Kbpa KaTo
ThJAKYBaHe 3a MU3rpaxJaHe Ha epeKTHUBHA Bpb3Ka C MOJAYUHEHUTE.
,PBKOBOJCTBO OT OJIM3KO pa3CTOsHHE" BKJYBA TaKWBa €JIEMEHTU KaTo:
JleJlerTipaHe Ha NpaBoOMOUIYs, 00ydyeHHe M HacTaBHHUYeCTBO, ¢opMHpaHe Ha
HarJlacu ¥ YMeHHUs 3a I'bBKaBO [IeMCTBUE, HACOYBAHE HA XOpaTa aJleKBaTHO KbM
CUTyallMsTa, B’/bXHOBSIBAaHE Ha XOpaTa C HOBM HAaYMHU HAa MUCJIEHE U IEUCTBUE,
chrylacMe 3a CB0oOOJiaTa JZila eKCllepUMEeHTHpPAT, yBeJUdyaBaHe Ha Y4aCTHETO U

YYBCTBOTO 34 OTTOBOPHOCT TIOAYHUHEHH.



AKmyas1Hocmma Ha meMama Ha HacToslllaTa JucepTalus ce o6yc/iaBs
OT O0OGCTOSITEJICTBOTO, Y€ ChIIECTBYBa AWHAMHUYHA Bpb3Ka MEXAY JIUAEPCTBO,
ynpaBjieHMe U GopMUpaHe Ha JUAEPCKH YMEHHs, MeX]y OpraHh3alMOHHA
KyJTypa W YyHOpaBJieHUe, MeX/ly OpraHu3aldOHHa KyJTypa W JHJAEPCTBO.
JluiepcTBOTO € OOEKT Ha MpaKTUYECKHM W HayyeH HMHTepec, a JIMYHOCTTA Ha
Jujiepa OOMKHOBEHO Ce CBBbp3Ba C OYaKBaHMUSA 3a 3HAUUMMM IPOMEHU B
OpraHu3alUsATa U Mo-ClelUaJHO 3a pelllaBaHe Ha pa3/IMYHU HEHHUTE NPOOJIeMU.
B cb110TO BpeMe Bb3MOXKHOCTHUTE Ha JIUAEPCTBOTO Ca OTPAaHUYEHU OT HETOBUS
OpraHU3alMOHEH KOHTEKCT: CTPYKTypa, CUCTeMa, yCJIO0BHUS Ha OKOJIHATA cpejia U
T.H. 3aTOBa JIMAEPCTBOTO TPsIOBA Jja Ce pas3rJyex/ia B peasHUsI KOHTEKCT, B KOUTO
ce ocbllecTBsBa. LleHHOCTUTEe W peCcleKTUBHO BSPBAaHUSATA U YOEXKAEHUSITA,
KyJTYpHUTE GOPMHU - ChIbPKATEJHO MOTAT Jla Ce OTHACAT 3a OpraHu3anusTa
(n1v 32 HeMHU YacTH, QYHKIMOHAJIHU 006J1aCTH, IeHHOCTH, TPYIH NIepCOHAJ) UJIU
3a cpeiaTa (KJIMEeHTH, OCTABYMIU, KOHKYPEHTH, MECTHA 0OLeCTBEHOCT).

CbBpeMeHHUsI MEHU/DKMBHT Ch3/laBa HOBO pa3bupaHe 3a yInpaBJeHUETO
Ha MHTEePHAIMOHAJTHUTE HKOHOMUYECKHU MPOILECH Ype3 COLUATHO-MTOJUTUYECKO
B3aUMMO/JIeiCTBUE U CbOTBETHO - BJusHMe. Tol e pesyaraT oOT
TpaHchopMallMUTE B OT/[AEJHUTE HAIlMOHAJHU YIPABJEHCKA KYJITYpH.
JluiepckuTe yMeHUs B yIIpaBJeHUETO HA OpraHU3allMOHHAaTa KyJaTypa (0ocobeHo
KOTaTO CTpaTerusiTa W3WCKBA MPOMEHSHETO M), BUHArkd ce COTbCKBAT C
HACJI0EHW HAaBUIM, HAYUHU HA MUCJIEHE, CTEPEOTUNH U Mp., U MOpaju TOBA €
M3KJIIOYUTEHO TPY/AHO U MOHSKOTra HEBb3MOXKHO.

HacTosuuaT aucepTainuoHeH TPy e GOKyCHpaH BbPXY HU3Cje/[BaHE Ha
TEMUTE 3a OpraHU3allMOHHATA M MeHU/PKbpPCKaTa KyJTypa KaTo cpeaa 3a
dbopMupaHe Ha JHAEpPCKH yMeHusd. IlpocieasiBaT ce CbAbpKATEJHUTE
XapaKTEPUCTHUKU Ha TOCOYeHUTe GeHOMEHH, IOKA3BAT Ce TEXHUTE ClelUPUKHU B
pa3/IMYHU CTPYKTYPHH aCHeKTH U BJHUSHHUETO UM BbPXY KU3HEHUTE
WH/WBU/IyaJIHU U TPYTIOBU TPAEKTOPUHU.

Ilpedmem Ha Hacmosiuyjemo ducepmayuoHHO U3cC/aAededHe e
NpeJiCTaBSIHETO Ha JIMJEPCKUTe YMEeHHUs B KOHTEKCTa Ha MeHH/DKbpCKaTa

OpraHu3alOHHA KyJITypa.



0O6ekm Ha u3csiedeaHemo e CbBPEMEHHOTO JIMJEPCTBO, CIIOCOOCTBAILO0
3a M3rpak/iaHe Ha eQEKTUBHU JIMJIEPCKU YMEHUS U YCTONYMBA OpraHU3alMOHHA
KyJITYpa B YCJIOBUSTA HA UKOHOMUYECKATa cpejia.

Tezama Ha ducepmayuama e, ye eQeKTUBHUTE JUJEPCKUTE YMEHUs Ce
OpuJo6MBaT M ca B3aMMOCBBbP3aHM C XapaKTepa UM CbUHOCTTAa Ha
MeHU/K'bpPCKaTa OpraHU3allMOHHA Ky/aTypa. HameTto BuxkJaHe 3a pa3BUTUETO
Ha JIMJIEPCKU yMEeHHsd e, ye TO Ce OChLIeCTBABA KAaTO NMPOABKHATENEH MPOLeC
BbB BpEMETO, CbYeTaBallKhU OOLUTE W KOHKPETHUTE XapaKTEPUCTHUKU C
UMIUIMIUTHUS XapaKTep Ha UWHJAUBUJyaJHUTE OCOOEHOCTH, Cb3JAaBallU
epeKTHUBHOTO JIUJePCTBO. JINJepCKUTEe YMEHUS CTAaBAT BCE MO-UHCTPYMEHTATHU
M KOHTEKCTya/IM3UpaHU W HaKpas MpUJaraHeTO UM CTaBa 33JBHKBAaHO OT
pa3/IMuHU CUTYalMOHHU OCOGEHOCTH, KOUTO Ca CBBbP3aHM C KOHKpeTHaTa
06LIHOCTHA Cpeja.

llexma Ha JucepmayuoHHOMO u3c/iedeaHe e: Ja ce pasrjeaar
OpraHU3aLUUTE TMpe3 Mpu3MaTa HA UHCTUTYLUUUTE U HHCTUTYLUOHAJIHUS
NOAX0J, KaTo ce O0OOCHOBAaT TEeOPEeTUYHUTE I[OCTAaHOBKH, CBBbP3aHU C
OpraHMU3alMsATa W MEHUKbpPCKAaTa KyJTypa KaTo cpeaa 3a epeKTHUBHO
augepctBo. llesiTa Ha AMcepTaMOHHUS TPYJ € KOHKpeTH3UupaHa B CJAeJHUTE
3aJlauu:

- Jla ce mpociefdaT B TeOpeTHYeH IJIaH B3aMMOBPb3KaTa MeXIy
MHCTUTYLUMATA, 3aJiaBallla paMKaTa MU aJropuThbMa 3a CbIECTBYBaHE Ha
OopraHu3alUsaATa U MHOTOOOpPA3HeTO OT peasiH{ MPOsIBJIEHUS HAa OpraHyu3alusTa
B KOHTEKCTA Ha UHCTUTYIUATA;

- Jla ce wu3BemaT, CHUCTEMaTU3UpPAT M O06OGIIAT OCHOBHUTE
TEOPEeTUYHU T[OCTAHOBKKM Ha OpraHu3aljdOHHATa KyJITypa, I[OBeJeHUE U
IIEHHOCTH;

- Jla ce 00606WAT U TMpeJcTaBsg TEOPETHYHUTE IMOCTAHOBKH 3a
JIUZIEPCTBOTO U JIUJIEPCKUTE YMEHUS B KOHTEKCTAa HAa OPraHU3alUsATa;

- Jla ce mnpociefAT XapaKTepPUCTUKUTE Ha JHUJEepPCTBOTO U
dbopMHUpaHeTO Ha JIUJIEPCKU YMEHUS;

- Jla ce HanpaBU aHa/IU3 HA OCHOBHUTE HKOHOMHUYECKH NOKa3aTeJu

Ha UHAYCTPHUAJIHUTE NIPEANIPUATHUA, Cb3JaJE€HUTE e(l)eKTI/IBHI/I JINJEPCKU YMEHUA



M CTWJI, KAKTO U Ha CbleCTBYyBalllaTa OpraHU3alMOHHA KYJTypa B IpeANpUSITHS
B obJsiacT BoiaroeBrpap;

- Jla ce mpoBeJie COLMOJIOTUYECKO MPOYYBaHe C U3MOJI3BaHe Ha JiBa
MeTOJla: aHKeTa CbC CAYXKUTEeJIW HAa PUPMH U HHTEPBIOTA C MEHUKBPU OT
pervoHa Ha biaroeBrpaj, ¢oKycUpaHu BbpXy TeMUTe Ha OpraHU3allMOHHATA,
MeHU/PK'bPCKaTa KyJATypa U JILJepCTBO.

- Jla ce M3BeJaT HACOKU 3a HU3rpaxkJaHe Ha epeKTHUBHU JIUJEPCKU
yMeHUsT B KOHTEKCTa Ha MeHHUJ/KbpCKaTa KyJTypa 4pe3 IMOJAXOJUTe Ha
CbBPEMEHHOTO JIMJ€PCTBO.

Memodume, KOUTO ca U3N0JI3BaHU B AUCEPTALUOHHUSA TPY/, 3a LieJINTe Ha
peasiM3upaHoOTO TEOPETUYHO U EMIIMPHUYHO H3CJeJiBaHe ca: METOJ, Ha aHA/IU3 U
CUHTE3, METO/] Ha HabJII0leHUe, UHAYKLUS U IeYKIUs], aHa/IM3 Ha IOKYMEHTH U
CTaTUCTUYECKH [JIaHHM, BKJIOYBALIM CTPYKTYpHa OH3HEC CTAaTUCTHKA 3a
MKOHOMHUYECKOTO ChCTOsIHME Ha o6JiacT bJsiaroeBrpaji, aHKeTHO MPOYYBaHe,
MHTEPBIOTA, CUCTEMAaTUYEH MOJX0/] 32 aHAJIMTUYHO NMpeJICTaBsIHE Ha [sJIOCTHATa
KapTHHa. 3a o6paboTkaTa Ha MHOpPMAIMSATa OT TepeHHaTa paboTa e U3M0JI3BaH

coptyepen npoaykt SPSS for Windows, EXCEL Ha Microsoft, kakto u Google
bopmysapu.

CTPYKTYPA HA JHCEPTALIHATA

lianocTHaTa [AucepTanus TMpeACTaBjsBa €JHA CJIO0XKHA CHCTEMA OT
3HaHUe, MPOSBABAIO Ce Ha pPa3JIMYHA HUBA — TEOPETHYHHU KOHIEMNIUH U
MO3HABAaTEe/JHU MOJX0JU, EMIMUPUYHH aHAIU3U U HHPOpMaLMs, MoJydeHa OT
KOJIMYECTBEHU U KAaueCTBEHU MEeTOJM, KOUTO Npe/CTaB/sABaT BepudUKalusa Ha
TeopusTa. B cuM6uo3aTa Mexy Teopusi U eMIIUPHUs CbM Ce cTapasa Jla MoKaxa
3HAQUMMOCTTA Ha OpraHU3alMOHHATa U MEHU/PKbPCKATA KYJITypa KaTo paMKaTa,
B KOSITO IIPOTHYA U Ce pa3BUBa CbBPEMEHHUSAT OM3HEC U XOpaTa B HEr0, KOUTO ca
JIBIDKEIL[UTe CUJIM HAa OPTraHU3AIMOHHUTE CTPYKTYPU U HAaYMHA HA PA3BUTHUETO

HM.



rJIABA TbPBA: UHCTUTYLIUATA KATO OCHOBA HA
COUUAJIHUTE  JEHUCTBHUA

B mbpBa rsiaBa ce npocJjezsiBa ChIHOCTTA U HAKOU OT KOHIENTYa/THUTE
XapaKTEPUCTUKU Ha UHCTUTYIUUTE, TEOPETUUYHHUTE HANpaBJIeHHUs], CBbP3aHU C
MIOCTABSIHETO Ha UHCTUTYIMUTE KaTo GOKYC Ha u3ciaesBaHe. OpraHu3anuuTe OT
Jipyra CTpaHa, MOKa3BaT MHOTO0OPAa3ueTo OT KOHKPETHHU peasiHU NMPOSIBJIEHUS B
KOHTEKCTAa Ha BCSIKA MHCTUTYIMs, KOSTO 3aJlaBa paMKaTa M aJiTOPUTHhMa Ha
ChIIECTBYBAaHETO HA OpraHusanuuTe. B TO3W CMUCBJI [iBETe peaqud ca
npocye/ieHH B3aMMOCBBbP3aHO — CMUCJI0BO U MMPAKTUYECKHU.

B maparpada UHCTHTYHHMOHA/IM3MBT KaTO NOJXOJ ce aKIeHTHpa Ha
€BOJIILUATA HA HHCTUTYLMOHAJHATA IMepcleKTHUBA OT TIJleJl[HA TOYKa Ha
MHCTUTYLIMOHAJIHOTO I0JIe B COLIMOJIOTUYECKOTO o3HaHue. [IpocyiefisiBaT ce HAKOU
OCHOBHM KOHLENIHUU B COLIMOJOTUYECKH KOHTEKCT, KOUTO ca CBBP3aHU C
€BOJIILUATA HA HWHCTUTYIMOHA/IM3Ma W WHCTUTYLMOHAJHATA TeEOpHs, KaTo
KOHCTUTYHPAIX CHMBOJIHOTO IIPOCTPAHCTBO Ha 06IeCTBEHUTE MpollecH. [J1aBHaTa
poJIsi HA UHCTUTYLIMUTE B €JHO OOILECTBO € JjJa HAMaJISAT HEONpPeZeJeHOCTTa, KaTo
IIOCTaBAT OCHOBAaTa HA CTAaOWJIHA CTPYKTypa 3a YOBENIKMTE B3aHUMO/I€HCTBUS.
MHCTUTYyLMYMTe perJiaMeHTHpaT OTHOUIEHHWSATA MeXAYy XopaTa, KaKTo U
MaTepya/IHATa YacT Ha KYJITypHATa Cpefa, a B U3BECTEH CMHUCHJ U eCTeCTBEHaTa
cpefa.

[llnpoko pasmpocTpaHEHO B TEOPETHYEH IJIAH € XOJUCTUYHOTO BIDK/JAHE,
ciopef; koeTo GOKyC MNpeACTaBJIsABAaT He HWHAUBUJWTE, a COIMAJIHOTO LJIO,
NpOsIBABAIIO Ce B OOILIECTBOTO KAaTO TAKOBA, UJIM B UHCTUTYyLMUTE. B ciencTBue
Ha TOBA, XapaKTePUCTUKATa Ha MHAUBUJIUTE Ce U3BEXK/A OT UHCTUTYLIUHUTE, KOUTO
ca omnpejessily, JOMUHAHTHH W BOJIelH, a HHAUBHUJUTE Ca BTOPUYHU U
NpOU3BOAHU. B TO3M HHCTUTYLMOHA/IEH [IeTEPMUHHU3BM HHCTUTYLUUTE Ce
omnpeJiesiIT KaTo BaXKeH cTabuausupai] $pakTop, KOUTO 3ajaBa paMKaTa Ha
IJI0OTO TMocaeABamo pasBuTHe. CamMaTa HWHCTUTYIMS Cce pasrjex/ja KaTo
YVHUBEpCAJHA CBIHOCT, KOSITO HaJaralku ompejieieH palydoOHaJU3bM B
JIeUCTBUATA HAa WHJWBUAWTE, KOUTO S OJYXOTBOPSIBAT M M3rpaXkJaT, MpeHacs
TO3H palMOHAJIU3'bM B peJiiiia MPOIecH, MPOTHUYALY U3BBH CTPyKTypaTa. CaMuTe

dHaJIM3U Ce€ XAapaKTepu3upaT C HN3BECTHA 36CTpaKTHOCT, KOETO € KaKToO



npeJUMCTBO, MO3BOJISIBALl0 Ja Ce BHUAW LsjaTa KapTHHA, TaKa U HeJOCTATBhK,

nopajy JiMIcaTa Ha KOHKpeTHa TbKaH W chneuuMPuka; HO TOBa I03BOJIsIBA
HaBJIU3aHETO Ha pa3/IMYHU aJTEePHATHBHU NOJAXOAU KaTO MOBeAEHYECKUS HU
€BOJIIOIIMOHHHUS.

EBoJsitoLiMATa Ha BBb3rJeJUTe 3a UHCTUTYLIMUTE € CBbp3aHa C NOCTENeHHOTO
VHKOpPIOpUPAHE HA Pa3/IMYHU COLMA/IHA aKLeHTH, CBbP3aHU C BJIMSAHHUETO Ha
IIEHHOCTUTE, HOPMUTE W KyJTypaTa B M3CJeJBaHETO Ha pPa3HOOOpA3UETO OT
MKOHOMHYECKHU SIBJIEHUS], IIPU KOETO Ce MoAYepTaBa BJIMSAHUETO HA UHCTUTYLIUUTE
BbPXy COLMAJIHUSA >KUBOT Ha aKTbopuTe. HWHCTUTynHUTe ca BHUJEHU KaTo
HEyJIOBMUMa U MHOTOACMEeKTHA PEAJTHOCT - COMAJIHU U UKOHOMUYECKU KOHCTPYKTH,
KOWTO UMaT OCHOBHA POJisi B Pa3BUTUETO Ha 0O1eCTBEHUTE NPOIECH.

[Ipy aHa/sM3a Ha pa3BUTHUETO HA WHCTUTYLMOHA/IHATA TeOpUs Tpsi6Ba Ja
nojyepTaeM, 4Ye CTPYKTypaTa KaKTO Ha CTapuTe, Taka U Ha HOBUTE
WHCTHUTYLIMOHA/JIHU KOHIeNLMHU e JocTa caokHa ([lonos, Ceanapcku 2012). /IBeTe
HAay4YHU HalpaBJieHUs, KOUTO ce 000c00sBaT ca - HEOWHCTUTYLMOHAJHA
MKOHOMHKA U UHCTUTYILIMOHA/IHA MKOHOMHKA — IPUHLMITHO PAa3/IMYHU MTapaJUrMu
3a aHaJIU3 HAa UHCTUTYIUUTE.

HoBaTa HMHCTUTYyLMOHA/HA MKOHOMHKA pabOTHU Ha HSKOJKO HHMBA Ha
MKOHOMHWYECKHUSI M COLMOJIOTUYEeCKM aHaiu3. Ha Makpo HHMBO, HOBUAT
MHCTUTYLMOHAJIU3bM OOSCHSBA JeUCTBUETO HA UKOHOMMKUTE 4pe3 HJesiTa 3a
MHCTUTYLMUATE, B3aMMOBPb3KaTa UM C MEHTAJHUTE MO/JIEJIU, PeJIeBAaHTHOCTTA Ha
KyJITypaTa U He Ha MOCJAeJHO MSCTO - Mpoleca Ha MKOHOMHYecKa npoMmsHa. Ha
MHUKpPO HHUBO Ce Hajlara OCHOBHHUAT M3BOJ, MPEOCMUC/AL] BHX/JAHETO 3a
MHCTUTYLUNTE, 4e Te TMpeACTaBJsABAT ONpeJesieHd INpaBua, HaMaJssBally
HECUTYPHOCTTAa B MWKOHOMHUYECKHMS] OOMEeH M TpaH3aKLMOHHUTE pasxoju
(MunenkoBa, 2021).

WHCTUTYIIMOHA/IHUAT NMOJAX0/, B HEroBHUsl aHAJIUTUYEH paKypc. B To3u
naparpa¢ ca aHaJU3MpPaHU HAKOU HJEU KAaTO 4YacT OT HHCTUTYIMOHAJIHUSA
noJiX0J, B  KJacMyeckaTa  COIlMOJIOTHYeCKa  Teopusl W OCHOBHHUTE
MHCTUTYLIMOHAJ/IHU U/I€EW, KOUTO Cca Pa3BUTH B Hesl. B cBouTe Tpy/i0Be, aBTOpUTE
NOKa3BaT 3HAaYeHUEeTO HAa UHCTUTYLMUTE KAaTO OlNpeJesieHa paMKa — HOpMaTUBHA
Y LIEHHOCTHA, KOSITO Ch3/laBa pallMOHaJIHaTa CpeJia U YCJOBHUS 3a pa3BUTHE Ha

CoqHxaJIHaTa ILLEI‘/JICTBI/ITGJIHOCT. NMeHHO Ta3u paMKa IMpeAcTaB/idBa BaXHATA,



M3X0ZHa M 06a3WCHa OCHOBA Ha COLMa/HaTa WHCTUTYLMs, 3all0TO HOPMHTE,
npaBu/jaTa W ILeHHOCTUTe TrapaHTUpaT U MPeANoCTaBAT o0O6LiecTBeHaTa
YCTOMYUBOCT.

B mnaparpada HOBHAT HHCTMTYLIMOHA/IM3BM Ce NpaBU aHAJIUTHYEH
nperJiel, Ha CbILEeCTBYBalllUTe TEOPETUYHU H3CJIe[0BATEJCKU NPOrpaMH Ha
HOBMS UHCTUTYLIMOHAJIU3'bM B aHAJU3UTeE Ha 061ecTBOTO. O65ICHSABA Ce HETOBOTO
UHTeJIEKTyaJHO $[pO0, KaTo ce  TMpocjeAsBaT HAKOU HJeU Ha HU3BECTHHU
MHCTUTYLIMOHAJIMCTU U Ce NOKa3Ba KaK HOBUAT WHCTUTYLHOHAJEH MOAXOJ, Cce
npuJara npy OCMUCJ/sIHE HA COLlMAJIHUTE NPOLEeCH B CbBPEMEHHOCTTA.

HanuyueTo Ha pas3/siMyHU TJIeJHU TOYKM KbM CbILEeCTBYBaLlMTEe COLUAJIHU
siBJIeHUs1 e 00ycsoBeHO OT ¢akTa, 4ye oOllecTBeHaTa peaJHOCT MMa MHOIO
nJacToBe OT 3HayeHus. KoraTo ce mpeckaya OT eAUH cCpe3 KbM Jpyr ce
NPEeOoTKPMBAT HOBU KOHOTALMM U peasnu. OCHOBaTa Ha HEO-UHCTUTYLMOHAIM3Ma
ce CBBbp3Ba C KOHIENIMATA 3a paljMOHAJHOTO JeHCTBUe, WHTErpUpaHO B
COLMA/IHUA U KYJITypeH KOHTeKCT. OCBeH TOBa Ce aKLleHTUpa Ha pa3BUTHETO Ha
HepopMasHUTE HOPMHU U HAYMHA, [0 KOUTO Te ce KOMOGHWHUpAT ¢ popMaHUTE
OrpaHuYeHHUs], 3a Jla U3BeJle MHCTUTYLMOHaAJHaTa cbliHOCT. [loka3Ba ce Kak
KyJTYpHUTE pa3bupaHus oQPopMAT YTBBbPHKAABAHETO HA HHCTUTYLUUTE U
TSAXHOTO OTPa*KeHHe B pa3JIMYHU OpraHM3alMoHHU GOpMH.

B TO3M cMuUCBI MOXe JAa ce Kae, ye HHCTUTYLMUTe TpsbBa Ja ce
pasrJjiexaT B TsAXHAaTa KOMILJIEKCHOCT M MHOIOCTPAHHOCT, KOSITO HMHTerpupa
pa3/IM4HA TEOPETUYHU NepcrneKTUBU. UHCTUTYyLUUTE BKJIIOYBAT peEryJiaTUBHY,
HOPMaTHUBHU KOTHUTUBHU aclleKTH, KOUTO OTPa3siBaT OCMUC/SHETO U aHaJIu3a UM
KaTO CUCTeMa OT HOPMHM, OT NpaBUJIa, WJIM KAaTO KOMIJIEKC OT KOTHUTUBHMU U
KyJTYpHU XapaKTePUCTHUKH, CBBP3aHU CbC cpejaTa. BCBIIHOCT MHCTUTYLUMUTE
TpsibBa Jia ce pasrjexjaT B €JUHCTBOTO HAa Te3W KOMIIOHEHTH, 3alll0TO Te ca
peasiHo JieicTBaIY U JePUHUPALIH TAXHATA ChUIHOCT. UHCTUTYLUUTE OTpa3siBaT
B cebe cU peryJaTUBHUTE U HOPMAaTUBHUTE CAaHKLUM Ha yCJOBUATA U CpeJaTa, B
KOSITO ChILeCTBYBAT, TIOKa3BalKHU KaKTO MECTHUTE U PETMOHAJIHU YCJI0BUS, TaKa U
HaLlMOHAJIHUTE U IJI06a/THU KOHTEKCTH.

Jpyr BakeH M3BOJ, CBbp3aH C HMHCTUTYLMUTE, € Te3aTa, 4e Te HOCAT

CTaOHJIHOCT U YCTOI>'I‘{PIBOCTJ B CbIIOTO BpeMe Te Ce IPOMEHAT BbB BPEMETO, KaTO
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BCSIKA COIlMaJIHa ChILHOCT, a C TOBA JjaBaT TJIaChbK Ha U3MEHeHUs U Ha LisJIOCTHATa
cpesa, B KOSITO CTaBaT B'b3MOXKHHU.

OpraHusanuure npes npusMara Ha UHCTUTYyLMUTE U
UHCTUTYLMOHA/IHUA OAXOA,

Bpb3kaTa Mexay HWHCTUTYyLMS M OpraHM3alys B cCoLlMaJHaTa cpeja ce
u3cjaelBa B pas3/IMYHU KOHTEKCTU. B 3aBUCMMOCT OT NI'bpBOM3TOYHUKA Ha
NpoLleCUTe Ha MCTUTYLHMOHAIM3alMsA ce odyepTaBaT JBa IOAX0JA Ha
B3aMMOOTHOIIEHUETO ,MHCTUTYLUA - opraHusanus - cpega“ (Zucker, 1988). B
Ta3u peJlalivs e HeoOX0UMO Jia ce MoJdepTae, 4ye camMaTa MHCTUTYLUs Cb3JaBa
HOBM KYJTYPHM €JIeMEHTH, pas3NpoCTpaHsBallM Ce BIOC/JeACTBHE B HeWHaTa
cpena.

AHa/nU3'BT Ha Bp'b3KaTa UHCTUTYLUA-OPTaHU3aLUs € 6a3upaH Ha CleJHUTe
NPUHLUIK:

1. UHCTUTYLIMOHA/IHUTE NIPOLeCH NpeACcTaBaAsABaT PyHIaMeHT B pa3BUTUETO
Ha OpraHu3alUUTe;

2. 3HayeHHUETO Ha cpejiaTa ce NpeBpbliAd B KOHCTUTYHpAll, MEXaHU3bM Ha
MHCTUTYLIMHTE, KAKTO Y Ha TAXHATa CTPYKTYpa;

3. UHCTUTYLMOHAJHUAT KOHTEKCT HOCHM NPOMSHA, KOATO € 3aJio’KeHa B
uJlesiTa 3a UHCTUTYLMS, B CTelNeHTa B KOSTO Ce pa3BUMBa WM ChbIpPOTUBATa 3a
npoMsiHa.

Cpepata, B KOATO CbIeCTBYBa BCAKA OpraHM3alus e pa3HooOpasHa,
BKJIDOUBA MECTHU OOILHOCTHM W TPYNH, KOHTPAreHTH, MAapTHbOPH, KYJTYPHU M
HNOJIMTUYECKH opraHuzauuyd. CaMOTO OpraHU3allMOHHO I0Jie, KOETO BKJIIOYBA
aKTUBHOTO OOKpBKeHHe Ha OpraHusanusaTa € KyJTypHO U KOTHUTHUBHO
KOHCTpyHpaHO. MeCTHUTe KYJTYpPU CbAbPKAT KOTHUTUBHU eJIEMEHTH, T.e. Te ca
MHTEepIpeTaTUBHU PaMKH 32 aKTbOpHUTE, leGUHUPAT COLUATHUTE UM OTHOILIEHHUS
M UM [lOMarat /JjJa MHTepPIpeTHUpaT CBOSITA U NMO3ULUUTE HA JPYTrUTe B CHCTEMaTa
OT OTHOLUEHMUSL.

