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Hpunoxenne 10b/1 JlucepraumoHeH TpyA 3a NPUCHXJaHe Ha oOpasoBarelHa |
Hay4yHa CTEIEH ,,JOKTOP* ChC 3ariaBue ,,JIMAepCcKku CTUI Ha MBXKE M J)KEHU PHKOBOIUTEIH B
boearapus“ (Ilerkosa-I"ypbanosa, 2013)

B Hauanoro Ha AMCEpPTAIMOHHUS TPYJ € HAMPABEHO XPOHOJOTUYHO MPEACTAaBSIHE HA
pa3IMYHA TEOPETUUYHHM TOCTAHOBKH, OMUCBALIM JuaepcTBOTO. Cliel moapoOeH MPOYUT U
CUCTeMAaTH3alus Ha Pa3HOOOpa3HHW OMpeAeNiCHUS Ha SIBICHUETO , IUJEPCTBO € H3BEICH
000011IeH MOJIeT, B KOMTO ca BKJIIOUYCHU E€JIEMEHTHUTE CYOEKT, OOCKT, BIUSHHE, MOTUB/IET U
3ao0ukansma cpena. CrnenuaiHo BHUMaHUE € 00bpHATO HA Xapu3MaTa KaTo TUITYMHA YepTa
Ha pbKoBojxuTenute. [lompoOHO pasriegaHa e mapagurmara 3a TpPaHC(HOPMALMOHHOTO U
TPaH3aKIUOHHOTO JHUAEPCTBO. ABTOPHT mpeAcTaBs VHTErpaTUBHUS MOJAEI HA JIUJIEPCTBOTO
(Full-range leadership model), pa3zpabotren ot wu3cnenoBatenutre bwpHapn bac u bpyc
ABomno. Ceprno3HO BHHMAaHHME € OTJIEJICHO Ha TeMaTa 3a pojisiTa U MSCTOTO Ha JKeHara B
YIpaBIEHUETO, KaTO ca MPEICTaBEHH PE3yJITaTh OT Pelvlia U3CJIe/IBaHUs BbPXY pa3zinuusira
MEXIYy MBXKE M JKCHH PHKOBOJIUTEIM B CBETIMHATA HA TPAHC(HOPMAIIMOHHOTO IUAECPCTBO.
ABTOpPBT MOCTaBsl clieqHUTE u3cienoBatencku uenu: (1) da ce ompenensT AeTepMUHAHTUTE
CbC CWIHO BIHMsSHME TpH ¢opMmMupaHe Ha Jjuaepckus ctwr; (2) Jla ce ompenenu
npeoOIagaBaniusaT JUACPCKH CTUII B M30paHu CeKTOpH Ha Obirapckara nkoHomuka; (3) [a ce
000CHOBE TEOPETUYHO U JIa C€ MPOBEPU EMITUPHUYHO AU MOJIBT MOXKE J]a Ce pa3riexk/ia KaTo
(akTOpHA ACTEPMHUHAHTA HA JIMJICPCKHs CTUJ. 3a HaOWpaHe HAa eMIupHYHa WHOOpMAIUs €
n3bpaHa METOJMKA, KOSTO BKJIIOYBA KOJMYECTBEHO U KAdeCTBEHO u3cleABaHe. B
KOJIMYECTBEHOTO TIpoydBaHe ca oOxBaHaTh 418 ClOyXuUTeaH, KOUTO OICHSBAT CBOUTE
pbKOBOIUTENH. [laHHUTE HA PECTIOHIEHTUTE ca pasrielaHd B TPU TPYIH: a) B IbpBaTa rpyma
MoMa/iaT PECIOHEHTUTE OT (PMHAHCOBUTE MHCTUTYLIUHU; 0) BbB BTOpAaTa — PECHIOHEHTUTE OT
KOMITaHUUTE B cpepara nHPOPMAIIMOHHUTE TEXHOJIOTHU U AAJEKOCHOOIICHUATA; B) B TpeTaTa
— CBBKYIIHO OT CEKTOpPH Mpo(ecHOHAIHW U HAy4YHU AECWHOCTH U  aJIMUHUCTPATUBHU H
crioMaratenHu JaeiiHocTi. KauecTBeHOTO M3cie/IBaHe € HACOYCHO KbM YETHUPH IIeJIEBU TPYIIH:
(1) rpyna Ha pbBKOBOIWUTENW XeHHW; (2) Tpyma Ha PBKOBOAWTENHW MBbXxe; (3) rpynma Ha
MOJYMHEHU C PBKOBOAMTENM JK€HU; (4) rpyna Ha NOJYMHEHH C PBKOBOJIUTENIM MBXKe. B
KOJIMYECTBEHOTO M3cieaBaHe yyacTBaT 50 pecroHIeHTH. 3a J]a c€ YCTAaHOBH NMPEANOYUTAHUS
JUIEPCKH CTHI Ha OBITapCcKUTE PHKOBOJUTENH, € U30paHa OOIIECTBEHO IOCThIIHATA BEPCHUS
Ha MHorodakTOpHHs BBITPOCHUK 3a JUAEPCKUTE cTHUiIoBe — (hopma 6S (MLQ-6S), ¢ momorra
Ha KOWTO MoraT Jna ce H3MEpAT CTHIIOBETE ,,MICATH3UPAHO BIUSHUE , ,,BABXHOBSIBAIIA
MOTHUBAIUS, ,,AHTEIIEKTYAIHO CTUMYJIUpPaHE”, ,,3a4NTaHe HA UHAUBUIYaJTHOCTTA , ,,BEPOSITHA
Harpaga”, ,,MeHUDKMBHT 10 W3KJIIOYEHWEe” W ,Jiurca Ha nuaepcTBo’”. J[obaBeH e BBIpoC,
KOHTO ce OTHacs N0 u30paHaTa 3a (akTOpHa MPOMEHJIMBA — MOJI HAa PBKOBOAMTENS. 3a
MPOBEKIAHE HAa KAYECTBEHOTO M3CJIE/IBaHE € pa3padOTeH ClieHapuid ChC clieAHuTe cekiuu: (1)
OO6mia mpencraBa 3a JUAEPCTBO W Juaep. Pasznmka Mexay auaep U pbKoBomuTer, (2)
JloMuHupam JUAEPCKA CTWI Ha PHKOBOAUTENNUTE B bbiarapus wim Kak yrOpaBlisBa
OBITapCKUAT phkoBoaUTEN; (3) OCHOBHM (haKTOPH, KOUTO OMPEEIAT HAUMHA HA YIIPABJICHHE
Ha OBJTapcKkuTe phKOBoAuUTENH; (4) Pasnumka Mexmay cTHia Ha YIOpaBlICHWE HA JKCHUTE U
CTHJIa Ha YIIpaBJIEHUE HA MBXKETE.

Pesynarature OT HampaBeHOTO MpPOyYBaHE JaBaT OCHOBAHHWE Ja ce 0000mu, de
PHKOBOJIUTENNTE B OBJITAPCKUTE CTOMAHCKHA OPraHU3AIMU ca CKJIOHHM Ja YIPaXKHIBAT KAKTO
TpaHC(OpPMAIIMOHHU, TakKa M TPAH3AKIMOHHU JHUACPCKUA CTUIOBE. PBKOBOAMTENUTE OT
U3CNeIBAaHUTE CEKTOPU HAa MKOHOMHUKATa MOKa3BaT WACHTUYHU PE3YNITaTH MO OTHOLICHHE Ha
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W3MOI3BAaHUTE TUACPCKHA CTHiIoBe. Karto Haif-mipeamnountaH TpaHC(HOPMAIMOHEH CTHII OT
CTpaHa Ha pPBKOBOJWUTEIUTE C€ OTKpOosiBa CTWIBT Mpeanmm3upaHoro BiausHUE, a
TpaHC(HOPMAIIMOHHHUAT CTUI VHTENEeKTyalHO CTHUMYJHpaHE IOJIydaBa Hal-HHCKa CTOWHOCT.
TpaH3akimoHHUAT cTUN BeposiTHa Harpaga ce xapakTepu3upa C Haill-HUCKa CTOMHOCT B
CpaBHEHHUE B OCTaHaiMTe IiecT ctuia ot mozaena MMIJL. Ot nBara TpaH3aKIIMOHHU CTHIIA C
[I0-BUCOKH CTOMHOCTH € CTHIBT MEHHDKMBHT MO U3KItoYeHue. OTYEeTeHH ca BHCOKH
CTOMHOCTM W Ha cTwia Jlunca Ha JUAEPCTBO, KOWTO CE ONMCBAa OT ABTOPUTE KarTo
Hee(eKTUBEH U JAeMoTHBUpall. HanpaBenute uscnenBanusi U u3BeAeHUTe 0000IEHUS 1aBaT
YaCTUYHA MOAKpENa Ha JOIYCKAaHETO, Y€ MOJIBT BIIMSE BbPXY IOBEACHUETO HA JKEHUTE U
MBKETE B OPraHU3alMOHEH KOHTEKCT; HsIMa I0CTaThYHO EMIIMPUYHU OCHOBaHHUs, 00aue, ToBa
BIIUSTHUE J1a OBJIe OMPeeNIeHO KaTo ChilecTBeHO. HezaBrcumo, ue uma GU3nYeKd U COLUaIHO
00OCHOBAaHM pa3INuMs B TOBEJCHUETO Ha MBKETE U JKEHUTE, B KOPIOPATUBHUS >KUBOT
posisiTa Ha PBKOBOAMUTENS Hajlara ONPEAEJIEH THUIl MOBEACHUE, KOETO CE€ BIMSAEC OT JPYrd
3HaYUMU AeTepMuHupany ¢akropu. OpraHu3zalliOHHATA COIIMO-KYJITYpHA Cpelia ce OTKPOsBa
KaTo eIWH OT Hal-3HauuMuTe (HaKTOpHU, KOUTO OMPEAENSAT CTHIA Ha JTUAEpPCTBO. Bpb3kara
MEXIy OpraHu3alMOHHATa KYyJITypa W JUAEPCKUS CTUJ CE€ BB3IPUEMa KaTO ABYCTPAHHO
onpeneneHa. OTroBopuTe Ha AaHKETUPAHUTE JUIA B KAueCTBEHOTO H3CIIE/IBAHE JaBaT
BB3MOXHOCT JIa C€ HalpaBu MOJApOOHA cHCTEeMaTH3alusi Ha KauecTBa M YMEHHS, ThCEHU Y
PBKOBOJUTENS.

The dissertation begins with a chronological presentation of various theoretical
assumptions describing leadership. Following a detailed observation and systematization of
various definitions of leadership, a generalized model is drawn up, which includes the
elements subject, object, influence, motive/purpose and environment. Particular attention has
been paid to charisma as a typical feature of leaders. The paradigm of transformational and
transactional leadership is discussed in detail. The author presents the Full-range leadership
model developed by researchers Bernard Bass and Bruce Avolio. Serious attention has been
paid to the topic of the role and place of women in governance, and results of a number of
studies on the differences between male and female leaders in the light of transformational
leadership are presented. The author sets out the following research goals: (1) To identify
determinants with strong influence in the formation of leadership style; (2) To determine the
prevailing leadership style in selected sectors of the Bulgarian economy; (3) To theoretically
substantiate and empirically verify whether gender can be considered as a determinant of
leadership style. For the collection of empirical information, a methodology has been chosen
that includes quantitative and qualitative research. The quantitative survey covers 418
employees who evaluate their line managers. Respondents' data is considered in three groups:
a) the first group includes respondents from financial institutions; b) in the second, the
respondents from the companies in the field of information technology and
telecommunications; (c) in the third, a combination of professional and scientific activities
and administrative and support activities. The qualitative study targets four groups: (1) a
group of female executives; (2) a group of male executives; (3) a group of women
subordinates; (4) a group of male subordinates. 50 respondents took part in the qualitative
survey. For the purposes of the empirical research the public-available version of the
Multifactoral Leadership Questionnaire - Form 6S (MLQ-6S) was used, with the help of
which the following leadership styles can be measured: "idealized influence", "inspirational
motivation", "intellectual stimulation", "individual consideration", "contingent reward",
"management-by-exception" and "laissez-faire". A question has been added concerning the
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factor variable — the gender of the manager. For conducting the qualitative research, a
scenario was developed with the following sections: (1) General idea of leadership and leader.
Difference between leader and manager; (2) The dominant leadership style of the leaders in
Bulgaria or how the Bulgarian leader manages; (3) Main factors that determine the
management of the Bulgarian leaders; (4) Difference between women's management style and
men's management style.

