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1. Muxaiinosa, U. (2021) Kongpruxkmu na pabomnomo macmo: ananu3 om 2ieOHama mouka Ha
cayorcumenume. Codusi: Codumiicku yHuBepcurer ,,CB. Kmument Oxpuacku, CTomaHCKd
daxynrer, ISBN 978-954-9399-67-7.

[Ipu3HaBaHeT0 Ha HEW30EKHOCTTA HA KOH(UIMKTUTE B OpraHM3alMsATa W TEXHUTE
KOHCTPYKTHBHU W3MEPCHHSI € 3aJI0KEHO B CHBPEMEHHOTO pa3OupaHe 3a TAXHOTO yIpaBICHHE.
Ycunusra ca HaCOUeHU KbM MUHUMH3UPAHE HA TUCHYHKITUOHATTHUTE MOCIEIUIN OT KOH(PIUKTUTE
Y 3aCHJIBAHE HA TEXHUTE KOHCTPYKTUBHU (PYHKIIMH, TaKa 4€ JIa c€ TMOJ00pAT OpraHU3aIMOHHOTO
ydyeHe M OpraHu3zanroHHaTa e(eKTUBHOCT. CBhIIECTBEHO YCIOBHE 3a OCBHIIECTBSIBAHE Ha
KOHCTPYKTHBHO BB3JICHCTBUE BHPXY KOHQIMKTHTE € T0OPOTO MO3HABAHE HA TEXHUTE U3MEPCHUS
B OpraHu3allMoHHa cpena. B bbiarapus, KOHQIMKTUTE Ha paOOTHOTO MSCTO Ca MAJIKO U3CIICIBAaHH
U poyuyBaHMsATa ca (OKYCUpaHU BBPXY Mpobiiema B ciennpudnu cektopu. Heobxoammoctra ot
M3y4aBaHE Ha XapaKTePHUTE 0COOCHOCTH Ha KOH(UIMKTUTE B ObJIrapcka paboTHA cpena 00yciiaBs
aKTyaJIHOCTTa M M300pa Ha TeMa Ha MOoHorpadusTa. M30panaTa Tema € 0cOOCHO 3HAUMMa U TIOPaIn
nangemusita or COVID-19, kodaTro oka3Ba 3HAYUTENHO BB3ACHCTBHE BBPXY BCEKH aclEKT Ha
OpPraHMW3AIlOHHUS  JKUBOT, BKJIIOYHATEIHO BBPXY HAuWHA HA  B3aUMOJICWCTBHE U
B3aMOOTHOIICHHITA MEXKIY CITyKUTETHUTE.

Ilenta Ha M™MoHoOrpadmsTa € Ja ce pasKpusIT TPOSBICHUSATA W  OTIUYUTCITHHUTE
XapakTepUCTHKU Ha MEXAYJIMYHOCTHUTE KOH(PIUKTH Ha pabOTHOTO MSCTO B OBITapcKu
OpraHM3alliy, KaKTo U J1a Ce MPOoydaT MOJXOANTE 3a CIpaBsHe ¢ TAX. M3cae10BaTeCKusIT HHTEpeC
€ IPOBOKHPAH OT HEOOXOUMOCTTA OT U3y4YaBaHE Ha JCHCTBUTEITHUTE HU3MEPECHUS HA KOH(ITHKTHTE
C OrfieJl Ha TSIXHOTO YCIIEIIHO YIIpPaBJI€HHWE, KAaKTO W OT OrpaHWYeHaTa pa3pabOTeHOCT Ha
npoOiemarnkara B beiarapus. 3a mocThraHe Ha TMOCTABEHATa IEJT € MPOBEICHO EMITUPHUYHO
KOJM4YeCTBEeHO u3cienBane cpen /08 cimyxkutenu B OBArapcku opranusanuu. V3cneaBaHeTo e
HAaCOYEHO KBM MHOTOCTPAHHO W 3aJbJI00YCHO H3y4YaBaHE W aHAIW3 Ha KOH(JIUKTHTE KaTO
OpraHM3aIlOHHO sBIIEHUE B ObJTapcka paboTHa cpena. [loctaBeH e pokyc BrpXy U3yyaBaHETO Ha
CHETIM(PUIHATE XaPAKTEPUCTUKH H ITOAXOINUTE 32 CIIPABSIHE C MEKIYJTUIHOCTHUTE KOH(DIUKTH HA
paboTHOTO MSCTO, B KOMTO M3CIICIBAHUTE CITYKUTENHU ca yuacTHUIH. [IpoydeHo e ¢ kakBa 4yecToTa
BB3HHMKBAT KOH(IMKTHTE, KOJKO BpEME OTICNAT CIYKUTCIHUTE 3a CIpaBIHE C TAX, KOH
B3aMMOOTHOIICHHUS Ca Hal-KOH(IMKTOTEeHHH, KOM Ca OCHOBHUTE MMPUYHUHHU 32 KOH(DIUKTUTE, KAKBO
€ TMOBEICHUETO Ha CIYKUTEIWTEC — YYaCTHHUIHM B KOH(JIMKTUTE, KaKBO € BB3JICHCTBHETO Ha
KOH(MIUKTUTE BbPXY CIY>KUTEIUTE M KaKBU JIEHCTBUS MPEANpUEMaT CIY>KUTEINUTE B OTTOBOP HA
Tsax. OTIICHeHH ca CTeleHTa Ha pa3peliaBaHe Ha KOH(JIMKTHTE U CTEIICHTa Ha yJIOBJICTBOPCHHUE OT
paspeliaBaHeTo Ha KOH(JIUKTHTE, KAKTO U HUBOTO HA TMOJKpEIa OT CTpaHa Ha OpTaHU3alUsITa U
PHKOBOJIUTEIIATE 32 pa3peniaBane Ha KOHQIUKTUTE. [IOThpCceH € OTTOBOP JIOKOJIKO OPraHUu3alunuTe
pa3BHUBAT 3HAHUATA U YMEHUSTA HA CIY>KUTEIHUTE 32 CIPaBsiHE ¢ KOHGIMKTH U KaKBU Ca MOJI3UTE



0T 00y4YEeHHETO M0 yrnpapiieHue Ha KoHpaukTu. [Ipoydena e npomsiHaTa B HUBOTO Ha KOH(IUKTUTE
B OpraHu3aiuuTe B cieacTBue Ha nanaemusta or COVID-19.