W3cnenoBarennTe pasriaexjaaT WH/AUBU/YAJHOCTTA, OPraHU3aLUATA,
HallMOHAJHOCTTA Mpe3 Mmpu3Mara Ha cHneqUPUKHATE Ha KyJATypaTa KaTo
B3aMMO3aBUCHUMa CbC COLMAJIHO Cb3J3aJleHaTa WHCTUTYLHMOHA/JHA CcpeJja U
pas3/inyus B OBEJIeHHETO Ha UHAUBUAWTe. Be3 Ky/JTypaTa He MOXeM /ja OLLleHUM

LHEHHOCTHUTE, BAPBAHUATA NN INPaKTHUKHUTE, KOHUTO I/I,ZLeHTI/ICbI/ILU/IpaT
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MHCTUTYLIMKTE U TAXHaTa cpefa. KyaTypata ocBeH TOBa, A0M'b/Ba pallMOHAIHUSA
Bb3IJIeJ, 3a OpraHM3alMsATa KaTo IOCTaBs aKLEeHT U Bbpxy HepopMasHaTa
CTPYKTYypa, KaTo cBbp3aHa ¢ ¢popMasHaTa. OpraHusanusaTa e coljMajHa CUCTEMA,
U3rpajieHa C MOMOILTa Ha IieJleHaCOYeHU aKTUBHOCTHM Ha B3aWMMO3aBUCHMH
WMH/JUBHU/HU 3a [IOCTUraHe Ha KOHKpeTeH pe3ysaTaT. OpraHusanusaTa B Ipoleca Ha
HEeMHOTO (QYHKIIMOHUpaAHe, B3aUMOJEWCTBAa CbC cCpeJjaTa U un3paboTBa
KOMIIJIEKCHA CUCTeMa OT MHTeTPUPaHU eJleMeHTH 3a MoJlydyaBaHe Ha KaueCTBEeHU

pe3ysaTtaTy, opMaTHPAHU OT UHCTUTYLUSTA.

BbB BTOpa rnaBa Ha pauceprauuoHHusa Tpyn OPrAHU3ALIMA H
OPTAHU3ALUMOHEH KOHTEKCT ce aHaiu3upaT 0COOEHOCTUTE  Ha
OpraHusanusATa U HEWHUTe 6Aa3MCHU KOHOTALUH B 0OLIECTBOTO, KaTO Ce BU3UpaA
dbopmaTupaliaTa posisi Ha OpraHM3alMOHHATa KyJTypa, IOBeJeHUe U LIeHHOCTH,
ouepTaBaliM QYHKIHUOHHUPAHETO Ha pea/IHUTe Cy6eKTU. PasriiexxiaT ce pa3iviHU
TeOpEeTUYHU KOHLENLMHU B II0JIETO HA OPraHU3allMOHHOTO MOBEeJEHUeE U KYJITYPa,
HaMepuJIM OTpakeHHe B CTUJIa Ha ylpaBJeHHe, B IpaBUJaTa U aJITOPUTMHUTE 3a
JleliCTBMe Ha CbBpeMeHHUTe MeHUKbpU. CHcTeMaTa OT LeHHOCTH, OT KOSTO Ce
PBKOBOAY MEHUDKBPCKUAT €KHUII, Ce MPeJCTaBs, OT elHa CTPaHa, B KOHTEKCTa Ha
OCHOBHMTE OOIIM LIleHHOCTH Ha OpraHU3alUsATa, a OT Jpyra CTpaHa, KaTo GpaKTop

3a B3eMaHe Ha pelleHUs1 U QyHKIIMOHHUPaHE.

1. OpranusanmMoHHa KyJTypa

B To3u maparpad ca pasriefaHd pa3/iMYHU TEOPETHYHU KOHIENUUH B
[0JIETO HA OpPraHU3alMOHHOTO IOBeJeHHMe U KyJTypa B OpraHu3alMOHEH
KOHTEKCT, HaMepWJIM OTpakeHWe B CTWJIa Ha YyIpaBJeHWe, B IpaBUJaTa U
QJITOPUTMUTE 3a JEeUCTBUE HAa CbBpPEMEHHUTE MeHU/KbpU. OpraHusalMoHHaTa
KyJITypa HaMupa OTpa:kKeHHe B CTHJIa U MO0JX0/ja Ha OPraHU3alUATa, CTPyKTypaTa
U eJIeMEeHTHUTe, KOUTO NPUCBCTBAT B KMBOTA HA OpraHU3ayUATa U HEHWHOTO
6baele. OpraHM3allMOHHUTE KYJITYPU ca CPEACTBO 3a IPOMEHU U pa3BUTHE, KaTO
JIOIPpUHACcAT 3a MpPUCHOCOOsSiIBaHE KbM cpejaTta. [lo TO3W HayuH CTaBaT
CTpaTeruuyeckdu  HHCTPYMEHT, 4Ype3  KOWTO Ce  Bb3JEUCTBA  BbPXY
OYHKIIMOHHMPAHETO U PAa3BUTHETO HA OpPraHU3alUsATa B JbJTOCPOYEH MJIAH KAaTO

ce onpenendrT YCTOI;'I‘-II/IBI/ITG OpUEHTAaUHUHU Ha WHAWUBUIAHTE. OpFaHI/ISaLU/IOHHaTa

12



KyJTypa e ¢pakTop 3a NpuJo06MBaHe Ha KOHKYPEHTHO MPeJUMCTBO U € HauyMH 3a
yrnpaBJieHHe IO0BeJleHHeTO Ha ciayxuTesauTe. CiaejoBaTe/JHO OpraHU3alMOHHATA
KyJTypa MoOXe Jla 6bJle onpejesieHa KaTo KOJIEKTUBHO NMporpaMuUpaHe Ha yMa,
KOeTO pa3/inyaBa 4JleHOBeTe Ha e/lHa OpraHM3alnusa oT Apyra.

OpraHu3anMoHHaTa KyJTypa UMa HAKOJIKO BaXXHU OCH, KOUTO f 3aJiBUXKBAT
U Cb3/aBaT HellHaTa AUHaMUKa. LleHHOCTUTEe U HOPMHUTe OlNpejiesieHO MoraT Ja
O6blaT MNOCOYEHU KaTO eAUH OT CTPYKTYPHO BUTAJHUTE KOMIIOHEHTH Ha
OpraHMU3alMOHHATA KYJITYpa, 3alll0TO Te JeTepMHUHUPAT HOPMAaTUBHHUSA XapaKTep
Ha opraHusanyoHHuda Ayx. OT Apyra cTpaHa OopraHM3aljMOHHAaTa KyJTypa UMa U
peryjaTuBeH XxapakTep, KaKTO M II03HaBaTeJHO-HapaTHUBeH, Ipechb3/aBalll
UCTOpPUSTA, MHUHAJOTO W HacTosueTro. Ha Ta3u ocHoBa opraHu3alMOHHATa
KyJITYpa NpUA06MBa KauecTBaTa: UHTEPATUBHOCT, aJAITUBHOCT, Bb3MUTATENHO
B'b3/]€ICTBHE,

B TO3u cMHCBJI opraHM3alMOHHATA KYyJTypa HaJjara KakTO peryJaTUBU U
KOHTPOJI, TaKa U Bb3MOKHOCTU 32 NMPHUOOIIABaHe U aJjlallTUPaHe, 32 TBOPYECTBO,
M3sBa M JIMYHOCTHA aKTUBHOCT. OpraHu3alMoHHaTa KyJTypa Cbh3/aBa IoJe 3a
BIIMCBaHe HA UHAUBUAUTE U rpynuTe — popMajHu U HePopMalHU B LisIJIOCTHATA
OpraHM3allMOHHA cpeja.

UscnenoBatenute Yatman u O'Paiisim  pasrpaHuyaBaT W 0060611aBaT
pas3/IM4HU Npo6JieMH, OTHACSAILM Ce 10 OPTaHU3aLUUTE C OrJie]] Bb3MOXXHOTO UM
paspeliaBaHe:

1) uscsesBaHe Ha Bpb3KUTE MeX/y KyJITypa, JUAEPCTBO, OpraHU3alMOHHA
CTPYKTYypa U ePEKTUBHOCT;

2) u3y4yaBaHe Ha HAYUHUTE, 10 KOUTO OPTaHU3ALUUTE MOTaT /1a U3rPAXK/AT,
yIpaBJsiBaT U MO bPKAT CTPYKTYPHU OTHOLIEHUSI MEXAY CYOKYJITYpH Ha FPYIH,
B KOMTO Y4acTBaT CIAY>KUTEJIH; a ChIIO U KaK MOTaT CYOKYJITYpUTE Ia Hacbp4yaBaT
WHOBAIIMM W TMPOMEHHU, KAaTO JAONPHUHACAT 33 HUAEHTUPUIUpPAHE HA OCHOBHUTE
dakTOopu 3a pa3BUTHE HAa OPraHU3alUUTE, BKJIKYUTENHO pa3bupaHeTo 3a edpeKTa
OT OpraHU3aIMOHHATA KYJITYpPa U Bb3MOXXHUTE KYJITYPHU TPAHCMHUCHH.

OyHKIMUTE HA OpraHU3alMOHHATA KYJITYpa OTPa3siBaT HEWHHUSI KOHKPETEH
IPHUHOC 32 OpraHU3alMsATa C NOMOLITA HA yNpaBJeHCKU NMPAaKTUKH, TPaJULUU U
putyanu ([laynos, 1998; JaBuzakos, 2015). ABropute K. KamepbH u P. Kyun

MMOKa3BaT B'bBLLEI‘/JICTBI/IeTO Ha OpraHU3allMOHHATAa KyJTypa B HelHaTa
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obeMHABALLA CUJa U U3BEX/JAHETO Ha opraHu3aunusaTa KbM ycnex (Cameron &
Quinn, 2012).

OpraHusanuuTe OKa3BaT CBbIECTBEHO BJMUSAHHE BbBPXY BB3MOXKHUTE
KyJITYPHU U3TOYHUIM NPU PopMHpaHe HA OpraHM3anuaTa, KaKTO U Ha4MHA, 10
KOMTO Te ce u3noJs3BaT. OpraHn3allMOHHUTE KYJITYPU BJIUAAT HA OPraHU3ALMUTE,
CIYXeHKU KaTo CpeACTBO 3a IPOMEHM U pasBUTHe, KATO [JOINPHHACAT 3a
Npucrnoco6siBaHe Ha OpraHM3anudaTa KbM cpezpaTta. [lo TO3M HauyuH cTaBa
CTpaTeruyeckd  HMHCTPYMEHT, 4Ype3  KOWTO Cce  Bb3JeMCTBa  BBPXY
GYHKIMOHMpPAHETO U Pa3BUTHETO Ha OpraHM3anusaTa B JAbJTOCPOYEH IJIAaH KaTo

ce onpeneadar YCTOI‘;I'-II/IBI/ITG OpHEHTAU WU HAa UHANBUAWTE B OPTraHU3alUATA.

2. OpraHM3anyoOHHO NMOBEJeHHE U IIEHHOCTH

OpraHM3allMOHHOTO MOBEJleHUEe U3CJe[Ba YCTOMUMBUTE XapaKTEPUCTHUKHU
Ha NOBEJIEHUEeTO Ha 4YOBEKAa M YOBELIKUTE OOIIHOCTM HAa BCHYKM HHMBA Ha
cucTeMarTa 3a yIpaBJleHHe C aKLleHT BbPXy pa3BUTHETO HAa epeKTUBHU MeTOJ 1 Ha
ynpaBJsieHue. (IlayHos,1998). Ype3s opraHM3alMOHHOTO IIOBeJleHHhe Ce
OCBLIECTBsIBA NOBeJleHYeCKU aHa/IU3 Ha pa3/IMYHU HUBA: JUYHOCTHO - TPYNOBO

HHWBO, IEHHOCTHO (HOpMaTI/IBHO) — OllepallMOHHO OCMHUCIJIAHE.

[loBe/leHHETO HA OTAEJHATA JUYHOCT B OpraHU3alMsaTa, NPOo6JIeMUTE HA
MEXAYJIUYHOCTHUTE OTHOIIEHUs, JUHAaMHUKaTa Ha OTHOLIEHUSITAa B MaJIKUTe
rpyny, MeX/AyrpynoBUTe OTHOUIEHHS U OTHOILEHUSITa OpraHu3anys — JUYHOCT ca
00eKT Ha aHaJu3 U pasrjaexjaHe. lleHHocTuTe ¢opMUpaT HarjJackd |
npe/iCTaB/sIBaT KJYOBU NMPU3HAIM 3a TUIIOJIOTH3MpPaHe HA JIMUHOCTUTE, KATO
KOHKPETHHU HJleH, CTaHJapTHU3Upallu noBeJeHueTo. CucTeMaTa Ha LIEHHOCTH, OT
KOSITO Ce PbKOBOJIM MEHUXKbPCKUAT NepcoHas, ce opMHupa, OT eHA CTPaHa, B
KOHTEKCTa Ha OCHOBHMUTE O0OLIY LIEHHOCTU Ha OpraHU3alUsATa; OT Jpyra CTpaHa,
onpejiesisi TeXHUS CbCTaB U CbIIHCT. OpraHu3alnMOHHUTE EHHOCTH Ce ChAbpPKaT

B MUCHUATA HA OpTraHU3aluATa.

Po6buHc pgeduHMpa OpraHU3alMOHHOTO MOBeJleHUe KaTo (eHOMEH,
NpOEKTHUpall, BJUSHUETO HA HWHAWBUJUTE, TPYIUTE U CTPYKTypaTa BBPXY

,Z[eI‘/JICTBI/IHTa Ha X0paTa, NpOoTHUYalllk B OPraHU3alMUTE U OTPAKEHUETO Ha TOBA
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noBeJileHUe BbpPXy paboTaTa Ha OpraHu3anusTa C LeJ NoAobpsiBaHe HA HeWHaTa
epexktuBHocT.” (Robbins, 1991). ABTOpbT npejcTaBsd OPraHU3alMOHHOTO
noBeJileHWe 4Ype3  MOTHBALUATA, JHUJAEPCKOTO IOBeJeHUWe U  BJIACTTA,
MEXAYJUYHOCTHUTE KOMYHHUKAI|MM, TPYNOBUTE CTPYKTYpPU U INPOLECUTE Ha
obyyeHueTo, GOPMHUPAHETO HA HArJacuTe U Bb3NPUATUATA, NPOLECUTE Ha

NpOMsiHA, KOHPJIMKTA, pabOTHUSA CTPeC.

[. llaHalloTOB o4epTaBa OCHOBHH acleKTH 3a aHAJIU3 Ha N03HABATEJHOTO
1oJjle Ha OPraHU3aLMOHHOTO IOBeJeHHe, KOUTO Cce OIpeJessAT OT OCUTe
,JIAYHOCTHO-TPYIIOBO HMBO“ M LIEHHOCTHO (HOPMaTUBHO) - OIepanuoOHHO

ocmucasHe ([lanaiotos, 2003).

Bcsika opraHuzanus MMa npaBuJia 3a MOBeJeHHE, 32 MEXAYJUYHOCTHH U
MEXAYTPYNOBU B3aHMMOOTHOILIEHUS. BsipBaHUATA, y6eXJeHUATAa, HOPMUTE ca
HEOTMeHHa 4YacT OT noBeAeHHeTo. CTAaTyCchT omnpejesiss COLUMaJIHUS PaHT Ha
JIMYHOCTTA B IrpynaTa ¥ € 3HaK 3a TOBA JIOKOJIKO UHAUBUABT € IPU3HAT U MIPUET B
Hesl. AMepUKaHCKUAT couuosior P. JlukepT (Likert, 1961) paspaboTBa
KOHIIENIMsATa 3a OpraHu3allys, OCHOBAaHA Ha BJIMSHHUETO HAa PaGOTHHUTE TPyNHU
BbpXy HelHaTa JeHHOCT. B HEroBUTEe TEOPETUYHH KOHCTPYKIMHU Ce Mpoc/e/isiBa
Bp'b3KaTa MEXAY MPOLIECUTE B TPYNU U J€HUCTBUETO HA BJIACTTA, TEXHOJIOTUMTE,

KyJITypaTa, CTPYKTypa Y jpyr¥ KOMIIOHEHTH Ha OpraHyu3aluaATa.

[leHHOCTUTE B COLMOJIOTHUSTA U OPraHU3AIMOHHOTO TIOBeJleHUe ca
dyHIaMeHTa/IHO TMOHATHE, 0003HAYaBalll0 MO3HAaBaTeJ/JHATa CTPYKTypa, KOSTO
npeAcTaBsg  KpUTepUM 3a H3060p MexJy aJTepHAaTUBHU I[OBeJEHUS.
CoyuosioruyeckaTa MepcleKTUBA pasrJex/Ja LeHHOCTUTe Mpe3 Npu3MaTa Ha:
colMasiHaTa eBOJIOLMS OT O06wHOCT KbM o6mectBo (Toennies, 1957),
JIOMUHUPAIIUS THUI COJUJAPHOCT B JIaJIeH COIUYM, KOJIEKTUBHOTO Cb3HAHMUE,
paszgenenuero Ha Tpyza (Durkheim, 1949), couuanHorto peiictBue (Parsons,
1951; Parsons &Shils, 1951; Bebep, 1993), craHgapTUTe WJIU KPUTEPUUTE 3a

noBeJieHUe Ha inyHoctTa (Williams, 1968, 1979) u T.H.

3. MeHu :xbpcKa Kyarypa. KysiTypaTta Ha ylipaBJieHMe e Helllo, KOeTO ce

pa3BHUBa OT BB3HUKBAHETO U NMPOHHUKBA B AyXd HA KOMIIAHUATA. MEHI/I,EL)K'I::pI/ITe,
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He3aBUCUMO OT HepapxudaTa W HHUBATa, KOMTO 3aeMaT, CIOAeJAT U U3pasdaBaT
KyJITypaTa Ha ylnpaBJjieHHe Ype3 CbBKYNHOCT OT YMEHMUs, IOAX0AM U MOBeJeHUE,
KOMTO MpHUJaraT COpsiMO KOJIEKTUBA, KOUTO PbKOBOJSAT, KAKTO U MO OTHOILEHUE
Ha BCEKH YJIEH OT HETO, C 1|eJl IOCTUraHe Ha OPraHU3alMOHHU 1eJIM U MOJITOTBAT
CIYKUTEJIUTE 3a TO3U KOMIIJIEKC, OTHAcAL] ce 0 ylpaBJeHcKkaTa ¢uaocodus u
Habopa OT LIEHHOCTHU Ha KOMIaHUATa. MeHUXbpCcKaTa KyJITypa Cb3/jaBa BU3US U
NPUHAJJIEKHOCT KbM COLMA/JIHATA KaTeropus Ha MeHUKbpuTe. OpraHusanusara
He MOXe Jla IIOCTUTHE LeJIMTe CH, aKO eJIEMEeHTHUTEe Ha KyJITypaTa He ca CIo/ieJIeHU
OT BCUYKM MeHU/DKBbPU. ElHA opraHu3anusa Moxe Jja oleJiee U Jla ce pa3Bue, ako
OCHOBHUTE YOEXeHHS U IIEeHHOCTU Ca U3BECTHU Y NPUJIOXKEHHU Ha MPaKTHKA.

MenumxbpckaTta KyaTypa e crnepududeH ¢GeHOMeH, 4pe3 KOUTO ce
dbopMHpa opraHvsalMOHHA MOJUTHUKA, KOSTO pa3rpaHUYaBa eJHa OpraHu3anus
OT JApyra W IpHU ILeJileHAaCOYeHO pa3BUTHE MOXe Ja IMOCTUTHe MOo-ToJsMa
epekTuBHOCT. TBbHM KaToO oOpraHusalusATa € OTBOpPeHa, CaMoreHepaTHBHa
TpUCTeNleHHa cucTeMa (KOpNopaTHUBHA, OpraHW3allMOHHA U YIpaBJieHCKa), MOXe
Jla ce Kaxke, 4e BbB BCsKa OpraHu3anys UMa TpU B3aUMO03aBUCHMMHU THUIA KyJATypa:
KOpIopaTUBHA, OpraHu3alMoOHHa M ynpasJjeHcka (Bontas, Urban, 2004: 17).

KynTtypara Ha ynpaBJyieHHe ce pasryex/Ja KaTo HepasJeJsieH eJleMeHT OT
opraHu3alMOHHATa KYJTypa, KOUTO OCUTYpsIBA KaueCcTBeHa PYHKIMOHATHOCT Ha
npolleciTe B OpraHudsalusTa U JlaBa Bb3MOXHOCT 3a NPOMEHU B
OpraHu3alMOHHATa KyJTypa U KOHKYPEHTHO MpeJuMCTBO. MeHU/KbpCKaTa
KyJITypa € ,,CUCTEMA OT LIEHHOCTH, BSpBaHHS, CTPEMEXH, OYaKBAHUS U NTOBeJIEHUE
Ha MEHU/PKbPUTE, OTpPa3eHU B THUIOBETE M CTUJIOBETE Ha YIpaBJIeHUE,
M3IM0JI3BaHM B  OpraHU3anusaTa, CcJleJBaHe Ha  CbJAbpXaHHUETO  Ha
OpraHv3alMOHHATAa KyJITypa U HelHWTe u3n'bjiHeHus” (State, 2004).

MopensT Ha KyJaTypaTa Ha ynopaBJeHHe UHMa HSKOJIKO acHeKTa:
B3aMMOOTHOLIEHHS], OPUEHTAllMs, B3eMaHe Ha pelleHUs], MOTUBALUS U JIOSJIHOCT.
[logxoauTe Ha pas/IMYHUTE aBTOPU oObaye He Ce MPOTUBONOCTABAT Ha
Bb3MPHUEMAHETO HA KYJITypaTa Ha yIpaBJIeHUE, a ce JOoMbJaBaT. MeHUK'bpCKaTa
KyJITypa € OCHOBeH (QaKTOp B LSIJIOCTHATa OpPraHU3alMOHHA KyJTypa, BJUse
NpPSIKO BbPXY pe3y/ITaTUTe OT paboTaTa Ha OpraHU3aLUATa, ONpe/esis [eJUTe Ha
yOpaBJeHCKUTEe [JeWHOCTH, HacbpyaBa KpeaTHBHOCTTA, pa3lIMpPsIBaAHETO U

Baﬂ'bﬂ60‘-laBaHeTO Ha 3HAHHUATA H HpI/IﬂO6I/IBaHeTO Ha HOBHW 3HAHHUA 4Ype3
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oblLIyBaHe M TbPCEHE HAa HOBM HAUYMHU U METOAM B yIpaBJieHCKaTa JeWHOCT.
KyntypaTa Ha ynpaBieHHe Tpsi6Ba Ja ObJle OCHOBaTa Ha IlsJjaTa KyJaTypa Ha
OopraHusalUsATa. YnpaBJieHCKaTa KyJITypa oTpa3siBa JIMYHOCTTA HAa OCHOBATEJIUTE,
MEHU/DKbPUTE U PBKOBOJUTE/INTE U BJIMSIE BbPXY PelIeHUsTa U JIeUCTBUSITA UM
ype3 omnpeiesisiHe HA HOPMH U CTaH/JJAPTH, CbOTBETCTBAIA HAa TEXHUTE IIEHHOCTH
KaTo JONMPHHACSA 33 NMOCTUTaHe HAa CHHEPrys B OpraHU3alysdaTa. YIpaBJeHCKaTa
KyJITYpa BKJIIOUBA: BIpPBaHUs, IIEHHOCTHU, HOPMH, HAIJIacH U MOBeJeHUs], KOUTO
HAaco4yBaT JeWCTBUsATA 3a IOCTUraHe Ha MOCTaBeHUTe lead. Kysarypata Ha
ynpaB/eHMe Ha eJlHa opraHusauus e ¢akTop 3a HacbpyaBaHe Ha
OpTraHU3AIMOHHUTE MPOMEHHU IO/, BJUSHUETO Ha BbTPEUIHU U BBHIIHU PaKTOpH,
CTeleHTa Ha PUCK U IbJIO0YMHATA HA BbBeJEHUTE NPOMEHU

[llupoko aHaIM3UPaAHU B TEOPETHUYEH IJIaH Ca U3CJeJBAaHUATA, CBbP3aHU C
B3aMMOBp'b3KaTa MEX/ly CTpATerusiTa U lieJIUTe KaTo eJIeMeHTH Ha KyJITypaTa Ha
ynpaBJieHue, aKTOpUTe, oNpeieisiiy IJIAHUPAHeTOo Ha CTpaTerusita ¥ ycnexa Ha
npusaradeto H. Kysartypata 3a eQdeKTHUBHOCT Ha VYIpaBJEHUETO I[OKa3Ba
BJIUSIHUETO BbPXY NOBEJIEHUETO U IEHHOCTUTE Ha O'bJeLUTe Juaepy. B pesysarar

Ha TOBAd BCUYKH YIIPpABJIEHCKH PEeCYpPCH Ha OpraHU3aliuATa pa6OTHT CbrJiaCyBaHO.

4. KayecTBa Ha CbBpEeMEHHUSI MEHUAXKBP

3a fa U3M'bJIHSABA YCHELIHO JeHHOCTUTE U NPOU3TUYALUTE OT TAX 33/a4H,
CbBPEMEHHHUAT MEHU/KbD TpsAOBaA JAa MpUTeXaBa ONpejesieHU KadecTBa U
yMeHUs1 U KoMmIeTeHTHOCTH. KauyecTBaTa Ha MeHuxbpa (JIunosa, 2014) ca
OTHOCUTEJIHO TOCTOSSHHA U ycToWuyuMBa <¢opMa Ha YHHUBEpPCAJHO WU
MHJWBU/yaJHO NMPOSIBEHA CbBKYMHOCT OT JIMYHOCTHU XapaKTEPUCTUKH, KOUTO
NOBJIMSIBAT Ha MOBEJeHHWETO, KAKTO B ONpe/ieJIeHU CUTyalys, TaKa U 3a M0-AbJIbT
nepuo/; ot BpeMe. KauectBaTa, yMeHUsATa, KOMIIETEHTHOCTHUTE, KOUTO NPUTEKABA
MeHUKbpa CIOCOOCTBAT TOM Jla H3M'bJHSBA CBOUTE (QYHKUUU CHOOpPA3HO
npaBuJaTa, HOPMHUTEe U CTAaHJAPTUTE HA BUCOKO e(PEKTUBHUSI MEHHUKMBHT.
[loTeHIMA/I'BT HA MEHUK'BPA, KATO KOMILJIEKC OT BPOJ,€HH NMPeIPa3NoJI0KEHUS U
OpUJO0OHUTH KauyeCcTBa, KAKTO W OpPraHU3allMOHHA U yNpPaBJEHCKU YMEHMUd,
M03BOJISIBAlM HJAeHTUOUIMpPAHEe M pellaBaHe Ha CJH0XKHMU YIpPaBJIeHCKH

npo6JieMH, 3aBUCH OT TPU OCHOBHU daKTOpa:
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- JIMYHOCTHM KauyecTBa, CBBbP3aHM C IICUXOJIOTHUYECKHM YePTH U
XapaKTepUCTUKH, KaTO YCTOMUYUBOCT, CAMOKOHTPOJI, YBEPEHOCT, UHULIUATUBHOCT
W p.;

- MEHTa/IHU KayecTBa, OTHACALM Ce [0 CHOCOOHOCTTA 3a WHOBATHUBHO,
IPOAKTUBHO MUCJIEHE U aHAJIMTUYHOCT;

- yOpaBJIEeHCKM YMeHHUs, AedUHUpALM CIOCOOHOCTHTE 3a B3eMaHe Ha
pelleHUd U IUJEePCKU KayeCcTBa, KOMyHUKAlJMOHHU YMEHUS U Jp.).

MeHUKBbPCKUTE KOMIIETEHTHOCTHU Ce pa3fiesIiT Ha 6a30BU U U3I'bJIHUTETHHU

(Brelik, Zuchowskip, 2017: 21):

1. ba3zoBu KOMIIETEHIIMHU Ca: KOZHUMUBHU (I"I)BKaBO MHCJIEHE, CIIOCOOHOCT 3a
MHUCJIEHE, 3HAHHA, TBOPYECKH HO,ZLXO,Z[), coyuasiHu (BO,U,eHe Ha JHWaJIoT U TperoBopu
C KOJIETHM U C HadaJIHHUIH, pa60Ta B eKI/Il'I), JIUYHU (OpI/IeHTaL[I/IH KBbM I,ZLEI‘/JICTBI/IE,
WMHHUIMATHUBA, ClIpaBAHE CbC CTpPeCa, e(l)EKTI/IBHOCT, CaMOOpraHu3anud, B3eMaHe Ha

pelleHus, yBEPEHOCT).