The results of the study suggest that leaders in Bulgarian business organizations are
inclined to pursue both transformational and transactional leadership styles. Leaders from the
surveyed sectors of the economy show identical results in terms of leadership styles used. The
most preferred transformation style by executives is the Idealized influence style. The
Intellectual stimulation style receives the lowest value. The transactional style Contingent
reward is characterized by the lowest value compared to the other six styles of the model. The
results support the assumption that gender influences women's and men's behavior in an
organizational context; however, there isn’t substantial empirical support to characterize this
influence as significant. The organizational socio-cultural environment proves to be one of the
most significant factors that determine leadership style. The relationship between
organizational culture and leadership style is perceived as bilaterally determined. Based on the
answers of the respondents in the focus groups the author proposes a systematic view of the
skills and attributes typical for the effective leaders.

Hpunoxenne 10b/2 XaOunuranyoHeH TpyX - MoOHOrpadus cbCc 3arjaBHe
,»JINIEPCTBOTO — CHBPEMEHHHM TEHJICHIIMM Ha pasBuTHe: npumepbT bbarapus® (Ilerkoa-
I'yp6anosa, 2019)

B Monorpadusita ca mpenctaBeHH JABE AaKTyadHH HAEW 3a JUAEPCTBOTO —
TpaHCGOPMAIIMOHHO M aBTEHTUYHO JIUAEPCTBO. [Ipe3 mperiena Ha TEOPETUIHUTE MOCTYIATH
Y eMIIMpUYHA MPOBEPKA € MpeacTaBeHa cutyanuaTa B bearapus npe3 2018-2019. OcnoBHaTa
[eT Ha TeKCTa € Ja C€ Pa3KpUAT TUIMUYHH TOAXOAW M HArJacl Ha PBKOBOJIUTEIUTE B
bearapus kpM npoOiemMuTe M IpakTHKaTa Ha JuaepctBoTo. IloThpceH € oTroBop Ha JBa
OCHOBHU BbHpoca: 1) Tpanchopmupan] nu € pPHKOBOAUTENAT B bbiarapus (kow ca
MPEINOYUTAHUTE JIUJIEPCKHU MOAXO0IM B KOHTEKCTa Ha TPAH3aKIMOHHOTO U TpaHC(HOpPMallMOH-
HOTO JHIEpPCTBO)? W 2) ABTEHTHYEH JH € OBJrapCcKusIT MEHHIXbp? JlMCKyTupaHu ca
pasyiTaTuTe OT MPOBEACHHU 3a IeJITa Ha aHaJu3a KOJMYECTBEHO M KauecTBEHO Hu3cieaBaHe. B
KOJIMYECTBEHOTO HM3Cie/BaHe ca oOxBaHaTh 348 (TpUCTa YETUPHUAECET M OCEM) H3CIICABAHU
JUIa, KOUTO 3aeMaT PHbKOBOJHU NO3UIMH. Pa3mpeneneHnero MM IO CEKTOPH 3a LsjaTa
u3cleBaHa ChBKYITHOCT € cnegHoTo: 1) yemyru — 192 (55%); 2) npousBonactso — 61 (18%);
3) teproBust — 74 (21%); 4) uentpanna u MectHa aamuHuctpanus — 21 (6%). KauectBenoro
u3cJe/[BaHe € IMPOBeIeHO Mol popMaTa Ha JIbJIOOUMHHU HHTEPBIOTA C JIBA/IECET PECTIOH/ICHTH,
KaTo 3a IIeJITa ca M3MOJI3BaHW JBa OCHOBHHU BhIpoca: 1) ,,Kou ca TBouTe Tpu Hail-BaXKHU
3aKOHA 3a YCHEIIHO JUuAepcTBO? U 2) ,,Pazkaku MU ucTopusi, KOATO TH CE € CIIy4yusia Wik Ha
KOSITO CHU OMJI CBUJIETEN M KOSTO WIIOCTPUPA MPOSBICHUETO HAa YCIEIIHO JIUJEPCTBO .

[IppBUAT peACcTaBEH MOJET € TO3H 3a TpaHC(HOPMAIIMOHHOTO JHEPCTBO. Bhipeku ye
HayyHaTa JUTepaTypa npejuiara pa3IuyHd TPAKTOBKH, UMa €AMHOMUCIIHNE MO OTHOLICHHE Ha
HETOBUTE KOMIIOHEHTH: MOCBEIIaBaHe, YOEIUTEIHOCT, BU3Us, ONTUMH3bM, OTBOPEHOCT KbM
HOBH HJIEHM U 3arpPIKEHOCT KbM HYKIUTE Ha ChTPYAHULMTE. EMUH OT MHUPOKO U3MOJI3BAHUTE
MOJIENIM, KOUTO OMHMCBAT MIESATa Ha TPAHCPOPMALMOHHOTO JHJEPCTBO, € CH3MAJCHUAT OT
bvpuapa bac u BmocnencTBre AOMBIHUTEIHO pa3paboTeH chBMecTHO ¢ bpyc ABommo Full-
range leadership model (uaTerparuBer moaen Ha uaepcrsoto (MMJI)). HanmenoBanueTo Ha
MojeNia JaBa MpeJcTaBa 3a HEroBaTa NPETEHLUS — Ja pasriiekaa IbJIHUA CHEKThpD OT
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JTUCPCKUA CTUIIOBE — OT JECTPYKTUBHUTE U Hee(DEKTUBHHUTE JO MPUETHUTE 32 HAW-TIOIXO SN
1 e(heKTUBHH, BOJICIIN 10 MOTHUBAIIMS, 110-100pa paboTa U yIOBIETBOPEHOCT y CIYKUTEIUTE.
dopMynupaHUTe JHACPCKA CTUIOBE C€ Tpynupar B JBETE OCHOBHU KAaTETOPUU:
TPaH3aKLIUOHHO U TpaHC(HOPMALMOHHO JUIEPCTBO. Pe3ynratute oT M3ciaeIBaHETO MMOKa3BarT,
4e Hali-CUJTHO U3pa3eHu ca J[BaTa TpaHC(HOpMAalMOHHY CTUJIA 3aYMTAaHe HA WHIMBHIyaTHOCTTA
U WJeANM3UPaHO BIMSHHE, a Hali-MaJKO M3MOJI3BaH € CTHIBT JMIca Ha JuaepcTBo. CTporo
MOTJIEIHATO, TO-TOJIIMO € JEKIApUPAHOTO MPEANOYUTaHHE KbM TpPaHC(HOPMAIMOHHHUTE
muaepckd cruioBe. Bogjemi e moaxon, HacoyeH KbM M3TpaXkJIaHE Ha OpraHU3alMOHHA
KYJITypa, OCHOBaHA BBPXY JIOBEpHE, MOAINOMAarane u jmdeH npumep. CHIHO yaapeHue ce
MOCTaBsl BbPXY OTHOIIEHHETO KbM Xoparta. [loakpemna Ha pe3ynraTuTe HaMUpaMme B OT-
TOBOPHTE U Ha M3CJICIBAHUTE JIUIA B KAYECTBEHOTO U3CIICJIBAHE.

Bropusat nuckyTupaH MoJeN € 3a aBTeHTUYHOTO JIMJIEPCTBO. ABTEHTUUYHHUTE JIUACPU
HE C€ TPaBsIT Ha JUACPU MPOCTO 3aAMOTO 3aeMaT PHKOBOJHA TO3WIHS, HUTO PabOTAT 3a
Ch37aBaHETO Ha MOJ00eH UMHK. ABTEHTUYHUTE JIUACPU HE 3aeMaT JUAepcKara pois, 3a Ja
MoJIydaT cTaryc wid Apyrd audHu obnaru. Te ca mumepu mo yoOexnenue. Mmar kaysa,
OCHOBaHa BBHPXY LIEHHOCTH WJIM MHCHUS, KOATO TpsAOBa Ja U3MBJIHAT, a NEHCTBUSTA UM C€
PBHKOBOJISAT OT TEXHUTE IIECHHOCTU M YOXKJeHUs. Pa3nuuHuTe wien 3a aBTEHTUYHOTO JIHIEP-
CTBO MoOraT jJa ce o0OoOmAT B JIBE OCHOBHU Ipynu: 1) MOAX0Md, KOWTO CE OCHOBaBa BBPXY
MpaKTUKaTa (MpU TO3M MOAXOM CE M3MOI3BAT/aHAIM3UPAT IPUMEPHU OT MPAKTHUKATA; Pa3dunuTa
C€ Ha TPEHHWHTU M 00YYEHUS) U 2) TEOPETUYCH MOAXO0, KOWTO C€ OCHOBaBa BHPXY PE3YyIATaTH
OT MIPOYYBaHMS B COIMANHUTE Haykw. [lociieqoBarenu Ha uaesTa 3a aBTEHTUYHO JIUJEPCTBO
HE ca CKJIOHHHU JIa TO paslyiexkJaT KaTo MOBTapsHE Ha Beye CHIIECTBYBAILM MOJENH, a IO-
CKOpO KaTO OCHOBA, BBPXY KOSTO C€ HaArpaxkia BCSAKA MO3UTHUBHA M e(DEeKTHBHA THAEpPCKA
napagurma. C apyru 1ymu, 3a Ja UMa YCTONYMB JIUACPCKU MOJEI, aBTCHTUYHUSAT JTUACPCKU
MOAXOJ TPsOBa Ja CTOM BBB (pyHIAMEHTa Ha BCSAKO NUAEpPCKO moBeacHue. [IpencraBenu ca
JaHHUTE OT KOJIMYECTBEHOTO M KAadyeCTBEHOTO H3ciieABaHe. 3a chOMpaHe Ha MbPBUYHA
KOJIMYeCTBEHA MH(OpMAILUS € W3MOI3BaH €MIMPUYCH HWHCTPYMEHT, C MOMOINTAa Ha KOWTO
aBTEHTHMYHOCTTAa Ha JUAECPCTBOTO C€ M3MEpBa 4pe3 YETUPU KOMIIOHEHTH: ceOerno3HaHHE,
BBTPEIIIHA MOpaJIHA TMEPCIEeKTHBA, OaTaHCUpaHH JIEHCTBHUS, OCHOBAaHU BBPXY WH(MOpMAIHUS,
MPO3pAaYHOCT B OTHOIIECHUATA. Pe3ynraTuTe mNOKa3BaT, Y€ C Hal-BUCOKAa CTOMHOCT €
WU3MEPUTENAT OalaHCUpaHH JIEHCTBUS, OCHOBAHU BBPXY HUH(OpMAIIHSI, CIIEABAT U3MEPUTEIIUTE
BBTPEIIHA MOpajHa MEepCleKTHBa W cebeno3HaHue. JlaHHWTE HU JaBaT OCHOBAaHME [1a
TBBPAUM, Y€ PHKOBOIUTEINTE B bharapus ca mo-ckopo ¢ M3SBEHO aBTCHTUYHO JUACPCTBO,
MMaT BHCOKAa CTENEH Ha IO3HaHWE Ha COOCTBEHUTE CH 3HAHUS W YMEHHS, I03HaBaT
BBTPCIIHUTE CH MOpAJHHU MOAOYIM W yMesT Ja B3eMaT O], BHAMaHHWE MHEHUETO Ha
OCTaHaJIWTe, MpPEeAu Ja B3eMaT OKOHYaTeNHO pemieHrne. C OTHOCHUTEIHO HHCKAa CTOMHOCT ce
XapaKTepu3rupa MU3MEPHUTEIST MPO3PadyHOCT B OTHOIICHUSTA, KOETO OYepTaBa XOPH3OHT Ha
pa3BUTHE B yMEHHUSATAa Ha PBHKOBOJIUTEIMTE B MOCOKA CIOAENSHE IO MOIXOJAL] HAYMH Ha
WUCTUHCKUTE €MOIIMH, MUCTH M YyBCTBAa. PazkazaHuUTE UCTOPHUH 1O BpeMe Ha ABIOOUYNHHHTE
MHTEPBIOTa MOTBBPK/IABAT U3BOJIUTE, Y€ CE OTKPOSBA HarjiacaTta pbKOBOJUTENIUTE J]a Ce ydaT
OT ONHWTa — Haii-BeYe OT MOJIOKUTEITHHS POJIECBU MPUMEpP HA CBOM MPEKU PHKOBOJIUTEIH,
YUHUTO MOAXOJAU U TOBEJIEHUE YECTO 3aMMCTBAT M mpujarar. Pe3ynTature oT KauecTBEHOTO
u3cle/iBaHE JaBaT BB3MOXKHOCT Jla C€ HW3Tpaad MOJeN, MpeiAcTaBeH moa ¢opmara Ha
NUpaMua, B KOSITO ca BKJIIOYEHH YMEHUS Ha PHKOBOJIUTENINUTE, COUEHU OT U3CIIECIBAHUTE
Juna Karo kioyoBu. OcHOBaTa Ha nmUpaMujaTa (C Hali-MHOI'O HATPYNBAaHUS B OTTOBOPUTE) €
U3rpajieHa OT ChbCTaBHM KOMIIOHEHTH Ha JoBepueTo. CienBamioTo paBHHUILE € MOCBETEHO Ha
YMEHHETO 3a urpaxaane Ha exurl. CreiBa OCUTYpsIBaHE HA U Tprka 3a pabotara. YeTBBPTOTO
paBHUIIIE ONMKCBA JUAEPHT, KOUTO MOAKPENs UIAEH U UHUIIMATUBU — T€HEpUpa UIEU; ThPCU U
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MNOAKPCIIA HOBU PCIICHHUA WM HUACU, MOCTABA MO BBIPOC CTATYKBOTO M HC CC CTpaxyBa [a
BBBCJC MHOBALMU, ITOCTOSIHHO HaJAIrpaxaa. Haii-Brcoko B nupaMugara CTOW JUYHUAT DIPUMED
— TOM BKJIIOYBA MOBCACHYCCKU XAPAKTCPHUCTUKHU, OCHOBAHU BbPXY HCHHOCTHU OPUCHTHUPH.