Monorpadusara ce CbCTOM OT YBOJA, TPU TIJIaBM W 3akioyeHwe. B mbpBa riaBa e
KOHIIENTYaTU3UPAHO TIOHATHUETO ,,0pTaHU3aIMOHEH KOHQIWKT®, pasriieJaHd ca HUBara Ha
MPOSIBIICHUE W MPUYMHUTE 32 Bb3HUKBAHE Ha KOH(DIUKTUTE B Opranusauusara. Juckycusita e
paslIpeHa ¢ mpelCcTaBsHe HAa ChbBPEMEHHUS BB3IJIEN 32 KOH(IUKTUTE, B PAMKUTE Ha KOWTO ca
pasriieaHu TsxHaTa (yHKIMOHAIHA 3HAYUMOCT, Bb3/ICHCTBUE U YIIpaBJICHHUE, KAKTO U POJIsTa Ha
PBKOBOJUTENNTE B MPOIEca HA TAXHOTO yrpaBieHue. HarnpaBeH e kpuTuueH aHallu3 Ha MPEIUITHI
U3cleBaHusl BBPXY KOHQIUKTHTE Ha pabOTHOTO MsCTO B bbirapus u ca dopMmynupaHu
0000IIeHUsT 32 €CTeCTBOTO Ha MIpobiema B opraHu3anuuTe. BBB BTOpa IiiaBa € oyepTaHa
METOJI0JIOTUYHATa paMKa Ha W3CJIEJABAHETO Ha KOH(IUKTUTE HAa PabOTHOTO MSACTO B OBITapCKu
opranuzanuu. dopmynupanu ca M3CIEAOBATEIICKUTE BBIPOCH, Ha KOUTO CE THPCHU OTTOBOP.
[IpencraBeHn ca W3CIENOBATENCKUAT WHCTPYMEHTApUyM Ha MPOBEACHOTO H3CIIEIBaHE,
KpUTEpUUTE 3a U300p Ha U3CIIe[IBaHATa N3BaJ/IKa U MPOIIelyparTa 3a POBEKIaHE Ha U3CIIEIBAHETO.
HampaBena e xapakTtepucTuka Ha W3Bajkara. B Tpera riaBa ca HpeaCcTaBEeHH M aHATU3UPAHU
pe3yJITaTuTe OT IPOBEIEHOTO EMIIMPUYHO U3ciieBaHe. B xo/1a Ha n3noxxeHueTo ca popmyarpaHu
1 00chaeHn 00001IeHNs Bb3 OCHOBA Ha MOJIYYeHHUTE pe3yNTaTH. [ 1aBara 3aBbpIiBa ¢ OTTOBOP Ha
IIOCTAaBEHUTE M3CIIEJOBATEICKU BBIPOCcU. B 3akitoueHHETo € HampaBeHO 0000lIeHHe Ha
OCHOBHUTE Pe3yJITaTd OT MPOBEICHOTO U3CIeABaHE Ha KOH(MIMKTUTE B ObIATrapcka paboTHa cpena
u ca (opMynupaHH TPENOPHKU 32 KOHCTPYKTHBHO YIIpPaBJICHWE Ha KOH(DIUKTUTE B
opranmuzanuure. [IpeaiokeHn ca Bb3MOXKHH HACOKH 3a ObBJEIIM U3CIEeIBaHUA U € O0ChIeHa
MPUJIOKMMOCTTA Ha TIOyYCHUTE PE3yITaTH.

The recognition of the inevitability of conflicts in organizations and their constructive
dimensions are embedded in the contemporary understanding of their management. The efforts are
focused on minimizing the dysfunctional consequences of conflicts and strengthening their
constructive functions so as to improve organizational learning and organizational effectiveness.
An essential condition for constructive conflict management is comprehending of the dimensions
of conflict in organizations. In Bulgaria, conflicts in the workplace are poorly studied, and research
focuses on the problem in specific sectors. The need to study the characteristics of conflicts in
Bulgarian working environment determines the relevance and choice of the topic of the monograph.
The chosen topic is particularly important because of the pandemic of COVID-19, which has a
significant impact on every aspect of organizational life, including employee interactions and
relationships.

The aim of the monograph is to reveal the manifestations and distinctive characteristics of
interpersonal conflicts in the workplace in Bulgarian organizations, as well as to explore the
approaches to dealing with them. The research interest is provoked by the need to examine the
actual dimensions of conflicts in view of their successful management, as well as by the limited
research on the problem in Bulgaria. To achieve this goal, an empirical quantitative study was
conducted among 708 employees in Bulgarian organizations. The study is aimed at multifaceted
and in-depth examination and analysis of conflicts as an organizational phenomenon in the
Bulgarian working environment. The focus is on the specific characteristics of the interpersonal
workplace conflicts in which the surveyed employees are parties, and the approaches for dealing
with them. The study examines the incidence of conflicts, how much time employees spend dealing
with them, which relationships are most prone to conflicts, what are the main causes of conflicts,
what is the behavior of employees involved in conflicts, what is the impact of conflicts on
employees and what actions are taken by employees in response to them. The level of conflict
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resolution and the level of satisfaction with conflict resolution are assessed, as well as the level of
support from the organization and managers in the process of conflict resolution. The study
examines whether organizations develop employees' knowledge and skills to deal with conflicts
and what are the benefits of conflict management training. The change in the level of conflicts in
organizations due to the pandemic of COVID-19 is being studied.

The monograph includes an introduction, three chapters and a conclusion. The first chapter
presents the concept of “organizational conflict” and discusses the levels of manifestation and the
causes of conflicts in organizations. The discussion continues with the contemporary view of
conflicts, which examines their functional significance, impact and management, as well as the role
of managers in the process of conflict management. A critical analysis of previous research on
workplace conflicts in Bulgaria has been made and conclusions have been drawn about the nature
of the problem. The second chapter presents the methodological framework for the study of
workplace conflicts in Bulgarian organizations. The research questions are formulated. The
research tools of the conducted study, the criteria for the selection of the sample and the procedure
for conducting the study are presented. A characteristic of the sample is made. The results of the
conducted empirical study are presented and analyzed in the third chapter. In the course of
presenting the results, summaries are formulated and discussed. The chapter ends with answers to
the research questions. In the conclusion, a summary of the main results of the study of conflicts
in the Bulgarian work environment is made and recommendations for constructive conflict
management in organizations are formulated. Possible guidelines for future research are proposed
and the applicability of the results is discussed.

IIy6ankyBaHa KHMTra Ha 0a3aTa HA 3alUTEH JUCEPTALMOHEH TPY/ 32 NPUCHKIAHE HA
o0pa3oBaTe/IHa U HAYYHA CTEIeH ,,JJOKTOP*

2. Muxaiinosa, U. (2021) Vnpasenencku cmpamezuu 3a nameca 8 KOHGAUKMU MeHCOY CYHCUMENU.
Codus: YauBepcutercko u3aarenctso ,,Ce. Kimmvent Oxpuacku‘, ISBN 978-954-07-5303-4.

PbKroBouTENMTE YECTO BIM3AT B POJISITA HA TPETA CTPAaHa B KOH(PIUKTU MEXY CIYKUTENH,
3a J]a ce CTUTHE JI0 TAXHOTO paspemaBaHe. OT m30paHaTa ynpaBJIEHCKA CTpaTerus 3a HaMeca B
NajieH KOH(JIMKT 3aBUCAT OTCTPAHSABAHETO HA NMPUYUMHHUTE 3a KOH(INKTA, €TMMUHUPAHETO WIIH
MUHUMU3HUPAHETO HAa OTPULIATEIHUTE MOCIEININ OT HEro, 3aCUJIBAHETO HA KOHCTPYKTUBHATA My
3HaYMMOCT. M3cneiBanusATa BPXY CTPATETUUTE 32 HaMeca Ha pPbKOBOJUTEINTE KaTo TpeTa CTpaHa
B KOH(QUIMKTH MEXIY CIYKUTEIH AaTupar oT HadanoTo Ha 80-re ronumHu Ha XX B., KOraTo ce
OCBh3HABaT ChHIIECTBEHUTE KOHTEKCTyaJlHM pa3iuuus ¢ HaMmecaTa Ha (¢opmaiHara
(mpogecuonanHara) Tpera crpaHa. Te3u pa3iauuus CTUMYJIHMpAT U3CIEI0BATEJICKUS MHTEpEC Ha
qyKJIeCTpaHHUTE aBTOPHM 3a M3yuyaBaHe Ha crenu@uKaTa Ha HamMecara Ha PBKOBOJIUTEIHUTE B
OpraHu3aliOHEH KOHTEKCT. M3ciienBaHus BbpXy YINpPaBICHCKUTE CTPATErMM 3a HaMeca He ca
npoBexJaaHu B bbarapus. 3HaunMocTTa Ha poJsATa Ha PHKOBOJUTENUTE 3a ycClelIHata paboTa
BbpPXYy KOH(UIMKTHTE B OpraHu3alusATa U JIMICaTa HAa M3CJIEBAHUS BBPXY YIIPABICHCKHUTE
CTpaTeruy 3a HaMmeca OIpPEAENAT W3CIEIAOBATEICKUS MHTEPEC KbM TeMmara. AKTyalHOCTTa Ha
TeMaTa ce 00yciaBs OT HEM30€)KHOCTTa Ha KOH(QIMKTHUTE, TIXHOTO Bb3/IEHCTBUE BBPXY XopaTa,
rpynata M OpraHu3alMATa, BaKHOCTTA Ha YIpaBlIEHCKaTa Hameca 3a IOJO0XKHUTEIHATa
(GyHKIIMOHATHA 3HAYUMOCT Ha KOH(JIMKTUTE U TMOTPeOHOCTTa OT CHUCTEMaTH3UpaHe Ha
YTPaBJIEHCKUTE MOJXO0/H 32 HaMeca B KOHMIMKTH MEX]Ty CITYKUTEIH.