2. U3m'b/IHUTENHHU KOMIIETEHLIUH Ca: 6u3Hec KOMIIETEHLIUH (l'IO3HaHI/IH B 6paHLua,
MApKETUHIOBHU IIOAXO0[OH, I/ILLeHTI/ICl)I/IL[I/IpaHe HyXXIAWUTE€ Ha KJII/IeHTI/ITe),
KopnopamueHu (KOpHOpaTI/IBHa HNIEHTHUYHOCT, €TUKa U LI€HHOCTH, eKcneansa),
ynpaesieHCKU KOMIIETeHIIUH ((1)OpMI/IpaHe Ha €KHII, JeJierTMpaHe Ha OTTOBOPHOCTH,

JINJIEPCTBO, IVIAHUPAHE, YIIpaBJeHHEe HA TIPOMEHUTE).

ChluecTByBaldTe KOHLENUUU 33 PBKOBOLCTBO MoratT Ja ObaaT
rpynyupaHu B YeTUPHU KAaTETOPHUUHU TeOpUH, MoJiesid uau pasoupanus ([layHos,
1998: 221), ocHOBaHM Ha MpPOLECUTE HAa B3eMaHe Ha pellleHHe; aKIeHTUpallyd Ha
pa3/MyvAaTa B OPUEHTALMUTE: KbM 33JauuTe WJM KbM X0paTa; CUTYaTHUBHHU;
xapusMaTU4HU. [lo To3M HauWH nocTeneHHO GOKYCHT HA BHUMaHUeE U IPeMETHT
Ha aHa/lM3 Cce M3MeCTBAaT OT pP®sKOBOOCMBOMO KbM /1Udepcmeomo, T.e.
KOHIleNIMUTe, 6a3MpaHd HAa HAuyMHA HA pelllaBaHe, ca IOBeye KOHIENIMMU 3a
PBKOBOJIHUTE CTHUJIOBE, a HJesATa 3a Xapu3MaTa BHU3MpaA IMOYTH U3ISJI0

JILJEePCTBOTO.
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B Tperta rsiaBa Ha guceprauuonnus tpys JIMJAEPCTBO U JIMAEPCKHA

YMEHHUA, ananusbr ce KOHIEHTpHpa BBHPXY JUZAEPCTBOTO KAaTO SABJIEHUE U
HEroBUTE M3MEPEHHs], KAKTO U BbpXy KadyecTBaTa Ha Jidjepa. EqHa oT BaXKHUTeE
B3aMMOBPB3KM € pasrjex/JaHeTo Ha JIMHUSATA: OpraHu3aljdOHHA KYJTYpa,
MEHU/DKBbPCKM MOJAXOAM U CTUJI Ha paboTa, JUJAEpPCTBOTO KaTO BaKHA
NpeJNocTaBKa 3a yTBbpPK/JaBaHe Ha OpraHu3alUsiTa U NOCTUTaHe Ha HEWHUTe
nesiu. [IpociesnsiBa ce Jorukata Ha pa3BUTHE HA TEOPUHUTE 3a JIMJIEPCTBO CHOpeS
WHAWBUJIyaJJHUTE NEepPCIeKTUBU U acNeKTUTe Ha peHOMeHa, KaTo Ce U3SICHSIBAT
OCHOBHUTE ONpeJieisllli eJIEMEHTU Ha OPraHU3alMOHHOTO JIUJEPCTBO, KOUTO
Cb3/laBaT M3BECTEH KOHCEHCYC B HayyHaTa JMUTepaTypa M OCUTypsBaT
obeMHSBAIllAa MepCcleKTUBa 3a ujeuTe. PasriefaHa e Hepa3puBHATa Bpb3Ka
MeX/y IUZEePCTBOTO U yIIPaBJIeHUETO B KOHTUHYYM, T0OKa3Balll U3II'bJIHEHUETO Ha
ynpaBJieHCKa (YHKIMs, KbAETO W JBEeTe KaTeropu, Makap U CBbp3aHHU, ca
pPa3/IMYHHU.

1. /IuaepCcTBOTO B KOHTEKCTA Ha OpraHu3anuaTa

JluiepcTBOTO € OCHOBHA TeMa Ha HAYYHUTE U3CJ/IeIBaHUSA Mpe3 MOYTH eJUH
BEK U MOpakJa MHOTO eMIUPHUYHM U KOHUENTyaJHU BBIPOCH. Bbnpeku ToBa
HUBO Ha YCWUJIHs, CbCTOSHUETO Ha I[0JIETO I[I0Ka3Ba, 4Ye MNpPU MHOr0 OT
M3CJIe/IBAHUSTA Ce OT/eJ/Is MaJKO BHUMaHHe Ha OpraHU3alMOHHUTE MPOMEHJIUBH,
KOUTO OKa3BaT BJIUSIHHE BBPXY €CTECTBOTO U B'b3/IEMCTBUETO HA JIUJEPCTBOTO.
Hsakou oT u3cienBaHusTa ce OKYCHPAT BBPXY MEXAYJUYHOCTHUTE IMPOLECH
MeXJly WHAWBUAM, JUJEpPU U MocjaenoBarenu. W3ciegBaHus, KOUTO HU3PUYIHO
M3y4aBaT JIMAEPCTBOTO B KOHTEKCTA HAa OpraHU3al[MsATa, 0COOEHO B JIMTepaTypaTa
3a CTpaTeruyecko yIpaBJjieHHe, UMaT APYT AePUIUT: OOUKHOBEHO UTHOPHUpAT
KOTHUTUBHOTO, MEX/IYJIMUYHOCTHO U COLMAJIHO 60raTCTBO Ha TO3W GEeHOMEH, ThH
KaTo He YCISBAT Jja ce CIPaBAT C NMPOIEeCH, KOUTO OOSCHABAT WM OTYUTAT KATO
pe3ysTaTu. JloKaTo U3TPaXK/JaHETO HA MOJieJIU B JIMTepaTypaTa 3a CTpAaTEruyecko
ynpaBjieHHe 0OMKHOBEHO € POKYyCHPAHO BbPXY M3CJeJBaHETO Ha JIMJEPCTBOTO,
KOEeTO Ce C/JyyBa Ha TOPHUTE HHUBA HA OpPTraHU3ALUATA, BCAKO MpeJCTaBsSHE,
npeAJjiaraHO MO OTHOLIEHHMe Ha MoA00pa, pPa3sBUTHUETO U OOy4YeHUEeTO Ha
MOTEeHIUAJHU JIUJEPU, YeCTO ce Ga3upa Ha CUJIHA KOHIENTya/Ha paMKa, KOSTO

MMa U eMIIMpUYHA BepruduKanus.
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JluepcTBOTO € 06eKT Ha UHTEepeC U JIMYHOCTTA Ha JinJiepa 0OMKHOBEHO ce
CBbp3Ba C OYaKBaHHA 3a QyHJAMeHTA/JHH NMPOMEHU B OpraHU3alMATa U IO-
CrelMaJHO 3a pelllaBaHe HA pas3/MYHA HEeWHUTe NMpob6JeMH. B cbuoTO Bpeme
Bb3MOXKHOCTUTE Ha JIMJIEPCTBOTO Ca OTPAaHUYEHU OT HETrOBHS OpraHU3AIMOHEH
KOHTEKCT: CTPYKTypa, CHCTEMa, YCJOBHUS Ha OKOJIHAaTA cpeJa W T.H. 3aTOBa
JIUAEPCTBOTO TPsIGBA Ja Ce pasryexja B pealHUsT KOHTEKCT, B KOHUTO ce
ochlecTBsABa. B To3u maparpad ¢okychT e BBPXy poJsiiTa HA OpraHU3aIuysTa
KaTO KOHTEKCT 3a JILJIePCTBO, T.€. ,BJUSHUETO" UJH ,Bb3/IeMCTBUETO" Ha cpefiaTa
BBbPXY JIUJepCTBOTO. OpraHU3alMOHHUAT KOHTEKCT ChII0 MOXe J1a 6'b/ie TOBIUSH
OT JIUAEPCTBOTO HANpPUMep JIMAEp, MPOMEHSI] CTPyKTypara. [lo TO3u HauyuH
OPTraHU3alMOHHUSAT KOHTEKCT MOXXe Jla O'bJle KaKTO 3aBHCHMMa IPOMEHJIMBa Ha
JIUJIePCKUTE JeNCTBUS, TaKa U TPOMEHJIMBA Ha BJIUSIHUE BbPXY JUAEPCTBOTO.

B HayyHaTa JiuTepaTypaTa ce MpH30BaBa HEOOXOJAMMOCTTA Jla ce 0ObpHE
noBeye BHHMaHHe Ha pOJISITA HAa OpPraHU3alMOHHHUS KOHTEKCT KaTO OCHOBEH
dakTop, BaMsEL] BbPXY JHJEPCKOTO NOBeJIeHUe U pe3yJTaTU. B chOTBEeTCTBHE C
Te3W NPU3HWBH, OCHOBHATA IMpeAINOCTaBKAa Ha aHa/kM3a e, 4Ye JIMJEPCTBOTO B
OpraHHU3alUHTe He Ce OChIIeCTBSIBA BBB BaKyyM, a B HIKaKBa KOHKpeTHa cpejia 1
ycioBus. CieloBaTe/JHO KJ/IOYOBUAT BBIOPOC € JAaJd W A0 KaKBa CTeleH
OpTraHU3ALMOHHUAT KOHTEKCT e 6/ BBbB PoKyca Ha HayyHaTa JiUTepaTypa 3a
augepctBoto. Crnopen Hsakou wuscaenoBatend  (Porter&McLaughlin, 2006)
CUTyalMsITa U3TJIeX/A TaKa: ,MHO3HWHA TOBOPSAT 3a TOBA, HO MHOTO MaJIKO MPaBAT
HeoOXOJUMOTO IO BbBOPOCA, O0OCOOGEHO 1[0 Ce OTHacad [0 EeMIHPUYHUTE
u3scjae[BaHua“. HampeabKbT B 3aMbJBAaHETO HA Ta3W MPa3HOTA, AOKOJKOTO
CBhLIECTBYBa, € OT CbIIECTBEHO 3HAauyeHHe 3a IMo-J06pOoTo pa3bupaHe Ha
JIUJepCKUTe sABJAeHHs. KaTo 110 B 06/1acTTa HA OPraHU3alMOHHOTO MOBeeHHe
MMa OTHOCHUTEJHA JIMIICA Ha BHHUMaHWe BbPXy TOBAa KaK IMO-TOJEMUST
OpraHU3alMOHEH KOHTEKCT BJIMSle BbPXy crnequUUYHUTE O06JIaCTU Ha
WH/MBU/IyaJIHOTO U TPYNOBOTO NnoBeieHUe. Te3u 06/1acTU BK/IOYBAT: MOTHUBAIIMS,
KOMYHHUKaLUsl, eKUIIU U JiuJepcTBo. Heob6xoAMMOCTTa OT MOBeye BHHMaHHE M
NpoyYyBaHe Ha OpPraHU3allMOHHUS KOHTEKCT  HW3WCKBA OPraHU3AIMOHHOTO
noBeZieHHe Jla cTaHe (GOKYC Ha H3y4yaBaHeTO W Jla JAajie MoJIe3HU HACOKH 3a

6J1aroCbCTOTHUETO Ha OpraHU3alHnUTE U TEXHUTE YJII€HOBE.
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[loBeyeTo TeopuH 3a JIUAEPCTBO B HaydyHaTa JMUTepaTypa A0 roJisMa
CTeleH He aKUeHTUpAT Ha OpraHu3allMOHHUS KOHTEKCT. Ta3u KoHcCTaTalus ce
HOJAKpeNs OT U3CJeJBaHUSl HAa Y4YeHU HU3CJeoBaTesk, KOUTO pasrjexjaM Io-
JL0J1y.

Jxeitmc Makrpersp bbpHc (Burns, 1978) koHcTaTupa, 4e ,JIUAEPCTBOTO €
e/lHO OT Hal-HabJIl0/laBaHUTE U Hall-MaJIKO pa3bupaeMuTe siBJeHUs Ha 3eMsATa”
nopaZu ¢pokyca Ha IMJepCTBOTO BbPXY JIUJEPUTE, a HE BbPXY OpraHU3alMOHHUTE
COLIMAJIHM KOHCTPYKIIMU Ha JINZ,EepPCTBOTO.

AcnekTuTe Ha OpraHM3allMOHHHMA KOHTEKCT ca OT 3HadyeHHe 3a
OpraHMU3alMOHHATa CTPYKTypa, NPOU3X0J U UCTOPHUS, COOCTBEHOCT U KOHTPOJI,
pasMep, TEXHOJIOTHS], MeCTOIIOJIOKeHHEe W 3aBUCUMOCT OT APYTrH OpraHU3aLUH.
[IpeacTaBsAT ce onepaTUBHO JePHUHUPAHU CKATM KAaTO HE3aBUCUMHU MPOMEHJIUBH,
Yype3 KOUTO Ja 6'bJIaT NpeJiBU/IeHH OCHOBHUTE U3MepeHUs1 Ha OpraHU3alMOHHATA
CTPYKTYpa, KOSITO € TSICHO CBbp3aHa C KOHTEKCTa, B KOUTO QYyHKIHOHHUpPA M
rojisiMma 4acT OT BapualMuTe W MoraT Ja O'bJaT OOSICHEHU C KOHTEKCTYaJHU
dakTopu. IlpocseasiBaT ce pasaudyHA (PaAKTOpPH, BKJIKYUTEJSHO pasMep,
TEXHOJIOTHS], OpraHM3allMOHHA JOKYMeHTalusl WM CcolMaJHa OJQYyHKUUSA U
B3aMMO3aBUCUMOCT C JIpyr'yd OpTaHU3alL UM, KOUTO Ca OT I'bPBOCTENEHHO 3HaYeHHEe
3a BJIMSHUETO BBbPXY OTHOIIEHUSATA U PYHKIMOHUPAHETO HAa OpraHU3alUsTa.
Tesu ¢axTopu  ce cCBBpP3BAT MO CpPaBHUTEJEH CUCTEMaTHYeH HA4yWH C
XapaKTepHUTE aclleKTH Ha CTPYKTypaTa, Th¥ KaTO TaKUBa M3CJeJBaHUSA Ouxa
M3HUCKBaJIM MHOTOPAKTOPEH NO0/X0/ KaKTO B KOHTEKCTA, TaKa U B CTPYKTypara.

Pa36bupaHeTo Ha KOHTEKCTA Ha JlaZleHa OpraHU3alys e Npoliec, B pe3yaTaT
Ha KOUTO ce omnpenensiT (aKTOPH, KOUTO BJIMSAT Ha CbLUIECTBYBAaHETO Ha
OpraHMU3aLUATA, LeJIUTe U CIIOCOOHOCTTA W 3a YCTOMYMBO pa3BuTHe. [IponechbT
OTYUTA BBTPEIIHHM GAKTOPU KATO LEHHOCTH, KYJTypa, 3HAHUS U ePEeKTUTe OT
JIeMHOCTTA Ha OpraHu3alusTa, KAaKTO W BBHIIHU (GaKTOPU KaTo IMpPaBHAa,
TEXHOJIOTUYHA, KOHKYPEHTHA, Ma3apHa, KyJTYpHA, COlMa/HA U HUKOHOMHYECKa
cpeja.

[Ipu pasrJiexxjaHe HA OpraHU3ALMOHHUS KOHTEKCT TPsiOBa Jla ce B3eMaT
npesBUJ, HE CaMO MOJIOKUTEJHUTE, HO U OTpULlAaTeJHUTe PaKTOPU U YCJIOBUS,
T'bU KaTO Te yJieCHIBAaT pa3bUpaHeTO Ha BbHIIHUSA OpraHU3alMOHEH KOHTEKCT -

KaKTO (l)aKTOpI/I OT IpaBHQ4, TEXHOJIOTMYHA, KOHKYPEHTHaAa, IIa3dpHa, KYJTYypHa,
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collMa/IHa, UKOHOMHUYEeCKa CpeJia, MeXAyHapo/iHa, HallMOHa/IHA, perHOHaIHA WU
MEeCTHa; Taka U (AKTOPH Ha BBTPEIIHUS KOHTEKCT, CBbP3aHU C L[EHHOCTHTE,
KyJITypaTa, 3HaHUSATA U pe3y/ITaTUTe Ha opraHusanusaTa. CaMoTo yTOYHsIBaHe Ha
OpraHU3AIMOHHMS KOHTEKCT He e JJOCTaThb4HO, 3a /] Ce MOJIyYd KOPEeKTHOCTTA Ha
npoineca. OpraHM3allMOHHUAT KOHTEKCT TPsIOBA Jla Ce OTYUTA IMOCTOSHHO U
ueHTUGUIUPaHUTe GAKTOPHU Jla Ce MpepasrJieXx/JaT Mo OTHOILIeHHWe Ha TAXHATa
3HAYMMOCT U YMeCTHOCT. JIugepbT Tpsi6Ba Aa ObJe HallpeK U Ja 3abesisi3Ba
BCUYKHM MPOMEHU B CpeJlaTa, KOUTO 3acAraT JeHWHOCTTAa Ha KoMnaHusTa. Camo
Taka 6U Cce TapaHTHpaJ ycCHex KaKTO B CJy4ald Ha TOJIOKUTEJSHHU HJIH
MUHHUMHU3UPaHU ePEeKTH, TaKa U B CIy4al HA OTPULIATESHU BbHIIHU U BbTPEIIHH

dakTopH, Bauseld BbpXy GYHKIMOHUPAHETO HA OpraHU3alUsITa.

OpraHu3anMOHHUAT KOHTEKCT 0pOpMsI UMIIEPATUBUTE HA U3I'bJIHEHUETO,
KOWTO €JHOBPEMEHHO CTUMYJIMPAT U AePUHHUPAT NapaMeTPUTe Ha MOJXOASIATeE
JIUAEPCKU AedcTBUsA. ToBa mpearnoJsiara KaueCTBEHU NMPOMEHU B HAYUMHUTE, IO
KOUTO JILJepUTe NpuAo6uBaT MHPOpMalMs B CBOMTE POJIM U MPOAb/KABAT /A
OCMUCJISIT Ta3u HHPopMalus. [[poMeHs ce Jau U Kora (M KaK U KaKBO) JIUJepUTe
IJIAHUPAT KaTO MOJXOJSIIM KOJEKTUBHU OTTOBOpH. [I[poMeHs1 ce ecTecTBOTO U
poJiiTa Ha KJ/IOYOBU IMpOLIECH, KAaTO HampuMep KaK JIMJEPUTe BJUAAT U
yIpaBJ/isiBaT CBOUTE IOCJeNoBaTesN . BiusgHUe OoKa3Ba U 06XBaTa Ha TAXHOTO
BaUsiHUe. OpraHU3alUOHHUAT KOHTEKCT JOpU NPOMEHs1 MeXaHU3MUTe, 4pe3
KOUTO JIUJlepuTe NPUA0OHUBAT CBOSTA POJiS U Pa3BUBAT CBOSITA JIETUTUMHOCT.
Te3u epeKkTH HAAXBBPJIAT Bb3AEUCTBUATA, KOUTO OOUKHOBEHO Ce MOJeJUpaT B
CUTYallMOHHU NOJAXOJW 3a HeNpeJBHUJIeHHW OOCTOSATeJCTBa B JiMTepaTypaTa 3a
JINEPCTBOTO.

2. Teopuu 3a INAEPCTBOTO

deHOMEHBT JUAEPCTBO MOXe [Jla ObJe MpeACTaBeH aHAJIUTUYHO H
MHTEPINPETATUBHO OT PpA3JIMYHA TEOPETUYHU NEPCHeKTHBU C PA3THUYHHU
KOHLeNTyaJHU pedyiekcuy. ONUTHTE 3a KIacCUPULPAHETO UM 06aye ce OKa3BaT
TPYAHU 32 €JHO3HAYHO OpPraHU3MpaHe Ha MHOXXECTBOTO KOHIeNIUU. Baemaliku
npeABHJ, JWHAMHUKAaTa HA BPEMETO, TEOPETHYHHUTE MOAXOAU Ce B bXHOBSBAT
B3aMMHO, KOETO BO/IU /10 Bb3MOXXHOCTTA 3a pa3rpaHUYaBaHe Ha YHUBEPCAJTHUTE U

Cl'IeI_U/I(l)I/I‘-IHI/ITe €JIEMEHTH B TEOpEeTHUYIHHUA Bb3rJie[ Ha BBIIPOCA 3a JIUAEPCTBOTO,
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KaKTO W Bb3MOXXHOCTUTE 3a eMIHUpPHUYHA INpoBepKa WJM TNOCAeULMu 3a
npakTukaTta. JluTepaTypaTta MO JIWAEPCTBO pasKpUBa, 4Ye TeOpUMUTE ca
YCBbBbPIIEHCTBAHU U MOAUGUILMPAHU C TeYEHHE HA BPEMETO U HUKOS OT TSX He €
6e3 3HayeHHe. ONMUTUTE Ha YYEHUTeE, CBbP3aHU C KJacuduliMpaHe Ha TEOPUATA Ha
JIUJEPCTBOTO, UAEHTUULMPAT BUJOBETE TEOPUs HA JIUJEPCTBOTO, pa3KpUBAUKHU
TSIXHATa CTPYKTYPHA ChIHOCT.

Cnopep, C. XpUCTOB, JINJEePCTBOTO Ce U3CJe/iBa B TPU HallpaBJIeHUs], KOUTO
HaMUpaT U3pa3 B pa3pabOTBAHETO, EKCIEPHUMEHTUPAHETO U YTBBPXKJABAHETO B
NpaKTUKaTa Ha pa3/IMUHU TEOPUHU:

1. KaTo cBOWCTBO - JIMJIEPCTBOTO € MHOXECTBO OT XapaKTEePUCTHUKH,
NpUTEXaBaHU OT Te€3U, KOUTO YIPAXKHABAT YCIELIHO BJIUSHUE;

2. KaTo nporec - JM1epcTBOTO € NMPSIKO HEMPUHYAUTEJNHO BJIUSHUE U
KOOpJAUHHUpPAHe Ha JeWCTBUSATA Ha TrpynaTa Mo II'bTA HAa JOCTHUraHe Ha
HelHaTa 1eJI;

3. ]-[I/IﬂepCTBOTO €IHOBPEMEHHO KaToO Ipouec 1 CBOMCTBO.

Teopuute ce 060co65BaT B CJleCTBHE MPUJAraHeTO Ha JiBa U3MEPUTEJIS:
acneKkTH NPU pasrJieXxJaHeTo Ha pa3/IMYHU IapaMeTpH; U3I10/I3BaHe Ha Pa3/IMyHU
MO/IX0/1M, IpUJIaTaHy NPU €/IUH U ChLY acneKT. K'bM Bcekd OT JjBaTa acnekTa ce
npuJjaraT JBa I0/x0/ia: YHUBepcaJeH U CUTyalMOHeH. Bb3 ocHoBa Ha cBouTe
u3c/e/iBaHUA U aHaau3 XpUCTOB 0060co6siBa CBOSI CTPYKTYpa Ha TEOPUMUTE 3a
JINJIEPCTBOTO, Ype3 KOSTO H3BeXJa MeT ejeMeHTa C lLieJ pa3KpUBaHe Ha
CBLUIHOCTTA Ha JIMJEPCTBOTO: XapaKTepHHW YepTH; IOBeJieHue; CUTyalus;
cBorictBa. Northouse (2016) e uscinenBan 16 teopuu. Kellerman (2012) TBbpan,
ye uMa HaJ, 40 Teopuu 3a JUAEPCTBOTO, AoKaTo Meuser, Gardner, Dinh, Hu, Liden
u Lord (2016) 3asBsiBa, 4e OpOAT HA TEOPUHUTE 3a JIUJEPCTBO e 66. B cBeT/IMHAaTa
Ha NpeJM3BUKATe/JCTBATa, NIOPOJEHU OT MHOIOOPOMHUTE TeOpUH B 06J1acTTa Ha
JIUAEPCTBOTO, yYEHUTe TMPU30BaBaT 3a KOHCOJMJMpAHE Ha TeOpUUTe 3a
JIUAEPCTBOTO. JlOKaTO TeOpPUKTE 3a JIUAEPCTBO NpejJaraT MHOrOOPOMHHU IJieHU
TOYKM U HE CU NPOTHUBOpPEYAT, a Ce AOMbJBAT U MUMEHHO Ta3W NMpPUYMHA JaBa
Bb3MOXKHOCT Te Ja ce o00eguHAT. [losaraT ce 3HAYMTEJNHU YCUIUSA 3a
KOHCOJIM/IUpaHe Ha TEOPHHU 3a JIMJEpPCTBOTO U TOBa 0ob6eJUHsIBaHE CTaBa 4ype3 6

$OKYCHM TOYKHU: XapU3MaTH4YHA TeopHs, TpaHCPopMalMOHHA TEOPHs, JIUJEPCTBO
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U MHOTOOOpa3ue, CTpaTerdyecka TeOpHs, ydyacTHe / CIOJesJeHO JHUAEPCTBO U
TEopHsl Ha YEPTHUTE.
B cbumoro BpeMe HsMa IAJIOCTHA O06eJWHSABAIA TeOopHs, KOATO Ja
UJeHTUGUIUPA U3XOJHUS KOJ WM CBIUHOCTTA Ha JIUJEepUTe U JedUHUIUS Ha
YCJ0BUSTA, KOUTO MOPaXAAT JUAepcTBO. 060c06SIBAT ce paboTelUuTe KOHLENIUU
3a JIMJIePCTBO, KOUTO BKJIIOYBAT:
- PaHHaTa ompocTeHa mapaJiurmMa, B KOSITO Ha JIUJIEPCTBOTO Ce IJeja
KaTo J100po yrnpaBJieHHeE.
- CeMaHTHYHA KOHIIEMIUSA, MPU KOSITO JIMJEPCTBOTO Ipe/CTaBJsIBa
IpOIEeChT HA PbKOBOJCTRBO.
- KoHuenuus 3a TpaH3aKIU: JIUAEPCTBOTO € COLKaIeH 0OMeH MEXAY
JIUJIEPH U MTOC/IEe0BATEH.
- CuTyallMOHHATa KOHIENIUS; JIMJEPCTBOTO € sIBJeHHe, KOEeTO
IpeJlecTBa U yJeCHsIBa PelleHUsATa U JeUCTBUSATA.

- EcteTnuyHa KOHIOenuudAd: TMaAepCTBOTO € U3KYCTBO NJIK 3dHAAT.

Y4yenuatr W. Bennis npoBexxga wusciegBaHe Ha 90 mnonysasdpHU JULEPUA U
K1acupuLrpa XapaKTepUCTUKUTE, KOUTO ONpefiesIAT JIMYHOCTTA UM, Ha YeTUpHU
rpynu: (GU3UMOJIOTUYHY; €MOLMOHA/JHU (ICUXO0JIOTUYECKU); HWHTeJeKTyaHU;

JIMYHOCTHO-/eJIOBH.

[IpocnensiBaliku JIOTMKAaTa Ha pasBUTHE Ha TEOPUUTE 3a JIHAEPCTBO,
MOXKEM J1a OTOesIeXKUM, Ye BCUUKU T€ U3X0X/JAAT OT eJHOQAKTOPHHU MOAXOAH, T.€.
I'bpPBOHAYAJIHO, KaTO omnpejesi GakTop 3a JIUJEePCTBOTO, Ce pa3rJex/a BCEKH
eluH ¢akTop: JIMYHMA KayeCcTBa, CTWJ Ha [OBeJleHUEe, CUTYal[MOHHU
xapakTepucTuku. Cijie, KaToO OCb3HABAT HEAOCTATbLUTE HA €JHOMNOCOYHMUS
N0JIX0/l, MOJieJIMTe Ha JIMAEpPCTBO 3aloyBaT Ja Ce KOMOWHUpAT, MOSIBSBAT ce
JIByGaKTOpHU KOHIIEII[UHU: JINYHOCTHO-CUTYallUOHHH, IOBeIeHYeCKU-
CUTYalUOHHM, JIMYHOCTHO-NOBeJeH4YeCcKu Teopuu. IlociegHudaT eran e

cUCTeMaTHYeH NOJX0/l, KOUTO BKJ/IIOUBA MHOT'O GaKTOpPH.

BTopaTa TeHJeHLUs, KOSAATO TpsAOBa JAa ce OTOeJeXXH, € MPeXoabT OT
JIUCKpeTeH MOoAX0/l KbM NMPOLeCHUs MoAXo . [Ipy IMCKpeTHHUS MOAX0 ] MO3ULUSTA

Ha JinJiepa B€JHBXK 3aBHUHAru Ce onpeaesid nopaan eJnuH Uin Apyr (l)aKTOp (KaKTO
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Ce CJIydBa HallpyuMep B TEOPUATA Ha xapusMaTa), AOKAaTO IIPpHU MpoueCHUuA moaxonq
ce pasrjexgaT XdpaKTEepUCTHUKHUTE Ha BBaHMOﬂeﬁCTBHeTO Mexay Jujgepa U
rnocjengoBaTesid (KaKTO ce CJIy4dBa Ipnu TPAaH3aKUHUOHHOTO H

TpaHCcPOPMALIMOHHOTO JIUJIEPCTBO).

