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OBIIIECTBEHH KOMYHUKAIIHU H HHD®OPMAILIHOHHHU HAYKH
PUBLIC COMMUNICATIONS AND INFORMATION SCIENCES

ETHICAL CHALLENGES AND INNOVATION MANAGEMENT: ARTIFICIAL
INTELLIGENCE AS A DRIVER OF INDUSTRY 4.0

Tobias Dix
University of Library Studies and Information Technologies

Abstract: The rapid advancement of artificial intelligenc has positioned it as a key driver of the fourth
industrial revolution. Al enables businesses to digitalise processes, optimise workflows, and foster
innovation by leveraging two primary forms: Generative Al, which produces creative outputs such as
text and images, and Automated Al, which improves operational efficiency through process automation.
These technologies address challenges such as demographic shifts and the shortage of skilled labour,
contributing to economic growth and productivity. However, the adoption of Al raises significant ethical
and social concerns. Fairness, transparency, accountability, and human autonomy must be considered
to ensure trust and acceptance among employees and society. Ethical frameworks, like the EU Ethics
Guidelines, emphasise harm prevention, non-discrimination, and data protection. Ethical leadership
and effective innovation management are crucial for Al's successful integration. Leaders must promote
a vision for innovation, empower employees, and create an open communication culture, fault tolerance,
and continuous learning. Addressing fears of job displacement and supporting up-skilling initiatives are
essential to maintaining organisational commitment. Al is a fundamental pillar of Industry 4.0, enabling
economic growth and innovation while addressing societal challenges. A value-oriented and transparent
implementation ensures its potential benefits businesses, employees, and society.

Keywords: Al, Artificial Intelligence, Industry 4.0, Ethics

INTRODUCTION

Rapid technological advances, particularly in artificial intelligence (Al), create new business challenges.
It is not only the sometimes weak economy in some industries that poses a challenge for companies, but
also demographic change and the shortage of skilled workers (Jacob 2020). In this context, Al drives the
fourth industrial revolution (Industry 4.0) (Barthel-mef3 and Furbach 2021). However, introducing Al also
brings ethical and legal issues that must be considered (Heinen, Heuer and Schautschick 2017; Barthelmef3
and Furbach 2021; Giering 2021). Ethical behaviour and leadership are the basic requirements for driving
innovation forward. Without ethical leadership behaviour, innovation is not possible (Blok and Lemmens
2013). This plays an increasingly important role, especially at a time when China is shaping the global
market in many areas following its innovation initiative (Cao and Wang 2016). According to Tidd & Bessant
(2021), there has been no economic growth without innovation since the 1800s (Tidd and Bessant 2021). In
innovation management, an ethical and innovation-friendly management methodology is essential, and the
following points stand out here (Tidd and Bessant 2021):

e Visionary leadership: Managers must communicate a clear vision for innovation and explain the
purpose and importance of innovation to employees. This creates motivation and commitment.

e Empowerment and autonomy: Employees must act independently and contribute new ideas. A
culture of autonomy and trust promotes creativity.

e Open communication and feedback: An open communication culture in which feedback is
welcomed and constructively implemented is essential for innovation. Even if unconventional, employees
must feel safe sharing their ideas.

e Fault tolerance: Innovation is associated with risks and mistakes. Managers must create a culture
where mistakes are seen as learning opportunities, not failures.

e Cooperation and teamwork: Innovation often requires collaboration between departments and
teams. Managers must promote cooperation and avoid silo thinking.
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e Provision of resources: Innovation requires resources, both financial and human. Managers must
ensure that the necessary resources are available.

e Continuous learning and development: Innovation requires constant learning and developing new
skills. Managers must promote the further training of employees and create a learning organisation.

RESEARCH METHODOLOGY

Ethical working and behaviour are, therefore, fundamental to economic growth. The introduction or
use of Al can undoubtedly occur without significant problems through good change management, but there
are always ethical concerns here. The EU expert group has published a guide on this topic that explains
the ethical considerations of Al (Europédische Kommission 2019). The ethical concerns surrounding Al are
diverse and complex. The ethics guide (Europdische Kommission 2019) addresses the following points,
among others:

e Human autonomy: Al systems should not restrict or undermine human self-determination. Al
systems should not make decisions that significantly impact people’s lives exclusively.

e Harm prevention: Al systems should be designed and deployed so that they do not cause any harm,
physically or psychologically. Safety mechanisms and control instances are essential.

e Fairness and non-discrimination: Al systems should be fair and impartial and not promote
discrimination based on gender, origin, religion or other characteristics. Bias in data and algorithms must
be avoided.

e Transparency and explainability: The functioning of Al systems should be transparent and
comprehensible. Users should understand how decisions are made to create trust and ensure accountability.

e Data protection: Al systems must not infringe on people’s privacy. The handling of personal data
must comply with the applicable data protection regulations.

e Responsibility: Responsibility for the decisions and actions of Al systems must be clearly defined.
Accountability mechanisms are required to ensure transparency and accountability. It is not always possible
to eliminate ethical concerns, as ethical issues in the context of Al require constant discussion and adaptation.
Instead, the aim is to take these concerns seriously and minimise them through appropriate measures. The
guide (European Commission 2019) offers some approaches to this:

e Compliance with ethical principles: The development and use of Al systems must be based on the
ethical principles set out in the guidelines (European Commission 2019) (Europdische Kommission 2019).

e Implementing control mechanisms: Technical and organisational measures, such as audits and
human supervision, can help minimise Al system risks.

e Transparent design of Al systems: The functioning of Al systems should be as transparent as possible
to create trust and ensure the traceability of decisions.

e Continuous review and adaptation: The ethical implications of Al systems must be continuously
reviewed, and the corresponding measures must be adapted to meet the changing technological and social
challenges.

e Broad social dialogue: An open dialogue between experts, political decision-makers, and the public
is essential to ensure a responsible approach to Al.

These aspects must always be considered when introducing Al systems to ensure the technology’s
acceptance and trustworthiness among employees. Only in this way can Al’s benefits and innovative
potential for companies and society be fully utilised (Kéde and Maltzan 2020; Barton and P&ppelbul3 2022;
Rebstadt et al. 2022). Al and its use in companies can become or contribute to innovation if used correctly
and ethically.

The types of Al currently used in companies are:

e Generative Al: This type of Al creates new content, such as text, images, music or other creative
outputs, based on existing data. Well-known examples are GPT models (like me) and DALL-E for image
generation (Ellis and Slade 2023).

o Automating Al: This Al is used to automate processes, such as manufacturing. It optimises or
replaces human activities in predefined task fields (Smuha 2019).

Both types of Al can be used in different industries and functions to support innovation processes and
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achieve efficiency gains. Generative Al can be used in marketing for image or text generation, product
development to create new designs, and research to generate creative solutions (Pfeiffer 2020). Digitalising
processes that could not previously be digitalised is also an excellent opportunity for companies. This
includes the allocation and processing of documents such as order confirmations. Digitalising processes
has been the best way to streamline processes for decades (Dorn 2017; Topfer 2023). Automating Al is
used to control machines or monitor and intervene in processes, among other things. Quality management
activities are often performed here, e.g., tracking the welding or soldering of robots or humans manually
connecting plugs. Both application forms enable companies to develop innovative products and services
and efficiently organise internal processes. Chalmers et al. (2021) referred to Al as the virtual revolution
and Industry 4.0 (Chalmers, MacKenzie and Carter 2020). Industry 4.0 will be characterised by networking
and digitalisation. A core aspect or a central pillar here is Al, which will further digitalise processes now
and in the near future and simplify workflows to such an extent that innovations will be made possible or
significantly accelerated (Pfeiffer 2020; Bar-thelmef3 and Furbach, 2021; Miissig 2021). Al is a powerful
technology that can significantly promote company innovation and efficiency. It is, therefore, essential to
consider the ethical aspects of the introduction and application of Al to guarantee acceptance and trust in
the technology. A value-oriented and transparent implementation of Al is crucial to ensure that the potential
for companies and society can be fully utilised (Pfeiffer 2020; Barthelmel3 and Furbach 2021; Miissig
2021). Al can act as an essential driver for Industry 4.0 by enabling the digitalisation of processes and the
development of innovative products and services. Automating Al in production can counter demographic
change (Barthelmef3 and Furbach 2021).

The ethical aspects must also be considered to avoid losing employees’ acceptance from the outset.
Implementing new technologies always promotes the fear of losing one’s job or requiring completely new
tasks (Pfeiffer 2020; Bar-thelmel3 and Furbach 2021; Miissig 2021). This can lead to de-skilling or up-
skilling. De-skilling refers to the “downgrading” of an employee to a lower job and, of course, the loss
of prestige and lower pay. Moreover, up-skilling refers to the exact opposite. If Al is used in production
to counteract demographic change or achieve efficiency gains, offering employees new perspectives
and training opportunities is essential. This is the only way to manage change and ensure the successful
acceptance of the workforce. As confident as Al is a pillar of Industry 4.0, it is all the more certain that an
industrial revolution has never been possible without people. Organisational commitment is essential for
the company’s development and, therefore, at least as important as Al. In this context, we are not talking
about engagement or attachment to the company but about commitment (U-tama 2023). Commitment to
the company goes beyond engagement or connectedness. It is intended to represent the degree or strength
of the company’s connections and is an indicator of connectedness or, instead, belonging to the company.
The higher the commitment to the company, the higher the motivation and work performance (Hunt et al.
2023).

RESULTS

Introducing artificial intelligence (Al) as a central technology of Industry 4.0 opens up enormous
potential for innovation, productivity and economic growth. Al allows digitalising processes, increasing
efficiency, and developing new products and services. Generative Al and Automating Al play a key role here
by promoting creative solutions or optimising manual activities in production. However, the use of Al also
brings with it ethical challenges that cannot be ignored. Questions of fairness, transparency, responsibility
and respect for human autonomy are crucial to ensuring acceptance of and trust in Al systems. The ethics
guidelines offer concrete approaches to minimise risks and uphold ethical principles.

The successful implementation of Al requires ethical behaviour and leadership. Managers play a
crucial role by:

— Communicating visions for innovation,

— Empowering and supporting employees (empowerment and autonomy),

— Enabling fault tolerance and continuous learning,

— Providing resources and create a culture of open communication.

In addition, the social implications must not be neglected:
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The fear of job loss, de-skilling and the need for up-skilling must be taken seriously. Targeted training
measures and new employee perspectives can help shape change positively. A high level of organisational
commitment from the workforce is essential for the long-term success of Al-supported innovations.

CONCLUSION

In conclusion, it can be said that Al is a driving pillar of Industry 4.0, making it possible to cope
with demographic change, secure economic growth and enable innovation processes. For this to succeed,
ethical, social and technological challenges must be addressed equally. A value-orientated and transparent
implementation of Al ensures that the potential of this powerful technology is fully exploited — for the
benefit of companies, employees and society as a whole.
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ETHYHU TPEAU3BUKATEJICTBA U YIIPABJIEHUE HA UHOBAIIUUTE:
N3KYCTBEHUAT UHTEJIEKT KATO ABUT'ATEJI HA UHAYCTPUA 4.0

Peztome: bvpzomo pazeumue Ha U3KYCmMeeHUs UHMeLeKm 20 NPEGbPHA 8 KIII0Y08 08u2amell Ha 4emsbpmamd
unoycmpuanna pesonoyusi. MU oasa 6b63moxcHocm Ha npeonpusmusima 0a yugposuzupam npoyecume, 0d
ONMUMUZUPAmM pabomuume npoyecu u 0a HacbpPuasam UHO8ayUUmMe, Kamo Usnoi3eam 08e 0CHO8HU hopmu:
T'enepupawy U, xotimo cv30asa meopuecku pe3yimamu Kamo mexcm u uzoopasicenus, u Aemomamusupan
U, xoumo noodobpsisa onepamuenama eghekmusHocm upe3 asmomamuszayus Ha npoyecume. Tezu
MEeXHON02UU Ce CHpassim ¢ NPeou3BUKAmMeNcmed Kamo 0emMozpag)ckume nNpoMeHU U Hedocmueda Ha
Keanuguyupana pabomua pvka, Kamo 0ONPUHACANM 3 UKOHOMUYECKUS PACTENC U NPOU3BOOUMETHOCNNG.
Ilpunacanemo na UH obaue nopadicoa 3nauumenHu emuyHu u coyuannu npooremu. Cnpaseorusocmma,
npO3PAYHOCMMA, OMYEMHOCMMA U YOBEUKAMA A8MOoHOMUsL mpsadea oa bvoam 3emu npedsuo, 3a 0a ce
eapanmupa 008epuemo U NpuemManemo UM om cayxcumenume u obujecmeomo. Emuunume pamxu, kamo
Hanpumep Emuunume nacoxu na EC, nabnseam na npedoomspamsasanemo Ha 8peou, HeOUCKPUMUHAYUAMA
u 3awumama Ha danHume. Emuunomo nudepcmeo u egpexkmusnomo ynpaenenue na unogayuume ca om
peuiasaujo 3nadenue 3a ycnewHomo unmezpupanve Ha HMHU. Jludepume mpsabea oa Hacvpuasam 6u3us
3a uHogayuu, 0a 081ACMABAM CHYHCUmMenume u 0a Cb30asam KyImypa HA OmMeopeHa KOMYHUKAYUS,
MONEPAHMHOCI KbM 2peuku U HenpekbcHamo ooyuenue. Omcmpausasanemo Ha cmpaxogeme Om
usmecmeame Ha pabomuume mecma u NOOKpenama Ha UHUYUAMUBU 30 NOBUULABAHE HA K8AIUDUKAYUAMA
ca om CvulecmeeHo 3HayeHue 3a nooOvpIHCaHe Ha Op2anHu3ayuoHHama aneadxcupanocm. MU e ocnosen
cmwvab Ha HUnoycmpus 4.0, xotimo 0asa 6b3MONICHOCH 34 UKOHOMUYECKU PACMENC U UHOBAYUU, KAMO
cvlyespeMenHo ce cnpass ¢ obujecmeenume npeoussuxkamencmeda. OpueHmupaHemo KwvM UYEHHOCU
U NPO3PAYHO NpUNA2aHe 2apammupa, ye NOMeHYualvm My e Oom Noisa 3a OusHeca, Ciyxcumenume u
obwecmseomo.