llenra Ha KHUTaTta € Ja Ce YCTAHOBST NPEANOYMTAHUTE CTpaTeruud 3a HaMmeca Ha
PBKOBOJUTENINTE KAaTO TpeTa CTpaHa B KOH(DIMKTH MEXAy CIyKUTeNu. 3a IOCTUTaHE Ha



[IOCTaBEeHATa 11eJl € IIPOBEJICHO EeMITMPUYHO KOJIMYecTBEeHO n3cieanane cpell 300 pbKOBOAUTENTH OT
pa3IMyHU YIPABJICHCKM HUBA OT opraHu3anuu B bbiarapus. M3cinensanu ca miect cTpaTeruu 3a
Hameca: MpeHeOperBaHe, aBTOKPAaTHYHO peEIICHHE, NPEJOCTaBIHE Ha CTUMYJIH, Meauaius,
apOUTpaX M M3MOJI3BaHE HA (JOpMaITHA TPETa CTpaHa. J[Be XapaKTepUCTHKU Ha PHKOBOIUTEIIUTE —
HarjacuTe UM KbM KOH(JIUKTUTE U 3HAHUATA UM 32 KOH(MIMKTUTE, ca U3CIEABAHU KaTo (haKTopH,
KOUTO OKa3BaT BIMSHUE BBPXY M3IOJ3BAHETO HA CTpareruure 3a Hameca. OCHOBHaTa Te3a Ha
U3CIIeIBAHETO, 8 UMEHHO, Ye ITPU HaMecaTa CH KaTo TpeTa CTpaHa B KOH(MIMKTU MEXIY CIYKUTENN
PBKOBOJUTEINTE U3IOJI3BAT HAW-YECTO JIBE CTPATErMU — MEIMAIINS U aBTOKPATUYHO pELICHUE, Ce
MOTBBPX/1aBa Bb3 OCHOBA Ha MOJy4eHUTE pe3yiaTatu. ChIIOCTaBIHETO HA U3IMOI3BAHETO HA JIBETE
CTpaTeruy IOKa3Ba, Y€ €Ha TpeTa OT M3CIICJBAHUTE PBKOBOJIUTEIM Ca CKIOHHM YECTO Ja T'H
U3MON3BAaT €AHOBPEMEHHO. l3cnenBaHeTo YCTaHOBSIBA, Y€ [JBETE XapaKTEPUCTUKH Ha
PHKOBOJIUTEIIUTE — HATJIACUTE UM KbM KOH(JIMKTUTE ¥ 3HAHUATA UM 32 KOHQIIMKTHUTE, HE OKa3BaT
BIIUSTHUE BBPXY M3IMOI3BAHETO HA CTPATETUUTE 32 HAMeca.

Knurara BxiirouBa yBOJI, TpU TJIaBU U 3aKiItoueHue. B mbpBa rinaBa ca M3ssCHEHM OCHOBHHU
KOHIENIMN 332 KOH(DIUKTUTE B OpraHu3alusATa — TAXHATA CBIIHOCT, CTPYKTypa, AMHAMHKA,
BHUJIOBE, PYHKIIMU U MPUIUHUTE 32 BB3HUKBAHETO M. OT/AEIEHO € BHUMAHUE Ha CHIIHOCTTA U
CHJIBPKAHUETO Ha YIIPABJICHUETO Ha KOH(IMKTH, KAaKTO M Ha POJSATa Ha PHKOBOAMUTENS B TO3U
npouec. IIpoyuenu ca BujoBeTe HaMeca Ha Tpera cTpaHa B KOHQuiMkTH. HampaBen e 0630p Ha
yOpaBICHCKU CTpaTerWd 3a HaMeca KaTo TpeTa cTpaHa B KOHQIMKTH MEXAY CIIyKHTEIH.
[IpencraBenu ca n3cneaBaHus Ha Yy>KIECTPAHHU aBTOPH 110 TeMaTta. BB BTOpa I1aBa ca o4epTaHu
TEOPETUYHHUTE MPEANOCTaBKU 3a H3cleAoBareickuss mojnen. OnucaHa € MeTOAOJorusiTa Ha
u3cieBaHeTo. AHAIM3UPAHU Cca PE3YJITATUTE OT MPOBEIEHOTO NIWJIOTHO KAYECTBEHO U3CIIEABaHE,
KOUTO CIyKaT 3a OTMHpaBHAa TOYKA MPU MPOBEKAAHE Ha KOJIMYECTBEHOTO H3CIEABAHE.
[IpencraBeHn ca U3CIEIOBATENCKUIAT HHCTPYMEHTAPUYM Ha KOJIMYECTBEHOTO H3CIIEBaHE,
KpuTepuuTe 3a HM300p Ha H3CleIBaHaTa CBHBKYMHOCT W TpoIeaypara 3a MpoBeXJaHe Ha
n3cneaBaHero. GopMyIupaHU ca HM3CIEIOBATEICKUTE XUIIOTE3H M € OYepTaH JAeMOTpaCKUsT
npodun Ha u3cnenBaHUTE JHIa. B Tpera riaBa ca MpeacTaBeHd W aHAIU3UPAHU PE3YNTATUTE OT
KOJMYECTBEHOTO u3cieaBaHe. dopMmynupaHu ca OCHOBHUTE HW3BOAM OT H3CJIEABAHETO.
3aknmroueHreTo 0000maBa mocTurHaroTo. OuepTaHd ca HACOKU 3a ObJeNM H3CIeABaHMUS,
M3BE/IEHU Ca OCHOBHUTE NPUHOCH Ha HAIPAaBEHOTO MU3CIIE[BAHE U € 00CheHa MPUIIOKUMOCTTa Ha
MOJTyYEeHUTE Pe3yTaTH.

Managers often assume third-party roles in conflicts between employees to resolve them.
The chosen intervention strategy in a given conflict determines whether the causes of the conflict
will be eliminated, its negative consequences will be avoided or minimized, and its constructive
significance will be strengthened. Research on managerial third-party intervention strategies dates
back to the early 1980s, when it was found that there were significant contextual differences with
the formal (professional) third-party intervention. These differences have stimulated the research
interest of foreign authors to examine the specifics of managers’ interventions in an organizational
context. There are no studies in Bulgaria on managerial intervention strategies. The importance of
managers’ role for the successful conflict management in organizations and the lack of research on
managerial intervention strategies determine the research interest in the topic. The relevance of the
topic is determined by the inevitability of conflicts, their impact on people, group and organization,
the importance of managerial intervention for the positive functional significance of conflicts and
the need to systematize intervention approaches in conflicts between employees.

The aim of the book is to identify the preferred strategies of managers to intervene as a third
party in conflicts between employees. In order to achieve this goal, an empirical quantitative study
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was conducted among 300 managers from different management levels of organizations in
Bulgaria. Six intervention strategies are examined: overlooking, autocratic intervention, providing
impetus, mediation, arbitration, and use of formal third party. Two characteristics of managers —
their attitudes towards conflicts and their knowledge of conflicts, have been studied as factors
influencing the use of intervention strategies. The findings confirmed the thesis of the study,
namely that when intervening as a third party in conflicts between employees, managers most often
use two strategies — mediation and autocratic intervention. The cross-tabulation of the use of the
two strategies shows that one third of managers tend to use both of them frequently. The study
found that the two characteristics of managers — their attitudes towards conflicts and their
knowledge of conflicts, do not affect the use of intervention strategies.