TpeTaTa TEHACHI WA € OTKJIOHEHHWE OT YUCTO PAMOHAJTUCTUYHHUA MOAXO0A,
KbAETO JIMAECPDBT HU3II0JI3BA Ha6op OT palMOHAJIHKM TEXHUKH, 34 [Aa peaiM3vpa
MaKCHUMaJIHO H3II'bJIHEHHE OT IIOAYHWHEHMHA. Toli ce 3aMeHs cC HpalMOHaJIeH

noaxona, OCHOBaH Ha €eMOIMH U KYJITYPHH HEHHOCTH.

3. .}IﬂﬂepCTBOTO KAaTO XapaKTE€PHUCTHUKA HA OPTaHU3aAlUATA

B ocHoBaTa Ha M3cjeBaHUATA 3@ JIUJEPCTBOTO, YECTO UMIIMLUTHO, CTOU
NpeANoJIOKEHUeTo, 4Ye JMJAepbT HUMa 3HAYUTEJHO BJIMSIHUE  BBpXYy
GYHKIMOHMpPAHETO Ha OpraHu3anuaTa KaTo LSJO0 U OTAEeJHUTE U eJleMeHTH.
WU3cnenoBaTesnTe Mo TO3M BBIPOC 06aye He ca NOCTUTHAIU CbIJIACHUE OTHOCHO
cuJlaTa Ha TOBAa BJIMSIHME W HeroBuTe nocaefuuu. TeXHUTe MO3ULMU MoraT Ja
O6'bJlaT MoJpe/leHu B KOHTUHYYM, UYMETO Hayaso e 6esisg3aHO OT MpeTeHLusTa 3a
BTOPOCTEeNEeHa JUJepcKka poJsii U Kpas Ha KOHTUHyyMa - OT HEroBUsl BOJell]
NpUHOC 3a QYHKIIMOHMPAHETO Ha KOMIAHUATA. 3aeJJHO C HapacTBalus OpoH
u3c/ie/iBaHus, MOCBETEHW Ha TO3U Npo6JieM, MHOTOCTPAaHHUS My XapakKTep
3aloy4Ba Jla ce ocb3HaBa Bce mnoBeye. OkasBa ce, ye HAEHTUDUIMPAHETO Ha
JINJIePCKUTE CIOCOBGHOCTH CaMo C ,KJI'bCTEP” OT ONpe/ieJIeHH XapaKTEPUCTUKH He e
B CbCTOSIHME Ja 06sicHU peHOMeHa 3a aBTOPUTETA Ha XOpaTa, KOUTO BOJAT
JpyruTe .

CplLiecTByBa HepaspUBHAa Bpb3Ka MeX/y JIUAEPCTBOTO U YIpaBJEHHUETO.
CpBpeMeHHaTa JiMTepaTypa IO TeMaTa IHojA4YepTaBa, 4Ye JIMJEepCTBOTO U
ynpaBJeHUEeTO Cb3JaBaT MOJleJIM Ha JOI'bJBAIlM Ce TOBeJeHUs, [eHHOCTH,
3HaHUSA U yMeHus. Te Tpsb6Ba Ja ce pasr/iexjaT B KOHTUHYYM, OTpassBall
M3II'bJIHEHUETO Ha yNpaBJyeHCcKa QYHKIMS, KbAETO U JIBeTe KaTeropyuu, Makap U
CB'bp3aHH, Ca pa3/IMyHMU.

YnpaB/jieHMeTO € 4YacT OT HKOHOMHYecKaTa Mapajurma, JoKaTo
JINIePCTBOTO € 4YacT OT TMoBeJieHYeckaTa mnapajurma. JIuiepcTBoTo H

yHnpaBJIEHHETO He MOTaT Aa Ce pa3rjexaT OTAE/JIHO. YoBek Moxe Aa 6']::,[{6 JInaep,
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6e3 Ja e MEHUIKbpP U ob6paTHO. ToBa e CBBbpP3aHO C HAaYMHA, IO KOWTO 4YOBEK
W3I'bJIHSBA POJISTA HAa MEHHUKBP U JIHMJep B OpraHU3alUsATa, HAMUPAUKH
JIOMAPHU TOYKM MeEXJAy JABaTa cTraTyca. YdyeHuTe  Bass& Avolio (1994),
pasriex/aaT pbKOBOJCTBOTO W yNpPaBJEHUETO KAaTO OTAEJHU MPOLECH, KOUTO Cce
pas/jvMyaBaT [0 HAayMHA Ha pasrpbllaHeTo WM. Posiita Ha MeHUKbpa € [0
rojisiMa CTeleH MNpeJoNpe/ie/ieHa OT eCTeCTBOTO Ha 3aeMaHaTa pPbKOBOJHA
NO03UIlMs, HO MEHU/DKBPUTE UMAT 'bBKABOCT B HAYMHA, [0 KOWTO Ce ThJKYyBa U
M3II'bJIHSBA BCsiKa poJid. [IpaBu ce passimka Mex/y yrnpaBJjieHUe U JIUJEPCTBO MO
OTHOIIIEHME Ha OCHOBHUTE MPOLECU U MJIAaHUPAHUTE Pe3yaTaTH, KOUTO NPOTHUYAT
ypes:

e [locTaBsiHe Ha OMepPaTUBHH IieJIM, yCTAaHOBSIBaHE Ha IJIAHOBE 3a JleCTBHE

c rpaduIU U pasnpeiesisiHe Ha peCypcH;

e OpraHu3upaHe M HabOWpaHe HA IeEpPCOHAJ HAMp. YCTAaHOBSIBAaHe Ha

CTPYKTYpa, pasnpe/ie/isiHe Ha pecypcy U 3aia4u;

e MOHUTOPHHT Ha pe3y/ITaTHUTe U pelllaBaHe HA MPO6JIEMH.

AHa/nM3bT HA KOHIEMIMATA 3a JIUAEPCTBO Ce CBbpP3Ba M C IpobseMa 3a
BJIACTTa, TPEeTUPAMKH JIMJEPCTBOTO KaTO eJWH OT acleKTHUTe Ha BJacTTa.
JluiepcTBOTO € CIOCOGHOCTTA /ia Ce BJIMsie WM YIPaXKHSIBA BJIACT B COLMAJHUTE
ob6mHocTu. Criopes BeGep "BsiacTTa 03HAuyaBa BCEKM IIAHC, Ye HEYHsS BOJIS e
Oble MpPUHYJAEHA B HAKAKbB COLMAJIEH CbI03, JOPU BBIPEKHU ChIPOTUBATA,
He3aBUCHMO 3a KaKBa Bb3MOXHOCT cTaBa AyMa." (Weber; 1972).

[IperneasT HA JePUHUIUUTE 3a JUAEPCTBO MOKA3Ba, Ye € TPYAHO Ja ce
060011 efAHa JAedUHUIUS WM MOJeJs, KOWTO Jla OMUCBA BCHYKU Bb3MOXKHHU
CUTYyallUH, C KOUTO CbBPEMEHHUTE JIUIEPU MOTraT Jia ce coabckat. [IpomMeHsaTa
ce cpesia OOMKHOBEHO I'M MPHUHYK/]JaBa HENMPEK'bCHATO /1a MPOMEHSIT CTUJIA CH Ha
JIUZEPCTBO WJIU Jla aANITUPAT BBHIIHUTE YCJIOBUS KbM HYKAUTE HA CBOSI CTUJ Ha
JIUJepcTBO (KoeTo 06aye Moxke Jla 6'bJie U3KIIOUYUTENHO TPYyAHO). [loaabpxkaHeTo
Ha eJIVH U ChlI CTUJ Ha PbKOBO/ICTBO He BUHArU € e(pEeKTUBHO.

AHanM3UTe MOKA3BaT, Ye JIUAEPCTBOTO € Pe3yJITaT OT B3aUMOOTHOILIEHHUS
MeX/1y JIuJiepa U HErOBUTE IOC/IeJ0BAaTe/IM U BbIIPEKH, Ye YCIOBUETO 3a MOsiBaTa
My ca JIMYHUTE Ka4yecTBa, MOBeJEHUs U YMeHHUs Ha MOTeHIUaJIeH JIUJep, Te ce
pa3sKpHBaAT caMO NpU onpesiesieHU 6J1aronpUsaTHH yCaoBUs. [loie3eH HHCTPYMEHT

3d HU3rpaxJaaHe Ha B3dWMMOOTHOLIEHHWATa MeExAy JuAaepa U CIHYyKHUTEJIUTeE €
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Xapu3MaTa - oImpejJieieHa pedepeHTHA CWJIa, pe3yJTaT OT COIUAJTHOTO
BB3NPUSATHE HA XOPaTa, JUYHOCTHA YepTa Ha UHAUBH/IA, KOSTO I'o Kapa Ja 6'b/e
Bb3MpUEMaH OT JIpyTUTe [0 YHHKaJeH HayuH. Xapu3MaTa yJecHsiBa Jiuzepa Ja
MIOCTHUTA IIeJIH, /]a BJIMse Ha XopaTa W Jia pasnpocTpaHsBa BU3UsATa. B moBeueTo
clydad ToJie3HaTa Xapu3Ma Hal-4yecTo ce J0I'bJBa C HsSKaKBa BU3US, KOSTO
JUAEPHT TPsAOBaA Aa UMa. Bu3usaTa 3a 6'b/el[eTO HA OPraHU3aIysTa U IPOMEHUTE
B OKOJIHAaTa CcpeJia OOMKHOBEHO € HW3KJIYUTEJHO IoJie3Ha 32 PbKOBOJeHe Ha
opraHusalnusiTa ¥ MoKa3BaHe Ha HellHaTa mocoka. Heo6xonuMmo e obave fga ce
HoAJbpiKa 6aslaHC MEXJYy BU3WATA, HEHHOTO PAa3NpOCTpPAaHEHHE U U3IM'bJHEHUE,
KaKTO W U3I'bJIHEHHWETO Ha TEKYILI[MTe 33Jlaud Ha opraHu3anusTa. B 3aBucuMoCT
OT CUTyal[UsITa, 3HAaYeHHETO Ha Te3M JiBa eJleMeHTa MOXe Jia ce NpoMeHU. TUI'bT
3ajJlauM, MpeJi KOUTO ca U3NPaBEeHU JIMJEPUTE Ha CbBPEMEHHUTE OpraHU3alUH, Ce
BJIMsie OT popMaTa Ha TEXHUTE OPraHU3alMOHHHU CTPYKTYPH.

[JI06a/JIHUAT JIHJEp € CKIOHEH Jla ce GOKycHpa BbPXy NMPOMEHHUTE, KOUTO
WHUIMMpA HeroBaTa OpraHW3alMsl, OCTaBAHWKU TEeXHUYECKUTEe (pyTHHHH)
ornepanyy Ha CAYKUTEJUTE OT M0-HHUCKO HUBO. Cjie/JoBaTEJIHO TOH € caMO areHT
Ha MO0-Ba)XHW OPraHU3allMOHHU MPOMEHU. B moBeveTo ciyyau HEroBUTE 3aJa4yu
MOTraT Jla BKJIKOYBAaT HJAeHTUPULIMpPAHEe Ha NPeJU3BUKATEJICTBOTO 3a
OpraHMU3alUATA, 33JlaBaHe Ha BBIPOCH Ha YJE€HOBeTe Ha OpraHu3alusATa, HO
4yecTo U36srBaHe Ha pelllaBaHEeTO Ha MpobJsieMa. biarozapeHyve Ha ToBa TOU MMa
IIaHC /Ia BKJIIOUM NOBeve 4IeHOBe Ha OpraHU3alusATa B Mpolieca Ha MpoMsiHa U
M3IMpaBIHETO Ha MHEHHUs My I03BOJIIBA Jla MOJATOTBU MO-J00BP MPOEKT 3a
npoMsiHa. JIuilepbT YecTO MOKa3Ba HATHUCKA HA OKOJIHATa cpejia, KOUTo ¢popcupa
npoMeHuTe. 0cO6€HO TPy/IeH MPOLEC, 32 KOUTO € OTTOBOPEH IJIOGATTHUST JIUJED, €
NpoMsHAaTa Ha OpraHW3allMOHHAaTa KyJTypa. 3aJlauuTe B TOBA OTHOIIEHHE ce
pasJjityaBaT B 3aBUCHMOCT OT ¢a3aTa Ha pa3BUTHe Ha opraHusalusTa. B miagure
OpraHu3aluu JIMJepbT € OTroBOpeH IVIaBHO 3a (opMHpaHeTO Ha
OpraHu3alMOHHATa KyJTypa, B OpraHU3allMUTe Ha CpeJiHa Bb3pacT 3a MOCOKaTa
Ha HEMHOTO pa3BUTHE, IOKATO B 3peJINTE OPraHU3alMK TOW YECTO € MPUHYZEH Ja
pa3pyliaBa ¥ Bb3CTaHOBsIBa OpraHMU3allMOHHATA KYJITypa.

4. dopMHUpaHe Ha JIUAEPCKU YyMEHUs

TeopeTuyHo 6Ga3upaHaTa paMKa 3a GoOpMHpaHe Ha JIUAEPCKH YMEHHUS

0606111aBa UleuTe OT KOTHUTUBHATA Hay4yHa JINTepaTypa 3a pa3BUTHE HAa yMeHHUS
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¥ KOMIIETEHTHOCT NPU U3M'bJIHEHHE Ha 33JlauMTe B 00J1aCTTa Ha JIMJIePCTBOTO. B
JIUcepTalMaTa ce aKIeHTHpa Ha TOBA, 4Ye JIUJAEPCKUTE YMEHHUsl Cce Pa3BUBAT OT
npolleca Ha KOTHUTHUBHO 3apeX/JaHe, NMPU KOUTO YMeHHUsTa Ha MUKPO HHBO,
I'bPBO Ce YCBOSIBAT 4Ype3 Mpo06JieMH, CBbpP3aHU C ONUT WM HAOJIIOJATETHO
oby4yeHHe, a cJieJ, TOBA Ce OpPraHUM3UpAT BbB BCE MO-BUCOKU CUCTEMH, KOUTO
HAaCO4YBaT MOBEJEHUETO, 3HAHUSATA U COLMAJIHU BB3NPUATUSA. Te3u cucteMu ce
pa3BUBAT 3aeJHO C Bb3HUKBAIIUTE JIMYHU UJEHTUYHOCTH, NPU KOUTO
JIUJIEPCKUTE POJIM U YMEHHUs CTaBaT MO-BaXXHU OT YYBCTBOTO 3a cebe CU Ha
akTbopa. [lo To3u HauUMH C TeyeHHe Ha BPEMETO JIMJIEPCKUTE YMEHUS U 3HAHUS Ce
MHTErpupaT Hepa3puBHO C pa3BUTHUETO HA KOHIEeNIUSATA 3a cebe ch KaTo JUJED.
W aeHTUYHOCTTA Ha JIMJEpUTE OOMKHOBEHO Ce MPOMEHs OT UHJAMBHUJya/JHA KbM
M0-KOJIEKTHBHA OpUEHTALMsl C PA3BUTHETO HA TEXHHUS OIHT.

B To3u maparpad HaArpaxkjam BBPXY CbIIeCTBYBAL[UTE JHAEPCKU
W3CJe/IBAaHUS, BKJIOYUTENHO U3CAeABaHUs, CBbpP3aHU CbC colLlMaJIHaTa
HUJIEHTUYHOCT Y IIeHHOCTH, KaKTO U NPHUJ00HBaHETO Ha crnenudryeH 3a JajieHa
006J1aCT eKcrepTeH ONUT. WJeHTUYHOCTTA € B IleHT'bpa Ha BHUMAHUETO, 3al[0TO
(a) ocurypsiBa Ba)KHa CTPYKTypa, OKOJIO KOSTO MOTaT Ja Ce OpraHu3uparT
CbOTBETHUTE 3HaHUSA; (6) € U3TOYHHMK Ha MOTUBALMOHHHW W HACOYBAIY CHJIH,
KOUTO OMNpeJessT CTENeHTa, [0 KOSTO JHJAEPHT A0OPOBOJIHO Ce MOCTaBs B
CUTyallUM Ha pa3BUTHeE; U (B) MOXe Ja OCUTYPHU AOCTHI A0 JUYHU HCTOPUH,
OCHOBHU II€HHOCTH U T.H., KOUTO MOraT Ja Ce H3M0JI3BaT 3a pa3bupaHe U
MOTHBHpaHe Ha noauyuHeHuTe. [IpeamnosiaraM, ye ¢ U3AUraHETO HA JIUJEPUTE Te
CTaBaT BCe TMO-CIIOCOOHH [Jla H3MO0JI3BaT I'bBKABO BBTPELIHUM pPecypcd KaTo
UJIEHTUYHOCTH, I[eHHOCTHU U yMCTBEHH MpeACTaBM Ha IO0CJej0BATEJNUTE, T.e.
JIOKaTo JILJIepUTe Ce pa3BUBAT, UMa MPOMsIHA BbB POKyca OT UJEHTUYHOCTHU Ha
WH/UBHU/IyaJHO K'bM KOJIEKTUBHO HHUBO, KaKTO 3a COGCTBEHATa CaMOJIMYHOCT Ha
JIUJiepa, Taka ¥ 3a UIEHTUYHOCTTA Ha MOC/Ie/I0BaTe/HTe.

Pa3BuTHeTO Ha yMeHHs Ha NO-BUCOKU HHMBA BKJIKYBA MO-CJOXHHU U
Judy3HU TPOIECH, KOUTO YeCTO 3aBUCAT OT JAPYTH HHAWBUAU WM TPYIH,
OTHEMaT MHOrO IOBeye BpeMe, 3a Ja JaZaT BHUAUMMU pe3y/TaTd. YMEeHUsITa 3a
M3rpakJjaHe Ha €KUM ca caMo eAWH TMpuMep 3a TakKMBa yMeHHUd. EjHa
JIOMbJIHUTEJIHA TPYJAHOCT MPH YCBOSIBAHETO HA COLIMAJIHU YMEHHs €, Ye B MHOTO

KOHTEKCTH 3aJa4YNTe aHTaXHUPAT MMO-roidMaTa 4aCT OT Cb3HATEJIHOTO BHHUMaHHUE
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Ha MWHAUBUJNUTE, [OKAaTO COLMa/JHUTe GAaKTOPU ca BTOPOCTENEHHU U ce
ynpaBJ/isiBaT UMIIMLUTHO. [lopau Ta3u npuyMHa 6MXMe 04aKBaJd HAYMHaeLUTe
JUZEpU Ja UMaT 3aTpyAHeHUs Tnpu GopMUpPAHETO HA COLHAJHU (WU
eMOoIlMOHa/JHU) yMeHus. KoraTto ob6aye ce MOCTUTHAT MEXJUHHU WU €KCIEPTHU
HMBA HAa YMeHHUS B JPYTrU 00JIaCTH, JUJAEPUTE TPsAOBA Ja UMAT AON'bJIHUTENEH
KalnayUTeT 3a BHUMaHUWE U OPHUEHTAllMs KbM IOCJe[0BATEJUTE, KOETO BOJAU 10
YCBbBBPILIEHCTBAHE Ha COLMAJHUTE yMeHUs. Te3u yMeHUs CTaBaT BCe IIO-
NpoLeAyPHU U KOHTEKCTyaJU3UpPaHU U HaKpas puJiaraHeTo UM Ce OChIIeCTBsIBA
OT BBTPEIIHO MNOAJbPKAHUTE I€HHOCTH W CKJIOHHOCTU Ha Jjujepa. [lo To3u
HAYMH, HA BCHYKU eTaNy Ha pa3BUTHE, IPUI0OUBAHETO U YChBbPIIEHCTBAHETO HA
JINZEPCKU YMEHUS € TOBJIUSHO OT UHAUBUYAJHUTE PA3INyUs B IO3HABATEJHUTE
CMOCOGHOCTH, JIMYHOCTTA M TeMIlepaMeHTa, CIHOCOGHOCTTA 3a €MOLMOHAJIHO
peryaupaHe, HWJEHTUYHOCTUTE W I€HHOCTUTE, KOUTO NPOU3THUYAT KAKTO OT
KYJITYPHUS KOHTEKCT, TaKa U OT JIMYHUS OTHT.

Excniepra no JsugepcrBo John Adair (2004) B cieacTBHe Ha CBOUTE
M3Cce/lBaHUS TNpPeJACTaBs TPUKPBIOB MOJleJl HA OCHOBHUTE [AeWCTBUS, KOUTO
JUziepuTe TPsAOBA Jja NpeANnpueMar, 3a Jla PbKOBOAAT ePeKTUBHO cBOs eKuIl. Te3u
JIeMCTBUS ca TPyNUpPaHU B TPU 06J1aCTH:

. 3agava: feficTBUSATA, KOUTO Ce MpejlpueMaT 3a IOCTHUraHe Ha

1eJiTa.

U EKHUII: IUYHOCTHUTE IL[E!I‘/'ICTBI/IH Ha HUBO I'pyIa, 3a HACbp4YaBdHE Ha

edekTHBHA paboTa B €KUI U IPYNOBO COJIMIKABaHE.

. UnauBuayaneH  (QoKyc: [eicTBUS, KOUTO  OTroBapsT Ha

YHUKaAJIHUTE HY?>KJHU Ha BCEKHU YJIEH Ha €KUIIA.

B 060611eHre MOXe Jja ce Kaxke, 4Ye pa3BUTHUETO Ha JIMJEPCKU YMEHUsS ce
OCBLIECTBSBA B MNPOABJ/KUTEJEH NepuoJ], OT BpeMe, KaTo ce KOMOWHUpAT
pa3/IMYHU CBOOO/IHO CBbP3aHU YMeHUsd. Te3u onruTHU 3a JUAEPCTBO CE PbKOBOAST
OT >XKeJIJaHWETO Ha JIMJEPUTE Jja ChbUeTasAT TEXHUTE XapaKTePUCTHUKU (Hampumep
NoBeJleHUe) C UMILIMIMTHU Teopruu 3a ePeKTUBHO JinzAepcTBo. Te3n ymeHus
CTaBaT BCe NO-NPOLEeJYPHU U KOHTEKCTYaJIM3UPAHU U HaKpasi NPUJI0KEHUETO UM
CTaBa MO-JBMXEHO OT BBTPEIIHO NOAJLbPKAHWUTE LeHHOCTU U CKJIOHHOCTU Ha

JInaepa. KpI/ITI/I‘-IeH dCIIeKT Ha TO3MW Ipouec € HHTErpupaHeTo Ha JIMAEPCKH
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YMeHHsI C UJEHTUYHOCTU KaTo JIMepH. Bb3anprueMaHeTo Ha cebe CH KaTo JiUJep
He caMo BJIMsie Ha MPOAKTUBHUTE ONMMUTHU 3a NMPHUA06HMBaHEe Ha JIMZEPCKH OIUT, HO
ChIIO TaKa MoOXe Ja 6bJe BaKeH 3HAaK 3a JOCTBI /0 3HaHHUs, CBBP3aHU C
JUAepcTBOTO. [I[py  JOCTaThYHO pa3BUTHE MHTETPUPAHETO Ha JIUJEPCKUTE
YMEHUS C UJEHTUYHOCTTA MOXKE Jia JIOBeJie 10 eKClIepTeH U YHUKaJIeH HayuH Ha
BOJiIeHe, KOWTO MOK€ /Jla BKJIIOYBA pa3BUTHE Ha BBTPENIHM KayecTBa U
CIIOCOGHOCTH, XapaKTepU3Wpalld He caMo JIMJepa, HO U mocjejoBaresnuTe. [1o
TO3W HA4YMH, Ha BCUYKM eTald Ha pa3BUTHe, TMpPUAOOHBAHETO M
YChBBbPIUIEHCTBAHETO Ha JIMJEPCKH YMEHUS € MOBJMUSAHO OT HWHAWUBHUAYAJIHHUTE
pa3vyvds B T[O3HAaBaTEJHHUTE CIIOCOOHOCTH, JIMYHOCTTA W TeMIIEpaMEeHTa,
CIOCOGHOCTTA 3a €MOI[MOHAJHO peryJupaHe, UAEHTUYHOCTTA W LIEHHOCTHTE,

KOHWUTO NPOU3THUYAT KAKTO OT KYJITYPHHUA KOHTEKCT, TaKad U OT JIMYHHA OIIUT.

YerBbpTa rsiaBa JIMJAEPCKU YMEHHUA W OPrAHU3AIIMOHHA
KYJTYPA: EMIIMPUYHO U3C/IEABAHE npencraB/isiBa eMIMPUYHATA YAaCT Ha
JIUCepPTAlMOHHUSA TPYA. B eH 6'bp30 NMPOMEHSII CE U CUJTHO KOHKYPEHTEH CBSAT
r7106aTHUAT 6HU3HEeC ce pasrJiexxJa KaTo OCHOBEH 3a  pa3pacTBaHETO Ha
MKOHOMUKUTEe. CbBpPEMEHHUSAT MEHU/PKMBHT Cb3JaBa HOBO pas3bupaHe 3a
ynpaBJeHUEeTO Ha HKOHOMMUYECKUTE MPOLECH Ype3 COLMATHO-IOJUTHYECKO
B3aUMMO/JIEHICTBUE W CbOTBETHO - BJMsIHUe. PasriejjaHa e HMKOHOMHYecKaTa
CTPYKTypa Ha ob6sacT ByaroeBrpaj KaTo e noka3aH NOTEHLHAJbT Ha MECTHUTE
pecypcu.  EmmupuyHaTa ~— paMKa ~ NpeACTaBs  XapaKTEPUCTUKUTe  Ha
OpraHM3alMOHHATa, MEHUKbPCKA KYJTypa U JIMJEPCKU yMeHHUs Mpe3 MnorJjeza
Ha JeWUCTBUTEJHUTE YYaCTHULM B HKOHOMHUYeCKaTa cpeja. PeasnsupaHuTe
MHTEPBIOTA C MEHU/PKBPU U AHKETH CbC CJAYKUTEJX Ha GUPMU OT peruoHa
NOKa3BaT KOHKPETHUTe TMpPaKTUYeCKH U3MepeHUsi Ha U3CJHeJBAaHUTE B
TeopeTHYeH IJIaH Npo6JieMH U TeMH B JUCEPTAUOHHUS TpyA. OCHOBHUTE
M3BOAM Ca, Ye B 06JIaCTTa KbM HACTOSIIUAT MOMEHT HaJ/IMlle ca U peaula
npo6jeMU B MKOHOMHYeCKaTa U GM3HeC cpe/la, CBbP3aHU OCHOBHO C 0OEKTHBHU
baKTOpH U eJleMeHTH.

1. T'7106a1eH 6M3HEC M CbCTOSTHUE
N3cnenoBatenat Michael Chibba oyepTaBa ocHoBHUTE K/IHO4OBU paKTOpH

Ha rJIo6aJHUs GU3HEC, KOUTO CIIOpeJ HEro ca elHaKBO 3HAaYMMM: OU3HEC MHCHS,
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NOJIUTUKA W CTpaTerus; KyJaATypa; JIWAEePCTBO; TEXHOJIOTMM, WHOBALMHU U
TBOPYECTBO;  YOBEIIKU KamuTaJ; Ou3Hec cpeja. 3aeJHO C Bb3X0oJa Ha
MKOHOMMYeCKaTa rjo6anusanus, U3M0/A3BaHeTO Ha TepMHUHa ,IJ106aseH 6u3Hec”
(GBiz) - BMecTo W/JM B AOMbJHEHHE KbM OTHOCUTEJHO YTBBPJEHHUS TEPMUH
,MeXJyHapoJeH Ou3Hec“ ce yBeJMYaBa Ha NpPaKTUKa BbB BCUYKU OHU3HeC U
CB'bP3aHUTE C TAX IJI06ATHU KOHTEKCTH.

JluepcTBOTO BUHAru e 6U10 0OCHOBeH GaKTOP 3a ycrexa Ha BCEKU OU3HEC
M OTHOCHUTEJIHO MO-BaXKEH B ryiob6asHus 6usHec. JINZepCTBOTO € U3KYCTBOTO Ja
IOCTUrall MOBeYe, OTKOJKOTO HayKaTa 3a ylpaBJieHHe Ka3Ba, 4e € B'b3MOXKHO.
Clemmer, Jim and Art McNeil (1988) ca egHu OoT mWbpBUTE NPUBBPKEHULU HA
LJIAJIEPCKUTE YMEHUs 32 U3KJIIOUYUTENHU pe3yTaTH", KOeTo U /10 JAHeC e Taka Io
BbIPOCUTE Ha OU3Heca M HKOHOMHKATa. BBB BCHYKM CBETOBHU GUPMH,
JINJIePCTBOTO Ce OmpeJiesis BCe MO-4eCTO KaTO OCHOBEH acCHeKT Ha yclexa Ha
dupmara.