The monograph outlines two current approaches to leadership - transformational and
authentic leadership. The review of theoretical postulates and empirical verification presents
the situation in Bulgaria in 2018-2019. The main purpose of the text is to reveal typical
attributes and attitudes of the leaders in Bulgaria. Two main questions have been sought: 1) Is
transformational the Bulgarian leader (what are the preferred leadership approaches in the
context of transactional and transformational leadership paradigm)? and 2) Is the Bulgarian
manager authentic? The results of the quantitative and qualitative research conducted for the
purposes of the analysis are discussed. The quantitative survey covers 348 (three hundred and
forty-eight) managers. They are occupied in the following economic sectors: 1) services - 192
(55%); 2) production - 61 (18%); 3) trade - 74 (21%); 4) central and local administration - 21
(6%). The qualitative survey was conducted in the form of in-depth interviews with twenty
top managers, using two basic questions: 1) "What are your three most important laws for
successful leadership?" And 2) "Tell me a story about successful leadership."

The first model presented in the monograph is about transformational leadership.
Although there are different scientific conceptualizations, there is consensus on its
components: dedication, persuasion, vision, optimism, openness to new ideas and concern for
the needs of followers. One of the widely used models that describe the idea of
Transformational leadership is the one created by Bernard Bass and subsequently developed
in coordination with Bruce Avolio "Full-range leadership model". The name of the model
gives an idea of its claim - to consider the full range of leadership styles - from destructive
and ineffective to accepted as the most appropriate and effective that lead to motivation, better
work and employees’ satisfaction. The leadership styles are grouped into two main categories:
transactional and transformational leadership. The results of the study show that the two
transformational styles Idealized influence and Individual consideration receive the highest
values and the Laissez-faire style receives the lowest value. Strictly speaking, the vast
majority of the respondents declared preference for transformational leadership styles. The
leading approach is to build an organizational culture based on trust, support and personal
example. We find support for the results in the answers of the respondents in the qualitative
survey.

The second model discussed is about authentic leadership. Authentic leaders do not
act as leaders simply because they take a leadership position, nor do they work to create such
an image. Authentic leaders do not take the leadership role to gain status or other personal
benefits. They are leaders by conviction. They have a cause based on values or a mission to
fulfill, and their actions are guided by their values and beliefs. The different ideas of authentic
leadership can be summarized in two main groups: 1) a practice-based approach (this
approach uses/analyzes case studies and relies on training) and 2) a theoretical approach based
on research findings in the social sciences. Followers of the idea of authentic leadership are
not inclined to view it as a repetition of already existing models, but rather as a basis upon
which any positive and effective leadership paradigm is built. In order to have a sustainable
leadership model, an authentic leadership approach must be at the root of any leadership
behavior. An empirical tool has been used to collect quantitative information, with the help of
which the authenticity of leadership is measured through four components: self-awareness,
internal moral perspective, balanced processing and relational transparency. The three
dimensions that receive highest values are balanced processing, self-awareness and internal
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moral perspective. We can assume that the leaders in Bulgaria have a high level of self-
knowledge, they are familiar with their internal moral motivatiors and they are able to take
into account the opinion of the others before making a final decision. The lowest result of the
relational transparency dimension outlines a horizon of leadership development in the
direction of appropriately sharing true emotions, thoughts and feelings. The stories shared
during the in-depth interviews reinforced the assumption that managers were more likely to
learn from their experience - mostly from the positive models of their direct leaders. The
results of the qualitative study made it possible to build a model, presented in the form of a
pyramid that summarizes the perceived characteristics of the effective leader. The base of the
pyramid is formed by trust. The next level is team building, followed by providing and
securing jobs and work. The two top levels are innovations and personal example.

Hpunoxenne 10b/3 Hay4yHa cTaTUs ChC 3ariaBue ,,E-IuaepcTBO: Mpean3BUKATEICTBA
u Bp3MokHOoCcTH (ITeTkoBa-I'ypOanosa, 2020)

B crarusTta ce pasriexna 3HaAUMTENIHO HOB MOJXOJA B M3y4YBaHE Ha JIUAEPCTBOTO, a
MMEHHO OIOCPEJCTBAHOTO OT TEXHOJOTMUTE BOJAYECTBO, MpPH KOETO PBHKOBOJUTEN U
pBKOBO/IEHU ca reorpadcku pasnpbcHatd. VHGOPMALMOHHUTE TEXHOJIOTHH Ch3/1aBaT HOB
KOHTEKCT, B KOWTO c€ ympaxKHsBa JTUIEPCTBOTO. B HaydyHaTa nuTepaTypa BCe MO-4ECTO Ce
cpelia TepMUHBT €-JTHJEPCTBO, KOMTO ce M3IUIO3Ba 3a ONMMCBAHE Ha CUTYallMH, IPU KOUTO
PHKOBOJIUTENM M TOJYMHEHH B3aHUMOJEHCTBAT IOCPEACTBOM EJIEKTPOHHU CpPEICTBA 3a
obmyBaHe. Belipeku e H3ClieABaHUATA, TIOCBETEHN Ha €-JIMAECPCTBOTO Ca BCE OILE B CBOS
HayaJieH eTal, yYeHUTE ca ce 0OEeIMHUIIN OKOJIM HJesATa, Y€ COLMAIHUTE U MOBEACHUYECKU
YMEHHUS ca KPUTHMYHO BaXKHH 3a yclieXxa Ha BHUpTyajaHus exun. CrocoOHOCTTa Ha e-Jujaepa
e(eKTUBHO Ja O0IIyBa, BAbXHOBSBA, MOTHBHpA W MPEIOCTaBsl 0OpaTHa BpPH3Ka, KAKTO U Ja
M3rpaxaa cpeia Ha JIOBEpUe € OT pellaBamio 3HadeHue 3a ekuna. CraTusTa MpeacTaBs
BOJICILIM M3CIIeJIBAHUS B 00JacTTa Ha €-TUAEPCTBOTO, KaToO CIEHUaTHO BHUMAHHUE € OTJIEICHO
Ha M3TPaXJAaHETO Ha JOBEpHE BBB BUPTyaJHUTe ekunu. [IpeacraBeHu ca pesynTatu OT
MOPEBETHO KayeCTBEHO M3CJIe/IBaHe, KOUTO MOJKPENAT U JOMbJIBAT HanpaBeHus: 0630p. Karo
YacT OT 3aTPYIHEHHTA, KOUTO CpeliaT B paboTara Cu, PECIOHICHTUTE BKIIIOYBAT PA3ITUKUTE
B MOBEJCHUYECKUTE MOJEIU Ha IMPEeJCTaBUTENHN HAa PA3IUYHU HAMOHAIHOCTH, BKIIOUUTEIHO
HAYMHBT Ha OOIyBaHE MEXIY XOpa OT pa3iu4yHH KynTypu. ChbliecTBeH MpolieM ce OKa3Ba
pasiuKaTta BbB BPEMEBHUTE 30HHM, OCOOCHO MO OTHOILEHHE OBP30TO B3EMaHE Ha PELICHHUS.
WuTepecHo e, Ye BBIOPEKH HAIMOHATHHUTE pa3Muus, pPECIOHACHTUTE OMNpEAesaT
KOMYHHUKAIMsITa B EKUIIMTE Karo no0pa, KOraro ce OTHacs 3a Xopa OT €IHO M ChIIO
fepapxuuHo HUBO. Koraro craBa BBIPOC 32 KOMYHHUKAIUS C BUCIIECTOAIIM, c€ Ha0JtoqaBar
3aTpyJHEHUs] B OOIIYBaHETO, KOETO BOAM U JO NPOOJIeMH C M3Tpa)kJaHETO Ha JOBEpHE.
PecnionieHTUTE CHIOAEINAT, Y€ M3TPAKIAHETO HA JOBEPHUE BHB BUPTYATHUTE CKUIH H3HCKBA
MOBEYE BpEME M YCWIIMS, HEOOXOJUM € BHU3YyaleH KOHTaKT, SICHA, OTKPUTA U JIBYIOCOYHA
KoMyHHKaIusi. ChIIECTBEHO MSCTO OT/AaBaT Ha ,JIMUHUS €JIEMEHT B KOMyHHMKarusara. Jacrt
0T n30poeHuTe npodseMu B paboTaTta Ha BUPTYAIHUTE €KUIM BKIIFOUBAT HEBB3MOXKHOCT J1a C€
3a]bpyKa BHUMAHUETO HA yYAaCTHUIIUTE (OOMKHOBEHO IMPABST HIKOJKO HEIlla €JHOBPEMEHHO),
HapylIeHa KOMYHHKAIUS U OMACHOCT OT HEMPAaBWIIHO MpeJaBaHe U pa3uuTaHe Ha MOCIAHUATA,
BKJIIOYMTEIHO TEXHOJIOTUYHU TpoOieMu (Hamp. 3a0aBsHE Ha Bpb3KaTa), KyITYpHH Pa3IddHs
U pa3Iuyusl BbB BPEMEBHUTE 30HU. AHKETUPAHUTE JIMLA CHOJCNST U MOJOKUTEIHUTE CTPaHU
Ha BUPTYaJTHUTE €KHIIH, B TOBA YUCIIO IKUPOK M300p HA TAaJaHTH U BB3MOXXKHOCTHU, JOCTHII JI0
MHOTO KYJTYpH, CUCTEMH U XOpa B CPaBHUTEIHO KPAaTKU CPOKOBE, BB3MOXHOCT 3a OBp30
pasmMpsiBaHe Ha 30HATa Ha BIIUSHUE.




The article explores a significantly new approach to leadership that is the
technology-mediated leadership, in which manager and leader are geographically dispersed.
Information technology creates a new context in which leadership is exercised. In the
scientific literature, the term e-leadership is increasingly used to describe situations in which
executives and subordinates interact through electronic means of communication. Although
research on e-leadership is still scarce, scientists have come together around the idea that
social and behavioral skills are critical to the success of the virtual team. The e-leader's ability
to effectively communicate, inspire, motivate and provide feedback, as well as build an
environment of trust is crucial for the team. This article presents leading research on e-
leadership, with particular emphasis on building trust in virtual teams. The results of a
qualitative study are presented to support and supplement the discussion. The respondents
report problems with the differet time zones, especially with regard to quick decision making.
Despite the national differences, the respondents ranked the communication in the teams as
good when referring to people of the same hierarchical level. When it comes to
communication with high-level people, there are communication difficulties, which also leads
to trust building problems. Respondents say that building trust in virtual teams requires more
time and effort, requires visual contact, clear, open and two-way communication. Some of the
virtual teams problems include the inability to retain the attention of participants (usually
doing several things at once), impaired communication and the risk of incorrect transmission
and reading of messages, including technological problems (e.g., delay in connection),
cultural differences and time zone differences. Respondents also comment the benefits of
virtual teams, including a wide choice of talents and capabilities, access to many cultures,
systems and people in relatively short terms, the ability to quickly expand their area of
influence.