The book consists of an introduction, three chapters and a conclusion. The first chapter
clarifies the basic concepts of conflicts in the organization — their nature, structure, dynamics, types,
functions and causes. The essence and content of conflict management are discussed, as well as the
role of the managers in conflict management in organizations. The types of third-party intervention
in conflicts have been studied. An overview of managerial strategies for intervening as a third party
in conflicts between employees is given. Research by foreign authors on the topic is presented. The
second chapter outlines the theoretical prerequisites for the research model. The research
methodology is described. The results of the pilot qualitative study which serve as a starting point
for conducting the quantitative study are analyzed. The research tools of the quantitative study, the
criteria for the selection of the sample and the procedure for conducting the study are presented.
The research hypotheses are formulated, and the demographic profile of respondents is outlined.
The results of the quantitative study are presented and analyzed in the third chapter. The main
findings from the study are discussed. The conclusion summarizes the findings of the study. It
includes guidelines for future research, the main contributions of the study and a discussion on the
applicability of the obtained results.

CraTuu U A0KIa11, My0JIUKYBAHH B HAYYHM U31aHUs, pedpepupanu ¥ MHAEKCUPaHU B
CBETOBHOM3BECTHH 0a3H JaHHM C HAyYHA HHPOPMALHs

3. Muxaiinosa, 1. (2011) ,,Knbcrepu u xirbctepen noaxoa B buarapus‘, Hayunu mpyoose —
Yuusepcumem no xpamumennu mexuonoeuu — Ilosous, Tom 58, cBUTBK 3, AKaaeMHUYHO
uznarenctBo Ha YXT — [Tnosaus, ¢. 97 — 102, ISSN 1313-731X (print), 2535-1311 (online).

JloknagbT TpelacTaBs KOHIEMIMATA 32 KIbCTEPUTE M TEXHUTE NPEJUMCTBA KaTo
MHCTPYMEHT 3a MMOBHILIaBaHEe HAa KOHKYPEHTOCIIOCOOHOCTTa U MECTHaTa MHOBaTUBHOCT. OOCHIeHa
€ poJsiTa Ha JAbp’KaBaTa B IIPOLleca Ha Cbh3JaBaHE M Pa3BUTHE Ha Kibcrepure. [IpencraBeH e
KI'bCTEPHUSAT MOJIXO U € OoJYepPTaHa 3HAUMMOCTTa My KaTo €(peKTUBHO CPEJICTBO 3a HAChpuaBaHe
Ha MHOBAllUUTE U TPEINpPHUEMadyecTBOTO U 3a TMOBHIIABAaHE HAa KOHKYPEHTOCIHOCOOHOCTTa Ha
¢bupMuTe U MHAYCTPHATHUTE CeKTOpH. M3cinenBaHo e mpuiaraHeTo Ha KIBCTEPHUS MOJIXO] B
benrapus. JlokiaabT cbabpika HACOKH 3a ObACHIM U3CIEIBAHUS 110 TPOOJIEeMaTHKATA.

The paper presents the concept of clusters and the benefits they bring as a tool to increase
competitiveness and local innovation. The role of the state in the process of creating and developing
clusters is discussed. The cluster approach is presented, emphasizing its importance as an effective
tool for promoting innovation and entrepreneurship and for increasing the competitiveness of
companies and industrial sectors. The implementation of the cluster approach in Bulgaria is
studied. The report provides guidelines for future research on the issue.



4. brukoBa, A. u Muxaiinosa, U. (2010) ,,KondaukTa 1 cripaBsSHETO C TAX B OPTaHU3AIMOHHUTE
Mpexu™, Hayunu mpyooge — Yuusepcumem no xpanumennu mexnonocuu — Ilnoeous, Tom 57,
CBUTBK 2, AkagemMuuHo uzaareiactBo Ha YXT — ITmoaus, c. 217 — 222, ISSN 1313-731X (print),
2535-1311 (online).

Koormepanusita Ha opraHu3anyy B pa3iuyHH MO (opMa OpraHU3alMOHHA MPEXHU YECTO
Ch3/1aBa yCJIOBUS 32 Bb3HUKBaHE Ha crieruduunu KoHQuukTy. [lopaan HOBOCTTa UM M JIMIICATa HA
IpaBHa ypeaoda, peryivpaiia TIXHOTO (YHKIMOHUPAHE, MPEKUTE CE OMMTBAT J1a CE CIIPABSIT CaMH
c mpobnema. JloknagbT mpeAcTaBs o0030p Ha Ppa3IMYHU  TEOPETHMYHH MOIXOAU KbM
OpraHU3aIMOHHHUTE MAPTHROPCTBA (MpEXKH). Pasrienanu ca OCHOBHUTE BHI0BE KOH(DIUKTH, KOUTO
Bb3HUKBAT B TiAX. OOChAEHM ca pa3IUyHM IOAXOAM 3a CIpaBsHE C KOHQIIMKTUTE B
opraHu3anoHHUTEe MpexH. JlokmaasT 0000maBa mnpobieMuTe, Mpen KOUTO Ca H3MPaBeHU
OpraHU3aLMOHHUTE MPEXH, U J1aBa HSIKOU HACOKH 3a paboTa BbPXY THX.

The cooperation of organizations in different forms of organizational networks often creates
conditions for the emergence of specific conflicts. Due to their novelty and the lack of legislation
regulating their functioning, the networks are trying to deal with the problem on their own. The
paper presents an overview of different theoretical approaches to organizational partnerships
(networks). The main types of conflicts that arise in them are examined. Different approaches to
dealing with conflicts in organizational networks are discussed. The paper summarizes the
problems facing organizational networks and provides some guidelines for coping with them.

Cratum u 10KJIaau, Ny0JITUKYBAaHH B HepedepUpPaHHU CIIMCAHUS C HAYYHO pPeleH3MpaHe iU
ny0JMKYBAaHHU B PeIaKTUPAHU KOJIEKTUBHHM TOMOBE

5. Mihaylova, I. (2021). “Understanding the Effects of Workplace Conflicts: An Employee
Perspective”, Knowledge International Journal, 49 (1), pp. 23 — 28, ISSN 2545-4439 (print), 1857-
923X (online).

CratusTa pasriexaa nociaeuuTe oT KOHQIMKTUTE Ha pabOTHOTO MsAcTo. EMnupuuHuTe
pe3yJITaTi NOTBbPK/1aBaT JBONCTBEHUS XapaKTep Ha KOHQIIMKTUTE — T€ ca HE CaMO JECTPYKTUBHH,
HO MOrar Jia 0BeJaT U J0 U3BECTHU II0JI3U 3a OpraHu3anuure. HeraTuBHOTO BB31EUCTBUE € SICHO
BUJIUMO U Hali-4eCTO C€ CBbP3Ba C HANyCKaHE HA CIYXXUTENH, JIMYHU OOMAM WU HamaJIku U
ecKaJlalysl Ha KOH(MIUKT B KOHQIUKT Mexay oTaenu. KoHpaukTuTe BOIAT U 10 ONpeAereHu
MOJIOXKUTETTHU PE3YJTaTH 3a CIY)KUTEIUTE W OpraHu3alusATa, KaTo HaMUpaHe Ha I0-100po
peleHre Ha MpobJieM WK MPeInu3BUKATEICTBO, 10100psiBaHe Ha paOOTHUTE B3aUMOOTHOIIECHUS,
paxJaHe Ha HOBa MJes WM 3HauMMa MHOBAIUs U MO-700po pa3zbupane Ha npyrute. Ilpensun
JIBOMCTBEHMs XapakTep Ha KOHQIIMKTUTE CTAaTUATa ChIbpXKa MNPEHOPbKH 3a OpraHu3aluuTe
OTHOCHO yTPaBJI€HUETO Ha KOH(IJIUKTHUTE.