CbBpeMeHHOTO JIMJEPCTBO € C OpUEeHTUPAHO  BJHUSIHUE  BBPXY
ri06aaMsanusaTa KaTo NpoLec Ha HapacTBalLlOTO 3HAaYeHHe Ha MeX/yHapoJHUTe
KOHTaKTH CpeJ; KOMIIAaHUHUTE U Ce XapaKTepudupa C JIMIcaTa Ha JAbpKaBHU
6apuepHu 3a CTOKOBUTE OTOIM. IMEeHHO TOBa crioco6CTBa 32 yBeJIMYaBaHE POJIsSTa
Ha MEHU/DKMBbHTA U 3a CbhIIEBPEMEHHOTO My MOBJMIraHE HAa HUBO CBETOBHO

ylpaBJI€eHHE. FJ]O6aJH/ISaLU/IHTa Ha CbBPEMEHHHUA MEHUIXXMDBHT C€ XapaKTepU3Hpa

c:
1. Bb3HUKBaHETO Ha ocobeHUu CUCTEMHU 3a TpaHCHALMOHAJHO
B3aMMO/IEN CTBHE;

2. CB0e6pa3HOTO NOTTblllaHe HA €JHU NPeJIPUATUS OT APYTH;

3. Cb3aBaHeTO HA CbBMECTHU NpeApUATUSA

[To HE06XOAMMOCT YOBEIIKUAT KallUTaJl e Hepa3/eJHa 4acT OT IJI00aJHus
OM3HeC U e OT pelllaBalllo 3HaYeHHe 3a B'b3/leHCTBUETO U pe3yJITaTUTEe, KOUTO Ce
nocrturat. YseHoBeTe Ha eKUIla Ha OpraHu3aluuTe TPsAOBa Ja CbOTBETCTBAT Ha
M3WCKBAaHUATA  (BKJKIYMTEJHO  KYJTYpPHM  aclleKTU WM  KyJTypHa
YyBCTBUTEJHOCT) Ha OW3Hec HauyuHaHueTo. C Jpyru [AyMH, [JOKOJIKOTO
OCTaHaJIUTe KJIOYOBU (GaKTOpPH Ha IJj106a/HUsA OM3HEC ca He3aMeHUMH, Te ca U
Hepa3pHBHO CBbP3aHU C YOBELIKHS KalUTaJl, T'bi KaTO TOM € TpbOHAKBT Ha BCSKa

rjob6asHa Koprnopanus. ﬂaJ'II/I CTaBa AyMa 3a BU3UA U CTpATErud NN 3a
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JIUJIEPCTBO, BUHAru B OCHOBAaTa € YOBEUIKUAT KanuTasj. Crnopen Scase (2007)
CBETOBHUTe GUPMU U OHM3HEC HU3LSJIO Ce ONpesesaT U 3aBUCAT OT YOBELIKUA UM
KanuTaJl.

CbBpeMeHHUSIT MEHU/DKMBHT Cbhb3/jlaBa HOBO pa3bHpaHe 3a yIpaBJeHUETO
Ha VHTEpPHALMOHAJHUTE UKOHOMUYECKHU MPOLECH 4Ype3 COLUATHO-TIOJUTHUYECKO
B3aUMO/IeMICTBUE U CbOTBETHO- BaUsiHUE. TOM e pe3yaTaT OT TpaHCHopMallUUTE B
OTJAEeJIHUTe HAlMOHA/IHU YIPABJEHCKU KYJTYpPH, KOUTO B CBOATA CBHBKYIMHOCT
dopmupar riob6asHaTa, Bb3 OCHOBA HA 0OLIOTO MEXAY THX.

@®eHOMEH'BT T[JOOA/NMU3ALMUA H3UCKBA OpPraHU3allMUTE, CBBbP3aHU C
MEeXAYHapoAHUsA Ou3Hec Ja QYHKLUMOHUpPAT aJIeKBaTHO B IMO-UHTerpupaHa
MKOHOMHUKa. [[poMsiHaTa Ha colMaJHUTe, IPAaBHU, NKOHOMUYECKHU, TOJTUTUYECKHU U
TeXHOJIOTUYHU YCJI0BUS Cb3JaBaT pa3/IMuHU IPeIU3BUKATEJCTBA NIpeJ, JIUlepUTeE
no ceeta. [IponechT Ha UHTepHAaLMOHANIM3ALXsA 1I0CTAaBS HEOOXOJUMOCTTA Te Aa
ce aflanTyUpaT KbM rjobasHaTa MKOHOMHUKA U Jla Ce aHTaXKupaT ¢ u300p Ha Hau-
loOpuTe MexAyHapoJHU NpakTUKU. OT ryiobasHaTta cdpepa Ha UKOHOMHUKATA Ce
IpeMUHaBa KbM peruoHaJIHUS KOHTEKCT, 3a 1a Ce NOKaXke KaKBU ca criequpUKHUTe

1 0COOEHOCTUTE B KOHKPETHKATa Ha BﬂaroeBFpa,U, y obJsacTTa.

2. UIkoHOMHYeCcKa CTpYKTypa Ha biiaroeBrpaz u peruoHa
OcHOBHHTe OTpac/y B UKOHOMHMKATA Ha 06J1acTTa ca:
- XpaHUTEJHO-BKYyCOBA IPOMMUILUJIEHOCT;
BuHONpou3BoOCTBO;
TroTIOHeBa NPOMUILJIEHOCT U IPOU3BO/CTBO HAa TIOTIOHEBU U3/leJIUd;
J'bpBonpepaboTBaHe;
Typussm.

B nkoHoMmukara Ha biaroeBrpajcka 06/1acT ca 3aCTbIIeHM NMOYTH BCUYKH
oTpaciu Ha HauuoHanHOTO cTOmaHCTBO. M3K/IWOYHWTENHO MHOroo6pasHM ca
bakTopuTe, ONpesesAlld Pa3BUIUTE Ce BbB BpeMETO pa3/IMYHU MKOHOMHYECKH
JlelHOCTH, JIOKaJIM3UPaHU Ha TePUTOPUATA Ha 06J1aCTTa.

IOrosanaznusa paioH, B kKoWTo nomnaja bsaroesBrpajcka obJsact, e Hal-

CUJIHO Pa3BUTUA OT PaUOHUTE 3a IJIaHUpaHe B bbirapus, KaTo B HAKOU CEKTOPH
JlOpY 3aeMa HaJ, 0JIOBUHATA OT Jiesa 3a cTpaHaTta. Hy>kHo e fa oTb6esexxum, 4ye B

CO(1)I/IH rpaz, KOHLEHTPHUPAHOCTTA HaA BCHUYKH IIOKa3aTeJIn € Hal-BHCOKa H
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CBhIIOCTAaBKaTa Ha pa3/IMUHUTE N0Ka3aTesHu CIPSIMO OCTaHA/IMTE 06J1aCTH OT parloH
lOrozanazeH He 6 6WJIa yAa4dHa.

Heo6xonumo e a 6'b/ie M3M0JI3BaH B MaKCUMaJlHa CTeleH NOTEeHLMa bT Ha
MeCTHUTEe pecypcd. BHUMaHUe 3acaykaBaT YyCUIUSATA 3a IJIaHUpaHe Ha
Kpaurpajcku 30HU 32 MPOMUIILJIEHO U3TPaX/JaHe U ThPCEHETO HA HOBU GopMHU 3a
NOBUIIABaHE Ha KBaJUQUKALMATA HAa KaJ[pUTE WU YNpPaBJEHCKUTE YMEHHS Ha
MeHUKMBbHTA. [lofcuiBaHeTO Ha eKclopTHaTa 6as3a Ha 06J1lacTTa MOXe Ja ce
OCBIIECTBU 4Ype3 NpUBJMYAHE Ha MpejlpueMayd, NapTHbOPU U ChbIPYKHUIH,
OCUTYpSIBalllM M3J1a3 Ha YyXK/W Ma3apH, KaKTO U 4ype3 Cb3JaBaHEeTO Ha CBOOOJHU
MKOHOMHUYECKH 30HU Ha TEPUTOpUsITA Ha obsacTtTa /baaroeBrpag, [letpuy, lone
JenyeB/. OcobeHa 3HAUYMMOCT NpuA06MBa (GOpMHpaHETO HA HWHTerpupaHa
MKOHOMMYECKA CpeJia, CIOCOOHA /la MPUBJIMYA HOBOBbBEJIEHUS U [la pa3BUBa IO -
IIMPOKA UHBECTUILMOHHA aKTUBHOCT.

Pa3BuTHETO Ha MKOHOMMKATA € OCHOBOIIOJIaraiy, KpUTepuil 3a pa3BUTHETO
Ha o6sacrra. Ha Jsuume ca peauna  Bb3MOXKHOCTA 32 NOA0OpsiIBaHE
MKOHOMUYECKUTE IOKa3aTeJu B OTAeJHHUTEe OOIMHU, B T.Y. NMPUBJIUYAHE Ha
YyXKJleCTpaHHU WHBECTUTOPU M TNOA0OpsiBAaHE NpeJCTaBIHETO Ha OT/eJHU
CEKTOPHU C TpaAulMU B obJsacT BiaroeBrpasa. Bcuuku aHa/in3u Moka3BaT, ye B
cpaBHMTeJIeH MaH B O6JsiacTTa KbM HACTOSU[MAT MOMEHT Ha JIMIE Ca U peAulia
npo6JieMU, KOUTO CJIe/iBa /la HAMEPST CBOETO MSCTO B MEPKUTE 3a MOCTUTaHE Ha

dopMysiMpaHaTa 1ieJl U CbOTBETCTBAIUSAT HA HEeSI IPUOPUTET.

3.EMnupu4Ha pamMkKa

3a ga ce mpociefd eMIUMPUYHOTO CHOTBETCTBUE MeX]y LSJOCTHATa
TEeOpeTHYHAa KOHIeNTyaJHa paMKa U TMpPOsIBJIEHUEeTO W B MpaKTUKaTa Ha
OpraHU3aALUUTE, 651Xa MPUJI0KEHHU JIBA TUIIA METOU:
e KosnuecTBeH - MHAMBHJya/lHa Npsika aHKeTa. C(b3gajieHa 6e aHKeTHa
KapTa 32 aHKeTHpaHe Ha CAYKUTeJH HA QUPMU U OpraHU3aluY OT PETHOHA,
C UesJ Ja ce WH3C/Ae[Ba OpraHU3alMOHHATA KYyJITypa W JHUJEepPCTBO.
[IpoBesnenu ca 30 aHkeTu B nepuoja oHu-toau 2021 r. (Ilpunoxenue 1).
WpesdTa Ha mpoBeseHOTO Mpoy4YBaHe 0Oe Jla Ce U3CJAe[BaT MHEHUSTA U

MMO3MOUHUTE Ha XO0pa OT Ppa3MdHHU BB3PACTHU MU CTATYCH, KAKTO H OT
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pas/JIMYHA OpraHU3alMM KbM CBIIHOCTTA Ha OPraHU3aLMOHHOTO
NoBeJleHHe U LeHHOCTH, KaKTO U KbM MEHU/PKBbPCKUTe ycuausd. MeToabT
Ha aHKeTUpaHeTO Oe mpeJjlno4YyeTeH OT MeH, 3all0TO KOHTAKTUTe 0sxa
YCTAaHOBEHW C OTHOCUTEJHO IMO-TOJIAM OpoH u3cAeJBaHU JIMLA -
JUCTAHLMOHHO, 10 eJIeKTpoHeH IbT. [lo uMelia 651xa U3NpaTeHU aHKETHHU
KapTu Ha 50 cayxuTtenu BbB GUpMU B cdhepaTa Ha YCAYTUTE U ThProBUsATa
B bslaroesrpaz u peruoHa. B o6pblieHHeTO KbM U3C/eBaHOTO JIMLe Oelle
Ipe/CTaBeHO HAaKPaTKO MPOYy4YBaHETO, KOeTo npoBexaM. OT usnpaTeHuTe
50 aHketH, Mu oTroBopuxa 30 pecnoHZeHTa, YUUTO MHEHHUS CBbM

npeacraBuJa. H3Bagkara e HenpeacrtaByUTe/IHA 11O MEeTOoJla Ha OT30BaJINTE

ce.
- Bropuatr M™eToj - cTaHJapTU3UpaHO UHTepBlO. IlpoBeseHU 6Gsxa
CTaHJApTU3UpPAaHU MHTepBIOTAa - 6 C MEHUJKbpPU Ha GUPMHU OT

BnaroeBrpas mnpe3 Mecey centemBpu 2021 r. ([Ipunoxenue 2).
[I'bpBOHAYa/JHO yCTAaHOBUX KOHTAKT IO TesiepOHa, CJeJi TOBA Ce CpeliHax
JIMYHO C pecrnoHjeHTUTe. MHTepBlIOTaTa 65Xa NMPOBEJIEHU He ChC CaMUTe
MeHUKbpU (Mmopajjd TAXHATa rojsiMa 3aeTOoCT), a C PbKOBOAUTENM Ha
OTJieJid, KaKTO U C NpeKU P'bKOBOJAMUTENU Ha OT/AeJHU 3BeHa. KaTo 1o,
BCUYKHU PECNOH/IeHTH 6s1Xa Ha pPbKOBOJIHU MO3UIIUK, HO C pa3/IMyHa CTeNeH
Ha HepapXU4YHOCT: TPUMA OT PeCclOH/IeHTUTe 651xa Ha 10-BUCOKHU MO3UIUHU B
HepapxusTa, a OCTAaHAJIUTe TpUMa 6sXa NPEKU PbKOBOAUTENN. 3a MeH Oe
BaXKHO Jla Ce TOKaXXe U H3BeJle HUBOTO HA HepapXUYHOCT, KaKTO H
cnelMGUYHOTO OTHOILIEHHE, KOETO ce NMposiBsBa KbM caMaTa paboTa, KbM
PBKOBOJHATA MO3ULUS U KOHKPETHHUAT NOAX0/[, KOUTO ce IeMOHCTpHpa OT
pecnionzienTuTe. CrienMasHo Tpsi6Ba Ja moJjyepTasi, 4e Mepuosa, B KOUTO
YCTAaHOBUX KOHTAKTUTE MO TesiepoHa, 651xa Npe3 JIeTHUS Ce30H (M. aBrycT),
KOraToO PbKOBOAMTEJNUTE HAa Pa3/IMYHU 3BEHa U MO3UIMU B3eMaT CBOUTE
OTIYCKU W TOBA 3aTPYAHU /10 U3BECTHA CTelleH TepeHHaTa MU paboTa, HO

yCudx Aa YTOYHA MPOBEXKAAHETO HA MHTEPBIOTATA.

OCHOBHHTE MU dpryMmeHTH B ME€TOAWYE€CKH IIJIaH Aa H36epa TE€e3W MeTOAH

6s51xa CB'bp3aHHU C PaKTa, ue:
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- HpI/I dHKETHUPAHETO Ce A0CTHUTra A0 IOo-T'oJIAM 6p0171 X0pa, UMa B'b3MOXHOCT
Aa ce IoJIy4YHu I/IH(l)OpMaU,I/IH OT I1oBevYe peClioOHAEHTH, KOHUTO Aa CIIOAETAT

CBOWTE MHEHHUA, BUXKIAHHUA U OLLEHKH.

- HpI/I HHTEPBKOTO C€ YCTAHOBABA AHWPEKTEH KOHTAKT C PECIIOHAEHTHUTE,
KO€eTO IMIO3BOJIABA Ja Ce Ha6.HI'O,£[aBaT TEXHHUTE peaKl U 10 pa3JIM4YHU TEMH,
KaKTO U [Ja C€ 0T4YeTe TAXHATA 3dUHTEPECOBAHOCT KbM pa3rjexKIAaHUuTe

l'lp06JIeMI/I U IOBAWUTHATHUTE BBIIPOCH.

M npu paBaTa MeToJa pa3yuTax Ha CHoJesssHE HAa MHEHUs, OILeHKH,
BIDKJAHUSA U MO3UIMM Ha HU3CJeJBaHUTE JIMIA 110 TEMUTE, KOUTO 651Xa BKJIIOYEHH
BbB BBIIPOCHUIIMTE, C LieJ1 U3pa3siBaHe Ha TsAXHATA JIMUHOCTHA MO3UIMs, KOeTo Ja
N03BOJIM M3TPakJaHe Ha MO-1sJIOCTHA KapTHHA 3a OpraHu3alMOHHATa KyJTypa
Ha QUPMHUTE OT peruoHa.

U npu fBaTa MeTo/a 65ixa KOMOMHUPAHU OTBOPEHHU U 3aTBOPEHU BBIPOCH,
KaTo NPU aHKeTaTa B MO-ToJisiMa CTeNeH Ce aKlleHTUpallle Ha 3aTBOPEHUTE, a NpHU
MHTEPBIOTA - OTBOPEHUTE BBIPOCU H3ISAI0 HM3TpakJaT BbIPOCHUKA. To3u
noaxo/ e fobpe onucaH B uTepatypata (CbhilkoBa, ATaHacoB, YeHresosa, 2014),
3all[0TO B METOAWYECKH IJIaH € BaXKHO Jja ce cje/BaT MpaBuUjaTa Ha 3ajaBaHe Ha
BBIIPOCU U MPEJUMCTBATA, KOUTO Pa3JUYHUTE METOAU ocurypsiBaT. OCHOBHUSAT
CMHUCBHJ Ha U3BbpLIEHATA TepeHHa paboTa 6e - Aa ce mMpeAajJiaT Mo aBTEHTHUYEH
HAayWH MHEHMsTA Ha H3cjJeJBaHUTE JUIA, 3a Jla ce 0pOPMU €JHO MO-II'bTHO
pa3bupaHe Ha OpraHU3allMOHHATA CpeJla, B KOSAAITO ca IMOCTaBeHU XopaTa, 3a
Ha4yMHa, 10 KOUTO ce B3eMaT pellleHUs] U ce U3BbPILIBAT Pa3iMuHU JENUHOCTH, 3a
KOHTAaKTHTe, KOUTO Ce YCTAaHOBSIBAT C OrJieJ, MO-I'bJIHOLLEHHO U e(EeKTUBHO
KOMYHUKHpaHe 3a 10-KauyeCcTBeHa paboTa U U3N'bJIHEHUE HA IeHOCTUTE.

3.1. OpraHusanuMoHHA KyJaTypa 4 JugepctBo: 30 aHKeTH CbC
CJIyKUTeJH Ha GUpPMU U OPraHU3aLuu OT peruoHa

[IlpaBu BrHeuyaT/eHHWe, 4Ye HAW-BHCOKO OT PECIOHJEHTHTe Cce IeHHU
,CIIOJIEJITHETO Ha LieJIUTe, MUCHUSATA, LEHHOCTHUTE Ha OpraHusanusaTa“, ToBa
OYEBHUJIHO € HaW-BaXXHUSAT CTUMYJ 3a Cbhb3/laBaHe Ha OpraHU3alMOHHA KYJTypa.
BCBIIHOCT HMMEHHO ILieJIUTe, LIeHHOCTUTEe W MHUCHUATA, Ce dBABAT 0a30BUTE
NpeANoCTaBKH, HO ChII0 U paKTOpH 3a TOBA e/lHA OpraHu3alyd Aa uma ycnex. OT

Jipyra cTpaHa, (akToOpbT ,ycellaHe 3a HMHTETPUPAHOCT M CBBP3AHOCT C
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OpraHM3alUATa” CbILO € BaXKHA NPeJINOoCTaBKa U TS € I0COYeHa OT BUCOK MPOLEHT
oT pecnioHzeHTUTe. Heob6xouMo e a ce oTOesiexxkH, Ye UHAUBUAYA/THOTO y4yacTue
BBB BUJ, HA IPUHOC, MHULIMATUBHOCT U aKTHBHOCT CBILO Ca BaXXHU YCJIOBUSA 3a
OpraHu3alMOHHATa KYJTypa, HO 06II0TO MHEHHUE €, Ye Hal-rojiiM MPUHOC UMaT
XapaKTepHUTe 3a ¢upMaTa LEHHOCTH, MpaBWJa, MOAXOJAHU, KOUTO Cb3AaBaT
ISIJIOCTHOTO ycCelllaHe 3a CHoJiesieHoCT. MMa 3HaueHue CbI0 U KOJIKO € roJisiMa
e/lHa opraHusanus. B ciayyauTe Ha roJjieMu OpraHusalud, UHJAWBUAYAJTHUTE
YCUJIMSI M aKTUBHOCT HE BUHAru Morar Jia ce 3abesiexkaT. 06paTHO, B CJlydauTe Ha
M0-MaJIKH M0 YUCAEHOCT PUPMHU, aKTUBHOCTTA U YCUIUSATA HAa BCEKU Ca BUJUMU U
NpaBAT BleYaTJIeHUE.

Hai-BaxkHO 3a opraHusauusiTa MU HelMHaTa CTpaTerusl e MOCTUTAaHETO Ha
LleJIMTe B KPAaTKOCPOYEH M [JbJroCpoyeH IIJIaH, KaKTO U OCUTypsiBaHe Ha
duHaHCOBa cTabUIHOCT. be3cnopHo, ToBa ca HaW-NPEKUTE U AUPEKTHHU LieJI1, Hall-
BaKHUTE Hellla, KOUTO Ca CBbpP3aHU C OLle/IIBaHETO Ha eJHa OpraHusanusd, C
HelHaTa CTaOUJIHOCT U NPUCHCTBUE B UKOHOMUYECKU KOHTEKCT.

TpsabBa pga ce oTOesexd, 4e BUCOKOKBAJU(DULUPAHUTE CIAYKUTEIU
npeACcTaB/sBaT MHOTO Ba)KHa ONIHUSA — KAaKTO KaTO Ha3HayaBaHe, Taka U KaTo
NO//IbpXKaHe Ha TAXHOTO HUBO U YMEHMS; U TOBA Ce CIOJeJisl OT MHO3UHCTBOTO OT
pecrnoHJieHTUTE. B fonb/iHEHHE, ,TIPABUIHUAT MEHUPKMBHT" HA U3BbPIIBAHUTE
JIEMHOCTU ce OmpeesisiT KaTo o06IocrojesneHa xapakTtepuctuka oT 90% oT
u3cje/BaHUTe Jynla. He mo-Maiko 3HaueHHWe MMa M KapUeEPHOTO Pa3BUTHE KATO
cnenyMdrka Ha OpPraHU3aLMOHHHUSA XUBOT. Te3W MOCOYEHU OT PECHOHJEHTHUTE
YyepTH HAa YCTAaHOBEHW MPUHLUMIM HA OPraHU3aLMOHHO CTPYKTYpUpaHe U
noJ/lbp>KaHe Ha paBHOBECUETO Ca OT roJIIMO 3HAaY€HHE, 3all[0TO Te MM0Ka3BaT, Ye B
peajHUsl XUBOT B IO-MaJika WJIM MO-roJiiMa CTeleH Ha NpaKTUKa NPOTUYaT
NpOoLIeCy Ha palMOHaIM3UpaHe Ha OpraHU3aLMUTE.

MeHUIKMBHTBT Ha e€J/lHa OpraHu3alus Mpejnosara pas3/iMYHU HUBA
N03HAHUS, HO €JHO OT HaW-BaXXHUTE € YNpaBJEeHUETO Ha YOBELIKHS KaluTaJl.
CnopeJ, peCiOHIEHTUTE TO € CBbP3aHO C HAKOJIKO Hellla:

- pa3BuBaHe Ha nNpodecuoHaJHUTe cCoCOO6HOCTH — cniopen, 93,3% oT

PECIIOH/IEHTUTE;
- eKUIIHaTa paboTa — mocoyeHa ot 76,7% OT JIMLIaTa;

- CTPOTH IIpaBUJjia — IOCOYEHHU OT 66,7% OT U3cjaeBaHUTE CILYKUTEJIH;
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- JUrATaJu3aluss Ha paboTHUTe mnpouecu - crnopes 80% ot
PECIIOH/IEHTHUTE.
3abeJss13Ba ce, Ye ce MOCTABS €JHAKBO CUJIEH aKI[eHT BbPXY NOAAbPKAHETO
Ha EKMUIIHOCT KaTO Ba)KHAa 3a HU3I'bJIHEHUETO Ha JeMHOCTUTE, TaKa U BBPXY
JUTMTaIM3alUsATa KaTO CbOTBETCTBAILlA HA Ch3/JaBAaHETO HAa MHCTPYMEHTATHOCT
Ha cpejgaTta. KaTo OCHOBHO 3HaueHUe ce OTJAaBa Ha MNpodpecUOHA/HUTE
CIIOCOOHOCTH, TOCOYEHO OT HAU-TOJISIM IS/l OT PECIIOH/IEHTUTE.
B 06006111eHMEe Ha Npe/CTaBeHUTe pe3yaTaTH OT aHKeTUPAHeTOo MorarT Jia ce
HaNpaBsT CJeJHUTE U3BO/IU:
- Haii-rosisiMo 3HaYeHHe ce 0TZaBa Ha NpodecroHasM3Ma Ha KaipuTe,
Ha MOAAbPKAaHETO Ha YMeHHs, KayeCcTBa W KBaJUHUKaALMs, KOUTO ca
npeIoCcTaBKa 3a U3II'bJIHEHNE HA IEHHOCTUTE;

- 3a MeHUK'bPUTE € BaXKHO J]a Ch3/1aBaT J06pa TEXHOJOTHYHA
cpejia, KosITO e ycaoBHe 32 epeKTUBHOCTTA Ha IEMHOCTUTE;

- Heobxoaumo e na ce Haslara W MojAabpka NMpodecruoHaHa
eTHKa, KOSITO Jla CJie[iBa oNpe/ie/ieHH MPaBUja, JOPU OTHUBAIM KBM I0-
roJjisiMa CTpPOTOCT;

- Heob6xoauMo e B opraHusalusTa a UMa eKUIIHOCT, HO ChIL0
M aBTOHOMHOCT Ha paboTaTa, KOSATO Jila TapaHTHpa H3BeCTHa
HE3aBHCUMOCT U MMPOsIBA HA CAMOCTOSITEJIHOCT;

- EfHO OT HaW-BaXXHHUTE Hellla € IOCTUTaHEeTO Ha Jo6pu
MasapHU pe3yJTaTH, KaTO Ce OTYWTA WHAWBUAYAJHHUSIT MNPUHOC Ha
CAY>KUTEJIUTE;

- 3a ycrmexa Ha OpraHu3anusTa KaTo IsJ0 U HAa HEUHUTe
CAYKUTEJNU BOJELI0 3HAaYeHUWe UuMa CIoJeJiiHE Ha MHUCHUAATA U
I[eHHOCTHUTE Ha OpTaHU3aIUATa;

- Cb3/aBaHe Ha ycCell[aHETO 3a MHTErPUPAHOCT y XOopaTa uMa
ChLIEeCTBEHA POJISi B U3TPAXKJAAHETO HA OPTaHU3ALMOHHATA KYJITypa.

3.2. OpraHy3aniMOHHA U MEHU/)KBPCKA KYJITYpa, IUJEPCKH YMEeHUs: 6
MHTEPBIOTA C MEHUAK'bPU HAa UPMH OT peruoHa

MHTEpPBIOTO € KOHCTPYHPAHO C OTBOPEHH BBIPOCH U IeJiTa € Ja Ce
CIoJie/IIT MHEHUSITA BbB BP'b3Ka C OpraHM3al[MOHHATa U OM3HEeC KyJTypaTa

Ha QUpPMHUTE OT pervoHa. B chiloTO BpeMe LiesTa Oelle Ja ce 06CHAU H
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ob1aTa MKOHOMHUYECKA CUTyalUsi, MpeAoCTaBKUTe WU 3aTPyJHEHHUsSTa 3a
NpoBeXxJaHe Ha GU3HeC, XapaKTepa Ha CaMUTe OTHOLIEHUS C Jpyrd GupMu —
KOHTpPareHTU U KOHKypeHTH. Taka ujesTa Ha UHTEPBIOTO 6e Aa ce ouyepTae
ob11aTa KapTHHA Ha OU3HeC YCJI0BUS, Cpe/ia U CbCTOSTHUE HA UKOHOMUYecKaTa
CUTYyaIus.

BbIpOCHUKBT NMpeCTaBJISBA MMOCJAeI0BATENHO JBUKEHHE OT M0-00IIH
KbM IMO-KOHKPETHH M CnelUMUYHH TEMH, 32 la MOXKe Ja Ce CJellBa KaKTO
JIOTUYHATa KOHTHUHYAJHOCT, TAaKa M NMPEeMUHABAaHETO OT TeMa KbM TeMa, C
orJies pa3rp’bljaHe MHEHHUSITA HAa XOpaTa.

CnojiesieHUTe MHEHHS MIOKA3BaT, Ye U3UCKBAHUSATA KbM MEHUKBbPUTE
HapacTBaT, 3al[0TO Ce yBeJMYaBaT MoJjeTaTa u 06J1aCTUTE, B KOUTO Te TpsibBa
Jla ObaaT kKoMmmneTeHTHU. OT JApyra cTpaHa, HSIKOM OT pPEeCINOHJEHTHUTe
CTIOMeHaxa, ye ca ce 3aMUCJISIJIM Jla IPOMEHST NpeJiMeTa Ha CBOsSITA JIeHHOCT,
3al0TO B CAy4YauTe, KOraTo ,Hewama He 8sps8sam, mpsabea da ce npobeam
pasauyHu eapuaHmu, da ce nomwspcsim HOBU hsMmeku, no Koumo da ce
MuHasa“(Mbx, 48 1.).

OT Tyk ciesBa, 4e eCTECTBOTO Ha OU3Heca M3KUCKBA pa3KpHBaHe Ha
HOBHU pe3epBH, NMpoC/e/iiBaHe U ThpPCeHe Ha HOBM BapUaHTH, KOUTO GHxa
OUJIN MO0-6JIarONPUATHU U ,,6UXa 0MeopuaU U C630a4U HOBU wWaHcose" (KeHa,
41r.).