[Tpunoxxenue 10b/4 nay4yHa ctatus che 3ariaBue ,,O0ydeHUe U JTUACPCTBO: ACTICKTH B
pa3BuTHeTO Ha Juaepcku ymenus' (Ilerkosa-I'ypbanosa, 2020)

B crarusita ce pasriexaa HEOOXOAMMOCTTa OT MOCTOSIHHO Pa3BUTHE Ha JUACPCKUTE
ymeHus. HezaBucumo nanu pasriexjaame JHIEPCTBOTO B OM3HEC OpraHMU3aLMUTE, BOCHHUTE
CTPYKTYpH, 00pa30BaTeIHUsI CEKTOP WM MOJIUTUYECKUTE EJIUTH, TO C€ MPOMEHS 3aeqHO C
IIPOMsIHATa Ha M3MCKBAaHUATAa HAa OKOJIHATA Cpe/la, KOETO Hajlara M IOCTOSHEH IpolLieC Ha
oOyueHue u paszButue. Penuna uscienBaHusl MOKa3BaT TSACHATa BpPb3Ka MEXAY poJsTa Ha
YUUTEISA/TIPEnoiaBaTelNsi U Bh3NPUETHTE KPUTEPUH, XapaKTePUCTHKH U CTHJI HA TIOBEACHUE Y
ObJemuTe PHKOBOAUTENN W ChTPYAHHUIM. B moBeueTo ciiydan y4uTeNsAT OCTaBa IbPBUST
pOJIEBH MOJIEN 32 OYAKBAHOTO U YNPAXHIBAHOTO JIMJEPCTBO B nocieacTsue. ETo 3amo nmame
OCHOBaHUS, KOTaTO TOBOPUM 3a pa3BUTHE HA JIMJEPU U JTUAECPCTBO, Aa CHOTHACSIME U3BOJIUTE
U JIO poJIsiTa Ha YYWIMIIHUAT AUPEKTOP, KAKTO M Ha yuyuTess/mpenogasarens. Orie moseye,
4e JIMAEPCTBOTO BCE MO-YECTO C€ BB3MPHEMa HE KaTo 3aKII0UYEHO B OIpe/eeHa CTPYKTypHa
pamMKa, a KaTo JIMYHO BB3IPUEMAaHE 3a HA4YMH Ha KMBOT. Pa3BUTHETO Ha JHUIEPUTE €
MPUOPUTET 3a OpraHM3allMUTe, KOMTO WCKAT Ja MOCTUTHAT Hampeabk u ycmnex. CraTtusra
pasriexaa BOJCUIM M3cieaBaHus B oOnacTTa Ha oOydyeHueTo Ha juuepu. [IpencraBenu ca
TEHJCHIMM B OOYYEHHETO Ha pPBKOBOAHHUTE Kaapu. OO30pbT € MOAKPENeH C KpaTKo
IIPEICTaBIHE HAa MOJEJ 3a INPENoJaBaHe 0 JUCHMILIMHATA JIMaepcTBO B MYyITHKYJITYpHa
cpena, KoaTo o0y4yaBa B JIMJIEPCKU YMEHHUSI.

The article discusses the need for continuous development of leadership skills.
Whether we consider leadership in business organizations, military structures, the education
sector, or political elites, it changes along with changing environmental requirements,
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necessitating a continuous process of training and development. A number of studies show a
close link between the role of the teacher and the perceived criteria, characteristics and style
of behavior of future leaders. In most cases, the teacher remains the first role model for the
expected and exercised leadership subsequently. That is why, when talking about leadership
development and leadership, we have to relate the conclusions to the role of the school
principal as well as the teacher/trainer. Moreover, leadership is increasingly perceived not as
locked in a particular structural framework, but as a personal perception of a lifestyle.
Leadership development is a priority for organizations looking to thrive and succeed. This
article examines leading research in leadership training. The review is supported by a brief
introduction of a model for teaching the Leadership in a multicultural environment discipline.

[Ipunoxxenue 10b/5 HayyHa cTaTus ChC 3aryiaBue ,,JIMAEPCTBOTO B yTPEITHUS JICH H
u3cieBaHe Ha Bpb3KaTa ppkoBoauten — nogunHen™ (IlerkoBa-I'ypbanosa, 2020)

JIunepcTBOTO € 0GEKT HA MHOXKECTBO U3CJIEJIBAHUS B KOHTEKCTa HA OPTaHU3allMOHHUS
KUBOT U OPTaHU3ALMOHHOTO pa3BuTHE. [lUCKyTUpaT ce pa3IuvyHU U MOCTOSIHHO Bh3HUKBAIIU
TEOpUH, KOUTO CE€ OMUTBAT Ja OOSICHSAT MHOTOOOpPa3HUTE MPOLECH, CBBP3aHHU C YCIEIIHOTO
JUJEPCTBO U PBKOBOACTBO. I[loBeuero Teopuu 3a JUAEPCTBOTO PA3MIICKIAT PATUUYHU
aCrleKTH OT Ta3W YIpPaBJIEHCKAa IWUCUUIUIMHA, KaTo BBB (POKyca MOCTaBIT JIMYHOCTTA Ha
nmuzepa (Teopuu 3a 4yepTuTe, OMXEHBUOPUCTUYHU TEOPUU U JIp.) WIM OOKpBKaBaliara cpenua
(cutyanmoHHO JuAEpcTBO). Teopusita 3a 0OMeH prkoBoauTen — nogunHeH (LMX) pasrinexna
JUJEPCTBOTO KATO MPOLIEC, B LIEHThpPA HAa KONUTO CTOM B3aUMOJECUCTBUETO MEXAY JIUJEpa U
HEroBUTE MOcienoBaTenu. Pa3nnyHu aclekTd Ha TOBa B3aUMOJICHCTBUE ca B IEHThpa Ha
MPEICTAaBEHOTO u3cleaBaHe. B TeopernyHMs 0030p ca MPEACTaBeHHM BOJCIIM HAyYHU
pa3paboTKM Ha yTBBPACHM aBTOPU B CBETOBEH IUIaH. 3a I€JITa HA aHaAJKW3a € M3MO0J3BaH
EMOUPUYEH MHCTPYMEHT, C MOMOIITa Ha KOWTO c€ OMHUCBAT PabOTHHUTE B3aMMOOTHOIICHUS
PBHKOBOIUTEN — TOJYMHEH B H3Cle[BaHaTa CbHBKYMHOCT. [lomyuenute pe3ynraTu aaBat
OCHOBaHHE J1a MPEIOJIONKUM, Y€ B U3CIIE/IBAHATA CHbBKYITHOCT MMa SICHOTA M0 OTHOILIEHHUE Ha
TOBA J1aJi PHKOBOJIUTENAT € YJOBIETBOPEH OT paboTaTra W yCHJIHMSATA Ha CBOMTE MOJYMHEHH.
PecrionieHTUTE OLIEHSBAT MO-CKOPO MOJIOKHUTEITHO PAOOTHUTE B3aUMOOTHOIIICHHUSI ChC CBOUTE
PBKOBOAUTENH. 3a0esi3Ba ce, ue ¢ Hal-HUCKa CPeJIHa CTOMHOCT Ce OTIWYaBa WHIUKATOPHT,
KOWTO M3MEpBa TOTOBHOCTTA Ha PHKOBOAMUTEIIUTE Ja C€ KePTBAT 3apaju CIyx uTenaute. Toa
Ha CBOM peJ; MOXKe Ja T0BeJe /10 CbMHEHHUS U JIUICca Ha MOTUBAIs y chTpyauunure. OT Ta3u
MEepCIeKTHBAa OUXME MOTJIM Ja OdYaKBaMe IMI0-CHJIHA AaHTQKHUPAHOCT M OTAAICHOCT Y
CILY>)KMTEJIUTE, aKO TEXHUTE PhKOBOJUTEIM MOKA3BaT HArjaca Jia 3allUuTAT, MOJKPEIAT U JOpU
Jla C€ JKepTBAT 3a CBOMTE IMOAYMHEHHU. Pe3ynaraTure MNOAKPENSAT IONMYyCKaHUsATa, ue
B3aMMOOTHOUICHUTA MEXKAY PHKOBOJIUTENS U MOJYMHEHUTE OKa3Ba BIMSHUE BbPXY HauMHA,
MO-KOWTO CIYKUTEIUTE OMPEENAT OpraHu3aIusTa, B Koaro pabotsat. Koraro pproBoguTenu
U CBHTPYIHUIU HMMaT A0OpU B3aUMOOTHOIIEHHS, TOBA BOAM 10 MOJ0OpsiBaHE Ha pabOTHUS
MPOLIEC U MOCTUTaHE KAKTO Ha MO-TOJIIMa aHTAXUPAHOCT U YAOBJIETBOPEHOCT, TaKa U Ha TO-
n00pH pe3ysTaTH 3a Is1aTa OpraHu3alysl.

Leadership has been the subject of much research in the context of organizational life
and organizational development. Various and constantly emerging theories are discussed that
seek to explain the multiple processes involved in successful leadership. Most leadership
theories address different aspects focusing on the personality of the leader (trait theories,
behavioral theories, etc.) or the environment (situational leadership). Leader-member
Exchange Theory (LMX) explores leadership as an interaction between the leader and the
followers. For the purpose of the analysis an empirical tool was used. The results obtained
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suggest that there is clarity whether the manager is satisfied with the work and efforts of the
followers. Respondents rather appreciate the working relationship with their leaders. We
could expect greater employee engagement and commitment if their leaders show an attitude
to protect, support, and even sacrifice for their subordinates. The results support the
assumption that the relationship between the manager and the subordinates influences the way
employees define the organization in which they work.

[Tpunoxenue 10b/6 nayuna cratus chbe 3ariaaBue ,,O0ydeHre U pa3BUTHE Ha JUACPH
(JIutroma, [TerkoBa-I'yp6anosa, 2020)

B crarusita ce pa3uckBa Ba)KHOCTTa OT IMPOBEKJaHe Ha OOyueHUS U TPEHUHTU Ha
pbKOBOIHUTE KajapH. [IpencaTBeHu ca BOJESIIM MOJIENH 32 00yueHUEe Ha PhKOBOJHUS CHCTaB,
Karo € OOBpPHATO CHEUAJHO BHHMAHUE HA E€MOLMOHANIHATa HWHTEINeHTHOCT U
HE0OXOIMMOCTTa OT OIICHKA Ha 00y4YEHHUETO, 3a Ja Ce OIeHH €EeKTUBHOCTTA HA IPEMUHATHUS
Kypc W ToOj3aTa 3a OpraHu3alusaTra. 3a IeJUTe Ha aHalu3a € IMPOBEAHO KayeCTBEHO
U3CNeBAaHE Cpell CIY)KHUTEIHM B YETHUPU pa3IudHd HMHAycTpuu — aBwanwms, IT,
MalIMHOCTPOEHE, XPAaHUTEIHO-BKycoBa MpomuiieHocT. [Iporpamure 3a oOydeHue Ha
PHKOBOJHUTE KAJPU B HW3CICABAHUTE OPraHM3AIMH BKIIOYBAT TEOPETHYHU MOIYIH O]
¢dbopmata Ha OOyueHUs 3a MEKH YMEHHs, U3TOTBSHE HA OCHOBHH MpaBUjia, KOUTO JHUJIEPUTE J1a
CJIeJIBAT U J]a IPUJIAraT B €KUM CU, KOYYHHT CECHH, HA KOUTO BCEKHU MEPCOHATHO Ja U3rPaau
JUYHOCTHM KadecTBa M CTUJI Ha paboTa C MOMOINTAa Ha CHEMUANINUCT, KaKTO U T.Hap.
,,IIAIOYUHT TIporpaMa, KOSITO JaBa Bb3MOXKHOCT Ha JIUACPUTE, KOUTO ca BCE Ol HOBU B
Ta3u OpraHU3alMOHHA POJIsl, @ C€ ydaT OT MO-OMMTHUTE CH KOJErd, KaTo UM IoMarar,
MPUCHCTBAT B TEXHW Cpellr W HaOIogaBaT HauMHA UM Ha pabora. WHTepBlOMpaHHTE
€AMHOAYIIHO TOJKPENsIT MHEHHETO, Y€ MPOrpaMHUTe 3a pa3BUTHE HA JIMJEPUTE OKa3BaT
TOJSIMO BIHUSHHUE BBPXY IMOBEICHUETO M HayMHA Ha paboTa Ha MEHUDKBPUTE, KOUTO: 1)
MOJIy4aBaT MO-IIMPOKH MO3HAHUA 32 CTPATETMHUTE 32 Pa3BUTHE HA €KUIA U MPOIYKTa; 2) ce
Hay4yaBaT J1a aHAIM3UPAT U YIPABISBAT KOHTAKTUTE C KOJIETHTE CH, Jla M3MOJI3BAT MPABUITHO
nH(pOpMaLKATa, KOSITO MOJy4yaBaT; 3) MPOMEHAT ISUIOCTHOTO CHU IOBEIEHUE, BKIIOUUTETHO
pedeBara XapakTepHUCTHKA; 4) IPOMEHSAT HaYyMHA CH Ha KOMYHHUKAIMS W HAYWHA, [0 KOWUTO
nH(popManuaTa ce mpeaaBa Ha CIYKUTEINUTE; 5) IeMOHCTPUPAT TO-T00pH JIUEPCKA YMEHHSI;
6) mpuIoOUBAT 3HAHUS KAK JIa YIPABIABAT MEPCOHANA, KAKTO U TIO3HAHUS 32 YUCTO BHTPEIIHU
olepaTUBHU MPOIEAYpH, CBBP3aHH C JMUHUCTPATUBHU 3aJa4H.