Knrouoseu oymu: UU, Hzkycmeen unmenekm, Unoycmpus 4.0, Emuxa

Toouac Aukc, 10KTOPAHT
YHuBepcuteT 1Mo 6uOIMoTeKO3HaHUE U MH(POPMAITMOHHU TEXHOJIOTHH
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BEST PRACTICES AND SOURCES OF ERROR: WHAT PROJECT
DOCUMENTATIONS REVEAL ABOUT THE SUCCESS
OF INFRASTRUCTURE PROJECTS

Zrinka Lorch
University of Library Studies and Information Technologies

Abstract: This study examines the practical outcomes derived from a systematic analysis of project
documentation within the context of infrastructure projects. The aim was to identify recurring sources of
error and best practices that influence the planning and execution of such projects. Qualitative content
analysis was employed, involving the examination of various documents, including project plans, reports,
and evaluation summaries. The key findings indicate that unclear communication structures, inadequate
risk management, and the absence of systematic feedback mechanisms are common obstacles to project
success. In contrast, projects that implemented standardized communication protocols and incorporated
human factors into risk assessments demonstrated significant improvements. The analysis provides practical
recommendations for optimizing project performance and underscores the importance of structured
documentation processes. These findings contribute to new insights into how communication processes,
risk management strategies, and feedback systems can be enhanced to ultimately increase the efficiency
and effectiveness of infrastructure projects.

Keywords: Document Analysis, Infrastructure Projects, Communication Processes, Risk Management,
Feedback Mechanisms

INTRODUCTION

The key to assessing project quality lies in analysing its documentation. This process evaluates existing
records (e.g., contracts, reports, plans, sketches, emails) to identify shortcomings or errors and develop
strategies for optimization. In large, complex railway projects, such as those in German Railways, challenges
like poorly documented processes, ineffective communication, and inefficient information sharing often
hinder project quality. Mayring (Mayring 2015) emphasizes that thorough document review reveals
problems, enabling solutions that enhance long-term project quality and uncover significant deviations
affecting success.

Communication plays a central role in infrastructure projects. Alam and Giihl highlight the challenges
posed by poorly defined communication structures and inadequate feedback mechanisms, which impact
information flow and project outcomes (Alam, Giihl 2020). The human factor is equally critical, as Kerzner
notes, stressing the influence of stress, miscommunication, and overload—factors often overlooked in
favour of technical and financial risks (Kerzner 2022). These elements, however, are closely tied to decision-
making and communication and must not be neglected.

The need to foster communication among project staff by building “communication bridges” (Miiller-
Rotenberg 2019) which enhance productive collaboration, is highlighted by Miiller-Rotenberg. This
approach can enhance technical performance and communication efficiency by integrating psychological
and social aspects into project management. Such strategies contribute to better, long-term project outcomes
and encourage the development of new management approaches.

RESEARCH METHODOLOGY

The central method of this research is qualitative analysis (Mayring 2015) of the contents of the
documentation of a project. This method allows detailed examination of textual content and facilitates
structural recognition of patterns and their interconnections. The basis of this method is the conceptual
content analysis (Kukartz 2018). Where Mayring describes qualitative analysis of the contents of the
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documentation as a single structured, clear, and strictly regulated method (Mayring 2015). Such a method
gives clear and methodical results that give a detailed insight into the content of the entire documentation.

The method of Mayring is used in complex infrastructure projects to identify key elements and
relationships within the documentation (Mayring 2015). These aspects are not immediately apparent. It
is particularly valuable for gaining deeper insights into the meaning and context of texts, rather than just
analysing data or facts superficially.

The main features of qualitative analysis of the content of the documentation stated by Mayring
(Mayring 2015):

e (Categorization,

e Analysis according to certain rules,

e Interpretation and parallel reflection,

e C(larity and directness (transparency).

By categorisation, it is understood that the text is broken down into smaller units (e.g. paragraphs,
sentences, or individual terms) and, at the same time, categorizing those units (either inductive or deductive).
Analysis according to certain rules also implies certain principles that must be followed. Furthermore,
organising passages of text and understanding their meaning within the contextual and theoretical framework,
clarifies the importance of the feature of interpretation. While the term reflection implies checking patterns
and their interrelationships as well as their meaning, and at the same time what they specifically suggest for
a research question or practical application. The whole process of analysis must be ensured through clarity
and immediacy, i.e. transparency. This process must be present at every decision, from the very beginning
of categorisation until the final interpretation and reflection.

The use of qualitative analysis of the content of documents in Research (Glaser, Strauss 1967):

This method was applied to the existing project documentation of infrastructure projects, including
design plans, contracts, emails, reports, and construction records (Leimbdck et al. 2017), to identify
recurring errors, patterns, and typical textual structures. The analysis covered communication processes,
risk management, and feedback mechanisms to systematically present both positive and negative aspects,
all of which influence project development and outcomes.

The specific analysis was based on the principles of qualitative content analysis according to Mayring
(Mayring 2015) and took into account the process execution in accordance with HOAI (Vygen, Joussen
2024) stages (tariff for architects and engineers). The first six main phases according to HOAI were directly
analysed-from preliminary research, project development, through performance planning all the way to
the completion of i.e., planning for project approval. Further categorisation was carried out according to
Kuckartz, using coding techniques (Kuckartz 2018). In order to allow different projects to be compared
and to analyse similarities and differences in planning and implementation processes, an approach based
on Glaser and Strauss (Glaser, Strauss 1967) was used. This enabled the identification of systematic errors
(EI-Aboodi 2024) and success factors (Pfarr 1978).

This comprehensive combination of methods has identified, proven effective optimization strategies
that can be successfully applied. It also revealed the sources of errors and clearly demonstrated their presence
in the phases of the HOAI project processing process. In order to present the material of this research as
clearly as possible, it is necessary to define the documents that were analysed:

1. Project Plans:

Project plans provide a structured and detailed picture into the project, its phases, and its resources.
They are essential for identifying disagreements during planning and implementation, as well as
potential sources of error.

2. Reports and Evaluations:

These documents provide feedback on the progress of the project within the phases in accordance
with the HOAI and an assessment of the work performed. They serve as key challenges for the
analysis and practical implementation of the project.

3. Protocol of Project-Related Meetings:

Each regular recording of meetings provides feedback on the progress of a project and an assessment
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of the work performed within the phases in accordance with the HOAI. They serve to analyse the
challenges and practical implementation of the project as well as to solve possible problems.
4. Contracts and Amendments:
The contracts regulate legal processes and as such provide insight into conflicts or adjustments during
the project. Each change in a project, which must also be justified and documented, highlights the
necessary changes that took place during a project as well as their influential further documentation.
5. Commissioning Documents:
These documents contain all relevant information for commissioning i.e. carrying out work, including
necessary tests and verification of requirements. As such, they serve as a clear orientation and
guidance in planning and its implementation and what possible difficulties have been encountered.
6. Construction Records:
Construction records contain detailed documentation of the construction site, such as building logs
and daily reports. They are important for understanding the organisation of the construction process
and possible unforeseen challenges.

RESULTS

In a detailed analysis of the above project documentation of infrastructure projects, there was a clear
representation of several significant sources of errors that appear. Errors that contributed to challenges
in the execution of project tasks and that affected the successful optimisation approach. The following
results provide a detailed overview of the identified weaknesses and shortcomings as well as the effective
strategies found in the tested projects.

Common Sources of Errors

Analysis of the project documentation revealed a number of recurring sources of errors that often-
caused repeated delays and process inefficiencies in infrastructure projects. The above sources of errors are
mainly related to three central aspects of project planning and execution, namely, ambiguous communication
structures, insufficient risk management in management, and lack of feedback processes.

1. Ambiguous Communication Structures

The absence of clear protocols in project meetings often caused misunderstandings and delays,
particularly around responsibility assignment. This hindered both day-to-day management and long-term
coordination. According to Polzin (Polzin 2021), well-structured communication processes and proper
documentation are crucial for enhancing efficiency and collaboration.

2. Insufficient Risk Management

Inriskmanagement, thehuman factoris often overlooked, including aspects like stress, misunderstanding,
and overload, which are rarely addressed. Edmondson highlights the psychological safety, fear, and insecurity
that can arise in such situations (Edmondson 2018). This leads to underestimating risks and higher error
rates. Mayring also emphasises that applying methods mechanically, without considering social and human
factors, can negatively impact project performance at all stages (Mayring 2015).

3. Lack of Feedback Processes

The lack of feedback culture in many projects leads to insufficient correction of errors, limiting
performance and process improvements. Kessler and Winkelhofer emphasises that continuous feedback is
crucial for complex infrastructure projects, helping to identify and address weaknesses early on (Kessler,
Winkelhofer 2004).

Best Practices

This research also identified successful approaches and best practices that have been applied in several
projects. This has also resulted in significant improvements in communication, risk management, and
feedback culture.

1. Standardised Communication Protocols

Clear communication guidelines in successful projects reduced misunderstandings and boosted
efficiency. Sutter (Sutter 2022) highlights how such systems improve collaboration and lower project risks.
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This is especially important in complex projects like infrastructure work for the German railway.

2. Risk management with a focus on human factors

Projects that implemented training, stress management, and error reduction programs saw fewer errors
and more efficient workflows. By focusing on the human factor, these programs became central to project
processing. Schneck highlights that considering social and psychological factors significantly enhances the
effectiveness of risk management (Schneck 2010).

The following diagram shows a summary of the error sources listed (See Fig. 1): The diagram illustrates
the most common sources of errors (above) and their corresponding best practices (below). He points
out how identified shortcomings in the processing of a project can be improved by targeted measures to
increase the success of the project.

Threé main areas

of errors
Unclear communication Insﬁffiéient Lack of
structures risk management feedback processes

Best practices
as countermeasures

o Risk management
Standardize “with ",
communication protocols a focus/

on human factors

Fig. 1. Three main areas of errors and best practices

CONCLUSIONS

This research analysis highlights the critical importance of structured and well-designed processes in
communication, risk management, and feedback mechanisms for the success of infrastructure projects.
Many challenges, errors, and inefficiencies in project execution were linked to ambiguities or the absence
of standardised processes. Implementing clearly defined, standardised procedures significantly enhances
project quality and success.

Transparent communication is a key factor in project success. The lack of standardisation, clarity, and
adequate protocols often led to misunderstandings, delays, and unclear responsibilities. Sutter emphasises
that clear communication channels improve efficiency and reduce conflicts, particularly in complex
infrastructure projects (Sutter 2022).

Risk management and human factors are also decisive for project success. Mechanical risk management
methods often overlook psychological stressors like stress and misunderstandings, which contribute to
errors and delays. Training and stress management programs have proven effective in mitigating these
issues and optimising team performance.

Feedback mechanisms are vital across all phases of project management. This analysis showed that
the absence of a structured feedback system consistently hindered improvements. Kessler and Winkelhofer
argues that well-established feedback systems enable faster error correction, better schedule adherence, and
higher efficiency (Kessler, Winkelhofer 2004). Continuous evaluation leads to improved project outcomes.

In conclusion, this research identified error sources in infrastructure projects and provided insights for
optimising project management processes. It underscored the importance of standardised communication
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protocols, human factor considerations in risk management, and structured feedback systems. These
findings offer valuable guidance for future projects, helping project managers reduce errors and delays, and
improve overall efficiency and success.
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HAW-TOBPU MPAKTUKHU U U3TOUYHUIIU HA I'PEIIKH: KAKBO
PABKPUBA JOKYMEHTAIUATA HA ITPOEKTH 3A YCIIEXA
HA HHOPACTPYKTYPHUTE NIPOEKTHU

Pe3zrome: B mosa npoyusane ce paszenexicoam npakmudeckume pe3yimamu, NOIy4eHyu om cucmemamuieH
amanus Ha npoekmHama OOKyMeHmayusi 6 KOHmeKcma Ha uHgpacmpykmypuume npoekmu. Llenma
e oa ce uoenmughuyupam nosmapswume ce UMOYHUYU HA SPeWKU U HAU-000pume NPAKMUKU, KOUMO
oKazeam GIUAHUE 6bPXY NIAHUPAHEMO U USNBLAHEHUemo Ha maxueéa npoexmu. Msnonzeaum e xauecmeeu
AHANU3 HA CLOBPICAHUEMO, BKIIOUBAWY PA32NEHCOAHEe HA PA3IUYHU OOKYMEHMU, GKIIOUUMETHO NPOEeKMHU
nianoge, 00KAaou u pesiomema 3a oyenka. OcHonume uU3600U NOKA36aM, e HesACHUMe KOMYHUKAYUOHHU
CMPYKMypu, HeadeKkeamHomo ynpaegienue Ha pucka u Iuncama Ha CUCMeMamuyHy MexaHusmu 3a 00pamHa
8PB3KA CA YeCmO CpeuwjaHu npeyku npeo ycnexa Ha NpoeKkmd. 3a paziuxa om msax npoexmume, KOUmo
npunazam cmanoapmu3upaHy NPOMoOKoOIU 3a KOMYHUKAYUS U BKIIOU6AM Y0BEUKUA (YaKmop 8 oyeHKume
Ha pucka, 0eMoHCmpupam 3HavumenHu noooopenus. AHanuzbm npeoocmass npakmuyecku npenopvKu
3a onmuMu3Upane Ha pesyrimamume Om NpoeKmume U noOYepmasa 3HaA4eHuemo Ha CmMpyKmypupaHume
npoyecu na 0okymenmupane. Tezu kKoncmamayuu OONPUHACAM 30 HO8 NO2T1e0 8bPXY MOBA KAK Mo2am 0d ce
nO00OPAM KOMYHUKAYUOHHUME NPOYECU, cmpame2uume 3d ynpagieHue Ha pUucka u cucmemume 3a 00pamua
8Pb3KA, 3a 04 ce NOBUULU 8 KPAUHA CMEeMKA epeKmUeHoCmma u eqouKacHocmma Ha UH@pacmpyKkmypHume
npoexkmu.

Knwuoeu Ooymu: ananuz na OOKymenmu, UHGPACMPYKMYPHU NPOEKMU, KOMYHUKAYUOHHU NPOYECH,
YhpasieHue Ha pUcKka, MexanusmMu 3a 0Opamua 6pb3Ka
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POJIATA HA JIMAEPA 3A MOTUBHUPAHE HA ITEPCOHAJIA

Credan Metonuen
Yuusepcumem no 6ubauomexosHanue u UHGOPMAYUOHHU MEXHONOUU,
@onoayus ,, LLledpocm u munocvpoue — 2006

Pesztome: B masu pazpabomka e Hanpasen aHaIu3 Ha KIOYOBAMA pojisl HA TUOepa U He208ama cnoCOOHOCH
0a Momueupa u 0a 60bXHO6A6A eKUNa 3a nocmuzane Ha oowama yen. M3zevpuien e npeaied Ha HA4UHA, HO
KOUmMOo e yCmpoeH pabomHusim npoyec, KaKmo u no-4ecmo cpewjanume npuyuHU 0a u32youu Momusayusama
cu 3a paboma, KOsImo ce 3a0a6a Om pbLKo8OOUMeIsL, Ul Opy20sue Ka3aHo, om audepa 6 ekuna. Mzcieosanu ca
ponsama Ha audepa 0a Hamupa 6anianc mexcoy MOmusayus, KOHMpPoJ U oerecupane, KaKmo u CHocoonocmma
My 0a €b30a6a nooxo0saua cpeod, 8 KOmo 6CUUKU ce 4Y8CMEam YeHeHU U NOOKPENnsHU.