Tyk e He06X0JUMO Jia ce 106aBU Ollle e/JUH BaXKEH acleKT Ha HOBUTE
W3UCKBAHUS KbM OHW3Heca, B HaCTOsllaTa AWHAMUYHA CUTyalyds NpPOTHYA
NpOMsiHa Ha MHOTO OT HOPMaTUBHHUTE JOKYMEHTH, OTHACSIIHU Ce 0 AaHbYHa
NOJIMTHKA W JAaH'bYHO oO6JiaraHe, OTCT'BIKH, TMEHCUOHHU (OH/OBE,
HauucieHuss U Apyru. ToBa ce Jb/KM Ha MpoOMsiHATAa B HOpPMaTHBHATa
CUTYyallMsl, KOSITO € CBbp3aHa C U3MeHEeHHUs] B MHBECTUIIMOHHATA, JaH'bYHATAa,
NeHCUOHHATAa MOJIMTHUKA Ha JIbPKaBHO HUBO. B Ta3u cutyauusi e Heo6xX0AMMO
Jla ce caeJiaT pa3JIMuHUTe HOPMAaTHBHU JOKYMEHTH U U3MEHEHUSATA B THX, 3a
Jla 6bAaT u3pPAAHU BBB (GUHAHCOBUTE W OTYETHUTE CH JJOKYMEHTH
WKOHOMUYECKHUTe CybekTH. MHOro 4ecto MaJjKuTe QUPMHU HIMAT
CYETOBOAUTE/NM M TOBA M3MCKBA MO3HAaBaHe HAa HOpPMAaTHUBHATa ypejba OT

caMuTe CO6CTB€HI/ILU/I. B To3u cMHCBJI MOXKe Aa Ce Kaxe, 9e Ceé HATpylnBaT

38



MHOTO M pasIMYHU HOBHU OTTOBOPHOCTH, KOUTO MEHHU/KbpPUTEe Tpsi6bBa Ja
MMar, 3a Jla 0'bJIaT B CbOTBETCTBUE C U3UCKBAHUSATA U BPEMETO.

KaTo 15,10 UMeHHO Ch3J]JaBaHETO Ha IMO0Jj06Ha Harsaca y 6u3Heca Ja
NposIBsiIBa aKTUBHOCT, Jla CJe/lBA HOBUTE M3UCKBaHMs, /1a OTYUTA PaA3JIUYHHU
Hellla, CBbpP3aHU C UKOHOMHYECKaTa U PUHAHCOBATA CHUTYyallMs ca 4acT OT
MeHHU/DKbpPCKaTa KyJITypa.

Ha 6asarta Ha cnojie/ieHMTe MHEHHUSI MOXe Jia ce 006001H, Ye CIope/,
pPEeCloOHZIEHTUTe MEeHHUKbpPCKAaTa KyJTypa Ce CBbpP3Ba C YIpaBUTeNsI Ha
dupmMaTa - KaTo OCHOBEH Cy6EeKT B MKOHOMHYECKaTa AeWHOCT. Ts ce oTHacs
JI0 HETOBUTE yMEHHUs Jla pabOTH KAKTO ChC CBOUTE CIYXKUTEJH, TaKa U C
KOHTpPAareHTUTe, HO CBIO0 U C KiaueHTUTe. OCBeH TOBa, MEHHU/KbpCKaTa
KyJITypa BKJHOYBa M HarjacaTa 3a CaMOpa3BHTHE W IIOCTHraHe Ha HOBH
pe3yaTaTH. MeHWKbpCKaTa KyJITypa BK/IOYBA W MOpPeJHMIia OT LIEHHOCTH 3a
CMHCBJIa HA caMaTa MKOHOMHYEcCKa JeMHOCT U HEMHOTO MSACTO B COIjHaJIEH
IJIaH, 3a TOBa KaK Jia Ce OpraHu3upaT AeHHOCTHUTE W XOopaTa, Kak Ja ce
HaMHpaT Hal-A06pUTe pellleHUs 3a KOOPJUHHpaHe Ha aKTUBHOCTUTE.

Crope/i pecioHZIeHTUTe OpraHy3alMOHHATa KyJITypa € BakKHa, 3alll0TO
TS MOKA3Ba aHTAXKUPAHOCTTA HA CAYKUTEJIUTE C LieJIMTe, IeHHOCTTa, MUCHUSTA
Ha eJIHa opraHu3aIus.

[IpoBeJileHMTe WHTEPBIOTA MOKA3BAaT BUCOKAa CTENEH Ha CbIJIacHe OT
CTpaHa Ha PECMNOHJEHTHUTE MO OTHOIIEeHHe poJiiTa Ha MeHHU/DKbpPCKaTa M
opraHM3allMOHHaTa KyJTypa. Ochb3HaBa Ce, Ye Te AOMPHUHACAT 32 Pa3BUTHETO
Ha ¢upmaTa, 3a epeKTUBHOTO U3II'bJHEHHE HA JIEHHOCTHUTE, 3a MOALbpPKAHE
06J/IMKa Ha OpraHM3alMsATa U Ha HeHHHUs coljpajieH KanuTaj. I[IpoBeseHUTE
WHTEpBIOTA ca II0OKa3aTeJHW 3aToBa, 4Ye PEeCHOHJEHTHUTe pas3bupar
CJIOXKHOCTTA Ha UKOHOMHYECKaTa CUTYyallusl, B KOSITO Ce HaMHpa 06I1eCTBOTO
U pecrneKTUBHO OM3Heca, 3aTOBa Te€ CMSATAT, Ye € MHOI'0 BayKHO Jia ce pearvpa
aJleKBaTHO, Jla Ceé T'hPCAT HOBU BapHWaHTH U MOJXOJH KbM HKOHOMHYECKATa
CUTYyall¥sl, HO B CBI[OTO BpeMe U Jia Ce J'bPXKH CMeTKa 3a TOBA, Ye B3EMaHETO
Ha HeNpaBUJIHU pelleHHs MOXKe Jla ce NMpeBbpHE B pellaBallla B HeraTUBEH
IJIaH CThIIKA [0 OTHOIIEHHWe Ha caMHUsl OM3HEeC M Ha XopaTa y4yacTBallld BbB

dupmara.
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HpOBe,ELEHI/ITe HMHTEPBIOTA Ca IIOKA3aTE€/JIHU 34 TOB4, Y€ YIIPpABJIEHHUETO
Ha €JHa OpraHu3aigud NU3HWCKBA He CaMO YCHJIUA U pr,qomo61/1e, HO CbIIO H
MHOI'o 3HaHMHA, I/IH(l)OpMI/IpaHI/I pemeHrd, IIpaBWUJ/JIHA OpHUEHTaoud H

6aJlTaHCUPaH MOIX0/ MPU paboTaTa U KOHTAKTUTE.

B 3akw4yeHueTO Ha JUcepTalUOHUA TPYJ ce ce 06001aBaT pa3jniHU
npo6JieMH Ha OpraHU3allMOHHAaTa U MEHMU/PKbpPCKATa KyJATYpa, KaKTO U
cnenMpUKUTEHA JBaTa TUIA KYJTYPH, KaTO NPeNOCTaBKU 32 MPOAKTUBHOCTTA
Ha UHJWBUJIMTE — YIE€HOBE Ha OpraHu3alnuaTa.

Xayapg lIBapy u Ctennu /leliBUC U3BeXJAT CJeJHUATE MOAXOAU B TOBA
OTHOILIEHUEe: UTHOPHUPAHe Ha KyJITypaTa; ylpaBJieHHE ,,0K0JI0 Hesl'; OMUTHU Jia ce
NPOMEHST HEeWHW eJIeMeHTH; NMpoMsHa B cTpaTerusaTta. Kysarypata, KaTo
dbeHOMEH, CBbP3aH C JIMJIEPCTBOTO, NIpeAmoJara cnendpuiHu pa3HOBUAHOCTH,
¥3pa3eHyd B HOPMHM Y MOJieJIU Ha MOBeJeHHUe Ha OPraHU3alLMOHHUTE JIMJEPH,
KaKTO M Bb3MpPHUEMaHEeTO Ha COOCTBEHOTO MM MSCTO B OpraHM3allMOHHATa
CcTpyKTypa. [[poMeHHU ce HajsararT, B cjy4yau ye:

- B OpraHu3auusaTa JOMUHHUPAT LEHHOCTH, KOUTO He OTroBapsaT Ha
NPOMEHUTE B OKOJIHATA AEeUCTBUTEJHOCT;

- OTPachJIbT Ce XapaKTepu3upa CbC CUJIHA KOHKYPEHLUS U MHOTO
6'bp30 Pa3BUTHE;

- pesyjaTaTuTe U QYHKIMOHHPAHETO Ha OpraHusanusaTa ca Ha
OCpeCTBEHO UJIU CJ1ab0 HUBO;

- OpraHMU3anuyATa € MaJiKa, HO C€é pa3BHMBd MHOTI'O 6']3p30.

MeHu/pKbpcKaTa OpraHM3allMOHHA KyJTypa CbILO MOXe Ja 6bje
NOBJIMSIHA OT JIMAEPCTBOTO HANpUMeEp JHUJep, NMpoMeHsAL] cTpykTyparta. [lo
TO3W HAaYUH OPraHU3ALMOHHUAT KOHTEKCT MOXe Ja O'bJle KaKTO 3aBHCHMa
IpPOMEHJIMBA Ha JIUJEPCKUTE AeUCTBUS, TaKa U IPOMEHJIMBA Ha BJAUSIHHE BbPXY
JINJIepPCTBOTO.

Kay u Kan (Katz & Kahn,1978) mocouBaT Tpu pa3jiMuHM Mojesia Ha
JINJEPCKH YMEHUS:

- II'bpBuAT MoJen Ha JMJEPCKHM YMeHUs Cce OTHacad [0
aJIMMHUCTPAaTUBHOTO H3M0JI3BaHEe Ha CbIECTBYBALUTe OpraHU3aLUOHHU

CTPYKTYpPHU 3a NNOAABPNKAHE HaA e(l)eKTI/IBHI/I OpraHru3allMOHHHU IZ[eI‘/JICTBI/IS:[. Ako
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Bb3HUKHAT Mpo6JieMd 3a HapyllaBaHe Ha Te3U Olepalud, ce HU3M0JI3BaT
ChLIECTBYBAIIUTE OPTaHU3aLMOHHU MEXaHU3MU U NPOLeAypH 3a TAXHOTO
paspeliaBaHe.

- BTopuaT Mopaen Ha JMJEpPCKA yMeHUs ce cpelja NpU CpeJHHU
OpraHM3allMOHHM HHBA, BKJWOYBA MpujaraHe Ha (GopMa/HU CTPYKTypHHU
esieMeHTU. TakuBa JeWCTBUS U3WCKBAT JIBYyNIOCOYHA OPUEHTALMs OT JHJepa
(T.e. KbM HaYaJHUIM U MOJYUHEHM), KAKTO U 3HAYMUTEJHU YMEHHUS 3a
noJ/bp>kaHe Ha HepOpMaJIHU OTHOIIEHUS.

- TpeTtuaT Mozienn ce pa3BMBaA Ha BbpXa HAa OPraHU3aLUUTE U Ce OTHACH
Jl0 CTPYKTYPHOTO Bb3HUKBaHe WJM INpPOMsSHATa B OpraHU3alysTa KaTo
OTpakeHHe Ha HOBUTe GOPMYJIMPOBKH HAa OpraHU3alMOHHATA MOJUTHKA.

JluepckuTe yMeHHs B KOHTEKCTA Ha MEHU/PKbpPCKaTa OpraHU3alMOHHA
KyJITYpa ca CBbP3aHU C peaiIM3UPaHETO Ha CJeJHUTE LeJU:

1. HpeHTHdUuMpaHe HaA KJIWYOBUTE BSpPBaHUs, YOEXKJEeHUS W
OYaKBaHHUS HA OPTaHU3ALUSATA;

2.  JedunupaHe uau npejepruHUpaHe HA OCHOBHUTE LIEHHOCTH;

3.  AHasu3upaHe Ha OpraHU3alMOHHUS KJIUMAT;

4.  Ananu3upaHe Ha YNpPaBJEHCKHUS CTHUIL

.}-[I/IﬂepCKI/ITe ylpaBJIEHCKH B’bBAefICTBPIH BBbpPXy OpraHM3alMOHHATA
KyJITypa C€ OCHOBAaBAT HA TO3W dHaJIM3 W MOraT Aa 6'b£[aT HAaCO4Y€eHH KbM
BK/IIOYEHHUTE B HEro eJeMeHTHU HJIM KbM (l)aKTopI/ITe, KOHUTO TH 06YCHaBHT.
OpI‘aHI/IBaIJ,I/IOHHaTa KyJITypa Ce Cb3laBa NIOCTENNEHHO, TA € 4aCT OT (1)I/IpMeHaTa
Tpaguuud U Ce npegaBa 4pe3 COLHaAJIM3UPaAHE. Ta ce pa3BHBa OT MHUHAJIOTO
npe3 HACTOoALIETO KbM 6'bﬂel_l_[eTO N € BDbH3MOXHO Ja 6'b£[e IIpOMEHAHA.
OcHoBaTesUTe Ha €JHa HWHCTUTYUHA MOraT Aa IMOCTAaBAT OCHOBATA HA Ta3H
KYyJITYpa, KOATO IIO-KbCHO a 6'1),[18 AOII'bJIBAHA. OpI‘aHI/IBauI/IOHHaTa KyJITypa ce
nmogAaBa Ha BJIUAHHE U IIOpAJU TOBa C€ U3rpaxja 4pe3 MeHUJKM'bHT4, MaKap
4e MOXe [a Ce IIPpOMEeHA 6'bp30, WJIM MOCTENEeHHO, CThIKA 10 CThOKa. T4 Urpae
poOJIATa Ha OpUEHTHPAllld PAMKaA 3d Bb3MOHOCTUTE 3a BbB3IIpHUATHUE, YYBCTBA,
,E[el‘;ICTBI/Iﬂ Ha (l)I/IpMeHI/IH €KHUII U Cb3/jlaBa BbHIIHHUA 00JIMK Ha (1)I/IpMaTa " BJIKAE
Ha IMpOoCIepruTeTa Ha OpPraHU3alUATAa. [lo To3u HauyuH, JINAEPCKUTE YMEHUA
rapaHTHupaT, 4€¢ OpraHu3allMOHHHUTE CTpATETNY€CKHU HaMepeHHUA C€ OCHOBaBaAT

Ha PpeaJTHOCTUTE Ha BbBHIIHATA W BbTpPEUIHaTa Cpeldd, Y€ BBbHIIHUTE H
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OpPraHMU3aLMOHHUTE peaJHOCTU ca OT4YeTeHH, 4Ye Te3W peasHOCTU ce
TpaHcopMUpPAT B pa3yMHU OPraHU3allMOHHU CTpaTeru, KOUTO HACO4YBaT
OpraHU3aLMOHHUTE U YOBELIKHUTE PecypcHd KbM CTpaTerMuyecKuTe IeJd Ha
opranusauusTa. Jlugepckute GopMu ca eiHa OT HAKOJKOTO OPraHU3al[MOHHU
CpeAy, KOUTO Cbh3/JjaBaT CTPYKTypa U 1eJ. ToBa onpejiesisiHe Ha JIUIEPCTBOTO B
KOHTEKCTAa Ha MeHHU/PK'bpPCKaTa OpraHM3allMOHHA KYJTypa Ch3JaBa HY»X/Ja OT
HOBU MOJXOJW WJIM CUHTe3 3a pa3dbupaHe Ha JujaepcTBoTo.To ce pasrpsblua
ype3 MHOTOCTENEHHO pa3bupaHe HAa cpefaTa. OpraHU3alMOHHUAT 06XBAT, OT
rJefHa TOYKA Ha IJIO0A/HU, PerMOHAJHM M MECTHH acleKTH Ha aHaJlus3,
OCHUTYpsiBa [JOM'bJHUTENEH KOHTEKCT 3a H3IMO0J3BAHETO HAa MHOTOCTENEHHHU
BBIPOCH B OPraHU3aLMOHHOTO IMOBeJEHHE U JUAepcTBOTO. [IpocaensBaT ce
pasiiuyHU GaKTOPH, BKJIOYUTESHO pa3Mep, TEXHOJIOTHS, OpraHU3alMOHHA
JIOKYMEHTALUsl WJIM coluasHa GYHKLUUS U B3aMMO3aBUCUMOCT C JpYTH
OpraHMU3alUH, KOUTO Ca OT I'bPBOCTENEHHO 3HAueHHe 3a BJIUSHUETO BbPXY
OTHOLIEHUATAa U QYHKIMOHUpPAHETO Ha opraHu3anusTa. Teau daxkTtopu ce
CBBbP3BAT 10 CPABHUTEJIEH CUCTEMATHYEH HAYUH C XapaKTEPHUTE aCEKTHU Ha
CTPYKTypaTa, Thi KaTO TaKWBA U3CJe/|BaHUS GHMXa U3UCKBAJIU MHOTOPaKTOPEH
M0/IX0/] KAKTO B KOHTEKCTA, TaKa U B CTPYKTYypaTa.

B HacTosmarTa aucepTaiys ce ONMUTax Jla NpeJCcTaBs, MpeobJiasaBanus
THIN KYJTypa B JAaZieHa OpraHu3alys, MOBeJeHYEeCKUTE HOPMH, OTpa3siBallx
KyJITypaTa Ha OpraHU3alysTa W Npeo6/aJlaBaliuTe [eHHOCTH Ha JaJieHaTa
KyJITypa, HAapUMep, aKIeHT BbPXy eTUYHOTO MOBeJleHHe. AKLIeHTUpala CbM
Ha OOCTOSITEJICTBOTO, Ye JIUAEPUTE Cb3JaBaT CIOJeJieHH 3HAYeHHUs], KOUTO
CTOSIT B OCHOBAaTa Ha yIpaBJieHHe Ha KYJITypaTa, KOSITO He ChILIeCTBYBa U3BbH
BBbHILIHATA cpe/ia. busHec-QOKycUpaHUAT JIUZAEP € OTTOBOPEH 32 Ch3/JaBaHETO
Ha OpraHM3alMOHHA BU3Us U OCUTYpPsIBaHe Ha NMPUBEXAAHETO HA IPYTUTeE X0pa
B CbOTBETCTBHUE C Ta3u BU3Us. BaxkeH dakTop, onpesessiy epeKTUBHOCTTA Ha
JIUZIEPA, € eCTECTBOTO Ha OTHOILIEHHUSITA MEX/Y JIUJIEP U YJIeHOBE, KOETO BJIM3a
KaTO 4YacT OT MO-IIMpPOKAaTa KOHIENIMsS 32 OPraHU3al[MOHHHUS KJUMAT, KOUTO
BKJIFOUBA CTENEHTA Ha JIOBepHe B OTHOIIEHUSATA MEX/Y YJeHOBeTe, HUBATa Ha
HanpeXxeHWe M 0e3MOKOWCTBO B TpyIaTa, OTHOIIEHHUSTA MEXAY Juepa |

4JIieHOBeTe Ha TIpyllaTda, HHUBOTO Ha TIpylnoBa CIJIOTEHOCT, O6H.[OTO
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yAOBJIETBOPEHUE W NIpHEMaHe Ha JiuZepa OT rpynaTa U CbBNaJIeHUETO MEXIY
WH/AUBU/IyaJlHU, TPYIIOBU U OpraHU3alMUOHHU L[€HHOCTH.

B xosa Ha aHa/iM3a ce omnuTax Ja TMpeAcTaBs MeHHUKbPCKHUS
OpraHu3alOHEH KOHTEKCT, odopMsll HMIEpPaTUBUTE HA HU3M'bJIHEHHUETO,
KOUTO €JJHOBPEMEHHO CTHUMYyJUpaT U JedUHUpPAT MapaMeTpPUTe Ha
NOAXOJAIIUTE JHUepCcKU AelcTBUs. ToBa npeanosiara Ka4eCTBEHU MTPOMEHHU B
HAaYMHUTE, 0 KOUTO JIUJAEPUTE NMPUA06UBAT UHGOPMALUsA B CBOUTE POJIH U
IPOABKABAT 1A OCMUCIAT Ta3u uHPopmarus. [Ipomens ce fanu u kora (4 Kak
M KaKBO) JIMJEepUTe IJIAHUPAT KaTO MNOAXOJASIIM KOJEKTUBHH OTTOBOPH.
[IpoMeHs1 ce eCTECTBOTO U pOJIAATA Ha KJIOYOBU MPOLLECH, KATO HAllpUMep Kak
JIUZIEPUTE BJIUSSAT U YIIPABJISIBAT CBOUTE MOCJI€L0BaATEH.

Be BaxkHO Jja ce mo/jyepTae, ye ChIEeCTBYBAa Hepa3pHBHA BP'b3Ka MEXIY
JIUZEPCTBOTO U YIIPABJIEHUETO, KAKTO U TOBA, Ye JIUJIEPCTBOTO U yIIPaBJIE€HHUETO
Cbh3/laBaT MO/IeJIM Ha JIOM'bJBALIU Ce TOBeJleHUs], IeHHOCTH, 3HaHUs U YMEeHHUS.
Te Tpsi6bBa Ja ce pasriexzaT B KOHTHHYYM, OTpassiBall] U3MI'bJHEHUETO Ha
ynpaBJjieHCKa QYHKLMS, KbAETO U JIBeTe KaTeropuu, Makap W CBbp3aHH, ca
pas/IMYHU. YNpaBJIEHUETO € 4YacT OT MKOHOMHYecKaTa NapafurMa, J0KaTo
JUAEPCTBOTO € YacT OT IMOBeJeHuYecKaTa mnapaaurma. JlujgepctBoTo u
ynpaBJIeHUEeTO He MOraT Ja ce pasrJjexjaT oTAesHo. YoBek Moxe JAa O'bje
auzep, 6e3 a e MEHUWXbp U 06paTHO. ToBa e CBbpP3aHO C HAUYMHA, 10 KOUTO
YOBEK HW3MBbJHSBA pOJIITA HA MEHWKBD W JIUAEP B OPraHU3alUsTa,
HaMHUPaWKHU JOMMPHU TOYKHU MEX/y ZiBaTa CTATyCa.

lianocTHaTa paMkKa 3a gopMHpaHe Ha JMJEpPCKH yMeHUs 0600611aBa
UJleuTe OT KOTHUTHBHATA Hay4yHa JIMTepaTypa 3a pa3BUTHE HA YMEHUs U
KOMIIETEHTHOCT NPU U3IMI'bJIHEHHUE HA 33JlauuTe B 06J1aCTTa HA JIMAEPCTBOTO. B
JIUCepTalysTa ce T0Ka3Ba, Ue JIMJepPCKUTe YMeHHs ce pa3BUBAT OT Ipoljeca Ha
MIO3HABATEJIHO 3apek/aHe, MPU KOUTO YMEHHUsTAa HAa MHUKpPO HUBO II'bpPBO Ce
yCBOSIBAT 4Ype3 Npo06JieMH, CBbP3aHU C ONMUT WKW HabOJI0AATENHO 0O0y4YeHHe, a
cjie[; TOBA Ce OpPraHU3UpaT BBB BCe IO-BUCOKH CUCTEMH, KOUTO HACOYBAT
MOBeZIeHUEeTO, 3HAHUSTA U COLUA/IHU Bb3NPUATHUSA. Te3U CUCTEMHU Ce PAa3BUBAT
3a€/HO C Bb3HUKBAIIUTE JUYHU UJEHTUYHOCTH, PHU KOUTO JIUJEPCKUTE POJIH
M YMEHHsl CTaBaT MO-Ba)KHHU OT YYyBCTBOTO 3a cebe CHM Ha akThopa. [lo To3m

Ha4YUH C T€4€HHe Ha BpeMeTO JUAEPCKUTE YMEHHUA U 3HAHUA C€ MHTErpupar
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HepaspUBHO C pa3BUTHETO HA KOHIENUUATa 3a cebe CU KaTo JIHJep.
W 1leHTUYHOCTTa Ha JIM/lepUTe 0OMKHOBEHO Ce IPOMEHS OT UH/JUBH/ya/Ha KbM
N0-KOJIEKTMBHA OpHEeHTalMs C pPa3BUTHETO Ha TeXHUd ONWT. B aHanusa ce
II0Ka3Ba, 4ye € MHOTO BaXKHa CaMOM/IeHTUYHOCTTA Ha Jujepa. UieHTUYHOCTTa e
B LleHTbpa Ha BHMMaHMETO, 3al0TO (a) OCUIypsiBa BaKHa CTPYKTYpa, OKOJIO
KOSITO MOraT Jila Cce OpraHM3upaT CbOTBETHUTe 3HaHHUA; (6) e M3TOYHUK Ha
MOTHUBALMOHHU M HAcO4YBallyd CUJH, KOUTO OIpe/esaT CTeNeHTa, 0 KOATO
JUJepbT A0OPOBOJIHO Ce MOCTaBs B CUTyallUM Ha pa3BUTHE; U (B) Moxe Ja
OCUTYPHU JOCTBII 10 IMYHU UCTOPUU, OCHOBHU LIEHHOCTH U T.H., KOUTO MoraT Ja
ce U3I0JI13BaT 3a pa3bMpaHe U MOTHBHUPaHe Ha NoAYMHeHUTe. [IpeanosaramM, ye
C U3/IUTaHEeTO Ha JIMJlepUTe Te CTaBaT BCe M0-CHOCOOHH /Jla U3M0JI3BaT I'bBKABO
BbTPEILIHU PECYpPCH KaTO WIeHTUUYHOCTH, LIeHHOCTH U YMCTBEHHU NpPeJCTaBH Ha
nocJjieloBaTesuTe, T.e. JOKaTO JMJepUTe ce pa3BUBAT, MMa NPOMsSHA BbB
dokyca OT UIEeHTUYHOCTHU Ha UHJMBU/IyaJTHO KbM KOJIEKTUBHO HUBO, KaKTO 3a
co6CTBEHAaTa CaMOJIMYHOCT Ha JuJepa, Taka M 3a HJAEHTUYHOCTTAa Ha
nocJjesoBaTenuTe. U3caenBaHero Ha JINJIEPCKUTE yMeHUs, Ha
B3aUMOJIEMCTBUATA Ha JIMJIepUTe U 4YJeHOBeTe Ha KOJIEKTHUBA, KaKTO MU
HauYWHUTE MO KOUTO JIUAEpPUTe MOHACAT Pa3/IMuYHU BJIMSIHUSA U BIIOCJE/ACTBUE
BJMSAAT Ha APYrUTe CyOEKTU Npe/CcTaB/sABa YacT OT MOUTE M3CJeL0BaTeCKU

MHTEepecH, KOUTO 1lie pa3paboTs B 6'bJel|UTe MU 3aHUMaHHUSL.

B 3akstoyeHHeTO ce aKleHTHpa Ha OOCTOSITEJICTBO, 4Ye JIMJEepHUTe
Cb3/laBaT CHOJeJIeHU 3HaYyeHUs], KOUTO CTOSIT B OCHOBAaTa Ha ynpaBJieHHUe Ha
KyJTypaTa, KOATO He CblleCTByBa M3BbH BBbHIIHATA Cpeja.
OpraHu3alMOHHATa KyJTypa ce Cbh3/laBa NOCTENEHHO U KOHTUHYaJIHO, TS €
yacT oT <¢uUpMeHaTa TpaAuLUs U ce IpeJaBa 4Ype3 ColjMaJu3MpaHe.
OpraHu3alnMOHHaTa KyJTypa ce MOJAJAaBa Ha BJIMSIHME W MOpPaJd TOBa ce
M3rpaxkJia upe3 MeHU/PKMbHTA, Makap ye MOXe Jla ce MPOMeHsl 6'bp30 WJIH
IOCTENEHHO, CT'bIIKA MO CT'bIKa. TS Urpae poJsisiTa Ha OpUEHTHpalla paMKa
3a Bb3MOXXHOCTHUTE 32 Bb3NPHUATHE, OYaKBaHUS, AEHUCTBUS Ha pUpPMEHUTE
€KHIIH, Ch3/laBa BbHIIHUSA 00JIMK HAa GUpMaTa U BJHMsie Ha MPOCIepUTETa Ha

OpraHU3aluATa.
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HpﬂHOCI/I Had AUCEPTALLUOHHHUA TPYA

PaskpuT e KOMIUJIEKCHUAT TMOTeHLHaJl Ha TeOpeTUYHUTe TMOAXOAW KbM
MHCTUTYLUOHa/Mu3Ma. [lokazaHn ca pas/JiMyHM [JUMEHCHUM Ha HoBaTa
VHCTUTYLIMOHA/HA UKOHOMHKA M HOBHUAT MHCTUTYLHUOHAIU3BbM. EKcimuupaHu
ca npefuMCTBaTa Ha MWHCTUTYLMOHA/IHUS aHaJUMTH4YeH paKypCc B HerosaTa
VCTOpHYECKa epCcreKTHBa U 3HAYUMOCT.