This article discusses the importance of management trainings. Some of the leading
training trends are presented, with special attention to emotional intelligence and the need to
evaluate the training. For the purposes of the analysis, a qualitative survey was conducted
among employees in four different industries - aviation, IT, mechanical engineering, food
industry. The programs in the observed companies generally include theoretical modules in
the form of soft skills training, development of basic rules for leaders, coaching sessions, and
so-called "shadowing" program that enables leaders who are still new to learn from their
experienced colleagues. Interviewees support the view that leadership development programs
have a positive influence on the behavior of managers who: 1) gain broader knowledge of
team and product development strategies; 2) learn to analyze and manage contacts with their
colleagues; 3) change their overall behavior; 4) change the way they communicate; 5)
demonstrate better leadership skills; 6) acquire knowledge of how to manage staff, as well as
knowledge of purely internal operational procedures related to administrative tasks



[punoxenne 10b/7 HayyHa cTaTwsi ChC 3ariiaBue ,,KomyHukanusara kato (axkTop 3a
ycnenrHoto auaepetBo (Iletkosa-I'yp6anosa, 2019)

B exenneBHata cu paboTa PBKOBOIUTEIHUTE IMoJjaraT yCwius na ObaaT U J00pH
kKoMyHuKaTopu. KoMyHHKanusTa ce Bb3lpHeMa KaTO OCHOBHA YIpPaBICHCKAa KOMIETECHLHUS,
KaKTO OT pPBKOBOAMTENHM, TaKa W OT IOCieaoBaTeNu. B nuTepaTypara ChIecTBYBaT penuiia
J0Ka3aTelcTBa 3a IMpsKaTa Bpb3Ka MEXKIYy KOMYHHUKAI[MOHHATa KOMIIETEHTHOCT U
e(pEeKTUBHOCT Ha MEHHUKbpa. KoMmyHHKaIusTa B OpraHu3anusaTa jaaBa uHpopMmamus 3a
HOpPMHUTE, IICHHOCTUTE, O4YaKBaHUATA, [paBuUiaTa, W3HCKBAHUATA U € YacT OT
opraHuzanioHHara kyiarypa. CelnecTByBaT (GOpMamHH M HEPOPMATHM KOMYHHUKAIMOHHU
MOJIXOJM, KaTo YCHEIIHUAT PBKOBOJIMTEN M3MOJ3Ba M 1Bara. Hedopmannure HauymHHM 3a
KOMYHHKAIMs IToMaraT Jia ce IMOJIydd TOYHAa M HaBpeMeHHa oOparHa Bpb3ka. DopmannaTta
KOMYHUKAIMsl M3UCKBAa J00pO IUTaHMpaHE M OCHIIECTBSBaHE. 3a Ja Cce IOCTUTHAT
3aJI0KEHUTE 1IeNTM, KOMyHUKalusATa TpsAOBa a € OTKpUTa (Y4aCTHHLUTE J1a UMAT TOTOBHOCT
Ja CIONENSAT MHUCIH, YyBCTBa, HJed, MHpoOpMalus), eMmnaruiiHa (y4acTHHULIUTE Ja ca B
CbCTOSIHHE J]a CBIPEKHUBSABAT), MOJKpEIsIia WIM paszdupamia apyrata IJegHa TO4YKa,
MO3UTHBHA (YYaCTHUIUTE Jla ca CKIOHHM Ja TBhPCAT B3aUMHOM3TOAHO pEUICHHE Ha
npobiemMuTe, KOMTO OOCHKAAT, W/WIM Ja MpUiarat nojydeHara HMHQopmauus 3a 1o0pu
Kay3H, KaTo ce n30sTBa 370ynoTpedara ¢ Hesl, paBHOIIOCTaBeHa (YYaCTHUIIMTE J1a UMaT PaBHU
npaBa J]a TOBOPAT M M3CIYIIBAT ApyraTa CTpaHa), MHOIOOOpa3Ha OTHOCHO CpeACTBaTa 3a
n3passiBaHe (BepOaJIHM M HEeBepOaTHH, MMCMEHH, BU3YATHH, CHUMBOJIHU U Tip). C HampeaBaHe
Ha HOBUTE TEXHOJOI'MH CE€ Hajlara MPEeOCMUCIISIHE Ha YTBBPICHHUTE JIMACPCKU MOJAEIH, KOUTO
ca W3TPaJIieHd OCHOBHO Ha TPAAMLIMOHHU (GopMH Ha KomyHukauus. Hosute dopmu Ha
KOMYHHKAIMs Ha CBOW peJ] HajaraT HOB THUII JIMAECPCTBO.

In their daily work, leaders and managers strive to be good communicators.
Communication is perceived as a core managerial competence by both managers and
followers. There is a wealth of evidence in the literature for the direct relationship between
communication competence and manager effectiveness. Communication within the
organization gives information about norms, values, expectations, rules, requirements and is
part of the organizational culture. Formal and informal communication approaches exist, with
the successful manager using both. Informal means of communication help to obtain accurate
and timely feedback. In order to achieve the organizational goals, communication must be
open (participants to be willing to share thoughts, feelings, ideas, information), empathetic,
supportive, positive, diverse about the means of expression (verbal and non-verbal, written,
visual, symbolic, etc. With the emergence of new technologies, there is a need to reconsider
the established leadership models that are based mainly on traditional forms of
communication.

Hpunoxenue 106/8 nayyna cratust cbe 3ariaBue ,, IHCTpyMeHTH 3a yIpaBlieHHE Ha
Oou3Heca — pa3BuTue U quHamuka“ ([laBunkos, Kanasupesa, ['yp6anoBa, AnmonoBa, 2019)

OuepraBaHETO Ha CBIIHOCTTa U AaKTyaJHOTO ,JIOBEIECHUE" Ha pas3l03HAaBAEMU
YIPaBJIEHCKH MHCTPYMEHTH — B KOHTEKCTa Ha IioOanHaTa OM3HEC CUTyalus — € HalexkIeH
OpPHEHTHUD 3a aKTyaJU3WpaHe Ha MporpaMu 3a oOydyeHHe 3a OM3HEca U aKTyaJHOTO y4eOHO
ChIbPIKAHUE 33 CTYJICHTUTE 10 YIPABJICHCKH U UKOHOMHUYECKH clieruanHocTy. [IpencraBenn
ca JBaJeceT M IET TOI YIPABJIECHCKH MHCTPYMEHTA, YUATO MOIMYJSPHOCT € pas3rieiaHa B
yeTupu BpemeBu Touku — 1993, 2000, 2014, 2017 r. 3ano3HaBaHETO C TOBa CPAaBHEHHE /1aBa
OCHOBAaHHUE Jla CE HANpPaBAT HAKOM HAYaJHU KOHCTaTaluuu U u3BoAu. CpeaHOTO HUBO Ha
U3II0JI3BAHE Ha Pa3rIeKJaHUTE TOIl YIPABICHCKH HHCTPYMEHTH B IJ100aieH Maiald HaMassiBa
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(1993 r. — 70%; 2000 r. — 60%; 2014 r. — 40%; 2017 r. — 39%); CchLUIEBPEMEHHO € HAIHIIE
cTabunmu3upane Ha paBHuule okono 40%. [IpueMcTBEHOCTTA U YCTOMYHBOCTTA B PA3BUTHETO
Ha TOI YNPaBJIEHCKUTE MHCTPYMEHTH — 3a M3CIEIBAaHUS J1BAZCCET U MET TOJMIICH MMEPHOI —
ce ABDKM Hail-Beue Ha MOMYJISIPHUTE B YIpaBJIEHCKaTa OOIIHOCT MHCTPYMEHTHU: MHUCHS U
BU3US, CHUCTEMM 3a YJOBJIETBOPEHOCT Ha KJIMEHTUTE, OCHUMApKUHI U YIpaBICHUE dYpe3
TOTAJIHO Ka4yecTBO. /J[MHaMuKaTa B pa3BUTUETO HAa YNPABICHCKUTE MHCTPYMEHTHU € 3HaYMMa.
Ts ce AMKTyBa KakTO OT aKTyaJIHUTE W3UCKBAHHWS KbM VYIPABICHCKOTO TO3HaHHE (B
KOHTEKCTa Ha 00IIeCTBEHOTO MIPOU3BOJICTBO), TaKa ChUI0 OT BHTPEIIHUTE 3aKOHOMEPHOCTH Ha
pa3BUTHE Ha 3HAHUETO W HETOBOTO TNPHIIOKEHHE. 3a J1a ce YCTaHOBM I103HABAaHETO Ha
00CBHXKIaHUTE NIBAJIECET W TET TOI YNPaBIEHCKH HWHCTpyMEHTa, upe3 mpexara Linkedin ce
nposene gonuTBaHe cpen 199 doBeka. Pesynrarure noka3BaT NpeanOYMTaHUSTA Ha
PHKOBOJUTENNTE KbM 3all03HABAHE C KOHKPETHU TOI YIPaBICHCKH HHCTPYMEHTH.

Outlining the essence and current "behavior" of popular management tools - in the
context of the global business situation - is a reliable benchmark for updating business
training programs and current educational content for management and economics students.
Twenty-five top management tools are presented and their popularity is reviewed at four time
points - 1993, 2000, 2014, 2017. The analysis leads to some initial findings and conclusions.
The average use of top management instruments is decreasing (1993 - 70%; 2000 - 60%; 2014
- 40%; 2017 - 39%); at the same time, there is stabilization at around 40%. Continuity and
sustainability in the development of top management tools - for a twenty-five year study
period - is mainly due to the popular tools in the management society: mission and vision,
customer satisfaction systems, benchmarking and total quality management. The dynamics in
the development of management tools are significant. It is dictated not only by the current
requirements for managerial knowledge (in the context of public production), but also by the
internal laws of knowledge development and its application. A total of 199 people were
interviewed through the Linkedin network to determine their knowledge of the top twenty-
five management tools under discussion. The results show executives' preferences for learning
about specific top management tools.

Hpunoxenne 10b/9 wnaywyna cratusi cbc 3ariaBue ,,HoBHM smaepcku MopemH.
Astentuuno auaepctBo (ITetkoBa-I'yp6anosa, 2019)

CraTusTa npeiara TeOpeTH4eH 0030p Ha BOJCIIM Hay4yHU pa3zpabotku. IIpencraBena
€ cucTeMaTu3alusl Ha JaBaHUTE NeUHHMLUU 32 aBTEHTUYHOTO JMIEPCTBO BBB BPEMETO,
MOKa3aH € XPOHOJOIMYEeH TMPOYUT Ha (UIOCO(PCKH W TICHUXOJOTHYECKHM MPOYUT Ha
aBTEHTUYHOCTTA, KAaKTO M MOJE] 3a Bpb3Ka MEXAYy aBTEHTMYHOCTTa Ha Juaepa H
MIOBEICHUETO Ha rocienoBarenuTe. KoMeHTHpaHu ca JaHHUTE OT IPOBEJEHO H3JICE/IBAHE
cpel PbKOBOJAUTENN B YETUPU CEKTOPA Ha ObJIrapckaTa HKOHOMHUKA.

The article presents theoretical review of leading scientific research studies. A
systematization of the definitions of authentic leadership is presented, a chronological review
of a philosophical and psychological consideration of authenticity, as well as a model for the
connection between the authenticity of the leader and the behavior of the followers. The data
from the survey conducted among leaders in four sectors of the Bulgarian economy is being
commented.
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Hpunoxenne 10b/10 nayyHa ctatus cbe 3ariaBue ,,CbBpEeMEHHH JHUICPCKA MOACTH
(ITerkoBa-I'ypb6anosa, 2019)

B craTusTa ca npeacaTBeHH aKTyallHU MOJIEIH, KOUTO OIMCBAT CbBPEMEHHU JINAEPCKU
MPaKTUKU. JIuAepcTBOTO, KaTo 4acT OT YNpPaBIECHUETO, € B MOJIE3PEHUETO Ha U3CIIEI0BATEIH
OT ApeBHOCTTA. IIpakTHkKaTa, KaKkTO M TEOPETMYHUTE MOJEIH, MOCTOSIHHO CE€ pa3BUBAT U
HaJlarar npeaeuHupaHe Ha yTBBPAEHH MapaJurMu U HOB MPOUYMT Ha (aKTOpUTE, ePeKTUTe,
HOCUTEJIUTE Ha JIMAEPCTBOTO. 3aabl0OUYeHAa € JHCKYCHSTa BBPXY €IHAa OT HOBUTE
YIPaBIEHCKU MNapajurMH, B YUMHTO (OKYC € aBTEHTUYHOTO JIMAECPCTBO. AHAIM3MpaHHU ca
JaHHU OT HPOBEIEHO wu3cienBaHe cpen 348 pecnonaeHTH. Pesynratute mokasBar, 4e
PBKOBOJUTENIUTE B M3CJEABAHATA CBBKYNHOCT IIOJy4aBaT BHCOKHM pPE3YylTaTH IIpU
nokaszaTenuTe ceOerno3HaHue, BhTPEIIHAa MOpajHa MEpCleKTUBa U OajJaHCHUpaHU JCHCTBUS,
OCHOBAHU BbpXY MH(opMaius. Pezynrarure nokassar, ue pbKOBOJUTEINTE UMAT Harjaaca Jia
M3CIyIIBaT MHEHUETO HAa OCTaHAJIUTE IpPEau Ja B3eMaT OKOHYATIEHO pELICHHE, [103HaBaT
CBOUTE CHJIHM M CJabu CTpaHW, KaKTO M LEHHOCTUTE, KOMTO IPOBOKUPAT M HaBUTUpPAT
JeUCTBUATA UM. YMESAT J1a PELEeHIBAT U aHATU3UpaT HHPOpMaLUATa 10 0OEKTUBEH HAuYuH,
KaKTO ¥ Jla Ce MHTEpPecyBaT OT MHEHHETO Ha OCTAHAJIMTE IpPEIu /a B3eMaT OKOHYATEJIHO
pemenue. [loreHuan 3a pa3BUTHE UMa 110 OTHOIIEHUE Pa3KPUBAHE HA UICTUHCKUTE YyBCTBA U
MUCIIM MpeJl OCTAaHAJIUTE — CBUIETEICTBO 3a TOBA € HHUCKMUAT pE3yiaTaT Ha HU3MEPUTEN
IIPO3PavyHOCT B OTHOIICHUSATA.