Knwuoeu dymu: 1uodep, pvrogooumen, pazgumue, nepcoHal, MOMUEAyuUs

YBO/J

AKTyaJIHOCTTa Ha MPEACTaBeHaTa TeMa Ce Olpeiens OT nosBara B kpasg Ha XX u Hauanoto Ha XXI B.
Ha Oe3nperneeHTeH AePUIUT Ha UIeH, KOHIETIIIUU U MOJIENU 33 T0OPO JIUJEPCTBO U IPAJMBHO MOTHBUPAHE
U OT 3aCHJICHOTO ThPCEHE Ha HOBU e(pUKacHU MeTOonu 3a padoTa IMOJ BB3IACHCTBUETO HA MOTHBHpPAIIU
dbaxTopu.

JlunepsT € To3H, KOMTO TpsAOBa Ja yMee Jja HacouBa XopaTa B ONpeesieHa MOCoKa U Ja MpearnpueMa
HEOOXOIMMHTE CTBIIKH, 32 JIa MOJKE OpraHu3alusaTa 1a JOCTUTHE 10 Habes3aHaTa OT PbKOBOACTBOTO LIEI.
EdexTuBHOTO ynpaBieHue Ha MepcoHasa rpeanoiara JuIepbT BbB BCEKM MOMEHT Ja € HasiCHO HE camo
KaKBM PE3yJTaTu MOCTUTAT XOpaTa, HO M KaKBO I'M MOTHUBHUPA 32 pab0Ta, KAKTO U JIaJiM U B KaKBa CTEIECH T
ca JJOBOJIHU OT CBOS TPYL.

Ta3u pa3paboTka MMa 3a 11e1 fa poKycrpa BHUMAaHHETO BbPXY HAKOHM KJIIFOYOBU MOMEHTH OT CHITHOCTTA
¥ 3HAYCHHUETO Ha MOTUBAIIMOHHHUS MTPOIIEC U J]a U3CieBa MPoOIeMHUTE Ha MOTHUBAIMATA Ha IEPCOHAIA.

Hampasen e onut na:

® (€ aHAJIM3MPAT PAIMYHUTE JTUACPCKU YMEHHS U KOMIIETEHTHOCTH;

e ce ouepTasT OCHOBHMTE HACOKHU 3a Ch3/1aBaHE Ha €IHO J0OpPO HUBO HA MOTHBALIMS U CTETEH Ha

YAOBJIETBOPEHOCT OT JE€HHOCTTA;

e Ce JaJar NpenopbKy 3a NOBUIIABAHE MOTUBUPAHOCTTA HA IIEPCOHAA.

OOeKTHT Ha HAILIETO BHUMAHUE € JIMACPCTBOTO M HETOBUTE XapakTepucTHKH. Hammumero Ha 100D
JIUEp NPpEBPbBIIA IPEAU3BUKATEIICTBATA BbB BB3MOXKHOCTH, a NPEMATCTBUATA — B CThIIAJIA KbM YyCIIEXa.

Pa3ButueTo e HeBb3MOXKHO Oe3 nuaep. Beska ciokHa cuctema (yHKUIMOHUPA O SICHO OTpEeIICeHU
3akoHU. EHM M ChIIM 3aKOHM Ha MPHUPOAATa JEHCTBAT B Pa3IUYHU OOITHOCTH 110 Pa3InYCH HAYMH — HIKOU
Jla M3IBIHIBAT KOHKPETHU (DYHKIMH, APYTH J1a pPbKOBOIAT. CiIe0BaTeTHO CUCTeMaTa BUHATH MMa JIHJIED.
Ho BuHAaru i1 40BEKbT, KOWUTO CEIU HA JTUAECPCKUS CTOJ, € HAUCTHHA JUAEP U KakBa € Herosata poisi? Toi
TpsiOBa Ja opraHu3upa mpoleca U Ja BOIU APYTHTE KbM IocTaBeHara 1ein. [IpobneMsbT e, 4e He BCeKu
MEHHUJUKBD € ITBIHOLICHEH Jinjep. M B TakaBa cuTyalus HUKOSL CUCTEMA HE MOXKE J1a ce pa3BuBa. PaHo win
KBCHO BH3HUKBAT HOBH MPEIN3BUKATEIICTBA, HEOOXOAUMOCT JIa C€ MPEO0JIee HOBAa KpU3a MIIM CIEIIHO J1a
Ce YCBOSIT HOBH CITIOCOOHOCTH U T.H. AKO HsIMa KO /1a pbKOBOJIM TE3HU MPOLIECH, OpPTraHU3aLUATa U HEUHUAT
eKHII I1Ie C€ OKakaT Ha KpPbCTOMBT. M BCHYKO TOBa, 3al0TO HAMA J0Obp JHIEP, KOWTO Ja U3BaIu XopaTa
OT cTapus KojoBo3. HeoOxoqumo e HAKOM Aa phbKOBOAM Mpolieca Ha MPEMUHAaBaHEe KbM JAPYT, T0-MOJepeH
HayMH Ha pabora. AKO TakbB YOBEK He ObJIe OTKPUT HaBpeMe, IPOMEHUTE HAMA Aa HacThIAT. U ako B
OBpP30 MPOMEHSIINUTE CE YCIOBHS HE CE MPOMEHAT CTapUTe MapaJurMi Ha MOBEACHUE, PE3YNTaThT IIE €
3HAUUTENTHO CHa/laHe PeHTa0MIIHOCTTA Ha KOMIIAaHHATA.

17



Ponama na ﬂudepa 3a momusupane Ha nepcornana

JTudepcmeomo e uzKkycmeo, Ho Kak o0a 20 npeoadem?

BB3 0cHOBa Ha KOHIICTIIIMATA 32 JIMJIEPCTBOTO KaTO HAUYMH Ha OCHIIECTBSIBAHE HA IEHHOCTTA € HAlIPaBEH
OITUT J]a C€ TPOCIEIAT 3apakIaHETO, PA3BUTUETO U BAPUAHTHUTE 3a CIIONYWIMBO TuaepcTBo. [IpocneasBar
Ce eJIEMEHTUTE Ha JIMJEPCKUS MPOIEC, TIXHATA XapaKTEPUCTHUKA KATO TAKUBA U B3aMMOJCHCTBUETO WM.
3a1moTo 33/ ycnexa Ha yTBbPICHUTE B pa3IMIHUTE C(Hepr OpraHu3aluu CTOST T0OpUTE TUACPCKH TPAKTHKH,
yIPaBISBAIIH YCIEITHO BUCOKHUS MPO(ECUOHATN3IHM Ha EKUTTUTE U 00CTMHEHUTE YCHITUS KbM ITOCTUTAHETO
Ha oOmiara nen. /leficTBammre B OpraHu3anusaTa yCIOBUS U MPAKTUKH Karo pa0OTHA cpela, BbBEKIAHE
Ha HOBOHA3HAYCHHTE KOJIETH, OLIEHSBAaHE Ha IMPEICTAaBSIHETO, BE3AMOKHOCTUTE 3a 00yueHUE U Pa3BUTHE,
MPU3HAHUETO HA TPy/Ja ca rapaHIus 3a e(peKTUBHOCTTA HA MPOIECUTE U MPEANOCTaBKa 32 JOCTUTaHE 10
ThPCEHUTE pe3ynTaru. JIuaepbT TpssOBa yMeIo qa Croesis 3HaHUE U eKCIIePTH3a C YWICHOBETE Ha CBOS SKHIT
Y JIa TY TIOJIKPETIS B TSXHOTO KapUEPHO pa3BUTHE U mocienBaiia peannsanus. OT apyra cTpaHa, Toi TpsOBa
Jla U3UCKBA CIO/ICSIHETO HAa 0OpaTHa Bph3Ka 3a TOBA Kak, CIOpe]l TAX, OM MOIJIa J1a ce nogoopu padorara.

[Ipe3 1enwust >KUBOT YOBEK KUBEE U JICHCTBA KAaTO YacT OT Pa3IMYHU IPYIH U CE BiIHsie OT OpHUIIMaTHU
1 HedopMaTHH TuAepu. Beceku mbT, Koraro ce crbepe rpyma OoT moBede OT JBama JYIIH, TOBA MOXeE Ja
Ch3/Ia/Ie CHTYAIHs, B KOSITO XOpaTa ca pas/ie/icHH Ha JIHIePH 1 MocJIeoBaTe n. Mepapxusra Ha paHroBeTe
Hen30e)KHO Ce pa3BMBa, KOraro Tpyrara pacTe KOJUYEeCTBEHO. B 1ajieH MOMEHT OT ChIECTBYBAHETO CH
HSKOW YJIECHOBE Ha Tpyrara 3amo4Bar Jla WrpasT MO-aKTUBHA POJS B OPraHU3MPAHETO HA CHBMECTHH
KU3HEHU JCHHOCTHU U J]a 3aeMar BOJACIIM POiH. B JyMuTe MM ce BCIYIIBAT, HA TSAX C€ OOPBIIA MO-TOISIMO
BHHUMaHHUE, OTKOJIKOTO Ha JIyMHUTE Ha APYTUTE YJICHOBE.

Ponsita Ha muepa craBa permiaBaiia, KOraTo rpymara ce cOrbcKa ¢ IpensTCTBUE, 3aruiaxa Ui CII0KHA
KpUTUYHA CUTYyalusl, M3UCKBAIlAa CbBMECTHH, AO00pE KOOPIAWHUPAHU NEHCTBHUS. YCHENIHOTO M3JIM3aHE Ha
rpymara OT TakaBa CUTYallusl U U3IIBIHCHUETO Ha MOCTaBeHAaTa 3a/1aua J0 ToJisiMa CTENEH Ce OMPEIesT OT
OpPTraHU3aTOPCKHUTE CIOCOOHOCTH Ha uepa. Toil TpsidBa Aa Mo:Ke: Ja OpraHu3Mpa rpymnara; ia rapantupa,
4e YJIEHOBETE pa3dMpar KakBH CTHIIKU TPSOBa Ja ce MpeArnpueMar 3a MOCTUTaHe Ha IIeITa; 1a MOTUBUpPA
TMIOCJIEIOBATEIIUTE JIa PEIIABAT IIOCTABEHHUTE 3a/1a4H; J]a KOHTPOIIUpA PE3yATATUTE OT ChBMECTHATA ISWHOCT U T.H.

YoBek, KOWTO YCIEIIHO Ce CTpaBs ¢ Te3u (YHKIMH, € HAJapeH C JOMbIHUTENHA BIACT OT Tpyrmara.
Toii craBa mpwB, B3eMa pelICHUs, yIpaBisaBa Ipymara, U3JaBa CaHKIMHA ¥ Harpaju. PHKOBOIUTENAT Ha
OpraHm3alusITa uMa 1mogooHu (QYHKIMH U MpaBa. Berpeku ToBa TOW I'u mpuaoOuBa Npyu Ha3HAUYaBaHE Ha
urbxkHOCT. [lopamu HEoOXOAMMOCTTa OT MOAYMHEHHE HAa PBKOBOAUTENS C€ MPEAOCTABAT JTHKHOCTHH
XapaKTEePUCTUKH U OTTOBOPHOCTH HA TOJJYMHEHUTE, CKITFOYBAT CE CIIOpa3yMeHus ¥ 1oroBopH. [1o To3u HaunH
MOJKEM JI1a TIPU3HAEM, Y€ MEHUDKBPBT U TUACPHT UMAT peAniia mogo0HN (HyHKIH, HO JISTHTUMHOCTTA Ha
TSIXHOTO M3MOJ3BaHE C€ OCHOBABA BHPXY Pa3IUYHHU M3TOYHHIM HA ,,MICUXOJOTHYECKO (PUHAHCHUpPaHEe .
[IpenMer Ha HameTO pasmIekKIaHEe € MPeId BCHYKO OPTaHU3aIMOHHOTO JIUJAEPCTBO U OCOOCHOCTHTE Ha
HErOBOTO MPOSIBIICHUE B IEHHOCTTA HA JIHIEPA.

JlunepsT € 10OBP MEHHIKBP, a JOOPUAT MEHUDKBD TPsOBa 1a € U uaep. Te3u qBe MOHITHS TPsOBa
Jla ca Hepas[elHU. 3a BCsAKAa OpraHU3alusl € BaXKHO BCUYKH CITY>KUTENH, PHKOBOJCIIN OTICIHUTE ChepH
Ha JICWHOCT, J1a IPUTEX,aBaT JUACPCKU KauecTBa. Te TpssOBa mpeau BCHYKO J1a YIPABISIBAT MPOIECUTE H
Ja YMEAT Ja TU MPOMEHST, aIaliTUPAUKN TH KbM ChBPEMEHHHTE yCiIOBUs. ClenoBaTenHo TUACPHT HE €
3aJIBJDKUTEINHO J1a € YOBEK, YMUTO KOMaHIH C€ M3IBJIHABAT O0€3yCIOBHO OT BCUUKH. Ho Toii TpsiOBa na Obae
WCTUHCKHU MPO(eCHUOHATNCT B CBOsITAa 001acT, cocoOeH, MbPBO, Ja pa3depe KakBU LIETH TpsOBa Ja cH
MMOCTaBU B MOMEHTA M BTOPO, JIa MOXKE JIa TIOCTUTHE IIETTUTE CH, KAaTO MOTUBHpPA €KHIIa 3a TOBA.

Bceku nmunep Gpopmupa cBOi TUIl yrpaBieHHe. AKO BHUMATEIHO aHATH3UPAMe BCEKH OT TSIX, MOXKEM
1a pa3depeM KOJKO € BaKHO SICHO JIa C€ OINpEeNeiH IIeJiTa Ha KOMIAHHUSTA. 3aI0TO MOTPEHIHUIT H300p
Ha THUI YIPaBIEHUE MOXKE J]a C€ OKa)xke U orpaHuuaBai] (HakTop, KOMTO HAMa J1a MO3BOJIM J1a CE€ TIOCTABST
MIPABIJIHUTE 33/1a49H U CIIEIOBATEITHO III€ BH3MPEMATCTBA CBOTIOIMOHHUS TIPOIEC HA PA3BUTHE U TIOCTUTAHE
Ha yCIIeX.