The paper examines the effects of workplace conflicts. The empirical results confirm the
dual nature of conflicts. Workplace disagreements are not only destructive but can also bring some
benefits to organizations. The negative impact is clearly recognizable, and it is most often
associated with the departure of employees, personal insults or attacks and the escalation into cross-
departmental conflicts. At the same time, conflicts in organizations lead to some positive outcomes
for the employees and the organization, such as finding a better solution to a problem or challenge,
improved working relationships, the birth of a new idea or significant innovation and better



understanding of others. Given the dual nature of conflicts, the paper provides recommendations
for organizations concerning conflict management.

6. Mihaylova, 1. (2021) “The Impact of the COVID-19 Pandemic on the Incidence of Conflicts in
Organizations: An Employee Perspective”, Knowledge International Journal, 48 (1), pp. 165 —
171, ISSN 2545-4439 (print), 1857-923X (online).

Cratusara pasriexaa BiusHuero Ha nanjgemusta oT COVID-19 BbpXy Bb3HUKBAHETO HA
KOH(UIMKTU B OBJITAPCKU OpraHu3aluu. EMOMpu4HuTE pe3ynTaTu pa3KpuBaT, 4e 00II0TO HUBO Ha
KOH(MJIMKTHOCT € HEBUCOKO MOpaau padoTara OT pa3CTOSHUE W JIMIICAaTa Ha MPEKU HAOIIOICHUs
BBPXY pPaOOTHUS MpOLEC 10 BpeMe Ha manjemusara. [1o oTHOmeHue Ha TMYHUTE KOH(MIUKTA Ha
W3CIEBAaHUTE JINIIA, MHO3MHCTBOTO OT TSIX WJIM ca OMJIM YYAaCTHUIIM B €IHOKPATEeH KOH(IIUKT, WIH
BCE OIII€ MMAT MPOIbIDKABaIl KOH(IIMKT C APYT WIEH HA OpraHU3alusaTa Ipe3 mocjae1HaTa ToAnHa.
Ot pgBara wu3cinenBaHd BHJAa KOH(MDIUKTH, MPOABHKABAIIMTE TPYAHH B3aUMOOTHOIICHHUS Ce
HabmromaBar mo-psanko. Pesynrature paskpusar, ue nangemusta or COVID-19 ne e okazana
CBHILIECTBEHO BB3/ICHCTBIE BHPXY O0IIOTO HUBO HA KOH(PIUKTUTE B OPraHU3AIMUTE, KAKTO U BBPXY
BB3HUKBAHETO Ha KOH(QIMKTH MEXIy aHKETHPAHUTE CIYXKUTEIM M Jpyr'd WICHOBE Ha
opranuzanusTa. B ycioBusra Ha nmpoabiikaBamara kpusa o COVID-19 cratusra unentudunupa
OCHOBHHU IpPEIM3BUKATEICTBA IpeJ OpraHu3allMUTe 110 OTHOIICHHWE Ha YIPaBJIEHUETO Ha
KOH(JIMKTHUTE.

The paper examines the impact of the COVID-19 pandemic on the occurrence of conflicts
in Bulgarian organizations. The findings reveal that the overall level of conflicts is not high due to
remote work and lack of direct observations of the working process. Regarding the personal
conflicts of respondents, the majority of them either have experienced an isolated dispute or are
still having an ongoing difficult relationship with another member of the organization in the last
year. Of the two types of conflicts studied, the ongoing difficult relationships are less common.
The findings suggest that the COVID-19 pandemic has not have a significant impact on the
incidence of disagreements in the workplace, both at the overall and personal level. In the context
of the ongoing COVID-19 crisis, the paper identifies the main challenges facing organizations
regarding conflict management.

7. Mihaylova, 1. (2021) ,,The Conflict Resolution Procedure as a Tool for Handling Conflicts in
the Organization: Evidence from Bulgaria®, Knowledge International Journal, 44 (1), pp. 15 — 20,
ISSN 2545-4439 (print), 1857-923X (online).

B cratusra ce 06chk/1a 3HAUMMOCTTA Ha BbBEXK/IAHETO Ha MPOLEAYpa 3a pa3peliaBaHe Ha
KOH(MJIMKTH KaTO MHCTPYMEHT 3a CHpaBsiHE C KOHQUIMKTUTE B opranusaunusara. [IpencraBenu ca
pe3yJITaTUTE OT MU3CIEABAHE BBPXY MPUIOKEHUETO HA TakaBa IpoLEAypa B OpPraHHU3alllM B
bearapus. JlanHute paskpuBar, Y€ B HE3HAUMTEIHA YacT OT H3CIEABAHUTE OpTraHU3alUU
ChIIECTBYBa MpOLEAYpa WIM HAKAKbB MEXaHH3bM 3a pas3pellaBaHe Ha KOHGIMKTU. ['onmemwure
MPEeNNpHUATHs ca 3HAYUTEIHO MO-CKJIOHHM Ja W3MOJ3BaT MOJOOHM MPOLENYPH OTKOJKOTO IO-
MaJKUTE TIO pa3Mep MNpeanpuatrus. Bb3 ocHOBa Ha pe3yaTaTHUTE OT M3CIEIBAHETO
npeoOasaBauAT IpoQu Ha OpraHu3alus ¢ MpoLeaypa WIM MEXaHU3bM 3a pa3pellaBaHe Ha
KOH(UIMKTU ChOTBETCTBA Ha TOJIIMO MPEANPUATHE OT CEKTOpa Ha YCIYyTUTE, KOETO Ce HamHpa B
cronunata Ha bbarapus. Cratusara ouepraBa HAacOKd 3a paboTara BbPXY KOH(QIUKTUTE B
OpraHM3aLMUTE.



The paper discusses the importance of implementing a conflict resolution procedure as a
tool for handling conflicts in the organization. It presents the results from a study on the existence
of such a procedure in organizations in Bulgaria. The findings reveal that in a small part of the
studied organizations there is a procedure or some kind of conflict resolution mechanism. Large
enterprises are significantly more likely to use such procedures than smaller enterprises. Based on
the results of the study, the predominant profile of the organization with a procedure or a conflict
resolution mechanism corresponds to a large enterprise from the service sector, which is located in
the capital of Bulgaria. The article outlines some guidelines for conflict management in
organizations.

8. Hasuakos, L., Bensp, O., IleTkoBa-I'yp6anosa, . u Muxaiinosa, U. (2021) ,,MoTuBupane Ha
paboOTHOTO MSCTO (CHBKYNEH MoOTHBaImoHeH mpodun — bearapus 2021)“, Coopruk ¢ Hayunu

ooknaou om XIX Meoscoynapoona nayuna xongepenyus ,, Menuodscmornm u undicenepune 21°,
Cozomnomn, 23 — 25 ronu 2021, Codusi: TY — Codus, c. 220 — 224, ISSN 1314-6327.