The article presents current models that describe contemporary leadership practices.
Practice, as well as theoretical models, are constantly evolving and necessitating a redefinition
of established paradigms and a new understanding of the factors and effects of leadership.
There is an in-depth discussion on one of the new leadership paradigms that focuses on
authentic leadership. Data from a survey of 348 respondents is analyzed. The results show
that the leaders in the surveyed group get high results in the indicators of self-awareness,
internal moral perspective and balanced processing. The results show that leaders are willing
to consider the opinions of others before making a final decision, they are aware of their
strengths and weaknesses, as well as the values that provoke and navigate their actions. They
are able to evaluate and analyze information in an objective way. There is a potential for
development in revealing the true feelings and thoughts to others - testimony to this is the low
result of the measure of relational transparency.

[Tpunoxxenue 10b6/11 nHaydna ctaTusi cbe 3aryiaBue ,,KOMyHUKaIus W JUAEPCTBO B
obpazoBarenuute nHcTUTyUu  (IletkoBa-I'ypbanosa, 2019)

Cratusita ¥Ma 3a IeJl Ja HaOmpaBU MPOYUT HA YCHEIIHU JIUAEPCKH TNPAKTUKU B
KOHTEKCTa Ha 00pa30BaTeTHHUTE WHCTUTYIMU. JINIepbT OBJIACTSBA M HAIBTCTBA/PBHKOBOJU
CHTPYJIHULIUTE 3a Ch3JaBaHETO HA J0OaBeHa CTOMHOCT 3a BCUYKU 3aMHTEPECOBAHM CTpPaHHU.
N3cnenaBanusiTa BPXY JIUAEPCTBOTO, HETOBUTE (hOPMHUpAIU €IEMEHTH, KAKTO U Pe3yITaTUTe
OT HErOBOTO IMPOSIBJIIEHUE, ca MPOJUKTYBAaHU OT aKTYaJHUS MHTEpPEC KbM €PEKTUBHOCTTA Ha
VIpaBIEHUETO KaTo opraHu3annoHHa (yHKIUsA. CUICH € MHTEepeChT KbM H3CIICIBAaHE Ha
JUAEPCTBOTO B 0Opa30BaTENIHUTE HHCTUTYHHMH. YecTo TOBa € MBPBOTO MSCTO, B KOETO
MOJIPACTBAIIUTE C€ CpEelIaT ¢ MPUMEPU — JOOPH U JIOMIM — 32 TOBA KAaKBO € JIHJIEPCTBO.
KomyHnukanusara urpae kiarodoBa poist B To3u mporec. C HelHAa moMoul OT €IHa CTpaHa
U3rpakaaMe U YOpaKHsBaMe JIMJEPCTBOTO, a OT JApYyra CTpaHa HU MoMara Ja ro OOSICHHM.
Taka HampuMep MMa TEOPETHYHHU Pa3padOTKHU, KOUTO pa3leisT TeOpuuTe B obOlacTTa Ha
JUJEPCTBOTO CIOPEJ BHUJIOBETE KOMYHHKAIMsA, KOUTO ce u3noyi3BaT. KomyHukamusita ce
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BB3IIPHEMa KaTO OCHOBHA YIPABJICHCKA KOMIETEHTHOCT, KAKTO OT PHKOBOAUTENH, TaKa U OT
MOCJICTIOBATEIIH.

The purpose of this article is to present successful leadership practices in the context
of educational institutions. Leader empowers and guides Txe cybopaunarec to create added
value for all stakeholders. The research on leadership, its shaping elements, and the results of
its manifestation are dictated by the current interest in the effectiveness of management as an
organizational function. There is a strong interest in the study of leadership in educational
institutions. Often this is the first place in which adolescents come up with examples - good
ones and bad ones - of what leadership is. Communication plays a key role in this process.
With the advancement of new technologies, it is necessary to rewrite the established
leadership models, which are based mainly on traditional forms of communication.
Communication is a characteristic by which we build and exercise leadership on the one hand,
and on the other hand it helps us to explain it. Communication is perceived as a core
managerial competence by both managers and followers.

[Ipunoxenue 10b/12 Hay4yHa cTaTus chC 3ariaBue ,,CbBPEMEHHH JIMICPCKH MOJIEIH.
Tpancdopmupainu i ca Obarapckure ppkoBoautenu? (Ilerkosa-I"ypbanosa, 2019)

B cratusta ce aMcKyTHpa IOMHHHpAIIMIT DPHKOBOJAEH CTUI Ha OBIrapcKUTe
MEHHJDKBPH. 3a LEeJUTE Ha U3CJICABAHETO U aHAJIM3a € U3MO0JI3BaH Pa3lpOCTPAHEHHs MOJIENT 3a
orneHka Ha juaepckute ctmwioBe “Full-range leadership model”. JlanauTe OT MPOBEACHOTO
u3ciensane cpex 418 ciayxurenu mokaspar, ye OBITapCKUTE MEHHKBPH H3MOJI3BAT KAKTO
TpaHCPOPMAIIMOHHU JTUACPCKUA CTUJIIOBE, Taka W TpaH3aKUMOHHU. OT TpaHchopMalMOHHUTE
JUIEPCKH CTHJIOBE HAN-M3MON3BaH € CTWIbT Mpeanusupano BiusHuE (PHKOBOIUTEIHUTE ca
XapecBaHu, yBa)KaBaHW M MOPaXIaT JOBEpHE; CHbTPYIHULUTE c€ MACHTU(UUUPAT C TIX U
UCKaT Jla UM MOJpaxkaBatT; pPbKOBOJUTEINTE NMPOSBIBAT MHTEPEC KbM HYXKJIUTE Ha UJICHOBETE
Ha EKUIA; CIOENAT PUCKA C OCTAaHAINUTE; B PHKOBOAHATA CH JIEHHOCT C€ MPUABPKAT KbM
€TUYHH HOPMH, NPUHIMUIM U LEeHHOCTH). OT TpaH3aKIMOHHUTE CTHJIOBE HA-IIMPOKO
MpeJCTaBeH € CTWIBT MEHWIKMBHT O M3KIIOYEHHE (PHKOBOJUTENIUTE KOHKPETH3UPAT
CTaHJApTUTE Ha TMpPEJICTaBIHE M CAHKIMOHUPAT CBOUTE CHTPYJHHIIM, aKO HE YCIAT Ja
MOKPUAT 3aJI0’KEHUTE HOPMHU; CJIEIAT 3a OTKJIOHEHUS U TPEIIKU U MpeArnpueMaT KOPEKTUBHU
JEeUCTBUS; Te3U PBHKOBOAMTENIM YECTO HE YCIISABAT Ja C€ HAMECAT, JIOKaTo NpobjeMure He
cTaHat cepruo3Hu). CUIIHO € MPUCHCTBUETO Ha cTuia Jlumnca Ha nuaepcTBO (PbKOBOIUTEIIUTE
HE ce HaMecBaT, JIOpPM M 32 BaXHU BBIPOCH; OOMYAWHO OTCHCTBAT; M30ArBaT Ja B3eMaT
peuieHus). Pe3ynraTtute uepTrasT HACOKM 3a pa3BUTHE U IPEAU3BUKATEICTBA IPEJ]
CHbBPEMEHHUS yCIEeIIeH PHKOBOIUTEN.

The article discusses the dominant leadership style of Bulgarian managers, referring to
the common model for leadership assessment “Full-range leadership model”. Data from a
survey of 418 employees show that Bulgarian managers use both transformational leadership
styles and transactional styles. The transformational style Idealized influence receives highest
results (leaders are liked, respected and trusted; leaders are interested in the needs of team
members; they share risk with others; they adhere to ethical standards, principles and values).
The transactional style that gets highest results is Management-by-exception (executives
specify performance standards and penalize their associates if they fail to meet the standards;
monitor for deviations and errors and take corrective action; these executives often fail to
intervene, until the problems get serious). The results can be interpreted in the context of
development of the contemporary Bulgarian manager.
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[Mpunoxenne 10b/13 Haywyna craTust cbc 3arjaBue ,,MOTHBaIMOHEH MpOQuI‘
(daBuakos, IletkoBa-I'ypOanosa, 2018)

B cratmsra ce oOCHXKAa BB3MOXKHOCTTA 32 HU3TPaXJaHEe HA MHCTPYMEHT 3a
UIeHTU(DUIIMPAHEe HAa MOTHUBAIIMOHHHS TOTEHIMAT (MOTHBAIIMOHEH MpoQuiI) HA KOHKPETHU
(dakTopu Ha TpyHOBaTa CUTyalus. 3aCThIIBA CE Te€3aTa, Y€ TOBA € Bh3MOXKHO Upe3 CpaBHIBAHE
Ha 3HaYMMOCTTA Ha TakuBa (paKTOPU U PABHUILETO HA YIOBIETBOPEHOCT OT (PaKTHUECKOTO UM
cbeTosiHUE. B mpumMepa, upe3 KOiTO ce mokas3Ba eHa OT Bb3MOXKHOCTUTE 3a M3TpaXkKIaHe Ha
MOTHBAIIMOHEH NMPOQUII, ce MPEANOCTaBs HaeaTa, ye ako (paKkTopuTe Ha TpyJoBaTa CUTyalus
Ce CpaBHAT Bb3 OCHOBA Ha TAXHATa 3HAYMMOCT M (DAKTUUECKOTO MM CHCTOSHUE (M3MEPEHO
4ype3 YJIOBJIETBOPEHOCTTa OT CHOTBETHHUS (PAKTOp), MOXKE Ja ce MOJydd IIO3HaHHE 3a
MOTHBAI[MOHHUS MOTEHIMAN Ha OTAeNHUTE (pakTopu Ha TpyaoBata curyauus. Jlorukara e
clieqHaTa: CUJIHA 3HAYMMOCT + HUCKO PaBHUIIE HA yIOBJIETBOPEHOCT OT (haKTOpa ca CUTHAI
3a ()aKTOp C BUCOK (3HAYMM) MOTHBAIIMOHEH MOTEHIIHAI.

The article discusses the possibility of constructing a tool for identifying the
motivational potential (motivational profile) of specific factors of the work situation. It is
argued that this is possible by comparing the significance of such factors and the level of
satisfaction with their actual condition. The example, which shows one of the possibilities for
building a motivational profile, assumes the idea that if the factors of the employment
situation are compared on the basis of their significance and their actual status (measured by
satisfaction with the relevant factor), knowledge about the motivational potential of individual
factors of the employment situation could be gained. The logic is this: strong significance +
low level of satisfaction is a signal for a factor with high (significant) motivational potential.