KakbB TpsioBa 1a e augepsbt? Clieql KaTto ce ONpeAesid KaKBU LIEJU CU MOCTaBs OPraHU3alUATa U
KaKbB CTHUJI Ha YIPaBIICHUE € HAW-TPHEMIIUB 3a Hes, TPsOBa Ja ce 00bpHE BHUMaHHE HA JTUYHOCTTA HA
camus auaep. MHOro ca apryMeHTUTE, Y€ HCTUHCKHST JTUep TPsSOBa 1a Ob/ie peIIuTeNeH, HHUIMATHBEH,
CIOCOOEH CMeJIo Jla BbBEXK/a HHOBAIWH, J1a pa3dupa cirykurenurte U T.H. Ho enBa iu e HamepuM Jujep,
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KOMTO HACTHHA J1a IMMPUTECIKaBa BCHYKU Ka9€CTBA 3aC/IHO. B neiicTBUTEIHOCT HSIMa HACATHU XOpa nJIMACPUTE
He ca m3kmoueHue. C TeueHUe Ha BpPEMCTO HC CaMO CUJIHHUTC, HO U caabuTe UM YCPTU 3aABIJKUTCITHO
3aIllOYBaT Jia CC MpoABABAaT. Ho 18ii KaTo cbBMECTHaATa pa60Ta B €IHa CUCTEMA BHMHAI' 3aBUCH HEC CaMO OT
JIMACPa, HO U OT BCUYKH YJICHOBC HaA CKHUIIA, KOMTO Tpr6Ba Ja BKJIFOYBA U IpYyTru JIUACPHU, € HGO6XOL[I/IMO
Ja CC Cbh3aaac CUCTEMA, B KOATO TC Aa MOrar e(l)eKTI/IBHO J1a B3aMMOJIeCTBAT IMOMCIKIY CH. HCO6XOI[I/IM8.
¢ CIIOCOOHOCT 3a alaliTUpaHC KbM 6’bp30 MMpOMCH:IIa CC CpClia U B3CMAHC Ha ChITIACYBAaHHW HOBATOPCKU
" KpCAaTUBHU PCUICHUS. .HI/I)Iep’LT € JyliaTta Ha e Ipoucec. Toit A0pU HC Tpﬂ6Ba Aa IpaBu HUIIO CaM.
I[OCTaT’b‘lHO € J1a ITIO3HaBa L[06pe pa60TaTa Ha OpraHu3anusiaTa U 1a ymee 1a KOM6I/IHI/Ipa 110 Haﬁ—HpaBHJ’IHHH
Ha4YuH pa60TaTa Ha BCUYKH 4YaCTHU Ha CKUIIa B €HO IIAJI0.

Ocuzypsaeane na noozomeenu Kaopu 3a NOONOMAzaHe HA NEPCOHANA 6 NPoueca HA Hez060mo
Mmomusupane

Ponsita Ha tuzaepa ce mposiBsiBa 0COOEHO SIPKO PU HEOOXOTUMOCT OT MOTHBHpPAHE, KOSITO HEOOXOMMOCT
MOXe€ J1a Bb3HUKHE KaKTO MPH U3II'bJIHEHHE Ha OOMYalfHUTE 1eHHOCTH, TaKa U B KOHTEKCTA Ha CIICU(PUYHI
YCIIOBHSL ¥ CUTYallMU — IPUPOTHH OECTBUS, KaTaCTPO(H, MPOU3BOACTBEHH aBapUH, TEPOPUCTUYHH aKTOBE
u ap. Kpu3nucHure cuTyanum M eKCTpeMHHMTE YCJOBHS 3HAUUTEIHO HAMaJsBaT HAJEXKIHOCTTAa Ha
paboTaTa Ha CITy>)KUTEJINTE, KAKTO M B3aUMOIIOMOIIITa, KOETO Y€CTO BOJM 0 HEBB3MOKHOCT 32 U3IIbJIHEHUE
Ha NMpo(heCHOHATHUTE 33/1a4H, a B HIKOU CIIyyau IO OpraHU3allMOHHA U yTIpaBlIeHCKa KpU3a.

JInpgepure MOTHUBMpAT Ipymnara Ja B3eME€ MEPKHU 3a YIPaBIsABAaHETO HAa MOTHBALMOHHUA Ipouec. 1o
TO3M HAYUH Ce NOBHUIIIaBa HeifHaTa (Ha rpynara) e()eKTUBHOCT IPU U3IbIHEHNE HAa TOCTABEHUTE 3aauH.

KakTo Beue Oerre 0T0emns13aH0, MHOTO Ca TEOPUMTE 32 TOBA KAKBO € JINJIEPCTBOTO U KaKbB TPsiOBa 1a Ob/1e
JUJIEPBT, TE Ca C€ Pa3BUBAJIM BbB BPEMETO /10 THEC, 00yCIIaBIHU OT KOHKPETHUTE HCTOPUUECKH, COLIMAITHH,
€THUYECKH, MKOHOMUYECKH, MTOJIMTUYECKHU U ITpouee ycinoBus. B ,,MeHnIKMBHT Ha Obaemero” IIutsp
Jpaxbp oTOeNA3Ba, Y€ €TUHCTBEHOTO OIpEeNICHHUE 3a JIUAECP € ,, HAKOU 0a uma nocieoosamenu ‘. Jlnec Ha
JUJIEPCTBOTO c€ IVIeJ]a He caMOo KaTo Ha CHOCOOHOCT Jla yBIMYaIl Xopara cies cedbe cu. Cunra ce, ue To e
IIPOLIEC, B KOMTO YOBEK BIIMAC BbPXY APYIMTE YWICHOBE HAa IpylaTa 3a OCTUTAaHE Ha HEMHUTE LENU U TE3U
Ha OpraHu3aluAaTa KaTo LsIo.

B Tasum BpB3Ka €IHUM OT Hal-BaXHUTE JMYHM KauecTBA, KOMTO JMJEPBT TpsiOBa Ja MpPUTEXKaBa,
ca PelIUTEeJHOCTTa, ABP30CTTAa M ynoputocTTa. HeoOXonumo € Ja cH pelmTeNeH W yNOpuT, U TO
3apa3uTeIHo, 0COOCHO IIOM CTaBa BBIIPOC 32 pelllaBaHe Ha ONpeJiesieHa 3a1a4a.

LlesieycTpeMeHOCTTA € Ipyro KauecTBO, 6€3 KOETO JUIEPBT MPOCTO HAMA Jla € YCIEIIeH MOTUBATOp —
HE MU3IyCKaH LeaTa OT MOIe, peciieBal 1, KAKBUTO U IIPEYKHU J1a C€ MOSABAT, ThPCU HAYMHU U CPEICTBA
3a MPEOJOJIABAHETO WIM OTCTPAHABAHETO UM, HO HE C€ OTKa3Bal, HUTO C€ OTKJIOHABAN HEHYXHO OT Hes.
Llenta e HykHa He caMO Ha Bojija4a, T4 TpAOBa J1a € sicHO (hopMynupaHa U pa3KpuTa npeji BCHUKHU MOJ1 HETo,
aKO MCKa J1a MOJKE J1a pa34yMTa Ha TAX, HA €KUIIA, BbB BCEKU €IMH MOMEHT.

HNudpopmupanocTTa, 3HaHUETO 3a MPEACTOSAIIOTO, 32 OYAKBAHU TPYIHOCTU Ca OT H3KIIFOUUTEIIHO
3HauEHHeE 3a M0-JIECHOTO U OBbP30 aJaNnTUpaHe Ha rpynara KbM TAX U 0-0bP30TO UM IpeojioisiBaHe. Beekn
TpsiOBa Ja 3Hae KaKkBO, KaK M 3alll0 BbPIIM, C KAKBO M Kora (10 Bb3MOXKHOCT) Iie ce cOirbcka. JInunara
YBEPEHOCT B yCII€Xa € TOJIKOBA Ba)KHA 3a IPyIlaTa, KOJIKOTO U 3a caMus BOZAY, TS 3apa3sBa U OKypakaBa U
JIpyTHTE.

,,E(PEeKTHUBHOTO MOTHBHpAHE BKJIIOUBA!

e IIbPBO: usrpaxjiaHe Ha MOAXOIAIIM I'pynH (€KUIHU) OT XOpa, PHKOBOAEHU OT JIMIA, KOUTO
MPUTEKaBaT HEOOXOAMMHUTE KauecTBA M OCBIIECTBIBAT MOAXOJAIIM 33 KOHKpPETHATa CUTyalus
neictBus. JlunepsT TpsAOBA Ja OCUTYpH M3MOJI3BAHETO HA KAY€CTBATa U TBOPYECKUTE Bb3MOXKHOCTH
Ha BCEKH 4JIEH Ha rpyrnara, KoaTto pbkoBoau. Toil 06euHsABa pa3IuUYHUTE LEIN HA MHIUBUINUTE U
I'M ChIVIacyBa C oOIIUTe TakuBa. EQEeKTUBHUAT nuaep 3Hae, ye IIaBHOTO € Ja IIeall Ha Xopara
KaTo Ha JIMYHOCTH;

e BTOPO: cp31aBaHe U NOAIBbPKAHE HA ONPEEIICHA KYITypa B Ipynara, Ha [ICHHOCTHU U NpaBuJa,
KOUTO TpsAOBa J1a ce cra3Bar;

e TPETO: cwp3naBane Ha atMocdepa Ha JOBEpHE U MOAXOMAL] KJIMMAT B KOJEKTHBA. B3anuMHOTO
JIOBEPUE CIIoMara KakTo IpU U3rPaKIaHEeTO Ha B3aUMOOTHOLICHUATA MEXKIY JTUACPA U YICHOBETE
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Ha KOJICKTHBA, TaKa M IIPU OCHILECTBIBAHETO HA MEX/TyTTMYHOCTHUTE OTHOIICHHUS BBTPE B IpyIiaTa,
0COOEHO BaXKHO B CIICHU(PUUHUTE APMEHCKHU YCIIOBUS;

e YETBBPTO: usnon3pane Ha MOBEJCHUETO HA JIUJEPA KaTo MOJIEN 3a nojpaxaHue. ,,I[pasu ToBa,
KOETO TpaBs a3‘ € JEeBU3bT Ha JOOpUTE JUAEPH, KOHTO Te peanu3upar B CBOSTA MpPaKTHYECKa
JIEHHOCT;

e IIETO: npemiarane u peaau3upaHe Ha HOBU ujieu. EQekTuBHUAT nmuaep e u TBopuyecka JUYHOCT,
KOSITO MOJKE J1a TeHepHpa HOBH MJIEH U J1a YBIWYA U JIPYTUTE MPU TAXHOTO U3IMbIHEHHE. B MHOTO
Cllyuadl MMEHHO TBOPYECKHTE CIOCOOHOCTH M HECTAHIAPTHUAT MOAXOA IpPHU PElIaBaHETO Ha
npoOJIeMUTE OTIMYABAT JIMAEpa OT OCTAHAINTE WICHOBE Ha rpyraTa U Taka TOH I'M MOTHBHpa 3a
YCIICIIHU ACUCTBUS. !

JIunepcTBOTO, BOAAYECTBOTO TPsiIOBa Ja Cce€ OPHEHTHUpPa KbM HEOOXOAMMOCTTa Xopara Aa Obaar mo-
I'bBKaBU. 3aTOBa BCE MO-YECTO CE€ M3UCKBA JIEJIETHMPaHe Ha MPABOTO 3a B3E€MaHE Ha PEIICHHs Ha MO-HUCKO
YIPaABJICHCKO HUBO U C€ MPABST OMUTH Ja C€ OCUTYpH pa30upaHeTo Ha OOIIUTE 3a7a4M OT BCEKH euH. J{Hec
M0-Ba)KHO OT BCSAKOTA € BCEKM PBKOBOAUTEIN Ja pa3depe Koe MOTMBUpPA MOBEACHUETO Ha JMYHOCTTA U J1a
OIpeIeNIi HAYMHUTE, IO KOUTO MOXKE J1a M BIIUsE, 3alI0TO B KpaliHa CMETKa BCUYKO 3aBUCH OT XOpara.

PwvroBomuTenure TpsOBa a M3ydyaBaT M3KYCTBOTO HAa MOTHMBAlMATa, 3a Ja MOraT Ja pazyuTaTr Ha
rpymnara. 3aloTo JHEITHUTE JHJIEPU ce COTBCKBAT ChC 3a/1a4aTa J1a Ch3/aBaT EKUIM OT ChbBCEM Pa3IMYHHU 110
XapakTep U OIUT XOpa, IIPU TOBA 3HACIU U HH(POpMHUpaHH JINYHOCTH. Cera U 3araxuTe ca HOBU, Pa3InIHH,
OBpP30 MPOMEHSIIN C€, U3UCKBAILY JHEIIHUAT YCIIEIIEH JIUep Ja MPUTEKaBa yMEHUETO 3a aJlanTalus KbM
IIPOMEHHUTE, TOTOBHOCT 32 PEakLys B HEMIPEKbCHATO U3MEHSIIATa ce Cpea.

Koii e uctuncku munep? ToBa e yoBek, KOWTO peanu3upa oOIIecTBeH! nHTepecu. JInnepsT ctumynupa
nporpeca B 00IIeCTBOTO, OCUTYPSIBAMKH JBIKEHHE Harpe . Toi moema Ta3u posist JOOPOBOIHO U Ch3HATEITHO.
JlunepsT BUHArW CH MOCTaBs 1IeJl, Ch3/1aBa YCIOBUS M MMOAOMpa XOpa M CpelCTBa 3a mocturanero u. Eto
3aI10 € TOJIKOBA BaYKHO BCUUKU MPOIIECH Ja C€ PBKOBOJSAT OT JIMICPH.

VICTUHCKUSAT AHUIEp ce XapaKTepu3upa ¢ BpoJeH NOTeHIHAN U IpodecroHann3bM B padorata cu. Toi
JOTIPUHACS 32 PAa3BUTUETO M HE C€ TMOCTaBs Ha MBPBO MsCTO. JlopH MOHSKOTa MOXeE Jla OCTaHE HAIbJIHO
He3abenexxuM. OCHOBHOTO € CTPUKTHO IpecienBaHe Ha nenute. EQekTuBHUAT nuaep 3Hae Kak ja oOuryBa
C XopaTta, Ja TOBOPH Ipe] MmyOnrKa, UMa AUIUIOMaTHYecKu yMeHus. JlunepsT nobpe pazoupa, ye BCUUKU
XOpa OKOJIO HETO0 MMaT CBOM COOCTBEH HAa0Op OT CMOCOOHOCTHM M HENOCTATBIM. 3aTOBa TOM MOXeE Oa
pabotu e(peKTHBHO C TO3U ,Marepuan”. C Apyru aymu, JUAEPHT HE BIHM3a B KOHQIMKT CbC CHCTEMATA,
HO ChOOpa3sBallki C€ C HAJMYHHUTE YCIOBHSA, Ch3/1aBa CBOS COOCTBEHA OpraHU3allMsl 3a PHKOBOACHE U
yIpaBJIeHUE Ha poLecuTe. 3a JoOpHs IUep € BaXKHO Ja HE B3eMa CTpaHa B KOH(PIUKTUTE, KOUTO Bb3HUKBAT
B €KHIIa, a J1a YIIPABJIsABA TAXHOTO pa3peliaBaHe.