B noxnana e npencTaBeH chBKyNeH MOTHUBAalMOHEH npodui 3a bearapus Bs3 ocHOBa Ha
1385 uzcnenBanu nuna. OcHOBHATA UAES 32 U3rPaXAaHe HAa MOTUBALIMOHEH NPOQUII B pAMKUTE Ha
M3I0JI3BaHUS TIOAXO]] € CJIEJHATA: BUCOK MOTHBAIIMOHEH MTOTEHIIMAI C€ ChABPXKA BbB (haKTOPUTE,
KOUTO ca ,,BAKHU*, HO PABHUIIIETO HA YIOBJIETBOPEHOCT OT CHCTOSHUETO HA T€3U (PAKTOPH € HUCKO.
AnTuTe3ara TBEpIY, Ye pakTopHuTe, KOUTO HE Ca ,,BAYKHU W CHIIEBPEMEHHO YJIOBJIETBOPEHOCTTA
OT TSX € (CpaBHUTEIHO) BHUCOKA, HE CHABPKAT 3HAYUM MOTHBAIIMOHEH MOTeHIMal. JloKmaabT
IpeACTaBsl JUCKYCHS Ha EMIIMPUYHUTE PE3YJITATH U HACOKH 3a OBbACHIM U3CIIeIBaHHS IO TeMaTa.

The paper presents an aggregate motivational profile for Bulgaria based on 1385
respondents. The main idea for building a motivational profile within the utilized approach is as
follows: there is a high motivational potential within the factors that are "important"”, but the level
of satisfaction regarding these factors is low. The antithesis is that those factors that are not
"important” and at the same time the satisfaction with them is (relatively) high, they do not contain
significant motivational potential. The paper provides a discussion of the empirical results and
some guidelines for future research on the topic.

9. Mihaylova, 1. (2020) ,,The Impact of Conflict Management Training on Managers’ Self-
assessment of their Conflict Knowledge”, Knowledge International Journal, 43 (1), pp. 221 — 227,
ISSN 2545-4439 (print), 1857-923X (online).

B crarusrta ce u3cienBa Bpb3KaTa Mexay 0Oy4EHHETO 10 yIpaBieHUE HAa KOH(IUKTH Ha
PBKOBOJIUTEINN U TAXHATA CAMOOLIEHKA 3a 3HAHUATA UM 3a KOH(pIUKTUTEe. EMOMpruyHuTE pe3yaraTtiu
pa3KpuBar, 4e B OPraHU3alMHUTE, B KOUTO PHKOBOAMTEIUTE ca 00y4yaBaHU KaK Jia C€ CIpPaBST C
KOHQUIMKTH, OO0y4eHHeTo uMa jgobaBeHa croiHOCT. IloTBBpXkIaBa ce xumoreszara, ue
PBHKOBOJIUTENNTE, KOUTO Ca TNpeMUHaIM oOO0ydyeHHWEe IO yOpaBlieHUE Ha KOH(IUKTH B
OpraHM3alysaTa, ca 3HAUYUTEIHO IO-CKJIOHHM Ja CE€ 4YyBCTBAaT YBEPEHHM B 3HAHUATA CHU 3a
KOH(JIMKTUTE B CpPaBHEHHE C TE3H, KOUTO HE ca oO0ydaBaHHW. 3aKIIOYCHHUSATA pa3KpuUBaT
3HaYMMOCTTa Ha 00yYEHHMETO MO yNpaBiieHHue Ha KOH(MIMKTH U ca MOKA3aTEeNIHU 32 OpraHU3aluUTe
Jla MHBECTUPAT B 3HAHUATA U YMEHHUATA HA PbKOBOAUTEIUTE 3a pa3BUBaHE Ha CIOCOOHOCTTA UM Ja
ObJaT IPOAKTUBHHU U J1a C€ CIPABAT YCIEUIHO C KOH(IUKTUTE B OpraHU3alusaTa.



The paper examines the relationship between conflict management training and managers’
self-assessment of their conflict knowledge. The empirical results reveal that in organizations
where managers are trained in how to deal with conflicts, training has added value. The results
support the hypothesis that managers who have received conflict management training are
significantly more likely to feel confident in their knowledge of conflict compared with those who
have not been trained. The conclusions reveal the importance of conflict management training and
are indicative for organizations to invest in the knowledge and skills of managers to develop their
ability to be proactive and successfully deal with conflicts in the organization.

10. Mihaylova, I. (2020) ,,Well Prepared for Conflict in Organizations? A Managers’ Self-
assessment of their Conflict Management Knowledge®, Knowledge International Journal, 42 (1),
pp. 121 — 127, ISSN 2545-4439 (print), 1857-923X (online).

B crarusTa ce 00chxkIa HEOOXOAUMOCTTA OT NPUIOOMBAHE HA CHIICCTBEHU MMO3HAHHS 32
KOH(MIMKTUTE KaTO MPEAIIOCTaBKa 3a OCHIICCTBSIBAaHE HA €(DEKTHBHO YIPABICHCKO BB3JICHCTBHE
BBPXY KOH(JIMKTHTE B OpraHu3anusara. [IpoydyeHa e caMOOIlleHKaTa Ha PhKOBOJIUTEIN OTHOCHO
TEXHHUTE 3HAHUS 32 yIpaBlieHUEe Ha KOHQUIMKTH. Pe3ynrature pa3kpuBaT W3BECTHH MPOITYCKH B
3HAHUATA HA PHKOBOJUTEIINTE, HE3aBUCUMO Y€ TE CE OIICHSBAT MMOATOTBEHH OT YMEpPEHa 0 rojisima
CTernieH B JeduHUpaHuTe 00JacTH HAa 3HAHWETO 3a KOHQuKTHTe. HabmomaBaT ce 3HaYMMU
pa3uyKsi B CAMOOIICHKHTE Ha PHKOBOJUTEIIUTE B 3aBHCUMOCT OT HSKOW OT JAeMOrpadcKuTe um
XapaKTePUCTHKU U XaPAKTEPUCTUKUTE HA OPraHU3aIMUTE, B KOUTO padoTar. CTaTusaTa ChABPKA
MPETOPHKY 32 OPraHU3AIMHUTE U CAMUTE PHKOBOJIUTEIHN 32 Pa3BUTHE HA TCXHUTE 3HAHUS U YMEHUS
3a ynpaBJlieHUuEe Ha KOH(DIUKTH.

The paper discusses the need to acquire substantial knowledge of conflicts as a prerequisite
for effective conflict management in organizations. Managers’ self-assessment of their conflict
management knowledge is studied. The results reveal that there are some gaps in the knowledge of
managers, although they assess themselves as prepared from a moderate to a large extent in the
defined areas of conflict knowledge. Significant differences in managers’ self-assessments are
found across some of their demographic characteristics and the characteristics of the organizations
in which they work. The paper provides recommendations for organizations and managers
themselves for the development of their conflict management competency.

11. JlaBuakos, L., Bensp, O. u Muxaiinosa, U. (2019) ,,Boaemu nHCTpyMEHTH 32 yIpaBlieHUE Ha
Ou3HEeca — BB3MOXKHOCTH 32 CHHEPIHsl B MPEMOJAaBAaHETO Ha MKOHOMHYECKO W YIPABICHCKO
3Hanue, Coopnuk c oOoxknaou om Meowcoynapoona Hayuna kougepenyus ,, Cvbepemennu

napaouemu 8 ynpasjieHuemo 8 Kommekcma Ha Henpekvchamama npomsana“, XTMY — Cogus,
Codust, 29 nHoemepu 2019, Codus: Academic Publishing, c. 366 — 375, ISBN: 978-954-2040-22-7.