Hpunoxenune 10b/14 nHaydyna cratusi cbC 3ariaBue ,,KynTypHH OpuUEHTHpPU Ha
YIPaBJIEHUETO (EBPUCTHUYHM BB3MOXKHOCTH Ha H3CJeN0BaTelICKH pe3ynTtatu)® (/laBuiakos,
Wopnaunosa, Kanasupesa, I'yp6anosa, Munkoscku, 2017)

N3mepBaneTo Ha KynrypaTa (pa3dupa ce KaTto nmporpamupane Ha yma (,,cohTyep Ha
yma“)) mpeasara Bb3MOKHOCTH 3a IO-100po pa3dupaHe Ha BB3NPUATUATA W ITOBEACHUETO Ha
pa3uYHU OOLIHOCTH, KAKTO M M3BBPILBAHE HA MYITHKYITYPHU cpaBHeHUs. M3cnenBaHusita
Ha KyJTypaTa Ha HaunoHasHO HMBO (bbarapus, Kurail u ap.) nmocraBs pa3inyHU CTpaHU Ha
rio0anHaTa KylITypHa Kapra. MeXIyBpeMEHHO Te€3HM M3MEpBaHMs Morar Ja ce M3IOJ3BaT 3a
OIpeJieNIsIHE Ha 00U HOPMHU, KOUTO ca 000CHOBaHHM (Iu(epeHIIMpaHn) 3a pa3IuuHu nenu. B
paMKHUTE Ha KyJiTypaTa Ha ISJIOTO OOIIECTBO (3a JaJeHa CTpaHa) MoOraT Ja ce H3Beaar
mudepeHnupay GakTopu, MOKa3Baly Kak Te ,,1ehopMupat (IpoMeHAT) OOLIH/HAIIMOHATTHH
HopMH. M3BeleHHTEe KOHKPETHH pe3yaTaTh MoraT Ja ObAaT M3NOJ3BaHU B IpPAKTHUKaTa OT
MEHHJDKBPHUTE, a CBIIO U OT Pa3IHyHU (PYHKIIMOHAIHU CIEHUAIUCTH (KAaTO CIEHUATUCTH IO
yIpaBJIeHUE Ha IEPCOHAsA), KAKTO U MPH TEPEHHU U3CIICABAHHU.

The measuring of culture (understood as mind programming (“software of the
mind”)) offers references for understanding community mental constitution and for making
multicultural comparisons. The cultural measuring on national level (Bulgaria, China, etc.)
places various countries on the global cultural map. Meanwhile, those measurements can be
used for determining common norms that are substantiated (differentiated) for various
purposes. Within the framework of the commonwealth culture (for a given country)
differentiating factors can be derived, showing how they “deform” (change) common /
national norms. The deduced specific results / references can be used in the practice by
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managers and also by various functional specialists (such as HRM specialists) as well as in
field research.

[Tpunoxenue 10b6/15 Hayuna cratus cbe 3ariaBue “‘Bulgarian managers - specifics in
leadership* (Petkova-Gourbalova, 2015)

B crarusita ca mpencTtaBeHH OCOOCHOCTH W XapaKTePUCTUKA Ha MEHHIKBPH OT
InbpxkaBa B roron3TogHa EBpoma. Bb3 ocHOBa Ha TeopusTa 3a TUAEPCTBOTO U crienudukaTa Ha
OM3HEeC CeKTopa Ha YCIyrute B bhirapuss ca MpOBEPEeHU TPU XHIIOTE3U: OBITAPCKHUTE
MEHHJDKBPH HM3I0JI3BaT KAKTO TPAaHC(POPMALMOHHHU, TaKa M TPAH3AKIMOHHU CTHIIOBE Ha
JTUIEPCTBO, COIMOKYATYPHHUST KOHTEKCT 3acsira J0 TOJIsIMa CTETeH JHIEPCTBOTO, a MOJBT €
(akTOpHa MPOMEHJIMBA, KOSITO ONpEAEs CTHUIA Ha JIUASPCTBO. AHATM3UPAHHU CAa EMIUPUIHU
naHHU, chOpaHu ot 35 OusHec opraHuzanuu B bbirapus, 3a ma ce oOCHAAT BBIPOCHUTE,
MOCTaBCHU B IHPOYUBAHCTO. CTaTUCTUUECKUAT aHAJIN3 NOoAKpCHA HAKOU OT HOOITYCKAHUATA:
JaHHUTE MOTBBPXKIABAT, Y€ OBJITaPCKUTE MEHHUKBPH U3ITOJI3BAT KAKTO TPAH3AKIIMOHHH, TaKa
U TpaHC(hOpPMAIMOHHM CTUJIOBE HA JHMJEPCTBO. EMIMpHYHMTE JaHHU MOKa3BaT, Y€ IMOJBT €
(akTOpHA MPOMEHIINBA, KOATO IO-CKOPO HE OMPeAess H3MOI3BaHMS JTHUICPCKH CTHII. JlaHHUTE
OT HU3CJICABAHUATA OaBaT OCHOBAHUC Oa NPCAINOJIOKHNM, 4YC COLUO-KYJITYPHHUAT KOHTCKCT
OTIpeiesisi B 3HAYUTEITHA CTETICH M3IIOJI3BAaHHSI CTHII JIMACPCTBO.

This study explores the leadership specifics of managers in a transition country. Based
on leadership theory and the specificity of the services business sector in Bulgaria, we
proposed three hypotheses: Bulgarian managers use both transformational and transactional
leadership styles, the socio-cultural context affects leadership largely, and gender is a factor
variable that determines the leadership style. Both quantitative and qualitative analysis were
applied. Empirical data collected from 35 business organisations in Bulgaria was analysed in
order to discuss the research questions posed in the study. The statistical analysis supported
some of the conceptualizations: the data verified that Bulgarian managers use both
transactional and transformational leadership styles. The empirical data and the analyses
showed that gender rather is not a factor variable that determines the leadership style.
Consistent with the culture-specific view of leadership, socio-cultural context proved to
influence the leadership style of managers in Bulgaria.

Hpunoxenne 106/16 HayyHa cTaTHs ChC 3ariaBue ,,JIMIepcKH CTHII HA PHKOBOJUTEIH
ot 6usHec cextopa B benrapus® (IletkoBa-I'ypoanosa, 2015)

HoBure peanHoctn Ha Ou3Hec cpefara HajmaraT HOBM ()OpMU Ha PBKOBOJCTBO.
OuakBaHUATAa M HAIJIACUTE HA CHTPYAHUIUTE KbM PBKOBOJHUS CTUJI Ha TEXHUTE MEHUIKbPU
ca apryMEHTHPaHO KOHKPETHH U MO CBIIECTBO PA3IMYHU OT TE€3U HA TEXHUTE PHKOBOIUTEIH.
YecTo OLEHKUTE 3a HaYMHA Ha PBKOBOJACTBO, KAKTO M BIXKJIAHMATA 3a HNPUOPUTETUTE Ha
YIIPABJICHUETO CE€ Pa3MHHABAT MEXAY CIYXHUTEIU U MeHUUKbpHU. CTaTuATa 1aBa CHUMKA Ha
JOMUHMpAIIUs PBKOBOJEH CTHJI Ha OBJIrapCcKUTe MEHUKBPU, KaTO Ce€ II030BaBa Ha
pasnpocTpaHeHus: MoJiel 3a oleHka Ha junepckure cruwiose “Full range leadership model”.
JIaHHUTE OT NMPOBENCHOTO H3CJEIBaHE I0Ka3Ba, 4e OBJIrapCKUTE MEHWKBbPU H3IOJI3BAT
KaKTO TpaHC(OpPMAIMOHHM JIMACPCKU CTHIIOBE, Taka M TpPaH3aKUMOHHHU. JlOMyCKaHETo, 4e
COLIMO-KYJTYypHATa cpejia € (pakTopHa JeTepMHUHAHTa IpU ONpEAessiHE Ha JUAEPCKUs CTHI,
nojyyaBa emmupuuHa moakperna. ChIIeCTBEHO pa3MUHaBaHe B pa3OupaHusTa Ha
PBKOBOIUTENN U PBKOBOJIEHH C€ HAOJIOJaBa 10 OTHOLICHHE HA NPUTEKABaHMS JIMACPCKU
CTUJ Y PBKOBOJIUTENS, B IPUOPUTETUTE HA PHKOBOJUTENIUTE, KAKTO U B OBJACTSABAHETO HA
noguuHeHuTe. Bee olie pbKOBOAHNTE MO3MILIMU €a 3a€TH B rojsiMara Cu 4acT OT Mbke. SICHO
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HU3PAa3CHO € OYAKBAHCTO PBKOBOAUTCIIMTC OT BCHYKU ﬁepapanHH HUBa Ja MNpCEMHUHABAT
CricquaJIm3vpaHa rnmoaroToBka 3a HO-,Z[O6pOTO HU3IIBbJIHCHHUE HA Ta3W CH OpraHHU3allMOHHA POJIA.

The new business realities require new forms of leadership. Expectations and attitudes
of employees towards the leaderhip style of their managers are specific and essentially
different from those of their leaders. Often assessments of leadership and management
priorities differ between employees and managers. The article provides data of the dominant
leadership style of Bulgarian managers utilizing the "Full-range leadership model". The
empirical data shows that Bulgarian managers use both transformational and transaction
leadership styles. The assumption that the socio-cultural environment is a factor determining
the leadership style receives empirical support. Men prevail over women regarding
managerial positions. All managers are expected to complete specialized trainings in order to
perform the leading organizational role better.

Hpunoxenne 106/17 HayyHa cTaTus cbe 3ariaBue ,, I pylOBHUT )KUBOT B OBJITapCKUTE
opranuzanmu npe3 mepuona 1995-2014 r. (uenHoctHa omnrtuka)“ ([laBuakos, 'ypOarnona,
MuxaitnoBa, AugoHoBa, 2015)

B crarusra ce mpeacTaBaT yCTOMYMBOCTTA U IMHAMUKATa Ha YETUPHUHAJIECET pabOTHU
LEJIW/IEHHOCTH B OBJIrapcKkuTe opranmszauuu B mepuoga 1995-2014 r. OmpenensiHero Ha
BOKHOCTTA Ha OCHOBHHTE ()aKTOPU Ha pabOTHATA CUTYaIHs € BaXKEH OPUECHTHD 3a pasOupaHe
Ha MOTHMBALIMOHHUTE HATJACHU Ha CIY)KUTEJIUTE M TOBA MOXKE Ja C€ M3IOJI3Ba 33 U3rpakaaHe
Ha CTpaTeruy 3a MOTUBAIUS B OPraHU3ALIMOHHUS KOHTEKCT.

The text follows the sustainability and the dynamics of fourteen work goals/values in
Bulgarian organizations in the period 1995-2014. Attributing significance of the main factors
of a work situation is an important reference for understanding the motivational attitudes of
employees and it could be used for building strategies for motivation in an organizational
context.

[Ipunoxenue 10b/18 nHaywyna crtatus ChCc 3aryiaBue ,,KylITypHH OpHUEHTHPH Ha
ynpapnenueTo: nons1 (Jlasuakos, Mopnanosa, I'yp6anosa, [Tackanesa, 2013)

BebimHOCT  OpraHM3allMOHHUTE  KYATYpU — (DYHKIMOHMpAT 4Ype3  pas3iIuuHu
CYOKYyATYypH; TOCIeOHUTE ce audepeHuupar u ¢GopMHUpaT BbH3 OCHOBA HA pPAa3IMYHU
CBIIECTBEHU XapAKTEPUCTUKU Ha CIYKUTEIUTE U MEHUKBPUTE - OT COLUAITHO-AeMOrpadcku
XapakTep, CBbpP3aHU C M3MBIHCHHUETO HAa OIpPENEeNIeHH OPraHU3aIMOHHM (YHKIUU U POJIH.
TexcTpT nMa 3a 1eN 1a OTTOBOPH Ha CIIEJHMS BBIPOC: KaK MOJBT HA CIYKUTEIUTE MapKupa
KyITypHUTE HM3MEpEHHs  BJacTOBa  JUCTaHUMA, W30sArBaHe Ha  HECUTYPHOCTTA,
WH/IMBUYaIN3bM/KOIEKTUBU3bM, MBKECTBEHOCT/’KEHCTBEHOCT.

In fact organizational cultures function by different subcultures; the latter differentiate
and form on the basis of various essential characteristics of employees and managers — of
socio-demographic character, relating to performance to certain organizational functions and
roles. The text seeks to answer the following question: how does gender of employees mark
the cultural dimensions power distance, uncertainty avoidance, individualism/collectivism,
masculinity/femininity.
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Hpunoxenune 106/19 Hayuna cratus cbC 3arjiaBue ,,[MIOJOTUYHU OCOOCHOCTH Ha
npeanpuemaunte B bwarapus® ([laBunkos, Xpucrtoa, Mopnanosa, ['ypbanosa, [Tackanesa,
2012)

N3cnensanero Ha npeanpueMadeckus eroc B bbarapua nenu na ce uaeHTudUIupar
TUIIMYHUTE MpeanpuemMadecki cyOkyntypu. CThIKa B Ta3u MOCOKa € IposiBata Ha (akropw,
KOUTO C€ pa3inyaBaT 3HAYUTEIHO MEXKIYy IpearnpuemMaduTe. B MHOTO OTHOIIECHUS TakbB
¢dakTop e reorpad)CKOTO MECTOIOJIOKEHHE. TEeKCThT pa3KpuBa BB3ACHCTBHETO HA THIIA
reorpa()cko MECTONOJI0KEHNE BbPXY OTHOLIEHUETO Ha MpealpueMadynTe KbM paboraTa.