060CHOBaAHO e BIXK/AHETO Ha OPTraHM3alUuTe NIpe3 NprU3MaTa Ha UHCTUTYLUUTE U
VHCTUTYLMOHA/IHUA noAxo . KoHllenTyasHo e pa3paboTeHa KOMILJIEKCHATa BU3USA
Ha OpraHU3alMOHHOTO MOBEJeHHUE U LIEHHOCTH, KOUTO Ce MPEBPbLIAT B MPOEKIUS
Ha OpraHMU3alMOHHAaTa U MEHU/DKbPCKATA KyJITypa.

JlujepckuTe yMeHUsI ca OCMUCIEHHW BbB (OKyca Ha pa3jMYHUTE TEOPUU 3a
aujepcTBoTo. JlepuHUpaHU ca CbIIECTBYBALUTE JIUJAEPCKU MOAXOAU KaTO
CTPYKTYpHa paMKa Ha peaJIHUTe JIHUJAEPCKU JeHCTBUS M KAaTO BBIJ'bTEHH B
opraHvsalMOHHaTa cpeJia U HEMHOTO pa3BUTHE.

MeHuxbpcKkaTa OpraHM3allMOHHA KyJTypa € OCMHUCJeHa B KOHTEKCTa Ha
ChILECTBYBaUIMTE IJI00AJTHU UKOHOMUYECKU NMPOLECH, KOUTO Ce UAEHTUPULUPAT
KaTo (aKTOpyM 3a pa3BUTHE HaA pervoHajHUTe peasHocTU. [lokasanu ca
XapaKTepPUCTUKUTE Ha UKOHOMUYecKaTa JIoOKaJlHa cpeJa.

PaspaboTeHa e emnupuyHaTa OCHOBAa Ha OpraHU3alMOHHATa MeHU/KbpCKa
KyJTypa Ype3 HaMHpaHe Ha aJleKBaTHU MeTOJ0JIOTUYEeCKH pelleHus 3a
BepudULUpaHe HA TEOPETUYHUTE KOHLIENUN U aHATU3HU.

[lokazaHu ca mnpeauMcTBaTa Ha EMIUPUYHHUTE aHaJM3U U ce 0OOCHOBaBa
HEeoOXOJUMOCTTA OT CbhyeTaBaHe Ha pPa3JMYHU H3TOYHULUMU WU [AAHHU, KOUTO

AOIPHUHACAT 3a oboraTsiBaHe Ha I/IH(l)OpMaLU/IHTa B aHAJIMTHUY€EH I1JIaH.
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L. GENERAL CHARACTERISTICS OF THE DISSERTATION

The transformations of modern business are an impetus for the
search for a new leadership paradigm for the 21st century. Leadership has
been a major topic of research for almost a century and raises many
empirical and conceptual questions. Leadership arises in connection with
the need for complex organized systems to be managed in a balanced way
by certain principles and guidelines. Despite this level of effort, the state of
the field shows that many studies pay little attention to organizational
variables that affect the nature and impact of leadership.

The beginning of the 21st century, called by P. Drucker "the era of
broken continuity"”, brings further changes in the functioning of modern
organizations. The main features are uncertainty, complexity, acceleration,
networking, flexibility and mobility, and virtualization. Therefore, some
experts believe thatitis necessary to develop a new management paradigm.

M. Williams' concept is in line with the assumptions of modern
theories and trends in leadership research based on the authenticity and
personal credibility of the manager as an interpretation to build an effective
relationship with subordinates. "Short-term guidance" includes such
elements as: delegation of authority, training and mentoring, formation of
attitudes and skills for flexible action, directing people adequately to the
situation, inspiring people with new ways of thinking and acting, consent to
the freedom to experiment, increase participation and a sense of
responsibility subordinates.

The relevance of the topic of this dissertation is determined by the
fact that there is a dynamic relationship between leadership, management
and formation of leadership skills, between organizational culture and
management, between organizational culture and leadership. Leadership is
an object of practical and scientific interest, and the personality of the
leader is usually associated with expectations of significant changes in the

organization and in particular to solve its various problems. At the same



time, the possibilities of leadership are limited by its organizational context:
structure, system, environmental conditions, etc. Therefore, leadership
must be seen in the real context in which it takes place. Values and
respectively beliefs and convictions, cultural forms - content can relate to
the organization (or its parts, functional areas, activities, groups of staff) or
the environment (customers, suppliers, competitors, local community).

Modern management creates a new understanding of the
management of international economic processes through socio-political
interaction and, accordingly, influence. It is the result of transformations in
different national management cultures. Leadership skills in managing
organizational culture (especially when the strategy requires a change) are
always confronted with layered habits, ways of thinking, stereotypes, etc.,
and therefore extremely difficult and sometimes impossible.

The present dissertation is focused on the study of the topics of
organizational and managerial culture as an environment for the formation
of leadership skills. The content characteristics of the mentioned
phenomena are traced, their specifics in different structural aspects and
their influence on the vital individual and group trajectories are shown.

Subject of the present dissertation research is the presentation of
leadership skills in the context of managerial organizational culture.

The object of the research is the modern leadership, contributing to
the building of effective leadership skills and sustainable organizational
culture in the economic environment.

The thesis of the dissertation is that effective leadership skills are
acquired and are interrelated with the nature and essence of managerial
organizational culture. Our vision for the development of leadership skills
is that it takes place as a continuous process over time, combining general
and specific characteristics with the implicit nature of individual
characteristics that create effective leadership. Leadership skills become
more instrumental and contextualized, and eventually their application is
driven by various situational features that are related to the specific

community environment.



The aim of the dissertation research is: to consider the
organizations through the prism of the institutions and the institutional
approach, substantiating the theoretical statements related to the
organization and the managerial culture as an environment for effective
leadership. The purpose of the dissertation is specified in the following
tasks:

- To trace in theoretical terms the relationship between the
institution, setting the framework and algorithm for the existence of the
organization and the variety of real manifestations of the organization in
the context of the institution;

- To derive, systematize and summarize the main theoretical
statements of organizational culture, behavior and values;

- To summarize and present the theoretical statements about
leadership and leadership skills in the context of the organization;

- To monitor the characteristics of leadership and the formation
of leadership skills;

- To make an analysis of the main economic indicators of
industrial enterprises, the created effective leadership skills and style, as
well as the existing organizational culture in enterprises in Blagoevgrad
district;

- To conduct a sociological survey using two methods: a survey of
company employees and interviews with managers from the Blagoevgrad
region, focused on the topics of organizational, managerial culture and
leadership.

- To provide guidelines for building effective leadership skills in
the context of managerial culture through the approaches of modern
leadership.

The methods used in the dissertation for the purposes of theoretical
and empirical research are: method of analysis and synthesis, method of
observation, induction and deduction, analysis of documents and statistics,
including structural business statistics for the economic condition of
Blagoevgrad, survey, interviews, systematic approach to analytical

presentation of the overall picture. The SPSS software product was used for



the processing of the information from the field work for Windows ,
Microsoft 's X CEL, and Google Forms.
STRUCTURE OF THE DISSERTATION

The entire dissertation is a complex system of knowledge,
manifested at different levels - theoretical concepts and cognitive
approaches, empirical analysis and information obtained from quantitative
and qualitative methods, which are verification of the theory. In the
symbiosis between theory and empiricism, I have tried to show the
importance of organizational and managerial culture as the framework in
which modern business and its people run and develop, which are the

driving forces of organizational structures and their development.

CHAPTER ONE: THE INSTITUTION AS THE BASIS OF
SOCIAL ACTION

The first chapter traces the essence and some of the conceptual
characteristics of the institutions, the theoretical directions related to the
placement of institutions as the focus of research. Organizations, on the
other hand, show the variety of concrete real manifestations in the context
of each institution that sets the framework and algorithm of the existence
of organizations. In this sense, the two realities are traced interconnected -
semantic and practical.

In the section Institutionalism as an approach , the emphasis is on
the evolution of the institutional perspective from the point of view of point
of the institutional field in sociological knowledge. Some basic concepts in a
sociological context are traced, which are related to the evolution of
institutionalism and institutional theory, as constituting the symbolic space
of social processes. The main role of institutions in a society is to reduce
uncertainty by laying the foundation for a stable structure for human
interaction . Institutions regulate relations between people, as well as the
material part of the cultural environment, and in a sense the natural

environment.



The holistic view is widespread in theoretical terms, according to which
the focus is not on individuals, but on the social whole, manifested in society
as such, or in institutions. As a result, the characteristics of individuals are
derived from the institutions that are decisive, dominant and leading, and
individuals are secondary and derivative. In this institutional determinism,
institutions are defined as an important stabilizing factor that sets the
framework for all subsequent development. The institution itself is seen as a
universal entity, which, by imposing a certain rationalism in the actions of the
individuals who spiritualize and build it, transfers this rationalism in a
number of processes that take place outside the structure. The analyzes
themselves are characterized by a certain abstractness, which is both an
advantage that allows to see the whole picture and a disadvantage due to the
lack of specific fabric and specificity ; but this allows the introduction of
various alternative approaches such as behavioral and evolutionary.

The evolution of views on institutions is related to the gradual
incorporation of various social accents related to the influence of values,
norms and culture in the study of the diversity of economic phenomena,
emphasizing the influence of institutions on the social life of actors.
Institutions are seen as an elusive and multifaceted reality - social and
economic constructs that play a key role in the development of social
processes.

In analyzing the development of institutional theory, we must
emphasize that the structure of both old and new institutional concepts is
quite complex. (Popov, Sedlarski 2012). The two research areas that are
different are - neo-institutional economics and institutional economics -
fundamentally different paradigms for the analysis of institutions.

The new institutional economy operates at several levels of economic
and sociological analysis. On the macro level, the new institutionalism
explains the action of economies through the idea of institutions, their
relationship with mental models, the relevance of culture and last but not
least - the process of economic change . At the micro level, the main

conclusion is to rethink the view of the institutions that they represent



certain rules, decreasing uncertainty in economic exchange and transaction
costs (Milenkova, 2021) .

The institutional approach in its analytical perspective. This
section analyzes some ideas as part of the institutional approach in classical
sociological theory and the main institutional ideas developed in it. In their
works, the authors show the importance of institutions as a framework -
normative and value, which creates a rational environment and conditions
for the development of social reality. It is this framework that represents the
important, initial and basic basis of the social institution, because the norms,
rules and values guarantee and presuppose social sustainability.

In the section New Institutionalism an analytical review of the existing
theoretical research programs of the new institutionalism in the analyzes of
society is made. It explains its intellectual core, following some ideas of
famous institutionalists and shows how the new institutional approach is
applied in understanding social processes in modern times.

The existence of different points of view on existing social phenomena
is due to the fact that social reality has many layers of meaning. When one
jumps from one section to another, new connotations and realities are
rediscovered. The basis of neo-institutionalism is linked to the concept of
rational action integrated into the social and cultural context. Emphasis is
also placed on the development of informal norms and the way in which they
are combined with formal constraints to bring out the institutional nature. It
shows how cultural understandings shape the establishment of institutions
and their reflection in various organizational forms.

In this sense, it can be said that the institutions should be considered in
their complexity and versatility, which integrates different theoretical
perspectives. Institutions include regulatory, normative cognitive aspects
that reflect their understanding and analysis as a system of norms, rules, or
as a set of cognitive and cultural characteristics related to the environment.
In fact, the institutions must be considered in the unity of these components,
because they are actually operating and defining their essence. The

institutions shall reflect the regulatory and regulatory sanctions of the



conditions and environment in which they exist, showing both local and
regional conditions and national and global contexts.

Another important conclusion related to the institutions is the thesis
that they bring stability and sustainability; at the same time, they change over
time, like any social entity, and thus give impetus to change in the overall
environment in which they become possible.

Organizations through the prism of institutions and the
institutional approach.

The relationship between an institution and an organization in the
social environment is studied in different contexts. Depending on the source
of the institutionalization processes, two approaches to the relationship
"Iinstitution - organization - environment" emerge. (Zucker, 1988). In this
relation it is necessary to emphasize that the institution itself creates new
cultural elements, which subsequently spread in its environment.

The analysis of the institution-organization relationship is based on the
following principles:

1. Institutional processes are the foundation in the development of
organizations;

2. The importance of the environment becomes a constituent
mechanism of the institutions, as well as of their structure;

3. The institutional context brings about a change that is embedded in
the idea of an institution, to the extent that resistance to change develops.

The environment in which each organization exists is diverse, including
local communities and groups, contractors, partners, cultural and political
organizations. The very organizational field that includes the active
environment of the organization is culturally and cognitively constructed.
Local cultures contain cognitive elements, ie. they are interpretive
frameworks for actors, define their social relationships and help them
interpret their own and others' positions in the relationship system.

Researchers consider individuality, organization, nationality through
the prism of the specifics of culture as interdependent with the socially
created institutional environment and differences in the behavior of

individuals. Without culture, we cannot value the values, beliefs, or practices
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that identify institutions and their environment. Culture, moreover,
complements the rational view of the organization by emphasizing the
informal structure, as related to the formal. The organization is a social
system built with the help of targeted activities of interdependent individuals
to achieve a specific result. The organization in the process of its functioning,
interacts with the environment and develops a complex system of integrated

elements to obtain quality results, formatted by the institution.

In the second chapter of the dissertation ORGANIZATION AND
ORGANIZATIONAL CONTEXT the peculiarities of the organization and its
basic connotations in the society are analyzed, referring to the formatting
role of the organizational culture, behavior and values, outlining the
functioning of the real subjects. Various theoretical concepts in the field of
organizational behavior and culture, reflected in the management style, rules
and algorithms of action of modern managers. The system of values that
guides the management team is presented, on the one hand, in the context of
the basic common values of the organization, and on the other hand, as a

factor for decision-making and functioning.

1. Organizational culture

This section examines various theoretical concepts in the field of
organizational behavior and culture in an organizational context, reflected in
the management style, rules and algorithms of action of modern managers.
Organizational culture is reflected in the style and approach of the
organization, the structure and the elements that are present in the life of the
organization and its future. Organizational cultures are a tool for change and
development, contributing to adaptation to the environment. In this way they
become a strategic tool through which to influence the functioning and
development of the organization in the long run by determining the
sustainable orientations of individuals. Organizational culture is a factor in
gaining competitive advantage and is a way to manage employee behavior.

Therefore, organizational culture can be defined as the collective
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programming of the mind that distinguishes the members of one
organization from another.

Organizational culture has several important axes that drive it and
create its dynamics. Values and norms can definitely be mentioned as one of
the structurally vital components of organizational culture, because they
determine the normative nature of the organizational spirit. On the other
hand, organizational culture has a regulatory character, as well as cognitive-
narrative, recreating history, past and present. On this basis, the
organizational culture acquires the qualities: integrativeness, adaptability,
educational impact.

In this sense, the organizational culture imposes both regulations and
control, as well as opportunities for inclusion and adaptation, for creativity,
expression and personal activity. Organizational culture creates a field for the
inclusion of individuals and groups - formal and informal in the overall
organizational environment.

Researchers Chatman and O'Reilly distinguish and summarize different
problems related to organizations with a view to their possible solution:

1) research of the connections between culture, leadership,
organizational structure and efficiency;

2) studying the ways in which organizations can build, manage and
maintain structural relationships between subcultures of groups in which
employees participate; and how subcultures can foster innovation and
change by helping to identify key drivers of organizational development,
including an understanding of the impact of organizational culture and
possible cultural transmissions.

The functions of organizational culture reflect its specific contribution
to the organization through management practices, traditions and rituals
(Paunov, 1998; Davidkov, 2015). Authors K. Cameron and R. Quinn show the
impact of organizational culture in its unifying force and leading the
organization to success (Cameron & Quinn, 2012).

Organizations have a significant impact on possible cultural sources in
the formation of the organization, as well as the way they are used.

Organizational cultures influence organizations, serving as a tool for change
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and development, contributing to the organization's adaptation to the
environment. In this way it becomes a strategic tool that influences the
functioning and development of the organization in the long run by

determining the sustainable orientations of individuals in the organization.

2. Organizational behavior and values

Organizational behavior examines the sustainable characteristics of
human behavior and human communities at all levels of the management
system with an emphasis on the development of effective management
methods. ( Paunov, 1998). Through organizational behavior, behavioral
analysis is performed at different levels: personal - group level, value

(normative) - operational reasoning.

The behavior of the individual in the organization, the problems of
interpersonal relationships, the dynamics of relationships in small groups,
intergroup relationships and organization-personality relationships are the
subject of analysis and consideration. Values form attitudes and are key
features for the typology of personalities, as specific ideas that standardize
behavior. The system of values, which guides the management staff, is
formed, on the one hand, in the context of the basic common values of the
organization; on the other hand, determines their composition and essence.

Organizational values are contained in the mission of the organization.

Robbins defines organizational behavior as a phenomenon that
projects the influence of individuals, groups, and structure on the actions of
people in organizations and the impact of that behavior on the work of the
organization in order to improve its effectiveness. ” ( Robbins , 1991). The
author presents organizational behavior through motivation, leadership
behavior and power, interpersonal communication, group structures and
learning processes, the formation of attitudes and perceptions, processes of

change, conflict, work stress.
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D. Panayotov outlines the main aspects for the analysis of the
cognitive field of organizational behavior, which are determined by the axes
"personal-group level" and value (normative) - operational thinking "

(Panayotov, 2003).

Every organization has rules for behavior, for interpersonal and
intergroup relationships. Beliefs, beliefs, norms are an integral part of
behavior. Status determines the social rank of the individual in the group and
is a sign of the extent to which the individual is recognized and accepted in it.
The American sociologist R. Likert ( Likert, 1961) developed the concept of
organization based on the influence of working groups on its activities. His
theoretical constructions trace the relationship between the processes in
groups and the action of power, technology, culture, structure and other

components of the organization.

Values in sociology and organizational behavior are a fundamental
concept denoting the cognitive structure that presents criteria for choosing
between alternative behaviors. The sociological perspective examines values
through the prism of: social evolution from community to society (Toennies,
1957), the dominant type of solidarity in a society, collective consciousness,
division of labor (Durkheim, 1949), social action (Parsons, 1951; Parsons &
Shils, 1951). Weber, 1993), standards or criteria for personality behavior
(Williams, 1968, 1979), etc.

3. Managerial culture. The culture of management is something that
develops from the beginning and penetrates the spirit of the company.
Managers, regardless of the hierarchy and levels they occupy , share and
express the culture of management through a set of skills, approaches and
behaviors that they apply to the team they lead, as well as to each member of
it, in order to achieve organizational goals and prepare employees for this
complex, relating to the company's management philosophy and set of
values. Managerial culture creates a vision and belonging to the social
category of managers. The organization cannot achieve its goals if the

elements of culture are not shared by all managers. An organization can
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survive and thrive if its core beliefs and values are known and put into
practice.

Managerial culture is a specific phenomenon through which an
organizational policy is formed, which distinguishes one organization from
another and with targeted development can achieve greater efficiency. Since
the organization is an open, self-generating three-tier system (corporate,
organizational and managerial), it can be said that in each organization there
are three interdependent types of culture: corporate, organizational and
managerial (Bontas, Urban, 2004: 17).

The culture of management is considered as an integral element of the
organizational culture, which provides quality functionality of the processes
in the organization and allows for changes in the organizational culture and
competitive advantage. Managerial culture is "a system of values, beliefs,
aspirations, expectations and behavior of managers, reflected in the types
and styles of management used in the organization, following the content of
organizational culture and its performance” ( State, 2004).

The model of management culture has several aspects: relationships,
orientation, decision making, motivation and loyalty. However, the
approaches of the various authors do not oppose the perception of the
culture of governance, but complement each other. Managerial culture is a
major factor in the overall organizational culture, directly affects the results
of the organization, defines the goals of management activities, encourages
creativity, expanding and deepening knowledge and acquiring new
knowledge by communicating and seeking new ways and methods in
management. The culture of governance must be the foundation of the entire
culture of the organization. Management culture reflects the personality of
the founders, managers and executives and influences their decisions and
actions by setting norms and standards consistent with their values and
contributing to synergies in the organization. Management culture includes:
beliefs, values, norms, attitudes and behaviors that guide action to achieve
goals. The management culture of an organization is a factor in promoting
organizational change under the influence of internal and external factors,

the degree of risk and the depth of the changes.
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Theoretically, the research related to the relationship between
strategy and goals as elements of management culture, the factors
determining the planning of the strategy and the success of its
implementation. The culture of management effectiveness shows the impact
on the behavior and activities of future leaders. As a result, all management

resources of the organization work in concert.

4. Qualities of the modern manager

In order to successfully perform the activities and the tasks arising
from them, the modern manager must have certain qualities and skills and
competencies. The qualities of the manager ( Lilova, 2014) are a relatively
constant and stable form of universally or individually manifested set of
personal characteristics that influence behavior, both in certain situations
and for a longer period of time. The qualities, skills, competencies that the
manager possesses help him to perform his functions in accordance with the
rules, norms and standards of highly effective management. The potential of
the manager, as a complex of innate predispositions and acquired qualities,
as well as organizational and managerial skills, allowing the identification
and resolution of complex management problems depend on three main
factors:

- personal qualities related to psychological traits and characteristics,
such as resilience, self-control, confidence, initiative, etc .;

- mental qualities related to the ability to think innovatively,
proactively and analytically;

- management skills, defining decision-making skills and leadership
skills, communication skills, etc.).
Managerial competencies are divided into basic and executive ( Brelik,

Zuchowskir, 2017: 21) :

1. Basic competencies are: cognitive (flexible thinking, thinking ability,
knowledge, creativity), social (dialogue and negotiation with colleagues and
superiors, teamwork), personal (action orientation, initiative, coping with

stress, efficiency, self - organization, decision making, confidence).
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2. Executive competencies are: business competencies (industry knowledge,
marketing approaches, identifying customer needs), corporate (corporate
identity, ethics and values, expertise), management competencies (team
building, delegation of responsibilities, leadership, planning, management)

of changes).

Existing leadership concepts can be grouped into four category
theories, models or understandings (Paunov, 1998: 221), based on decision-
making processes; emphasizing the differences in orientations: to the tasks
or to the people; situational; charismatic. In this way, the focus of attention
and the subject of analysis are gradually shifted from leadership to leadership
, ie. solution-based concepts are more concepts of leadership styles, and the

idea of charisma targets almost all leadership.

In the third chapter of the dissertation LEADERSHIP AND
LEADERSHIP SKILLS , the analysis focuses on leadership as a

phenomenon and its dimensions, as well as on the qualities of the leader. One
of the important interrelations is the consideration of the line: organizational
culture, managerial approaches and style of work, leadership as an important
prerequisite for establishing the organization and achieving its goals. The
logic of the development of leadership theories according to individual
perspectives and aspects of the phenomenon is traced, clarifying the main
defining elements of organizational leadership, which create a certain
consensus in the scientific literature and provide a unifying perspective for
ideas. The inextricable link between leadership and management in a
continuum showing the performance of a managerial function is considered,

where both categories, although related, are different.

1. Leadership in the context of the organization
Leadership has been a major topic of research for almost a century
and raises many empirical and conceptual questions. Despite this level of

effort, the state of the field shows that many studies pay little attention to
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organizational variables that affect the nature and impact of leadership. Some
research focuses on interpersonal processes between individuals, leaders
and followers. Research that explicitly examines leadership in the context of
organization, especially in the strategic management literature, has another
shortcoming: it usually ignores the cognitive, interpersonal, and social
richness of this phenomenon because it fails to cope with processes that
explain or report as results . While modeling in the strategic management
literature is usually focused on leadership research that takes place at the
upper levels of the organization, any presentation offered regarding the
selection, development and training of potential leaders is often based on a
strong conceptual framework, which also has empirical verification.

Leadership is an object of interest and the personality of the leader is
usually associated with expectations for fundamental changes in the
organization and in particular for solving its various problems. At the same
time, the possibilities of leadership are limited by its organizational context:
structure, system, environmental conditions, etc. Therefore, leadership must
be seen in the real context in which it takes place. In this paragraph, the focus
is on the role of the organization as a context for leadership, ie. The
"influence" or "impact" of the environment on leadership. The organizational
context can also be influenced by leadership, for example a leader who
changes the structure. Thus, the organizational context can be both a
dependent variable of leadership actions and a variable of influence on
leadership.

The scientific literature calls for more attention to be paid to the role
of the organizational context as a major factor influencing leadership
behavior and performance. In line with these calls, the main premise of the
analysis is that leadership in organizations is not carried out in a vacuum, but
in a specific environment and conditions. The key question, therefore, is
whether and to what extent the organizational context has been the focus of
the scientific literature on leadership. According to some researchers (Porter
& McLaughlin, 2006) The situation looks like this: "many talk about it, but
very few do what is necessary, especially when it comes to empirical

research.” Progress in filling this gap, insofar as it exists, is essential for a
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better understanding of leadership phenomena. In general, in the field of
organizational behavior, there is a relative lack of attention to how the larger
organizational context affects the specific areas of individual and group
behavior. These areas include: motivation, communication, teams and
leadership. The need for more attention and study of the organizational
context requires that organizational behavior become the focus of study and
provide useful guidelines for the well-being of organizations and their
members.

Most leadership theories in the scientific literature largely do not
emphasize the organizational context. This finding is supported by research
by researchers, which I discuss below.

James McGregor Burns ( 1978 ) found that "leadership is one of the
most observed and least understood phenomena on earth" because of the
focus of leadership on leaders rather than on the organizational social
constructs of leadership.

Aspects of the organizational context are important for organizational
structure, origin and history, ownership and control, size, technology,
location and dependence on other organizations. Operationally defined
scales are presented as independent variables to predict the main
dimensions of the organizational structure, which is closely related to the
context in which it operates and many of its variations can be explained by
contextual factors. Various factors are tracked, including size, technology,
organizational documentation, or social function and interdependence with
other organizations, which are critical to influencing the organization's
relationships and functioning. These factors are linked in a relatively
systematic way to the characteristic aspects of the structure, as such studies
would require a multifactorial approach both in context and in structure.

Understanding the context of an organization is a process that
determines the factors that affect the existence of the organization, its goals
and its ability to develop sustainably. The process takes into account internal
factors such as values, culture, knowledge and effects of the organization, as
well as external factors such as legal, technological, competitive, market,

cultural, social and economic environment.
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When considering the organizational context, not only positive but
also negative factors and conditions must be taken into account, as they
facilitate the understanding of the external organizational context - as factors
from legal, technological, competitive, market, cultural, social, economic,
international, international , national, regional or local; as well as factors of
the internal context related to the values, culture, knowledge and results of
the organization. The mere clarification of the organizational context is not
enough to obtain the correctness of the process. The organizational context
must be taken into account on an ongoing basis and the factors identified
must be reviewed in terms of their relevance and relevance. The leader must
be vigilant and notice all the changes in the environment that affect the
company's activities. This is the only way to ensure success in case of positive
or minimized effects, as well as in case of negative external and internal

factors affecting the functioning of the organization.

The organizational context shapes the imperatives of performance,
which simultaneously stimulate and define the parameters of appropriate
leadership actions. This implies qualitative changes in the ways in which
leaders acquire information in their roles and continue to make sense of this
information. It changes whether and when (and how and what) leaders plan
as appropriate collective responses. The nature and role of key processes,
such as how leaders influence and manage their followers, is changing. The
extent of their influence is also influential. The organizational context even
changes the mechanisms by which leaders acquire their role and develop
their legitimacy. These effects go beyond the effects typically modeled in

contingency approaches in the leadership literature.

2. Theories of leadership

The phenomenon of leadership can be presented analytically and
interpretatively from different theoretical perspectives with different
conceptual reflections. Attempts to classify them, however, prove difficult to
unambiguously organize the many concepts. Taking into account the

dynamics of time, theoretical approaches are mutually inspired, which leads
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to the possibility of distinguishing between universal and specific elements
in the theoretical view of the issue of leadership, as well as the possibility of
empirical verification or implications for practice. Leadership literature
reveals that theories have been refined and modified over time, and none of
them are irrelevant. The experiments of scientists related to the classification
of leadership theory identify the types of leadership theory, revealing their
structural nature.

According to S. Hristov, leadership is studied in three directions,
which are expressed in the development, experimentation and validation in
practice of various theories:

1. As a property - leadership is a set of characteristics possessed by those
who exert successful influence;

2. As a process - leadership is a direct non-coercive influence and
coordination of the group's actions on the way to achieving its goal;

3. Leadership as both a process and a property.

The theories are distinguished as a result of the application of two
measures: aspects in the consideration of different parameters; using
different approaches applied in the same aspect. Two approaches are applied
to each of the two aspects: universal and situational. Based on his research
and analysis Hristov sets out its structure of theories of leadership, through
which it derives five elements in order to reveal the essence of leadership:
characteristics; behavior; situation; properties . Northouse (2016) explored
16 theories. Kellerman (2012) argues that there are over 40 theories of
leadership, while Meuser, Gardner, Dinh, Hu, Liden and Lord (2016) states
that the number of theories of leadership is 66. In light of the challenges
posed by the many theories in the field of leadership, scholars are calling for
the consolidation of theories of leadership. While the theories of leadership
offer numerous points of view and do not contradict each other, but
complement each other and this is the reason why they allow to unite.
Significant efforts are being made to consolidate theories of leadership and
this integration is done through 6 focal points: charismatic theory,
transformational theory, leadership and diversity, strategic theory,

participation / shared leadership and trait theory.
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At the same time, there is no comprehensive unifying theory that identifies
the source code or nature of leaders and defines the conditions that give rise
to leadership. There are working concepts for leadership, which include:

- The early simplistic paradigm in which leadership is seen as good
governance.