CrnenoBatenHo TUAEPHT TPsiOBa a MpUTEKaBa HIKOM OCHOBHHU KauecTBa KaTo: PallMOHAIHO MUCIICHE;
amMOuIMs, BOJSI M JKEJIaHKME 3a MOCTUTaHE Ha LenTa; Ja obuya paboTara cu; na Obae NpoQecHOHANUCT;
Jla yMee Jla ce M30JIMpa OT TEKYILIUTE MpoOJIEMH U JIa C€ ChCPEA0TOUaBa BbPXYy OCHOBHOTO; J1a UMa J100pa
UHTYHIMA. B To3u pen Ha Mucnu He TpssOBa Ja ce mpeHeOpersaT u oManoBaxanar (pakToOpuTe, KOUTO Mpedar
Ha YOBEK Jia € 100bp Ha jnuaepckara mo3uiys. [loHskora Toii TpsiOBa 1a xepTBa COOCTBEHOTO CH ,,A3, a
00pBIla MO-MaJKO BHUMaHHE Ha COOCTBEHOTO CH KapHMEpHO pa3BUTHE, COLMATIHO M3pacTBaHe W T.H. Toi
TpsiOBa Ja MMa BpeMe 3a IIBbJIHOIEHHA W KAueCTBEHA MOYHMBKA M J]a € CIIOCOOCH Ja YIpaBisiBa MPABUIHO
CBOOOITHOTO CH BpEME.

Tunonozuzayusa u Knacugukayus Ha MOMUBAYUOHHUA RPOYeEC

Criopenn 1. XpHCTOB ChIIECTBYBA CXEMa, U3TPAJCHA OT ,, YeMUpu e1emMeHma, no Kosamo 0a ce Hanpasu
Moeda, a UMEHHO:

1. ITvpeuam enemenm e ne206ama GyHKYuUs 6 KOHKpEMHAmMa cneyu@uiHa cumyayus.

2. Bmopusam e ,,cepvxsadauama‘’, Kosmo ce usnviH;8d.

3. Tpemuam enemenm nokazea Macmomo u poisima Ha MOMUEAYUAmMAa.

4. Yemewvpmuam enemenm paskpusa cyoOekmusHume npeocmasu Ha 1uoepa u He2080mo 0OKPBbICEHUE
3a cneyughukama na yenume u 3adaqume Ha OeuHOCMmMa um.

[lenecbo0pa3HO, a B HAKOU CIIy4ad U HAJIOKUTEIHO € Ja C€ THIM3UPAT MPOOIeMUTEe, KOUTO CE PEIIaBaT
OT JIHJIEpa, KAKTO U yCIIOBUSATA TPU B3€MaHE Ha YIIPABJICHCKHUTE PEIICHUS C IIeJ YCIIEITHO MOTHBHUPAHE.
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Haii-yecto Tunu3anusiTa Ha mpobIeMuTe cTasa 1o:

a) Ba’KHOCTTA Ha NMpoOiemMa; 1o TO3M MPU3HAK TE€ CE pa3/iessiT Ha:
— M3KJIIOYUTEITHO BaXKHH;
— 3HAYMMU;
— HECBhIIECTBEHH.

OT TOBa pa3zeisiHe 3aBUCH U KaKBO BHUMAaHHE, KAKTO U KOJIKO PECYpCH IIE Ce OTJIEINAT 3a PEIIaBaHETO
Ha rpobiema.

0) BpemMeTo 3a peliaBaHe Ha IpoOiIeMa; CIIope TO3H MPU3HAK MPOOIeMHUTE MOrarT J1a ObIaT:

— HEOTJIOKHHU — Te TpsiOBa J1a ce pelaBar BeIHara;
— CPOYHH — CJIe/[Ba ja ObJaT PEUIeHU B OIIpEeieH CPOK;
— TaKHMBa, KOUTO MOTaT JIa CE OTJIarar.

B) O4YAKBAHMTE Pe3yJITaTH — T€ MOTaT Ja ObJaT ChC 3HAUUTEIICH WM HE3HAUYUTENCH e(DEKT.

3a 1a ymesT 1a MOTUBHUPAT, TUIEPUTE B KpaifHa CMeTKa TpAOBa J1a ce CTpeMsT Aa ObaaT 1o0pu JIuaepH,
KOUTO BOJAT IMOJYMHEHHUTE CH 32 YCIICIIHOTO PELIaBaHe Ha 3a/1auuTe U IOCTUTAHETO Ha LIEIHUTE, KaTO ThPCAT
HOBH, HETIO3HATU M €(DEKTUBHU ITBTHILA 32 TOBA.

JloOpuTe nuiepyu MOTUBHUPAT MTOJYMHEHHTE /1a HAIIPABSIT TOBEYE, OTKOJIKOTO OYakBar. Te uMart coOCcTBEHH
NpEeACTaBU 3a HellaTa U ca TBOPUYECKU JIMYHOCTH. MIMaT yMmMeHHs, KOUTO TM OTIMYABAaT OT OCTAHAIHUTE
MEHH/DKBPU U ca 0COOEHO IIEHHHU U MOJIE3HH 10 BpeMe Ha CIeIU(PUIHUTE JeHHOCTH, KOUTO MOTaT Ja ObaaT
OT Hal-pa3iIMyeH Xapakrep.

3a 1a ymee a MOTUBHpA, JTUIACPHT TPsiOBa f1a Obae edekTHBeH. ToBa € YOBEK, KOMTO ymee J1a Ch3aBa
B/IIbXHOBSIBAILA BU3HsI 32 OBbACIIETO, 1a MOTUBUPA XOPAaTa J1a y4acTBaT B Ta3H BU3HS, J1a YIIPABJIsIBa IPOIIECHTE,
Jla U3rpaxia u o0yyaBa €KHIIa, 3a Ja ObJie MAKCUMAJIHO €(DEKTUBEH B MOCTUTAHETO Ha LIEJIHTE.

JlokazaHo €, 4e BUCOKOTO HMBO Ha MOTHBALIMS HA CITY>KUTEIUTE TIO3BOJISIBA J1a CE€ OMPOCTH MPOLECHT Ha
ympaBlIeHHE U Jia C€ MOCTUTHAT MO-ObP30 OpraHU3allMOHHHUTE LIEJIM Ype3 HaMaJIIBaHE HAa KOHTPOJIA BbPXY
JEMHOCTTa Ha YIPABICHCKUTE CyOSKTH 1 ONITUMHU3MpAHE Ha TAXHATa paboTa.

JlHec equH OT OCHOBHHUTE NMPOOJIEMH Ha YIPABICHUETO HAa MEPCOHANa € TPYAHOCTTA J1a C€ U3TPau
e(eKTHUBHA CHCTEMa 3a MOTHBAIMS 3a TPYAOBa JACHHOCT. 3alIOTO MOTHBALUATA € Hal-BaXXHUAT (pakTop
3a e(peKTUBHOCTTA U MPOU3BOJUTEIHOCTTA HA CIYXHUTEIS M Karo TaKbB (OPMUpA OCHOBAaTa Ha HETOBUS
TPYIOB MOTEHLUAN, TOECT LEJIHsi HaO0Op OT CBOMCTBA, KOMTO BIHUSAT BBPXY MPOM3BOJCTBEHATA JEHHOCT.
MotuBanusTa € eaHa oT (yHKUMUTE Ha ynpasieHueto. Hail-oOmo moTuBanusTa € HaboOp OT ABHMIKEIU
CHJIU, KOMTO TPsIOBa Jla BiIajiee M yIpaBisiBa BCEKU JIMJIEP, 3a a HAChpuaBa YOBEKa Ja ICHCTBa B XKeJlaHaTa
nocoka. JIusepsbT e HasiCHO, Ue Te3U CHIIM Ca MHAWBUYAIHU 32 BCEKH YOBEK, HAMUPAT C€ ,,BbTPE™ B HEr0 MU
JieiicTBaT OTBBH, IPUHYXK/IaBAHKU TO CH3HATEIIHO UM HECH3HATEIHO J1a M3BbPILBA ONPEIe/ICHH ICHCTBUS.

JIunepbT pa3dupa, 4e OCHOBHATA pOJsl HA MOTHMBALMATA B €IHA OpraHM3alus €, 4e TS Bb3ACHCTBA
BBpXY IE€pPCOHAJIA YpE3 Pa3IMYHM KOJECKTUBHH U MHAMBHyaJTHU CTUMYIH 32 epektuBHa padota. Toil sicHo
OCBH3HaBa, Y€ PHKOBOJICTBOTO MOXE JIa OT/AEIM MHOTO BpeME U Mapu 3a MoJ00psBaHEe OpraHU3alMiTa Ha
pabora, HaMHMpaHe Ha ONTHMAJIHHM CTPYKTYpH, pa3paboTBaHe HA JBITOCPOYHM IUIAHOBE U CTPATETHUH U
U3I0J13BaHe Ha Hall-HOBHM TEXHOJOTMH, HO TOBA HsAMA JIa J]a/ieé HUKAKBa MpUHA/IeHa CTOMHOCT, ako Xopara,
paboTely B Opranu3anusTa, He ca JMYHO 3aUHTEPECOBAaHH OT ycCIiexa.

OpraHu3alMOHHUTE JIUACPH TPsAOBa J1a B3eMaT MPENBUI KaKTO TPYMOBHUTE, Taka M MHIUBUAYaTHUTE
CTHMYJIH 32 TIOBEACHUETO Ha MepcoHana. SICHO e, Ye MHAUBUIBT L€ C€ CTPEMHU J1a y4acTBa B IOCTUTAHETO
Ha TPYIOBa I J0 CTEMEH, B KOSATO TpyraTa YIOBIETBOPSIBA HETOBUTE COOCTBEHU HYXKIAM M CTPEMEKHU.
PwroBOIUTENAT TPsIOBA 1A MPEIOCTABS YACT OT IIPABOMOIIUATA CH HA TOAYMHEHUTE CITY>KUTEIH 32 PelIaBaHe
Ha KOHKpEeTHa 3ajgaya. ToBa MOBHIIABA TSAXHATa MOTUBAIMA, (JOPMHpA Yy TAX YyBCTBO 3a MPHHAJICKHOCT
KBbM 00111aTa Kay3a 1 Bb3IUTaBa OTTOBOPHOCT 3a MOCTUTaHE LIEIUTE Ha OPraHU3aUsATA.

Enna ot ¢gopmute Ha BIUSHHE BBpPXY MOBEICHHETO Ha MOJYMHEHHUTE € HACTAaBHHUUYECTBOTO, KOETO
Cce OCHOBaBa Ha KOMIIETEHTHOCT, T.€. Ha BJacT Ha HedopmanHa ocHoBa. KoproparuBHara cucrema 3a
MOTHUBAIMA € Ha0Op OT B3aMMOCBBP3aHU METOIM 32 MOTHBHMpAaHE Ha IMEpCcOHalla, YHETO Ch3JaBaHE Ce
U3BBPIIIBA B ChOTBETCTBUE C YCIOBUATA HA BHHIITHATA M BHTPEIIHATA CPeJla U € HACOUEHO KbM IMOCTUTaHE Ha
CTpATErHUECKUTE LI HA OpraHu3aluaTa.

MotuBanusiTa TpsOBa ga OCUrypsiBa 6aiaHc U POKyC BbpXy NpHOpHUTETUTE. EcTeCTBEHO, ChIIECTBYBAT
CUTYyalluu, IPU KOUTO HSAKOW OT €JIEMEHTHUTE M3IIbKBA HAa IMpENEH IUIAaH KaTo Hal-BakeH 3a KOHKPETHUS
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MOMEHT, HO T€ MOTar Aa ObJaT aJleKBaTHO MPOMEHSIHU U YIIPABISBAaHU CaMO KaTo pe3ysiTaT OT HaMecaTa Ha
octananute ¢aktopu. KioubT KbM BCHUKO TOBa Ca MPEIANOCTABKUTE, KOUTO CE€ Ch3JaBaT OT JHJIEPUTE Ha
cucremara — BsipaTa B MHAMBHIA U B HeroBute 1enu. CriocCOOHOCTUTE 3a CaMOyIPaBJICHUE U HYXIUTE Ha
MIEPCOHATHMS CTATYC ONMPEACIAT CTEIEeHTA Ha MPEIU3BUKATEIICTBO U CKIIOHHOCTTA KbM eKcriepuMeHTu. bes
M3KITIOUYEHUS] OTPAHNYCHUATA HA OPTraHU3allMOHHOTO CHBBPIICHCTBO C€ KOHTPOJIMUPAT OT AOMYCKaHUATA U
MIPENOIIOKEHUATA Ha JIJIEPUTE 32 TOBA KAKBO € Bb3MO)KHO U IEJIECHOOPA3HO 32 BCUUKH.

Heo6xonumocTtTa muaepuTe 1a MpUTekaBar CIoCOOHOCTH, aICKBaTHHU Ha YCIIOBUATA Ha cpesiaTa, U TO B
LIEJINS CIIEKTHP OTTOBOPHOCTH, U3UCKBA HENMPEKBCHATO PAa3BUTHE HA CXBAIIAHUATA 3a TAXHOTO HU3IIOJI3BaHE
B CHOTBETCTBUE C OOCKTUBHUTE PEATIHOCTU M PAa3BUTHUETO HA ChbBPEMEHHHTE TEOpUU. MOTHBHUPAHETO CE
SBSIBA MPEIN3BUKATENICTBO 32 00CIMHIBAHE CIIOCOOHOCTUTE HAa TIOAYMHEHUTE KaTO KOMIIOHEHTH Ha €TUHHA,
e(eKTHUBHA U CHBMECTHA CHCTEMa, KOATO Ja JeWCTBa ycCHemrHo, 0e3 ToBa, pa3dupa ce, J1a 3aTpyaHsaBa
€BEHTYaJIHH aBTOHOMHH JICHCTBUS HAa OTJCITHUTE KOMIOHEHTH.

JlHec wu3cienoBaTeNInTe TNPOJBIDKABaT CBOMTE TBPCEHUS B OTKPUBAHETO Ha Hal-eeKTHBHATa
MOTHUBAIIMS, Ha Hal-TIOKpEIsIIaTa Juaepa cuTyanus B Obp30 u3MeHsmara ce cpeaa. Jlunepure ca tesu,
KOWTO MOTaT Jia BIBbXHOBSABAT MOJYMHEHHUTE CH 3a BEJIMKU Jeja. 3alloTo JHJEPUTE ca HOCHUTEIHTE U
MIPOBOJHULIMTE HA IICHHOCTUTE HAa OPraHU3allMOHHATa KYyJITypa.