The study of entrepreneurial ethos in Bulgaria suggests that we identify typical
entrepreneurial subcultures. A step in this direction is the manifestation of factors that
differentiate significantly between the entrepreneurs. In many respects, such a factor is the
type of geographical location. The text reveals the impact of the type of geographical location
on the attributes of the entrepreneurs towards work.

[Ipunoxenue 106/20 Hayuna ctaTusi Cbe 3ariaBue ,,Values and innovative behaviour:
Evidence from Bulgaria“ (Davidkov, Yordanova, Petkova-Gurbalova, Mihailova, Mladenova,
2011)

[lo-ronsiMa yacT OT M3cieABaHMs BbPXY HHOBALMMTE B OPTaHU3ALMUTE CA IIPOBEICHU
B CTPaHM OT 3alaJiHUs CBST W JMIICBA pa30MpaHe 3a MHOBATUBHOTO NOBEJCHHUE HA (PUPMUTE,
olepupaly B LEHTpaidHa W u3TouHa EBpoma. llenra Ha HACTOALIOTO M3CIENBAHE € Ja CE
IpOy4Yd BB3JIEHCTBHETO Ha LEHHOCTUTE Ha MpeAlpUeMadyuTe BbPXY HHOBATUBHOTO
noBefeHue B u3Baaka ot 200 ObArapcku opraHuzanui. EMnupuyHu pesynrati mokasBat, de
HSKOM pabOTHM LIEHHOCTH Ha NpEeANpPHUEMAYUTE U MEHUDKBPUTE Ca 3HAYUTEIHO CBBP3aHU C
MHOBAaTUBHOTO IIOBEJIEHUE Ha opraHu3anusaTa. CbOTBETCTBUETO MEXKIY OPraHM3alMOHHUTE
LEHHOCTM U paOOTHUTE LEHHOCTUTE Ha CIY)KUTEJIUTE € CBBbP3aHO C WHOBATUBHOTO
noBejeHue. Pe3ynTature OT HACTOALIOTO MPOYYBAHE MOTraT Jia ca OT IMOJ3a 32 COOCTBEHUIIH
Ha KOMIIAHUU U MEHUKbPU B Bbirapus, KakTo U 1a ce N3MoJI3BaT MOJIUTUIM, KOHCYITAHTH,
00pa3oBaTeTHN UHCTUTYIIHUH.

Most of the research on innovation in organizations has been conducted in Western
countries and there is a lack of understanding of the innovative behaviour of companies
operating in CEE. Therefore, the research objective of the study is to examine the impact of
entrepreneurs’ values on innovative behaviour in a sample of 200 Bulgarian organizations.
Our empirical results demonstrate that some work values of entrepreneurs and managers are
significantly associated with the innovative behaviour of the organization. Further, the fit
between organizational values and work values of employees is related significantly to
innovative behaviour. Findings from the present study may be used by company owners and
managers in Bulgaria and may have practical implications for policy makers, consultants,
educational institutions and trainers.

[Mpunoxenue 10b/21 HayuHa ctatus chC 3aryiaBue ,,IIpeacTosmioTo m3cienBaHe Ha
obarapckoto npeanpuemadectso (2011) — kakBo na ouaxBame? (JlaBuakos, MopmaHoBa,
I'yp6anosa, [Tackanesa,2011)

Wzcnenosarencku exun (Coduiicku ynuepcuteT ,,CB.Kin.Oxpuacku) u3mbiHsBa
IBITOCPOYEH MPOEKT 3a HaONIOJICHHE Ha JWHAMUKaTa Ha MPEANpPUEMAdyecTBOTO M YACTHUS
o6uznec B bwirapus. [IpoBenenu ca nabmogenus mpe3 1991, 1997, 2004 r. Ilpes 2011 r.
MPEACTON YETBHPTOTO HaOmoaeHue (u3cnenBaHe). BB Bpb3ka ¢ ToBa € 0OOCHOBaHa
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XHUIIOTE3aTa, KOATO MPEICTOSIIOTO H3CIEABAHE INA MOTBBPAM/OTXBBPIM. XHUIOTE3aTa ce
OTHACs [0 CJIEAHOTO — HApacTBa WM HaMallsiBa OTCTOSHUETO MEXAYy IpeAlnpHeMadd Hu
HelpeanpyuemMadu 1o kpurepus Maausuayanussm.

A research team (Sofia University "St.Kliment Ohridski") implements a long-term
project to monitor the dynamics of entrepreneurship and private business in Bulgaria. Surveys
were conducted in 1991, 1997, 2004. In 2011, the fourth observation (study) is forthcoming.
In this respect, the hypothesis that the forthcoming study will confirm/reject is justified. The
hypothesis is the following - the distance between entrepreneurs and non-entrepreneurs on the
criterion of Individualism increases or decreases.

[Ipunoxenue 10b/22 naydyHa crtaTusi chc 3ariaBue ,,Lobbying - a decision making
mean. Lobbying as an instrument in the EU environment* (Petkova-Gourbalova, 2008)
JIoOu3MBT € CpaBHUTETHO HOBO SIBJICHHE B MOJIUTUYECKUS U OOILIECTBEH JKHUBOT. B
HSKOM CTpPaHU PA3JIMYHU JIOOMCTKH MPAKTHKH CE€ M3IOJ3BAT 3a IMOCTUTAaHE HAa IO-TOJsIMa
MPO3pavyHOCT MEXKAYy Ou3Heca M moyuTukara. CTaTuara MpeAcTaBs Mpolieca Ha B3eMaHEe Ha
pelIeHus, Hali-BaXKHUTE MEXaHU3MH Ha JIOOUpaHe, KAKTO U JJaHHH 32 JIOOMCTKH HHCTUTYIIUU B
EC. KomeHnTupa ce B KOM CTBIIKM OT IPOIECa HAa B3€MaHE Ha PEUICHHUS MOXKEM Ja HAMEPUM
MOTEHIIMAJ 32 U3I0JI3BaHe Ha JJIOOMCTKH MPAKTUKH.

Lobbying is a relatively new phenomenon in political and social life. Various
lobbying practices are being used to achieve greater transparency between business and
politics. This article presents the decision-making process, the most important lobbying
mechanisms, as well as data on EU lobbying institutions. It comments on what steps in the
decision-making process we can find potential for using lobbying practices.

Hpunoxenne 106/23 wu Ilpunoxenue 10b/24 HaydyHM CTYyIUU CBC 3arjaBHe
,CBBPEMEHHH MOJICJIM 3a ONHWCBAaHE W W3CJIEJIBaHE HA JUAEPCTBOTO (yacT 1 m wact 2)“
(ITerkoBa-I'ypbanosa, 2019)

CoBpeMeHHaTa OM3HEC cpefa Ce XapakTepu3upa ChC CBOSTA CHUIHA JUHAMUYHOCT,
CJIO)KHOCT M BUCOKA CTETEH Ha HEONPEEIIHOCT, KOETO Ha CBOM peJl Hajlara MpeocMHCIIsSHE Ha
HAJIOKCHUTC MOJCIIM Ha YHNPABJICHUC, B TOBA YHUCJIO WU HOB HNPOYUT U pa36HpaHe Ha BCUYC
CHILECTBYBAILM TEOPUHU U 0(OPMSHE paMKHUTE Ha HOBU KOHIENTYaJIHU MOJIEJIM B 00JacTTa Ha
MCHHU/’KMBbHTA W JIMACPCTBOTO. B cratmara ce AUCKYTUpPAT CBBPCMCHHU MOJCIIM 3a
u3cneABaHus B oOiactra Ha JuAepcTBOTO. KoMeHTupar ce KOJIMYECTBEHHM W KauyeTBEHU
METOAN 3a aHaJIu3. Cratusara npeaocraBsa morjaca BbPXY MOMACIWUTC, H3MO0J3BAHU 3a
u3cieaBaHe Ha auaepcTBOTO B Pbbarapus. Jluckycusita JaBa OpUEHTHPH 3a aKTyaJHUTE
W3CJIEI0BATEIICKU MEPCIIEKTUBH.

Business environment is characterized by its strong dynamics, complexity and high
degree of uncertainty that forces the processes of reconsideration of imposed management
models, including a new reading and understanding of existing theories and shaping of new
conceptual management and leadership models. The article discusses contemporary models
for leadership research. Quantitative and qualitative analysis methods are discussed. The
article provides an insight about the models used to study leadership in Bulgaria. The
discussion provides insights about current research perspectives.
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Hpunoxenne 106/25, Mpunoxenne 106/26, Tpunoxenne 106/27 u Ilpunoxenue
106/28 rnaBu B MoHOTpadus Chbe 3ariaBus ,,1300p Ha TemMa ¥ TPOOIEMHO - TEMATHYHO TIOJIE.
Opuentupn Ha wuzbopa®, ,,TeopeTmuyHH OCHOBM Ha wu3cieaBaHero, ,,00ma mnpuMepHa
CTPYKTypa Ha Maructbpckara te3a. OCHOBHU CTPyKTypHH dactu®, ,,O0ma mnpumMepHa
CTpYKTypa Ha Marucrbpckara Te3a. Ocobenoctu B chabpkanueTo” (aBuakos, IleTkoBa-
I'yp6aniosa, 2019)

Yetupure riaBu OpeacTaBsaT IbPBUTE OCHOBHH CTBIIKH, KOUTO MIIAJIUAT U3CIIEIOBATEN
NpaBU MpH pa3paboTKaTa Ha CBOSTA AUIUIMHA padotd. [locouenu ca pa3NuyHU IIIETHH TOUYKH
Ha aBTOpH, KOMEHTHpalIM pasriiexkiaHara MpollieMaTuka, KaTo ce MpeiaraT KOHKPETHU
CTBKH, C MOMOIITA Ha KOUTO CTYAEHTHTE YCIEIIHO Ja 3aloYHaT paboTa Mo M3roTBSHE Ha
CBOSITa MarCThPCK Te3a.

The four chapters in the monograph entitled Writing a Master's Thesis present the first
basic steps that a young researcher makes in developing a Master’s thesis. The four chapters
present different perspectives of authors who commented on the subject, suggesting specific
steps by which students can successfully begin their work on preparing the Master's thesis.
The topics are as follows: "Choosing a topic and a problematic field. Selection guidelines",
"Theoretical foundations of the study”, "General example structure of the Master's thesis.
Basic structural parts", "General example structure of the Master's thesis. Content features"

[Ipunoxenue 106/29 rmaBa B Monorpadusi cbc 3ariasue ,,Organizational Values:
Procedures & Empirical Explications* (Davidkov, Vedar, Kanazireva, Petkova-Gourbalova,
2019)

TexkcTpT onmucBa OCHOBHU MPOLEAYPH, CBBP3aHU C M3CIEABAHE HA TPYNOBUTE
neHHocTH. llpomenypure ca OOSCHEHM BB3 OCHOBA HAa EMIIMPUYHO COILMOJIOTHYECKO
npoyuBaHe. CpoOIIaBa ce 3a H3CIICIOBATEICKU SIBJICHUS, KOUTO YECTO OCTaBaT H3BBH
MIOJIC3PEHUETO 32 HAYMHACIIIUTE M3CIICIOBATEIH.

The text describes basic procedures related to research on labor values. The
procedures are explained on the basis of an empirical sociological study. Research phenomena
that often remain out of sight for novice researchers is reported.

Hpunoxenue 106/30 rnaBa B MoHOTrpadus cbe 3arnasue ,,Contemporary Leadership
Models and Research Trends* (Petkova-Gourbalova, 2019)

B Tekcra ce IOUCKYyTHpaT CHBPEMEHHHM METOIM 3a H3CIeABaHUsA B o0nacTra Ha
JUJIEPCTBOTO, KaTO CE Pa3riIeKAaT NIPOYYBaHUs HAa CBETOBHO IPU3HATH U3CIIEI0BATENN, KAKTO
U TIPOYYBaHUS HA MJIAJU MPOTPECUBHH YYCHHU, NMPEACTABUTEIN HA PA3NIUYHU KYATYPH, KOUTO
u3cienBaT 3HAYMMM aclleKTH Ha JuaepcTBoTo. CratusTa NpefocTaBs IOMNIEN BBPXY
M3CJeI0BaTeNICKHS MOTEHINAN B cepara Ha aunepcTBoTo B Phbarapus.

This review examines the latest methods for leadership research, focusing on studies,
developed by world recognized researchers, and young progressive scholars from different
cultures, both presenting the most important discussions on different aspects of leadership.
The article provides an insight of the Bulgarian research potential on leadership. The
discussion outlines the future leadership studies.
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