- A semantic concept in which leadership is the process of leadership.

- Transaction concept: leadership is a social exchange between leaders
and followers.

- The situational concept; leadership is a phenomenon that precedes and
facilitates decisions and actions.

- Aesthetic concept: leadership is an art or craft.

The scientist W. Bennis conducted a study of 90 popular leaders and
classified the characteristics that determine their personality into four
groups: physiological; emotional (psychological); intellectual; personal and

business.

Following the logic of the development of leadership theories, we can
note that they all proceed from one-factor approaches, ie. Initially, each factor
is considered as a determining factor for leadership: personal qualities, style
of behavior, situational characteristics. After realizing the shortcomings of
the one-way approach, leadership models begin to combine, two-factor
concepts emerge: personality-situational, behavioral-situational,
personality-behavioral theories. The last stage is a systematic approach that

involves many factors.

The second trend that should be noted is the transition from a discrete
approach to a process approach. In the discrete approach the position of the
leader is determined once and for all due to one or another factor (as happens
in charisma theory), while in the process approach the characteristics of the
interaction between leader and follower are considered (as in transactional

and transformational leadership).

22



The third trend is a departure from the purely rationalist approach,
where the leader uses a set of rational techniques to achieve maximum
performance from subordinates. It is being replaced by an irrational

approach based on emotions and cultural values.

3. Leadership as a characteristic of the organization

At the heart of leadership research, often implicitly, is the assumption
that the leader has a significant influence on the functioning of the
organization as a whole and its individual elements. However, researchers on
this issue have not agreed on the strength of this influence and its
consequences. Their positions can be arranged in a continuum, the beginning
of which is marked by the claim to a secondary leadership role and the end
of the continuum - by his leading contribution to the functioning of the
company. Along with the growing number of studies devoted to this problem,
its multifaceted nature is becoming more and more aware. It turns out that
identifying leadership skills with just a "cluster"” of certain characteristics is
not able to explain the phenomenon of the authority of people who lead
others.

There is an inextricable link between leadership and management.
Contemporary literature on the subject emphasizes that leadership and
management create models of complementary behaviors, activities,
knowledge and skills. They should be considered in a continuum reflecting
the performance of a managerial function, where both categories, although
related, are different.

Governance is part of the economic paradigm, while leadership is part
of the behavioral paradigm. Leadership and management cannot be
considered separately. One can be a leader without being a manager and vice
versa. This is related to the way a person performs the role of manager and
leader in the organization, finding common ground between the two statuses.
Scientists Bass & Avolio (1994) view leadership and management as separate
processes that differ in the way they are deployed. The role of the manager is
largely determined by the nature of the managerial position held, but

managers have flexibility in the way each role is interpreted and performed.

23



A distinction is made between management and leadership in terms of key
processes and planned results, which take place through:

e Setting operational goals, establishing action plans with schedules and
allocating resources;

e Organizing and recruiting staff e.g. establishing structure, allocation of
resources and tasks;

e Monitoring results and solving problems.

The analysis of the concept of leadership is also related to the problem
of power, treating leadership as one of the aspects of power. Leadership is
the ability to influence or exercise power in social communities. According to
Weber, "power means any chance that someone's will will be forced into
some kind of social union, even in spite of resistance, no matter what the
possibility." ( Weber ; 1972).

A review of the definitions of leadership shows that it is difficult to
summarize a definition or model that describes all the possible situations
that today's leaders may face. The changing environment usually forces them
to constantly change their leadership style or to adapt external conditions to
the needs of their leadership style (which, however, can be extremely
difficult). Maintaining the same leadership style is not always effective.

Analyzes show that leadership is the result of a relationship between
the leader and his followers, and although the condition for his emergence is
the personal qualities, behaviors and skills of a potential leader, they are
revealed only under certain favorable conditions. A useful tool for building
the relationship between leader and employees is charisma - a certain
reference force, the result of social perception of people, a personality trait
of the individual that makes him be perceived by others in a unique way.
Charisma makes it easier for the leader to achieve goals, influence people and
spread the vision. In most cases, useful charisma is often complemented by a
vision that the leader must have. A vision for the future of the organization
and changes in the environment is usually extremely useful for leading the
organization and showing its direction. However, it is necessary to maintain
a balance between the vision, its dissemination and implementation, as well

as the implementation of the current tasks of the organization. Depending on
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the situation, the meaning of these two elements may change. The type of
tasks faced by the leaders of modern organizations is influenced by the form
of their organizational structures.

The global leader tends to focus on the changes initiated by his
organization, leaving technical (routine) operations to lower-level
employees. Therefore, he is only an agent of more important organizational
changes. In most cases, his tasks may include identifying the challenge for the
organization, asking questions to the members of the organization, but often
avoiding solving the problem. Thanks to this, he has a chance to involve more
members of the organization in the process of change and correcting his
opinions allows him to prepare a better project for change. The leader often
shows the environmental pressures that are forcing change. Changing the
organizational culture is a particularly difficult process for which the global
leader is responsible. The tasks in this regard differ depending on the stage
of development of the organization. In young organizations the leader is
mainly responsible for the formation of organizational culture, in middle-
aged organizations for the direction of its development, while in mature

organizations he is often forced to destroy and restore organizational culture.

4. Formation of leadership skills.

The theoretically based framework for the formation of leadership
skills summarizes the ideas from the cognitive scientific literature for the
development of skills and competence in performing tasks in the field of
leadership. The dissertation emphasizes that leadership skills are developed
from the process of cognitive recharging, in which micro-level skills are first
acquired through problems related to experience or observational learning,
and then organized into ever higher systems, which guide behavior,
knowledge, and social perceptions. These systems evolve along with
emerging personal identities, in which leadership roles and skills become

more important than the actor's sense of self. In this way, over time,
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leadership skills and knowledge are inextricably integrated with the
development of the concept of oneself as a leader. The identity of leaders
usually changes from individual to more collective orientation with the
development of their experience.

In this paragraph, I build on existing leadership research, including
research on social identity and values, and the acquisition of field-specific
expertise. Identity is the focus because (a) it provides an important structure
around which relevant knowledge can be organized; (b) is a source of
motivational and guiding forces that determine the extent to which the leader
voluntarily puts himself in developmental situations; and (c) can provide
access to personal stories, core values, etc. that can be used to understand
and motivate subordinates. I suppose that with the rise of leaders, they
become more and more able to use flexibly internal resources such as
identities, values and mental ideas of the followers, ie. as leaders evolve,
there is a shift in focus from identities at the individual to the collective level,
both for the leader's own identity and for the identity of the followers.

Developing skills at higher levels involves more complex and diffuse
processes that often depend on other individuals or groups, taking much
longer to produce visible results. Team building skills are just one example
of such skills. An additional difficulty in acquiring social skills is that in many
contexts tasks engage most of the conscious attention of individuals, while
social factors are secondary and implicitly managed. For this reason, we
would expect novice leaders to have difficulty developing social (or
emotional) skills. However, when intermediate or expert skill levels are
achieved in other areas, leaders need to have additional capacity for attention
and orientation towards followers, which leads to the improvement of social
skills. These skills become more procedural and contextualized, and
eventually their application is carried out by the internally maintained values
and inclinations of the leader. Thus, at all stages of development, the
acquisition and improvement of leadership skills is influenced by individual
differences in cognitive abilities, personality and temperament, ability to
emotional regulation, identities and values that stem from both cultural

context and personal experience. .
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Leadership expert John Adair (2004) based his research on a three-
pronged model of the key actions leaders need to take to lead their team
effectively. These actions are grouped into three areas:

o Task: the actions that are taken to achieve the goal.

e Team: personal actions at group level, to promote effective

teamwork and group cohesion.

e Individual focus: actions that meet the unique needs of each

team member.

In summary, it can be said that the development of leadership skills
takes place over a long period of time, combining different loosely related
skills. These attempts at leadership are driven by the desire of leaders to
combine their characteristics (such as behavior) with implicit theories of
effective leadership. These skills become more procedural and
contextualized, and eventually their application becomes more driven by the
internally maintained values and inclinations of the leader. A critical aspect
of this process is the integration of leadership skills with identities as leaders.
Perceiving oneself as a leader not only influences proactive attempts to gain
leadership experience, but can also be an important sign of access to
leadership-related knowledge. With sufficient development, the integration
of leadership skills with identity can lead to an expert and unique way of
leadership, which may include the development of inner qualities and
abilities that characterize not only the leader but also the followers. Thus, at
all stages of development, acquisition and improvement of leadership skills
is influenced by individual differences in cognitive abilities, personality and
temperament, ability to emotional regulation, identity and values that arise

from both cultural context and personal experience. .

Chapter Four LEADERSHIP SKILLS AND ORGANIZATIONAL
CULTURE: EMPIRICAL RESEARCH is the empirical part of the dissertation.
In a rapidly changing and highly competitive world, global business is seen
as key to economic growth. Modern management creates a new

understanding of the management of economic processes through socio-
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political interaction and, accordingly, influence. The economic structure of
Blagoevgrad district is considered and the potential of local resources is
shown. The empirical framework presents the characteristics of
organizational, managerial culture and leadership skills through the eyes of
actual participants in the economic environment. The conducted interviews
with managers and surveys with employees of companies from the region
show the specific practical dimensions of the theoretically studied problems
and topics in the dissertation. The main conclusions are that in the area at the
moment there are a number of problems in the economic and business
environment, mainly related to objective factors and elements.
Global business and condition

Researcher Michael Chibba outlines the main key factors of global
business that he believes are equally important: business mission, policy and
strategy; culture; leadership; technology, innovation and creativity; human
capital; business environment. Along with the rise of economic globalization,
the use of the term "global business” (GBiz) - instead of or in addition to the
relatively well-established term "international business" is increasing in
virtually all businesses and related global contexts.

Leadership has always been a major factor in the success of any
business and relatively more important in global business. Leadership is the
art of achieving more than management science says is possible. Clemmer,
Jim and Art McNeil (1988) were among the first proponents of "leadership
skills for outstanding results"”, which is still the case today in business and
economics. In all global companies, leadership is increasingly defined as a key
aspect of a company's success.

Modern leadership has a focused impact on globalization as a process of
growing importance of international contacts among companies and is
characterized by the lack of state barriers to commodity flows. This is what
helps to increase the role of management and at the same time raise it to the
level of world governance. The globalization of modern management is
characterized by:

1. The emergence of special systems for transnational cooperation;

2. The peculiar takeover of some enterprises by others;
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3. The creation of joint ventures

Human capital is necessarily an integral part of global business and is crucial
to the impact and results achieved. The team members of the organizations
must meet the requirements (including cultural aspects or cultural
sensitivity) of the business venture. In other words, while other key factors
in global business are indispensable, they are inextricably linked to human
capital, as it is the backbone of any global corporation. Whether it's vision
and strategy or leadership, human capital is always at the core. According to
Scase (2007), global companies and businesses are entirely determined and
dependent on their human capital.

Modern management creates a new understanding of the management
of international economic processes through socio-political interaction and,
accordingly, influence. It is the result of transformations in the individual
national management cultures, which together form the global one, based on
the commonality between them.

The phenomenon of globalization requires international business
organizations to function adequately in a more integrated economy.
Changing social, legal, economic, political and technological conditions pose
various challenges to world leaders. The process of internationalization
makes it necessary for them to adapt to the global economy and to engage in
the selection of best international practices. From the global sphere of the
economy we move to the regional context in order to show what are the

specifics and peculiarities in the specifics of Blagoevgrad and the region.

2. Economic structure of Blagoevgrad and the region
The main branches in the economy of the district are:
- Food industry;
- Wine production;
- Tobacco industry and production of tobacco products;
- Wood processing;
- Tourism.
Almost all branches of the National Economy are represented in the

economy of Blagoevgrad region. The factors determining the various
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economic activities developed over time, localized on the territory of the
district, are extremely diverse.

The southwestern region, which includes the Blagoevgrad region,
is the most developed of the planning regions in Bulgaria, and in some sectors
even accounts for more than half of the country's share. It should be noted
that in Sofia city, the concentration of all indicators is the highest and the
comparison of different indicators compared to other districts in the
Southwest region would not be appropriate.

The potential of local resources needs to be used to the fullest. Efforts
to plan suburban areas for industrial construction and the search for new
forms to improve the skills of management and management skills of
management deserve attention. Strengthening the export base of the district
can be done by attracting entrepreneurs, partners and partners providing
access to foreign markets, as well as by creating free economic zones in the
district / Blagoevgrad, Petrich, Gotse Delchev /. The formation of an
integrated economic environment, capable of attracting innovations and
developing wider investment activity, acquires special significance.

The development of the economy is a fundamental criterion for the
development of the district. There are a number of opportunities for
improving the economic indicators in the individual municipalities, incl.
attracting foreign investors and improving the performance of certain
sectors with traditions in Blagoevgrad district. All analyzes show that in a
comparative plan in the District at the moment there are a number of
problems that should find their place in the measures to achieve the

formulated goal and the corresponding priority.

3. Empirical framework
In order to trace the empirical correspondence between the overall

theoretical conceptual framework and its manifestation in the practice of

organizations, two types of methods were applied:
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Quantitative - individual direct survey. A questionnaire was created for
surveying employees of companies and organizations in the region in order
to study organizational culture and leadership. 30 surveys were conducted
in the period June-July 2021. (Application 1). The idea of the study was to
examine the opinions and attitudes of people of different ages and statuses,
as well as from different organizations to the nature of organizational
behavior and values, as well as to managerial efforts. The method of the
survey was preferred by me because the contacts were established with a
relatively large number of respondents - remotely, electronically.
Questionnaires were sent by e-mail to 50 employees in companies in the field
of services and trade in Blagoevgrad and the region. In the address to the
researched person, the research I am conducting was briefly presented. Of
the 50 surveys sent, I was answered by 30 respondents, whose opinions I

presented . The sample is unrepresentative by the method of respondents.

The second method - a standardized interview. Standardized interviews
were conducted - 6 with managers of companies from Blagoevgrad in
September 2021 (Appendix 2). Initially I made contact by phone, then [ met
in person with the respondents. The interviews were conducted not with the
managers themselves (due to their high employment), but with heads of
departments, as well as with direct heads of individual units. In general, all
respondents were in management positions, but with varying degrees of
hierarchy: three of the respondents were in higher positions in the hierarchy,
and the other three were direct managers. It was important for me to show
and deduce the level of hierarchy, as well as the specific attitude that is shown
to the work itself, to the leadership position and the specific approach that is
demonstrated by the respondents. I must especially emphasize that the
period in which I established telephone contacts was during the summer
season (August), when the heads of various units and positions take their
leave and this made my field work somewhat difficult, but [ was able to clarify

the conduct of interviews.

My main methodological arguments for choosing these methods were

related to the fact that:
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The survey reaches a larger number of people, there is an opportunity to
obtain information from more respondents to share their opinions, views

and assessments .

During the interview, direct contact is established with the respondents,
which allows to observe their reactions on various topics, as well as to take

into account their interest in the issues discussed and the issues raised .

In both methods I relied on sharing the opinions, assessments, views
and positions of the respondents on the topics included in the questionnaires,
in order to express their personal position, which would allow to build a
more complete picture of the organizational culture of companies from
region .

Both methods combined open-ended and closed-ended questions,
with the survey focusing more on closed-ended questions and interviews on
open-ended questions. This approach is well described in the literature
(Saikova, Atanasov, Chengelova, 2014), because in methodological terms it is
important to follow the rules of asking questions and the advantages that
different methods provide. The main purpose of the field work was - to
convey in an authentic way the opinions of the respondents in order to form
a closer understanding of the organizational environment in which people
are placed, the way decisions are made and different activities for the
contacts that are established in order to more fully and effectively

communicate for better work and implementation of activities .

3.1. Organizational culture and leadership: 30 surveys with

employees of companies and organizations in the region

It is noteworthy that the highest value of the respondents is "sharing
the goals, mission, values of the organization", this is obviously the most
important incentive to create an organizational culture. In fact, it is the goals,
values and mission that are the basic prerequisites, but also factors for an
organization to succeed. On the other hand, the factor "sense of integration

and connection with the organization" is also an important prerequisite and
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it is mentioned by a high percentage of respondents. It should be noted that
individual participation in the form of contribution, initiative and activity are
also important conditions for organizational culture, but the general opinion
is that the greatest contribution have their company values, rules,
approaches that create the overall feeling for sharing. It also matters how big
an organization is. In the case of large organizations, individual effort and
activity may not always be noticeable. Conversely, in the case of smaller
companies, everyone's activity and efforts are visible and impressive.

The most important thing for the organization and its strategy is to
achieve the goals in the short and long term, as well as to ensure financial
stability. Undoubtedly, these are the most direct and immediate goals, the
most important things that are related to the survival of an organization, its
stability and presence in an economic context.

It should be noted that highly qualified staff is a very important option
- both as an appointment and as maintaining their level and skills; and this is
shared by the majority of respondents. In addition, the "proper management"
of the activities carried out is defined as a common feature of 90% of
respondents. No less important is career development as a specific feature of
organizational life. These features of the established principles of
organizational structuring and maintaining the balance mentioned by the
respondents are of great importance, because they show that in real life to a
greater or lesser extent in practice there are processes of rationalization of
organizations.

The management of an organization requires different levels of
knowledge, but one of the most important is the management of human
capital. According to the respondents, it has to do with several things:

- development of professional skills - according to 93.3% of respondents;
- team work - indicated by 76.7% of the persons;

- strict rules - specified by 66.7% of the surveyed employees;

- digitalization of work processes - according to 80% of respondents.

It can be noticed that there is an equally strong emphasis on
maintaining teamwork as important for the implementation of activities, and

on digitalization as corresponding to the creation of instrumentality of the
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environment. The main importance is given to the professional abilities,
indicated by the largest share of the respondents.

In summary of the presented results of the survey, the following
conclusions can be made:

- The greatest importance is given to the professionalism of the staff, to
the maintenance of skills, qualities and qualifications, which are a
prerequisite for the implementation of the activities;

- It is important for managers to create a good technological
environment, which is a condition for the effectiveness of activities;

- It is necessary to impose and maintain a professional ethic that
follows certain rules, even going to greater rigor;

- It is necessary to have teamwork in the organization, but also
autonomy of work, which will guarantee a certain independence and
manifestation of independence;

- One of the most important things is to achieve good market
results, taking into account the individual contribution of employees;

- Sharing the mission and values of the organization is of
paramount importance for the success of the organization as a whole and its
employees;

- Creating a sense of integration in people plays a significant role in

building organizational culture.

3.2. Organizational and managerial culture, leadership skills: 6

interviews with managers of companies in the region

The interview is constructed with open-ended questions and the aim
is to share opinions regarding the organizational and business culture of
companies in the region. At the same time, the aim was to discuss the general
economic situation, the prerequisites or difficulties for doing business, the
nature of the relations with other companies - contractors and competitors.
Thus, the idea of the interview was to outline the general picture of business

conditions, environment and the state of the economic situation.
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The questionnaire is a consistent movement from more general to
more specific and specific topics, in order to be able to follow both the logical
continuity and the transition from topic to topic, in order to develop people's
opinions.

Shared opinions show that the requirements for managers are
growing because the fields and areas in which they need to be competent are
increasing. On the other hand, some of the respondents mentioned that they
were thinking of changing the subject of their activity, because in cases when
" things are not going well, you have to try different options, look for new paths
to follow" ( male, 48).

It follows that the nature of the business requires the discovery of new
reserves, tracking and searching for new options that would be more
favorable and " would open and create new opportunities " (female, 41).

Here it is necessary to add another important aspect of the new
requirements for business, in the current dynamic situation there is a change
in many of the normative documents related to tax policy and taxation,
discounts, pension funds, accruals and others. This is due to the change in the
regulatory situation, which is related to changes in investment, tax, pension
policy at the state level. In this situation, it is necessary to monitor the various
regulations and changes in them in order to be sound in their financial and
reporting documents economic entities. Very often small companies do not
have accountants and this requires knowledge of the regulations by the
owners themselves. In this sense, it can be said that many different new
responsibilities are accumulating, which managers must have in order to be
in line with the requirements and time.

In general, it is the creation of such an attitude in business to be active,
to follow the new requirements, to take into account various things related
to the economic and financial situation are part of the managerial culture.

Based on the shared opinions, it can be summarized that according to
the respondents, the managerial culture is associated with the manager of
the company - as a major entity in economic activity. It refers to his ability to
work with both his employees and contractors, but also with clients. In

addition, the managerial culture includes the attitude of self-development
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and achieving new results. Managerial culture also includes a series of values
about the meaning of economic activity itself and its place in social terms,
how to organize activities and people, how to find the best solutions for
coordinating activities.

According to the respondents, the organizational culture is important
because it shows the commitment of employees to the goals, activities,
mission of an organization.

The conducted interviews show a high degree of agreement on the
part of the respondents regarding the role of the managerial and
organizational culture. It is realized that they contribute to the development
of the company, to the effective implementation of activities, to maintaining
the image of the organization and its social capital. The interviews are
indicative because the respondents understand the complexity of the
economic situation in society and business, respectively, so they think it is
very important to respond adequately, to look for new options and
approaches to the economic situation, but at the same time time and take into
account that making the wrong decisions can become a decisive negative step
in relation to the business itself and the people involved in the company.

The interviews are indicative of the fact that the management of an
organization requires not only effort and diligence, but also a lot of
knowledge, informed decisions, proper orientation and a balanced approach

to work and contacts.

The Conclusion of the dissertation summarizes various problems of
organizational and managerial culture, as well as the specifics of both types
of cultures, as prerequisites for the proactivity of individuals - members of
the organization.

Howard Schwartz and Stanley Davis derive the following approaches
in this regard: ignoring culture; management "around her"; attempts to
change its elements; change in strategy. Culture, as a phenomenon related
to leadership, implies specific varieties, expressed in norms and patterns of
behavior of organizational leaders, as well as the perception of their own

place in the organizational structure. Changes are required if:
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- the organization is dominated by values that do not correspond
to changes in the surrounding reality;

- theindustry is characterized by strong competition and very fast
development;

- theresults and functioning of the organization are at a mediocre
or weak level;

- the organization is small but growing very fast.

Managerial organizational culture can also be influenced by
leadership, for example a leader who changes the structure. Thus, the
organizational context can be both a dependent variable of leadership
actions and a variable of influence on leadership.

Katz & Kahn (1978) point to three different models of leadership
skills:

- The first model of leadership skills refers to the administrative use
of existing organizational structures to maintain effective organizational
actions. If problems arise to disrupt these operations, existing
organizational mechanisms and procedures are in place to resolve them.

- The second model of leadership skills is found at intermediate
organizational levels, involves the application of formal structural elements.
Such actions require a two-way orientation from the leader (ie towards
superiors and subordinates), as well as significant skills for maintaining
informal relationships.

- The third model is developed at the top of the organizations and
refers to the structural emergence or change in the organization as a
reflection of the new formulations of organizational policy.

Leadership skills in the context of managerial organizational culture
are related to the realization of the following goals:

1. Identifying the key beliefs, convictions and expectations of the
organization;

2. Defining or redefining core values;

3. Analyzing the organizational climate;

4. Analyzing the management style.
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Leadership management influences on organizational culture are
based on this analysis and can be focused on the elements included in it or
on the factors that determine them. Organizational culture is created
gradually, it is part of the company tradition and is transmitted through
socialization. It evolves from the past through the present to the future and
may change. The founders of an institution can lay the foundation for this
culture, which can be supplemented later. Organizational culture is
influenced and therefore built through management, although it can change
quickly, or gradually, step by step. It acts as a guiding framework for the
perceptions, feelings, actions of the company team and creates the
appearance of the company and affects the prosperity of the organization.
In this way, leadership skills ensure that organizational strategic intentions
are based on the realities of the external and internal environment, that
external and organizational realities are taken into account, that these
realities are transformed into sound organizational strategies that direct
organizational and human resources to strategic goals. the organization.
Leadership forms are one of the few organizational environments that
create structure and purpose. This definition of leadership in the context of
managerial organizational culture creates a need for new approaches or
synthesis for understanding leadership. It unfolds through a multi-level
understanding of the environment. The organizational scope, in terms of
global, regional and local aspects of analysis, provides an additional context
for the use of multilevel issues in organizational behavior and leadership.
Various factors are tracked, including size, technology, organizational
documentation, or social function, and interdependence with other
organizations, which are critical to influencing the organization's
relationships and functioning. These factors are linked in a relatively
systematic way to the characteristic aspects of the structure, as such studies
would require a multifactorial approach both in context and in structure.

In this dissertation I have tried to present the predominant type of
culture in an organization, the behavioral norms that reflect the culture of
the organization and the prevailing values of the culture, for example, an

emphasis on ethical behavior. I have emphasized the fact that leaders create

38



shared meanings that underlie the management of a culture that does not
exist outside the external environment. The business-focused leader is
responsible for creating an organizational vision and ensuring that other
people are aligned with that vision. An important factor determining the
effectiveness of the leader is the nature of the relationship between leader
and members, which is part of a broader concept of organizational climate,
which includes the degree of trust in relations between members, levels of
tension and anxiety in the group. the leader and the members of the group,
the level of group cohesion, the general satisfaction and acceptance of the
leader of the group and the coincidence between individual, group and
organizational values.

In the course of the analysis | tried to present the managerial
organizational context, shaping the imperatives of performance, which both
stimulate and define the parameters of appropriate leadership actions. This
implies qualitative changes in the ways in which leaders acquire
information in their roles and continue to make sense of this information. It
changes whether and when (and how and what) leaders plan as appropriate
collective responses. The nature and role of key processes, such as how
leaders influence and manage their followers, is changing.

It was important to emphasize that there is an inextricable link
between leadership and management, and thatleadership and management
create models of complementary behaviors, activities, knowledge and skills.
They should be considered in a continuum reflecting the performance of a
managerial function, where both categories, although related, are different.
Governance is part of the economic paradigm, while leadership is part of the
behavioral paradigm. Leadership and management cannot be considered
separately. One can be a leader without being a manager and vice versa.
This is related to the way a person performs the role of manager and leader

in the organization, finding common ground between the two statuses.
The overall framework for the formation of leadership skills

summarizes the ideas from the cognitive scientific literature for the

development of skills and competence in performing tasks in the field of
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leadership. The dissertation shows that leadership skills are developed by
the process of cognitive loading, in which micro-level skills are first
acquired through problems related to experience or observational learning,
and then organized into ever higher systems that guide behavior. ,
knowledge and social perceptions. These systems evolve along with
emerging personal identities, in which leadership roles and skills become
more important than the actor's sense of self. In this way, over time,
leadership skills and knowledge are inextricably integrated with the
development of the concept of oneself as a leader. The identity of leaders
usually changes from individual to more collective orientation with the
development of their experience. The analysis shows that the leader's self-
identity is very important. Identity is the focus because (a) it provides an
important structure around which relevant knowledge can be organized;
(b) is a source of motivational and guiding forces that determine the extent
to which the leader voluntarily puts himself in developmental situations;
and (c) can provide access to personal stories, core values, etc. that can be
used to understand and motivate subordinates. I suppose that with the rise
of leaders, they become more and more able to use flexibly internal
resources such as identities, values and mental ideas of the followers, ie. as
leaders evolve, there is a shift in focus from identities at the individual to
the collective level, both for the leader's own identity and for the identity of
the followers. Exploring leadership skills, the interactions of leaders and
team members, and the ways in which leaders are influenced and
subsequently influenced by other actors is part of my research interests that

[ will develop in my future pursuits.

The conclusion emphasizes the fact that leaders create shared
meanings that underlie the management of a culture that does not exist
outside the external environment. Organizational culture is created
gradually and continuously, it is part of the company tradition and is
transmitted through socialization. Organizational culture is influenced and

therefore built through management, although it can change quickly or

40



gradually, step by step. It acts as a guiding framework for the perceptions,
expectations, actions of company teams, creates the appearance of the

company and affects the prosperity of the organization.
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Contributions to the dissertation

The complex potential of theoretical approaches to institutionalism is revealed.
Different dimensions of the new institutional economy and the new
institutionalism are shown. The advantages of the institutional analytical
perspective in its historical perspective and significance are explained.

The vision of the organizations through the prism of the institutions and the
institutional approach is substantiated. Conceptually, a complex vision of
organizational behavior and values has been developed, which become a
projection of organizational and managerial culture.

Leadership skills are designed in the focus of various theories of leadership.
Existing leadership approaches are defined as a structural framework of real
leadership actions and as embodied in the organizational environment and its
development.

The managerial organizational culture is conceived in the context of the existing
global economic processes, which are identified as factors for the development
of regional realities. The characteristics of the economic local environment are
shown.

The empirical basis of the organizational managerial culture has been
developed by finding adequate methodological solutions for verification of
theoretical concepts and analyzes.

The advantages of the empirical analyzes are shown and the necessity of
combining different sources and data, which contribute to the enrichment of the

information in the analytical plan, is substantiated.
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