JloknnagbT pasriexja BOJACIIM HMHCTPYMEHTH 3a yIpaBlieHMe Ha Ou3Heca U TAXHOTO
MHTETpUpaHe B y4eOHOTO ChABPKaHHE HA YIPABICHCKU U MKOHOMHUYECKU AUCUUIUINHU. OuepTaHu
ca yCTOMYMBOCTTA U AMHAMHUKaTa Ha JIECeT YNpPaBJIEHCKM MHCTPYMEHTA B YETHUPU HaOIII0/1aBaHU
BpemeBH Touku (1993, 2000, 2014, 2017 r.). O6¢BACHO € TAXHOTO NPUIOKEHHUE B yIIpaBIEHCKATa
MPAKTUKA B OBJITapCKU KOHTEKCT, KAKTO M TAXHOTO MPENoAaBaHe B TUCHUILIMHUA B CTONAHCKHS
¢dakynrer Ha Coduiickus ynuBepcuter ,,CB. Kiimment Oxpunacku®. Bb3 ocHOBa Ha HamnpaBeHUs
aHaJIM3 ca pa3sKpUTH BB3MOXKHOCTH 32 3aCHJIBAHE HA MEXAYNPEIMETHUTE BPB3KU U



MHTETPUPAHOCTTA B NPEMOAaBAHETO Ha MKOHOMUYECKH M YIPABICHCKU AUCHMIUIMHE. OCHOBEH
apryMeHT € yOeX/IEHHETO, Ue TOBA € MEUEeIMBIIA CTPATEr s 3a IOCTUTaHe Ha MO-100p0 Ka4yeCTBO
Ha 00pa30BaHUETO.

The paper examines leading management tools and their integration into the curriculum of
management and economics university courses. The sustainability and dynamics of ten
management tools in four observed time points (1993, 2000, 2014, 2017) are outlined. Their
application in management practice in the Bulgarian context is discussed, as well as their teaching
in courses at the Faculty of Economics and Business Administration of Sofia University "St.
Kliment Ohridski”. On the basis of the analysis, the paper identifies opportunities for strengthening
interdisciplinary links and integrity in teaching of economic and management disciplines. The main
argument is the belief that this is a winning strategy for achieving a better quality of the higher
education.

12. TaBunkos, Ll., I'yp6anosa, U., Muxaiinosa, 1. u Augonosa, 3. (2015) ,,Tpy1oBusiT )KUBOT B
OBarapckuTe opraHuzanuu npes nepuonaa 1995-2014 r. (wennoctHa ontuka)®, COOpHuK ¢ HayuHu
ooxnaou om Xl Meowcoynapoona nayuna xongepenyus ,, Menuoscmovum u undicenepune ‘15,

vol. 2, Cozomon, 21 — 24 touu 2015, Codust: TY — Codus, ¢. 1215 — 1223, ISSN 1314-6327.

B noxnana ce pasriexaat ycTORYMBOCTTa U IMHAMHUKATA HA YETUPUHAIECET TPYAOBH LIETH
(meHHOCTH) B OBJTAapcKUTe oOpraHu3anmuu B rnepuoaa 1995 — 2014 r. IlpocnensBanero Ha
3HAYUMOCTTA Ha OCHOBHUTE (PAKTOPH HA TPYyAOBATa CUTYyAIHsI € BAXKCH OPUCHTHP 3a pa30upaHe Ha
MOTHBAIIMOHHUTE HATJIacH Ha CIIYKUTEIUTE U MOXKE J1a MOCITYKU 3a U3TPpak/laHEe Ha CTpaTeruu 3a
MOTHUBAIIMS B OPTraHU3alMOHEH KOHTEKCT.

The paper examines the sustainability and the dynamics of fourteen work goals (values) in
Bulgarian organizations in the period 1995 — 2014. Tracking the significance of the main factors
of the work situation is an important guideline for understanding the motivational attitudes of
employees and it could be used for building motivation strategies in an organizational context.

13. beukoBa, A. u Muxaiinosa, 1. (2014) ,,Kinsctepu, koHmukTH, ypaBnenue, [ oouwnux na
Codghuiickusa ynueepcumem ,, Ce. Knumenm Oxpuocku“, Cmonancku ¢gpaxysmem, Tom 12, ¢. 23 —
33, ISSN 1311-8420.

B crarusta ce pasriexnar OCHOBHH MpoOieMH B OBIrapcKUTe KIBCTEPHU, IPUUUHEHU OT
CHCTEMHHTE HAIPEeXKEHUS U KOH(DIMKTHTE, KOUTO c€ MpOsBsABAT Hail-uecto B TAX. OOCHAEHO €
MM03HABAHETO HA HAUYMHUTE (Pa3jIMYHUTE MPAKTUKH) 3a CHpaBsiHE C KOH(DIUKTUTE B KIbCTEPUTE.
EmnupuuHuTe pe3ynaTatu pa3KpuBaT, Y€ B OCHOBATa Ha OTHOIIEHUETO KbM KOH(MDIMKTHUTE JIEKH
ynpasiieHcKka cinabocT. ChlecTBYyBaT OCHOBaHUSI 32 Bb3HHKBaHE Ha KOHQIMKTH B TO3U BUJ
OpraHU3alMOHHU MPEXH U B CHUIOTO BpeMe MpobieMbT He ce mo3HaBa. Ha ¢oHa Ha MHOroTO
Opyru mpoOinemMu ToM umirnexna JpeOeH. HepasmosnaBaHeTo My € M ciencTBUE Ha ciabara
aKTUBHOCT Ha KibcTepure. Ilpu nnmcara Ha cTpaTerus, Uenu, U3MEPUTEIN Ha JBH)KEHUETO KbM
TAX, HIMa ¥ KOH(QUIMKTYBAIIH 11enu, npouecH. [Ipu nuncara Ha AEHHOCT — HsIMa ¥ KOH(JIUKTH 110
noBoj Ha Hesl. OCHOBHUSAT WACHTUOHUIMPAH KOH(IUKT € MEXAy pealiHaTa M HeoOXoaumara
yIpaBJIeHCKa TPaMOTHOCT Ha yHpaBisiBalIuTe KirbcTepa. llpeau na ce pemu To3u KOHQIUKT HA
HEChOTBETCTBAILA CIOKHOCT MEX/y YIpaBisABallla U YIpaBJsBaHa cucTteMa, Ou OWio TpyAaHo Ja

10



ce mpeMuHe KbM JApyru npobiemu. Bb3 ocHOBa Ha MOdMydeHHTE pe3ylTaTH ca (popMyIUpaHu
MPEMOPBKH 3a 1Mogo0psiBaHe Ha paboTara BbpXY KOH(MIUKTUTE B OBJITAPCKUTE KIBCTEPH.

The paper examines the main problems in Bulgarian clusters caused by systemic tensions
and conflicts that occur most often in them. It discusses the awareness of the approaches (different
practices) to deal with conflicts in clusters. The empirical results reveal that managerial weakness
underlies attitudes toward conflicts. There are grounds for conflicts in this type of organizational
networks and at the same time the problem is not known. It seems small in the face of many other
problems. The lack of its recognition is also a consequence of the weak activity of the clusters. In
the absence of a strategy, goals, measures of movement towards them, there are no conflicting
goals, processes. In the absence of activity - there are no conflicts about it. The main identified
conflict is between the actual and the required literacy of the cluster management. Before resolving
this conflict of mismatched complexity, it would be difficult to move on to other problems. Based
on the results of the study, the paper provides recommendations for improving conflict
management in the Bulgarian clusters.

14. Muxaiinosa, U. (2012) ,,KnbscTepure B bbirapus — xapakrepuctrka, Ipo0aeMu, yIpaBicHUe ,
Coopnux ¢ ooxnaou om |X Hayuna xoughepenyus ,,Menuosxcmvum u npednpuemaiecmeo’”’,
[TnoBnus, 19 — 20 oxromBpu 2012, [Tnoenus: Llentsp mo npeanpuemayectso npu TY — Codus,
¢bumman [Tnosous, c. 81 — 85, ISSN 1313-9460.