MoTuBanusTa, BKIIOYUTEIIHO YMEHUETO J1a MOTHBHpAIl camus cede cH, € puiocodust 3a xuBota. Beekn
TpsiOBa J1a ce onmuTBa J1a Ob/ie MOTUBATOP, KOWTO JOKOCBA )KMBOTA HA JIPYTUTE, 100ABS UCTUHCKA CTOHHOCT
B CBETa M OCTaBsl ciie]] cebe CH TpaiiHO HACNeACTBO. BChITHOCT MOXKeM J1a 060011M, Ye € Ch3/1aJeH MOAET
Ha MOTHUBAIMATA KaTO MHOTOCTENEHEH IPOIEC, KONTO BKIIIOYBA MOHATHUATA: MOTPEOHOCTH, HACOUEHOCT,
Harpaau. PpkoBonuTenuTe TpsOBa qa ce OTHACIT CEpHO3HO KbM IpobieMuTe Ha MoTuBanusaTa. HyxHu ca
UM TEOPETHYHM 3HAHUs B Ta3u 00NACT, 3a Ja MOraT Jla HaMUpaT Hail-700puTe MPaKTUYECKH PELIeHUs 3a
MOTHBHUpPAHE HAa TOAYNHEHUTE CH.

CohlnecTByBaT NpaBWia M CTpPATETWH 3a MOTHBAIMATA, KOMUTO HE TpsOBa Ja ce MpOMycKaT OT
paboTonarenure, ako UCKaT YCIICIIHOCT B EKUITUTE CH, U T€ Ca CIEIHUTE:

— J1a TI03HaBaT MOTPeOHOCTUTE HA TIOAYUHEHUTE CH;

— J1a IpOyYBaT HE CaMO HYXKIHUTE, HO U KEJTaHUATA 1M,

— 51a Tpanupar pakTopuTe 3a MOTUBALMATA 33 OTACTHUTE UHIUBU/IN;

— J1a He 3a0paBsT, ue MapuTe HE ca eAMHCTBEHUAT CTUMYI, KbM KOMTO XOpaTa ce CTPEMSIT;

— J1a ce OTYUTA BIMSHUETO Ha OOLIECTBEHNUTE U JIMYHH MPEANIOCTABKH;

— Jla IMa Harpaja cies no-epeKTuBHaTa U 100pe CBbpIIeHa padoTa;

— TMO3HABAHETO HA MICUXOJIOTUYECKHUTE TUIIOBE J]a C€ U3I0JI3Ba P MOTUBUPAHETO HA JIMYHUS ChCTAaB;

— 71a ©Ma OOEKTHUBHOCT M CIIPABEAJTUBOCT B OLICHKUTE U Bb3HATPAKICHUATA.

n3BOaHN

O000maBaiikyn Ka3aHOTO JI0TYK, MOTaT J1a ce U3BJIEKAT CJIeJHUTE U3BOIU:

1. He cpiecTByBa Hali-e(peKTUBEH MOAXO/ 3a MOTUBHpPAHE, a PE3y/ITaTUTE ca Hail-noOpH, KOorato nma
CBhOTBETCTBUE MEXIY U3UCKBAHUATA HA JIMJIEpa, HA TOJYMHEHNUTE U Ha 3a1auuTe. To CUITHO Ce MOBIHSBA OT
nBa (hakTopa: KOMIJIEKCHOCTTA Ha 3a/1auuTe U IPOMEHJIMBHUS ChCTaB Ha rpyriaTa.

2. BUCOKOTO HUBO Ha MOTHUBALIMS HA CIIy>)KUTEJIUTE MIO3BOJISIBA Ja CE YIECHH ITPOLIECHT Ha YIIPABIECHUE
U NIOCTUTaHE Ha OPraHMW3allMOHHMUTE LIEJIU 4Ype3 HaMaJIiBaHE Ha HMBOTO HAa KOHTPOJI BbPXY NEHHOCTHUTE
Ha CyOeKTHUTE Ha ympaBlieHHE, ONTHMHU3MpaHEe Ha padoTara UM OT CaMHUTE CIYXHTEIH, MUHUMH3UpPaHE
Ha BPEMETO U pa3xoJuTe 3a yOexkaBaHe Ha CIY)KUTEIUTE B HEOOXOAUMOCTTA OT MPOMEHHU U TAXHOTO
IIpUJIaraHe.

3. B cBeTa Ha ynpaBlIeHUETO €J1H OT KJIIOYOBUTE €IEMEHTH 3a YCIEX € JIUACPCKUAT cTuil. Tol Biuse
BBbPXY MOTHBALIMATA HA IEPCOHAJIA, TOCOKATA HA PAa3BUTHE HA KOMIIAHUSTA, HEHHATa KOPIIOPAaTUBHA KyITypa
U KaTo 1510 HelHaTa e()eKTUBHOCT M KOHKYPEHTOCIIOCOOHOCT.

4. YMEeHHEeTO Jja MOTHBHpA MOJYUHEHHUTE CH € €HO OT Hali-BaKHUTE KauecTBa Ha J00pus ituaep. AKo
MCKaMe MMOJYMHEHHUTE HU J1a TIOCTUTaT 100pU pe3yaTar, TpsOBa Jja T MOTHBHpaMe — T.€. J1a TH HaKkapame
Jla ICKaT OHOBA, KOETO TPsIOBa J1a TIOMCKAT.

22



Cmegan Memooues

3AK/IIOYEHUE

KasBar, ye muaepbT € 40BEK, KOMTO 3Hae KaKBO MCKa, 3Ha€ HAKbB/I€ BHPBH H 3aI10 OTHBA B Ta3H MOCOKA.
[TpoyuBanusiTa coyat, 4e ako YOBEK 3HA€ OTTOBOPUTE HA TE3HM TPHU BBIIPOCA, Iie ObJe yCIEHIeH JHIED.
Ho BuHaru e TpyaHO 1a ce mpenBuIy Jaji YOBEK Ie CTaHE YCIEIIeH JHIEp Bb3 OCHOBA €IWHCTBEHO HA
HETOBHTE JINYHOCTHH YepTH. HeoOxomumo e 1a ce B3emart npensu popmuparniara cpeia 1 00CTOATEIICTBATA,
B KOHMTO C€ MPOSIBSIBAT JIHJEPCKUTE KauecTBa. OUeBUIHO, 32 J]a CTAHETE JIUJEP, HE € HYXKHO J1a CTe YOBEK
C M3KJIIOYUTETHH crtocoOHOCTH. [ToHSIKOTa € JOCTaThYHO J1a CT€ Ha TOYHOTO MSICTO B TOYHOTO BpeMeE U Ja
ce BB3MOJI3BaTE MAKCUMAITHO OT 00CTOsTENCTBaTa. B ThpceHe Ha miealsieH JIHep SeKUIHUTE caMu n30upat
KaKBH KaueCTBa U XapaKTEPUCTUKHU TPSOBA Ja MPHUTEKaBa YOBEKHT, KOWTO 1€ T phKoBOaM. He e necHo na
Ce TPEATIONIOKH KaKbB JIUJEP LIe MPEANoYeTe SANH EKHII, HO € SICHO, Y€ TOU TpsiOBa Ja MOXKE J1a BABXHOBSIBA
Y PBKOBO/IM €KHIIAa KBM CIIOJICNICH yCIIeX U Aa Ob/1e HICTHHCKH KaTajau3aTop 3a MOCTUTaHe Ha N3KITIOUNTEITHU
pe3yaTaTH.

Pa3BuTneTo Ha TUIEPCKUTE YMEHHS € MIPOIIeC, KOWTO M3UCKBA 3abJI00YeHa CAaMOOIIEHKa, HAaBPEMEHHA
oOpaTHa Bpb3Ka M HEPEKbCHATO CAMOYChBBPILICHCTBAaHE. BCHYKO TOBA I11€ BM TOMOTHE J]a CTAHETE MO-T00bP
munep. HezaBucumo ot m30paHust CTHI Ha yrpaBiieHHE He 3a0paBsiiTe, 4ye Hal-BaKHOTO B JIUACPCTBOTO
ca BHUMAHHETO KbM BAIllMs €KHIT M IMO3HABAHETO HA HETOBUTE MHIMBUAYAIHU U TPYNOBH MOTPEOHOCTH.
3amoTo JIuAepuTe ce cieABaT He 3apaau (hopMaiHa BIACT, a 3apay JOBEPHETO U YBaKCHHUETO, KOETO ca
M3rpaanin. 3a Ja UCKaT WICHOBETEe Ha eKHIIa J1a Ca Ha Ballla CTpaHa BbB BCHYKO, T€ TPsOBa 1a BU BApBAT
0e3pe3epBHO.

KoMyHHKaTHBHOCT, TOJIEPAHTHOCT, [EJIEYCTPEMEHOCT, BOJISI, EMOIIMOHAIHA UHTEIIUTEHTHOCT — TE€3H H
Ollle MHOTO JPYTH Ka4ecTBa CTOST B OCHOBaTa Ha KOMILJIEKCHOTO YMeHHe Ja ObJell JHIep — €IHO OT
Haii-nieHenute npe3 XXI B. 3aroBa ce crpemere Aa ObJeTe yCIENIHN JIUAEPU U OTIUYHU OTOOPHHU UTPAYH.
3amoTo, 3a 1a Obae ePEKTHBEH eIuH PHKOBOAUTEIN, TOW TpAOBa HE caMO Jia C€ Y4M OT OIHTA Ha CBOUTE
MPEIIECTBEHUIIN, HO ¥ €JHOBPEMEHHO Jla BIK/IAa ChbBPEMEHHHUTE MPEIN3BUKATEIICTBA U Ja OTTOBaps Ha
M3MCKBaHUATA Ha BpeMeTo. BaxkHO € 1a mo3HaBaTe ChBPEMEHHUTE TEH/ICHIINH B JIUIEPCTBOTO, 3AII0TO TOBA
I1I€ BU TIOMOTHE J]a ObJieTe IuaepuTe Ha ObICHIETO.
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THE ROLE OF THE LEADER IN MOTIVATING STAFF
Abstract: This paper analyzes the key role of the leader and his/her ability to motivate and inspire the team

to achieve the common goal. A review of the way the work process is organized is carried out, as well as the
more common reasons for losing the motivation for work, which is set by the manager or in other words by

23



Ponama na ﬂudepa 3a momusupane Ha nepcornana

the leader in the team. The role of the leader is studied in finding a balance between motivation, control and
delegation, as well as his/her ability to create an appropriate environment in which everyone feels valued

and supported.
Keywords: leader, manager, development, personnel, motivation
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OBILIIECTBEHH KOMYHUKAIIHHU H HHD®OPMAILIHOHHHU HAYKH
PUBLIC COMMUNICATIONS AND INFORMATION SCIENCES

THE ROLE OF MEDIA TRAINING IN CRISIS FOR EXECUTIVES
AND REPRESENTATIVES

Lena P. Lanz
University of Library Studies and Information Technologies

Abstract: This study analyses the importance and effectiveness of media training as a crisis communication
tool and its role in overcoming crisis situations. The aim of the study is to analyze the development and
optimization of flexible communication strategies in order to strengthen managers and spokespersons
in their ability to appear confident and credible in public. This topic is particularly relevant due to the
changing communication landscape and the increasing demands for transparency and responsiveness from
companies. The methodological basis of the work comprises a detailed literature review and the analysis
of case studies. Theoretical models and practice-orientated approaches are critically evaluated in order to
highlight their potential and challenges. The analysis shows that well-planned media training with practical
methods, such as simulations and role-playing, can strengthen the crisis resilience of organizations. It also
emphasizes the importance of intercultural sensitivity and the integration of digital technologies in order
to meet the dynamic requirements of modern crisis scenarios. The results illustrate that media training
makes a significant contribution to safeguarding a company s reputation and building long-term trust with
internal and external stakeholders. The work offers valuable practical recommendations for companies
and lays the foundation for future research into the long-term implementation of such training in different
organizational contexts.

Keywords: media training; crisis situations, executives and representatives;, communication strategies

INTRODUCTION

Crises are commonplace in the corporate landscape and represent an unavoidable challenge. The way
in which companies respond to such events affects not only their short-term crisis management, but also
their long-term reputation, credibility and survival. Whether financial problems, ethical conflicts, natural
disasters or technological disruptions — every form of crisis has the potential to shake stakeholder confidence
and jeopardise the stability of companies. Targeted and flexible crisis communication plays a decisive role,
particularly due to the growing importance of social and digital media, which enable rapid dissemination
and influence on public perception. This academic paper is dedicated to the question of how media training
can enable managers and spokespeople to successfully master crisis situations.

The aim of this study is to analyse the importance of structured communication training and the
development and continuous optimisation of flexible communication strategies in crisis situations. The focus
is on identifying effective approaches for modern crisis scenarios. Media training should help managers
and spokespeople to appear confident and credible in public. These tools are becoming increasingly
relevant, especially in the context of the changing communications landscape and the rising expectations of
transparency and responsiveness from companies.

In order to fulfil this objective, the work is methodically based on a detailed literature review and the
analysis of case studies in order to combine theoretical principles with practical findings. Existing models
and approaches are critically evaluated in order to highlight their strengths and weaknesses. This enables
a well-founded examination of the connections between media training and effective crisis management.

The thesis is structured as follows: The second chapter covers the theoretical foundations of crisis
communication, including definitions of key terms and the responsibilities of managers and spokespeople.
Chapter 3 examines the role of media training as a crisis communication tool and analyses its methods.
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FUNDAMENTALS OF CRISIS COMMUNICATION

Crisis situations pose enormous challenges for companies, and the way in which they communicate is
crucial to their success in overcoming them. The following sections highlight the key elements of corporate
communications in times of crisis, including the definition and importance, the role of leadership and the
need for effective media training. In addition, the development and adaptation of strategic communication
guidelines is discussed in order to meet the different requirements in crisis scenarios and to create trust
among stakeholders. The fundamental role of crisis communication for the long-term success of a company
is thus emphasized.

Definition of corporate communication during crisis

Corporate communication in times of crisis plays a crucial role in protecting the company’s reputation
and building long-term trust. Transparency is a key element here, as companies are expected to provide
precise and up-to-date information in crisis situations. This helps to avoid speculation and rumors and
counteracts a potential loss of reputation (Schwarz et al. 2017). Studies have shown that companies with
a proactive and well-coordinated communication strategy are better able to minimize damage to their
reputation. Redundant mechanisms in the communication structure can have a supporting effect here (cf.
Boin, McConnell 2007). At the same time, crisis communication opens up the possibility of strengthening
the brand image and gaining the trust of new target groups through authentic and empathetic behavior,
which, however, requires consistently stringent and coherent communication (cf. Boin, McConnell 2007).
Mistakes in crisis communication, such as incoherent statements or delays, can result in lasting reputational
damage (Schwarz et al. 2017).

Crises can have a significant impact on the public perception of a company. The assessment of a
company’s ability to act and expertise is often negative if communication is perceived as inadequate (see
Schwarz et al. 2017). This is particularly evident in the case of expressive reputation, which encompasses a
company’s ability to communicate emotionally and empathetically and is often rated worse in crisis contexts
(cf. Schwarz et al. 2017). Effective crisis communication not only influences the acute perception of the
organization, but also has a long-term impact on the willingness of stakeholders to continue supporting the
company (cf. Boin, McConnell 2007). Inadequate communication can also lead to a long-term loss of trust,
which emphasizes the need for clear and well thought-out communication strategies (cf. Schwarz et al.
2017). Those responsible are faced with the challenge of managing public expectations while simultaneously
minimizing emotional reactions from the public (cf. Winkelman 1994).

In a changing media landscape, adaptability and transparency are key aspects of crisis communication.
Companies must react flexibly to dynamic scenarios and at the same time apply clear guidelines that
leave room for spontaneous adjustments (cf. Boin, McConnell 2007). The growing speed of information
dissemination through social media significantly increases the need for adaptability. Companies must ensure
that their communication strategies are flexible and scalable in order to professionally manage unexpected
developments (cf. Arner et al. 2016). Transparency is essential in order to build trust and prevent rumors. A
situation-specific prioritization of communication reduces the risk of contradictory statements and strengthens
credibility (cf. Schwarz et al. 2017). In addition, companies must always maintain a balance between the
public provision of information and the protection of internal confidentiality in order to minimize legal and
ethical risks (cf. Boin, McConnell 2007). Structural flexibility in communication processes is necessary in
order to meet the requirements of the digital media landscape (cf. Schwarz et al. 2017).

The consideration of multicultural perspectives is an indispensable component of effective crisis
communication. Cultural differences can have a significant impact on the perception and success of
communication measures, especially in a global context (cf. Winkelman 1994). Intercultural sensitivity is
necessary to avoid misunderstandings and promote local acceptance. Studies show that culturally specific
communication strategies are more effective in building trust and securing long-term relationships, which
emphasizes the need for culturally adaptive guidelines (cf. Schwarz et al. 2017). The ability to identify
and respond to potential cultural tensions at an early stage significantly increases the efficiency of crisis
management (cf. Winkelman 1994). Companies that employ management staff with intercultural competence
benefit from faster and more effective crisis management in multicultural contexts (cf. Winkelman 1994). In
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the long term, the integration of multicultural perspectives promotes both crisis resilience and sustainable
relationship management with international target groups (cf. Boin, McConnell 2007).

Digital platforms and social media have significantly increased the complexity of crisis communication.
The real-time dissemination of information demands a proactive communication strategy that integrates
both traditional and digital channels. Social media act as amplifiers, enhancing the speed and reach of
communication, which compels companies to effectively monitor and strategically manage these channels
(cf. Arner et al. 2016). By strategically leveraging digital platforms, crisis managers can not only shape
public discussions proactively but also correct misinformation more swiftly (cf. Boin, McConnell 2007).
Carefully prepared content and rapid response times are crucial to effectively addressing both internal and
external stakeholders (cf. Arner et al. 2016).

Innovative technologies, such as predictive analytics, provide companies with the ability to identify
potential crisis developments early and adjust their communication strategies accordingly (cf. Schwarz et
al. 2017). Integrating digital technologies into the planning models of future communication strategies is
therefore essential to meet the demands of modern crisis scenarios (cf. Arner et al. 2016).

In summary, the importance of corporate communication during crises lies not only in protecting
reputation but also in building long-term trust. This requires a combination of transparency, adaptability,
intercultural sensitivity, and the effective use of digital technologies.

Role and Responsibility of Leadership

The responsibility of leaders in crisis situations encompasses a wide range of tasks aimed at enabling
coherent and effective crisis management. Leaders are central to strategic decision-making processes,
focusing on reducing uncertainty and fostering organizational resilience. Studies highlight that effective
leadership is characterized by the ability to strengthen resilience while responding flexibly to unforeseen
challenges (cf. Williams et al. 2017). Decision-making requires a balance between speed and caution,
particularly in the early stages of a crisis, to build trust and provide clear direction (cf. Boin 2009). However,
it is critical to note that the complexity of modern crises often overwhelms leaders, necessitating structural
support and the implementation of interdisciplinary teams. This raises the question of whether leaders alone
can efficiently meet all requirements.

Resilience is a key concept that enhances an organization’s overall ability to handle crises. Leaders
play a central role in promoting resilience through proactive planning and the implementation of specific
measures (cf. Williams et al. 2017). The ability to dynamically adapt existing strategies proves necessary
to maintain organizational stability. Nonetheless, it remains unclear how resilience can be institutionalized
long-term within organizations, as many initiatives focus on short-term crisis response without creating
sustainable structures. This underscores the need for further research to establish resilience as a core
component of organizational strategies.

An essential aspect of successful crisis leadership is the prioritization of resources. Leaders must
make rapid yet informed decisions on allocating limited resources to stabilize key organizational functions
and mitigate damage (cf. Fearn-Banks 2016). This decision-making capability is significantly influenced
by strategic planning and the ability to efficiently gather information (cf. Boin 2009). Leaders who
systematically incorporate feedback from previous crises are better equipped to manage resource-intensive
challenges (cf. Sutcliffe et al. 2017). However, it remains uncertain to what extent cultural differences in
global organizations impact resource prioritization.

Building trust is one of the most challenging tasks for leaders in crisis situations. According to
Boin (2009), trust is essential for ensuring an organization’s credibility and stability. Clear and consistent
communication provides the foundation for minimizing uncertainty and strengthening emotional bonds
with both internal and external stakeholders (cf. Gregory, Bauer 2007). Significant challenges arise in
multicultural contexts, where varying perceptions of trust and credibility must be addressed (cf. Sutcliffe
et al. 2017). Leaders who enhance the cultural sensitivity of their communication are better positioned to
avoid misunderstandings and establish sustainable trust. Despite these insights, the systematic integration of
cultural dimensions into communication strategies is often insufficient, necessitating deeper consideration
and development of this approach.
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Another critical element of successful leadership during crises is ensuring transparent communication.
Leaders must convey complex information promptly and clearly to reduce public uncertainties and
uphold organizational credibility (cf. Gregory, Bauer 2007). The use of digital platforms and social media
is increasingly important, as they significantly expand the reach and efficiency of communication (cf.
Boin 2009). However, digital communication also presents risks, particularly regarding the spread of
misinformation or perceptions of surveillance mechanisms. Therefore, careful strategic planning and the
simultaneous consideration of ethical aspects are required to address the challenges of digital communication.

A coherent approach to internal and external communication is crucial for leaders. Harmonizing
communication strategies minimizes potential contradictions and strengthens organizational credibility
(cf. Gregory, Bauer 2007). Internal communication flows should be supported through clear channels
and regular updates to reduce uncertainties and foster collaboration within the organization (cf. Fearn-
Banks 2016). However, many organizations rely on improvised communication approaches during crises,
emphasizing the need for structural preparation.

The ability to learn from experience is indispensable for strengthening an organization’s long-term
resilience. Leaders who systematically integrate feedback from past crises contribute to the continuous
improvement of organizational processes (cf. Sutcliffe et al. 2017). Reflection and follow-up provide
opportunities to identify weaknesses in previous strategies and optimize future responses (cf. Williams et
al. 2017). However, there is still a need for research to develop standardized methods for the structured
follow-up of crises to support learning processes at all organizational levels.

The personality of leaders plays a decisive role in the perception and management of crises. Confident
and empathetic leaders not only enhance interpersonal communication but also strengthen trust and stability
within the organization (cf. Gruber, Shepherd 2017). Particularly in crisis situations, organizations benefit
from leaders who demonstrate authenticity and integrity and responsibly make difficult decisions (cf. Boin
2009). Nevertheless, the question remains unanswered as to how personality traits can be specifically
fostered or optimized through training to enhance leadership effectiveness during crises.

In conclusion, the complex responsibilities of leaders in crises require strategic thinking, flexible
action, and a high level of communication competence.

MEDIA TRAINING AND CRISIS COMMUNICATION

Effective preparation for crises requires comprehensive media training specifically tailored to the
challenges of crisis communication. This training focuses on the development of precise communication
skills, adaptation to cultural differences, and the use of modern digital technologies. The following sections
explore both the objectives and methods of these training programs, as well as the necessity of carefully
designing internal and external communication strategies within crisis management. These aspects are
crucial for safeguarding corporate reputation and fostering stakeholder trust in critical situations.

Objectives and Methods of Media Training

Media training is an essential element in preparing for public crisis communication and serves to equip
executives and spokespersons in companies with the skills to communicate precisely, clearly and confidently
in critical situations. Such training strengthens confidence in one‘s own performance and minimises the
risk of miscommunication, which is of fundamental importance, especially in crisis situations. Research
findings underscore the relevance of these measures by showing that authentic communication and the
avoidance of contradictory or unclear statements contribute significantly to gaining the trust of internal and
external stakeholders and to protecting the company‘s reputation (see Cornelissen 2023). Practice-oriented
approaches foster the ability of leaders to critically review and adapt communication strategies, enabling
them to appear professional and confident in real crisis scenarios (cf. ibid.).

The application of practical methods within media training, including realistic simulations, is of
particular value. These enable participants to develop and strengthen communication skills in a controlled
environment. In particular, re-enacting specific crisis situations, such as interviews or press conferences,
helps to improve participants® ability to deal with pressure and critical media inquiries (cf. Novak, Roither
2016). Interactive formats such as role-playing not only promote practical skills, but also cooperation within
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teams, which can be an invaluable advantage in crisis situations, which are often characterised by a high
need for coordination (see ibid.). Such methods also enable participants to receive direct feedback, which
allows individual weaknesses to be specifically addressed and strengths further developed.

A central focus of media training is on developing and formulating consistent messages that can be
communicated clearly and convincingly in crisis situations. The aim is to build trust among stakeholders
and maintain the company ‘s credibility (see Faden, Neuts Ang 2023). Consistent communication minimises
the risk of misunderstandings and mitigates potentially negative effects on public perception. Particularly in
dynamic crisis situations, the flexible adaptation of messages proves to be essential to ensure the coherence
of communication despite changing conditions (see ibid.).

In the face of increasing globalisation, the intercultural perspective plays a central role in media training.
Managers and spokespeople must be prepared to adapt their communication strategies to cultural differences
in order to avoid misunderstandings and enable effective crisis management in an international context
(cf. Boin, ‘T Hart 2024). Studies show that culture-specific communication approaches can significantly
increase trust in organisations and contribute to the long-term cultivation of international relationships (cf.
ibid.). Practical exercises and case studies that address multicultural scenarios provide a valuable basis for
promoting awareness of cultural sensitivities and actively shaping perceptions of global stakeholders.

The integration of new technologies and digital communication channels is another essential component
of modern media training. The growing importance of social media and the dissemination of real-time
information require that leaders be familiar with digital tools in order to effectively manage communication
campaigns and respond quickly to viral content (cf. Cornelissen 2023). Simulated scenarios based on digital
media offer participants the opportunity to develop strategies that address the specific challenges of real-
time communication (cf. ibid.). Technologies such as predictive analytics can help to analyse the behaviour
of target groups and proactively adapt communication strategies, further increasing the effectiveness of
measures.

Continuously updating and developing the content of media training is crucial to ensure its long-
term effectiveness. On the one hand, training content must be based on current technological and media
developments. On the other hand, it is essential to learn from past crisis situations and to incorporate
these insights into the training modules (cf. Boin, ‘T Hart 2024). The systematic integration of feedback
from participants helps to ensure that content is tailored to needs and that weak points are identified at
an early stage (see ibid.). Furthermore, the relevance of the training content is ensured by the continuous
integration of best practices and expert knowledge from various industries, which increases the practicality
and adaptability of the strategies taught.

In conclusion, it can be said that media training makes a key contribution to preparing for crisis
scenarios by teaching targeted communication skills and promoting strategic adaptability.

Effective Internal and External Communication Strategies

In a crisis, effective internal and external communication strategies are of central importance for
stabilising internal processes in the company and maintaining external perception and public trust. These
strategies differ significantly in their objectives and execution and must be specifically tailored to the
respective requirements and target groups.

Internal communication strategies focus on informing employees comprehensively and promptly, as
well as promoting a coherent response to the crisis within the organisation. Clear structures and defined
processes are essential to ensure that information is passed on efficiently and smoothly. For example,
studies show that companies that rely on regular internal updates and transparent information channels
can significantly increase the trust of their employees (see Fearn-Banks 2016). In this context, a particular
focus is on using transparency to eliminate uncertainties and strengthen the motivation of the workforce.
In particular, the inclusion of employees in the crisis management process has proven to be effective in
promoting organisational resilience and trust in leadership (see Herbst 1998). Nevertheless, the question
arises as to what extent internal communication mechanisms in large global organisations can be implemented
uniformly and simultaneously flexibly to overcome the various cultural and logistical challenges.

The digital transformation has significantly changed internal communication strategies. Digital
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platforms enable faster and more precise dissemination of information, which is a considerable advantage
in crisis situations. However, this development also harbours dangers such as flooding employees with
non-prioritised information, which can cause confusion and uncertainty (see Baumgértner, no year given).
In addition, internal media training can help managers to develop their communication skills and to convey
targeted messages even under high pressure (see Herbst 1998). However, potential weaknesses, such as a
shift in focus to technological tools instead of the quality of the messages, should be critically examined.
Simulation exercises that recreate internal crisis scenarios have proven to be a valuable tool for identifying
weaknesses in communication processes and addressing them in a targeted manner (see Coombs, Holladay
2010). This highlights the need not only to consider communicative content, but also to systematically
analyse organisational structures and their ability to manage crises.

External communication strategies are designed to ensure public trust and support from relevant
stakeholders. Clear and transparent communication across various external channels is crucial to minimising
rumours and uncertainty (see Baumgértner, no year given). Studies emphasise that a consistent corporate
image, particularly through press statements and social media, can effectively protect the company’s image
(see Herbst 1998). The use of social media not only enables direct interaction with stakeholders, but also
the opportunity to address critical issues or misunderstandings in real time (see Coombs, Holladay 2010).
Despite these advantages, the dynamics of social media also pose challenges, particularly due to the rapid
spread of potentially negative content. This requires continuous monitoring and trained professionals to
respond appropriately and quickly (cf. Rendbef 2022).

In a globalised world, cultural adaptation of external communication strategies is becoming increasingly
important. Companies must adapt their messages to local conditions and cultural peculiarities in order to
build trust with international stakeholders and ensure long-term relationships (cf. Rendbef 2022). Studies
show that a targeted adaptation of external communication measures to regional and cultural specifics
can significantly increase the credibility and success of the measures (see Baumgértner, no year given).
However, this cultural flexibility requires intensive preparation and the necessary expertise to take into
account the different expectations and norms of the target groups. Media training can play a key role here
by preparing managers to integrate cultural subtleties into their communication and to adapt their messages
accordingly (cf. Herbst 1998).

A central aspect of external communication strategies is the implementation of standardised processes
and guidelines, as defined in crisis playbooks. These enable a coordinated and reactive communication
strategy that can be applied to different crisis scenarios (see Baumgirtner, no year given). At the same
time, however, the question arises as to what extent such standardised approaches do justice to the
necessary flexibility that dynamic crisis situations require. Continuous evaluation and updating of external
communication standards could offer a solution here to maintain the balance between standardisation and
adaptability.