JoxnaabT npociensBa KIbCTEPHATA MOJUTUKA U AKTYAIHOTO ChbCTOSIHUE HA KIIBCTEPUTE B
bearapus. U3cneaBanu u onucaHu ca OCHOBHU XapaKTEPUCTUKU Ha KITbCTEPUTE MO OTHOIICHHUE Ha
TAXHATA CTPYKTYpa, AEHHOCT, ynpasieHue u Ap. OOChAeH € MpoOIeMbT 3a JTOBEPUETO MEXKIY
MapTHbOPUTE B KIIbcTepa. Pasrienanu ca HAKOU KOHPJIUKTH MKy OPTaHU3AIMUTE B KITBCTEPUTE,
BB3HUKBAIIM B MPOIlEca HA ChBMECTHATA UM Pab0Ta, KAKTO U M3IMOI3BAHUTE MTOAXOH 32 CIIPaBsHE
¢ Tax. [IperncraBeHuTe W3BOAM oOdYepTaBAT OCHOBHM MpOOJIEeMHU, CBBp3aHU C paborata Ha
KIIbCTEpUTE B bbarapus, u morar Ja MOJANOMOTHAT MPOIleca Ha TAXHOTO OBIEHIO0 Pa3BUTHE U
ykpenBaHe. JIoOKIaabT ChAbPKa HACOKH 3a OBJCIIN U3CIeABAHMS 110 MpodIeMaTHKaTa.

The paper traces the cluster policy and the current state of clusters in Bulgaria. The main
characteristics of the clusters in terms of their structure, activity, management, etc. are studied and
described. The issue of trust between the partners in the cluster is discussed. Some conflicts
between the organizations in the clusters, arising in the process of their joint work, as well as the
approaches used to deal with them are considered. The conclusions outline the main problems
related to the functioning of clusters in Bulgaria and can support the process of their future
development and strengthening. The paper provides guidelines for future research on the issue.

15. Davidkov, T., Yordanova, D., Petkova-Gurbalova, I., Mihailova, I., Mladenova, I. (2011)
”Values and Innovative Behaviour: Evidence from Bulgaria”, Proceedings of the 4th International
Conference for Entrepreneurship, Innovation and Regional Development, Ohrid, Macedonia, 5 —
7 May 2011, Skopje: National Centre for Development of Innovation and Entrepreneurial
Learning, pp. 219 — 224, ISSN 978-608-65144-2-6.

B nokmaga ce wu3cneABa BIUSHUETO Ha IIEHHOCTUTE HA MPEANPHEMAUUTE BBPXY
MHOBAaTUBHOTO MOBeZICHHE B U3Bajka oT 200 Obarapcku opranuzanuu. EMoupudnuTe pesynratu
pa3KpuBat, 4e HSIKOU TPYIOBH IIEHHOCTH Ha MpeANpUeMauynuTe U MEHUDKbPUTE ca 3HAYUTEITHO
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CBbpP3aH C MHOBATUBHOTO IIOBCACHUEC HA OpraHU3alusTa. VYcranoBsBa ce CbIIO, Y€ BHCOKATa
CTCIICH Ha CBOTBCTCTBHUC MCKAY OPraHU3allMOHHUTEC HCHHOCTU W TPYAOBUTC LCHHOCTHU Ha
CIIYXKUTCIUTE € CBbp3aHa C MHOBATHUBHOTO IMOBCACHHE. HOJ'Iy‘IeHI/ITe pe3yiaTatu Morar aa 6T_>,ZlaT
IMOJIC3HU 3a NpcArnpueMadyr, MCHHUKbPU, TOJIUTULIU, KOHCYJITAHTH, CIICHUAIIMUCTHU I10 Ha6HpaHe n
HO,Z[60p n O6y‘iI/ITCJ'II/I. Z[OKJ'I&I[LT CbABbprKAa HACOKH 3a 6’L,Z[€H.II/I H3CJIICABAHUA BbpXY HHOBATUBHOTO
MOBCACHHUC B OPpraHU3alUunTC.

The paper examines the impact of entrepreneurs’ values on innovative behaviour in a
sample of 200 Bulgarian organizations. The empirical results reveal that some work values of
entrepreneurs and managers are significantly associated with the innovative behaviour of the
organization. Further, the high degree of fit between organizational values and work values of
employees is related significantly to innovative behaviour. The findings have practical implications
for entrepreneurs, managers, policy makers, consultants, recruitment and selection specialists, and
training experts. The paper provides guidelines for future research on innovative behaviour in
organizations.

Cryaun, ny0JIMKyBaHU B HepedepUpaHH CIUCAHUS ¢ HAYYHO PelleH3MPaHe WIN
ny0JMKYBaHHM B PelaKTUPAHU KOJIEKTUBHM TOMOBE

16. Muxaiinosa, U. (2021) ,,U3TounnIM Ha 3HAHUATA U YMEHUATA 32 YIPaBICHUE HA KOHPIUKTH
Ha pbKOBOAUTENU B Obirapcku kommnanuu', [ oouwnux una Coguiickua yuueepcumem ,, Cs.
Knumenm Oxpuocku “, Cmonancku gpaxyimem, Tom 20, c. 151 — 172, ISSN 1311-8420.

OO0yueHueTo 10 yrpaBieHne Ha KOH(DIUKTH Ce CUUTa 32 OCHOBEH HHCTPYMEHT 32 Pa3BUTHE
Ha CIIOCOOHOCTTa HAa PHKOBOJUTENIUTE Ja C€ CIPABST YCHEIIHO ¢ KOHQIUKTUTE B OPraHU3aluUTe.
B CTyausdTa CC MpOy4YBaT U3TOUYHHUIWTC HA 3HAHWATA U YMCHUATA 3a YIIPABJICHUC HaA KOH(i)J'II/IKTI/I Ha
PHKOBOJIUTENN B OBJITAPCKH OpraHu3anvu. EMOMpUYHUTE pe3ynTaTd MOTBBPKIaBaT U3XOIHOTO
MPEATNONI0KEHHUE, Y€ OPTraHU3aAlUUTE HE TIPEIOCTABAT 00yUeHHe 110 YIIpaBieHUEe Ha KOHPIUKTH Ha
PBKOBOJUTENNTE U Y€ OCHOBHUSAT U3TOUYHUK Ha MMO3HAHUATA HA PHKOBOAUTEIIUTE € TEXHUAT OMUT
B CIIPABSIHETO C KOH(DIUKTUTE, CIEABAH OT CIIOJICISTHETO HA MHEHHUS U KOHCYJITAIlUU C KOJIETH WIIH
npyru xopa. Jlumncara Ha oOydeHHe € Hali-3HauuTeaHa B chepara Ha MPOU3BOJICTBOTO, B MUKPO-
MpeanpusATHATa, KaKTO U B MaJIKUTE TPajoBe U cenaTta. HezaBucuMo OT nmumcara Ha oOydeHHE B
OpraHnu3alvuTe, MajkKa 4acT OT H€06y‘{aBaHI/ITe PBKOBOAUTEIIN CaMU Ca HU3IABUIIM KCJIAHUC A
oboraTsT 3HaHUATA cu Mo mpobiemarukara. CTyausTa MpencTaBs AUCKYCHUS HA EMIHPUYHHUTE
pe3yaTaTH U HACOKH 3a yMpaBJICHCKaTa MPAKTUKA, CBbP3aHa C YIIPABICHUETO Ha KOH(QIUKTHUTE.

Training in conflict management is considered as a major tool for developing managers’
ability to deal successfully with conflicts in organizations. The paper examines the sources of
conflict management knowledge and skills of managers in Bulgarian organizations. The findings
confirm the proposition of the study that organizations do not provide conflict management training
to managers and that the main source of managers’ knowledge is their experience in dealing with
conflicts, followed by sharing opinions and consulting with colleagues or other people. The lack
of training is greater in manufacturing, in micro-enterprises, as well as in small towns and villages.
Despite the lack of training in organizations, a small number of untrained managers have expressed
a desire to enrich their knowledge on the subject on their own. The study presents a discussion of
the empirical results and some guidelines for management practices related to conflict
management.
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