The key difference between internal and external communication strategies lies in their objectives
and target audiences. While internal communication aims to inform employees and build trust within the
organisation, external communication focuses on managing reputation and ensuring stakeholder trust (see
Herbst 1998). These different requirements demand differentiated yet coherently linked approaches. Since
employees are also consumers of external media reports, a mutual dependency arises that underscores
the necessity of consistent messages (cf. Fearn-Banks 2016). The challenge is to design both lines of
communication in such a way that they convey a unified image of the company despite different target
groups and content. This highlights the importance of media training that helps executives to switch
between internal and external communication in a situation-specific yet credible way (see Baumgértner, no
year given).

Social media plays a special role in both internal and external communication. It offers the opportunity
to disseminate information in real time and to receive feedback from various target groups, making it a
central tool in modern crisis communication (cf. Coombs, Holladay 2010). For internal communication,
social media can serve as a platform for dialogue and collaboration, especially in situations where
traditional channels are overloaded or insufficient (cf. Herbst 1998). Externally, social media enable an
immediate approach to stakeholders, but also carry the risk of spreading misinformation. This requires
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careful monitoring and a clear strategy to maintain credibility and strengthen public trust (see Baumgirtner,
no year given). At the same time, the dynamics of social media demand a fast and flexible response that
also takes cultural sensitivities into account in order to effectively reach different target groups worldwide
(see Rendbef 2022).

Another important aspect is the consideration of multicultural perspectives. Global companies, whose
workforces and target groups are culturally diverse, must develop communication strategies that enable
them to effectively address different cultural contexts both internally and externally (cf. Rendbef 2022).
This requires an in-depth analysis of cultural values and communication styles, as well as comprehensive
preparation, such as training sessions or targeted simulation exercises. Particularly in crisis situations,
sensitivity to cultural differences is essential to avoid misunderstandings and build trust (see Baumgirtner,
no year given).

In summary, it can be said that internal and external communication strategies are closely linked in crisis
situations and must be coordinated with each other. Their successful implementation requires transparency,
adaptability and cultural sensitivity to ensure a consistent and effective approach to all relevant target
groups.

CONCLUSION

The aim of this scientific paper was to analyse the importance and effectiveness of media training as
a central instrument of modern crisis communication and to show how it can help to successfully manage
crisis situations. Based on the research question of how companies can optimally prepare and flexibly
implement their communication strategies, a comprehensive study was conducted that examined both
theoretical principles and practice-oriented approaches. In the course of the work, this goal was achieved by
presenting the complex requirements of crisis communication in detail and developing practical solutions.
The analysis showed that well-planned and continuously adapted measures in the form of media training
courses make a decisive contribution to strengthening the resilience of organisations and protecting their
reputation even in critical situations.

The study showed that crisis communication should be considered an integral part of a comprehensive
corporate strategy. It was found that transparent, consistent and culturally appropriate communication
methods are a key factor in building and strengthening trust among internal and external stakeholders. The
work has demonstrated the relevance of media training that prepares leaders to communicate accurately,
empathetically, and authentically in critical situations. Through practical methods such as simulations and
role-playing, it has been shown that these training programmes can significantly improve the ability to
confidently manage public appearances and media challenges. These results underscore the need to equip
executives not only with technological skills, but also with intercultural sensitivity and psychological
stability to ensure their ability to act in dynamic crisis scenarios.

In the context of existing research, this work broadens the discussion on the complexity and dynamics
of crisis communication and introduces new perspectives, particularly with regard to the integration of
digital platforms and multicultural approaches. While earlier studies such as those by Coombs or Boin often
focused on traditional communication structures, this work highlights the importance of modern media
landscapes and technological innovations. Compared to existing research results, the work emphasises
the central role of proactively adapting communication measures to constantly growing demands, which
represents a significant further development of the subject area. At the same time, a clear link was established
to the topic of intercultural sensitivity and its influence on the success of crisis communication, an aspect
that has often been treated only peripherally in previous studies.

However, the work has also revealed specific limitations that can serve as a basis for future research.
For example, the study is limited to the analysis of existing literature and case studies, which means that
potentially highly practice-oriented findings or primary data are missing. It remains to be seen what the
long-term effects of implementing media training in different industries will be and what challenges might
arise, particularly in heavily regulated or technology-driven sectors. Methodological limitations such as
the possible distortion caused by the selection of specific theories and the focus on Western perspectives
suggest that an expansion of the research design is needed to enable broader and more nuanced conclusions.
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A key aspect for future research is the empirical evaluation of the long-term effectiveness of media
training and its implementation in diverse organisational contexts. Furthermore, studies that compare
different industries and cultural backgrounds could provide valuable insights into how to optimise crisis
communication. The role of new technologies such as artificial intelligence and their integration into crisis
strategies also offers a promising field of research, particularly with regard to the automation and real-
time adaptation of communication measures. Practical recommendations for companies should be further
developed to strengthen their ability to integrate innovative training concepts into their daily work in the
long term.

From a personal point of view, dealing with the topic has highlighted how crucial forward-looking and
structured crisis communication can be for the stability and credibility of organisations. The work has not
only provided scientifically sound insights, but has also provided practical insights into how companies can
react to crises in an increasingly complex and globalised world. The continuous development and adaptation
of the instruments discussed here will undoubtedly play an important role in the modern business world.
In conclusion, the insights gained in this work make a valuable contribution to the theoretical and practical
examination of crisis communication and at the same time show how important flexibility, intercultural
sensitivity and technological innovation are in this field of research.
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POJISATA HA MEJUITHOTO OBPA3OBAHME 3A U3ITbJIHUTEJIHU IUPEKTOPU
N IMPEACTABUTEJIN 110 BPEME HA KPU3A

Pestome: Hscnedsanemo paszenexncoa sHa4eHUemo u eqpeKmusHOCmma Ha MeOUtiHomo 00pas0eanue Kamo
UHCMPYMEHM 34 KOMYHUKAYUSL NO 8peMe HA KPU3U U MIAXHAMA pois 6 Npeodonsi8aHemo Ha KpUusucHu
cumyayuu. Ilerma nma uszcieoeanemo e 0a AHATU3UPA PA3GUMUENO U ORMUMUAYUAMA HA 2bBKABU
KOMYHUKAYUOHHU CIpame2u ¢ yeil YKpensane Ha CoCOOHOCIMMA Ha MEHUONCLPUME U NpeoCmasumenume
0a uzenedxncoam y8epeHu u 00CmMo8epHu 6 nyonuuHomo npocmpancmeo. Tazu mema e 0cobeHo akmyaina
nopaou npomeHsawus ce 1aHOUAMM HA KOMYHUKAYUSMA U HAPACMeawume U3UCK8AHUS 3 NPO3PAYHOCH U
OM3UBHUBOCTT OM CMPAHA HA Komnanuume. Memooonocuunama 0cHo8a Ha pabomama eKaoY8a N0OPooeH
npezned Ha qumepamypama u amanus Ha kaszycu. Teopemuunume mooenu u npaKmuKo-opuUeHmupanume
nOOX00uU ca KpUMu4HO OYEeHeHU, C Yel 0d ce NOOYEPMAsim MmexHusm nOmeHyuanl u npeoussuKameicmed.
Ananuzem noxazea, ue 000pe nianupanume MeOuliHu 00yYeHUsl ¢ RPAKMULECKU MeMooU, Kamo CUMYIAyuu
U ponesu uepu, Mo2am 0a YKpensam KpusucHama ycmoudusocm Ha opeanusayuume. Iloouepmasa ce couyo
MaKa 8aNCHOCMMA HA UHMEPKYIMYPHAMA YY8CMEUMETHOCH U UHMe2Payusma Ha yupposume mexHoio2u,
3a 0a ce omeo8opuU HA OUHAMUYHUME USUCKBAHUSL HA CbBPEeMEeHHUMme KpusucHu cyenapuu. Pezyimamume
nokaseam, ue meoutiHume 00yYeHUs: OKA38aM 3HAYUMENeH NPUHOC 34 3aWUumama Ha Penymayusima Ha
KOMIAHUSIMA U U3ZPANCOAHENMO HA ObI20CPOYHO 008epue CPed 6bMpPEeuHUme U 8bHUIHU 3AUHMEPeCcO8an
cmpanu. Paspabomkama npeonaza yennu npaxmuyecku npenopvku 3a KOMRAHUUMe U NOCMass OCHO8AMA
3a Ovoewu U3C1e08anUsi OMHOCHO ObI2OCPOYHOMO NpUiIdearHe HA MaKuea oOyYeHus u oopazoeanue 8
PazIuUHU OP2AHUZAYUOHHU KOHMEKCIU.
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CHANGES IN LEADERSHIP COMMUNICATION

Detlef Scholz
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Abstract: Leadership and communication are inextricably linked. The current transformation of the
world of work needs a new way of managing communication, which can adapt to today's agile and
remote forms of collaboration and their subsequent demands. New principles of work require an overall
reform of management processes. Digitalization is not only a driver of change, it also creates numerous
new opportunities for communication. For example, hybrid teams can be supported by modern digital
media. Overall, collaboration tools enable a broad cross-divisional exchange, as well as platforms for
interdisciplinary collaboration. Leadership itself is challenged by remote leadership. Overall, managers
have to deal with new communicative interventions. For this reason, it is generally assumed that the
turbulent processes described above will not work without the corresponding competences of managers.
The present study examines the changing aspects of leadership communication. The aim of the article is
to illuminate perspectives on leadership communication and to focus on corresponding perspectives for
action.

Keywords: Leadership communication, digitalization, virtual collaboration, remote management,
communication skills

INTRODUCTION

The world of work is currently undergoing a dynamic change. Trends, demographic developments and
digitalization are considered to be the drivers for this. It is assumed that company structures are adapting
to change (cf. Suling & Wildner 2024, p. 4). Based on this, it can be argued that leadership processes will
transform accordingly (cf. Suling & Wildner 2024, p. 5). It is fundamentally true that leadership is only
possible through communication. It can also be argued that any form of collaboration is fundamentally
dependent on communication (cf. Karczmarzyk 2021, p. 7). Leadership communication is considered an
essential tool in implementing innovations and developments, which are the result of change (cf. Weibler
2012, p. 398). With this in mind, we can argue that successful leadership communication depends on
employees having sufficient information and guidance available, which in turn requires that managers
themselves are well informed (cf. Staffbase GmbH 2024, p. 1). Overall, communication is a major success
factor for leadership processes. Managers therefore need sufficient skills to be able to act accordingly
(cf. Olfert 2015, p. 281). The new world of work is currently characterized by digital interaction. The
dynamics of change-related progress therefore require the use of digital media more than ever. This is due
on the one hand to the mobility of work, and on the other hand, to the necessary speed of communication
(cf. Bechstein 2024, p. 1). The ‘Great Place to Work’ study from 2021 shows that above all employees
want their managers to have professional expertise, empathy and a willingness to communicate (cf. Great
Place to Work 2021, p. 1). The study by Deloitte Consulting Ltd ‘“Work in Transition’ from 2022 shows
that working remotely involves some challenges. According to the study, mobile working often results in
a decreased sense of belonging in employees (cf. Deloitte Consulting GmbH 2022, p. 5). In this context,
it is noted that informal dialogue and interdisciplinary communication are suffering. It is also noted that
purely technical solutions or virtual methods cannot replace personal dialogue (cf. Deloitte Consulting
GmbH 2022, p. 15). Leichsenring (2023) describes that the modern world of work poses challenges for
managers. Drawing on a study by Staufen, Leichsenring (2023) shows that more than 70% of respondents
rate communication skills as the most important leadership competence. More than 40% of respondents
stated that managers need development in this area in particular (cf. Leichsenring 2023, p. 1). The ‘Business
and Law School’ (2021) focuses on recommendations for action for managers in a new world of work.
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The communication dimension in particular proves to be essential. Transparent communication and equal
access to information for all stakeholders also appear to be of great importance. These serve as the basis for
successful cooperation. Similarly, personal and supportive dialogue should be initiated and maintained by
managers at all times (cf. BSP 2021, p. 17).

The aim of this academic article is to highlight aspects of the changes in leadership communication in
relation to the change in the world of work. It is intended to shed light on current perspectives and possible
courses for action. Overall, this article is intended to provide recommendations, as well as impetus for
further scientific discourses.

METHODOLOGY

This scientific article refers to current aspects of leadership communication. It focuses on the following
research question: How is successful leadership communication modified in the currently changing world
of work? A systematic literature review is conducted to answer this question. To this end, the literature on
the topic of ‘Leadership communication in the current changing world of work’ will be researched and then
evaluated, compared and critically interpreted. The focus here is on the examination of existing findings
and a reflected contextualisation in order to answer the present research question.

RESULTS

Leadership communication

Leadership communication is the instrument used to convey not only content and relevant guidelines
through communication, but also concrete information, requirements and policies. It can be assumed that
success depends on whether leadership communication works (cf. Weibler 2012, p. 398). Scholz (2022)
argues that managers have the ability to use various communicative leadership tools (cf. Scholz 2022,

p. 80). It is important to note that leadership communication plays a central role in the work process (cf.
Scholz 2022, p. 81). Karczmarzyk (2021) makes it clear that leadership can be interpreted in many ways and
is therefore difficult to define explicitly. What is obvious, however, is that it is initiated by people who have
command of the communicative tools necessary for a successful leadership process (cf. Karczmarzyk 2021,
p. 11). According to Stehle et al. (2018) there is significantly more communication in employee-oriented
leadership than in task-oriented leadership. Employee-orientation seems to be more appropriate when it
comes to change in particular (cf. Stehle et al. 2018, p. 20). On the one hand, leadership communication in
the event of change depends on the dynamics of the change processes; on the other hand, it can influence
the subjective attitude of the management in times of change. As a whole, change-related leadership
communication seems to benefit from dialogue-oriented communication (cf. Marso-Walbeck 2018, p. 61).

In her remarks Miiller (2020) refers to the “/...J Study of the Institute for Leadership Culture in the
Digital Age [...]” (Miiller 2020, p. 1) from 2019. The results show that leadership communication, shortly
followed by adaptability are the most important competencies of leaders. According to Miiller, transparency
in communication is another requirement. Clarity of expression also plays a central role in communicative
interaction, since otherwise there is a risk of misunderstandings (cf. Miiller 2020, p. 1).

Leadership is impossible without personal communication (cf. Laufer 2021, p. 8). In times of change,
intensive communication is particularly important. Those affected or involved in change processes should
be fully involved by way of transparent communication (cf. Laufer 2021, p. 27). Essentially, changes must
be explained by managers in terms of purpose and goals. It is also advisable to provide information not only
about advantages, but also about any disadvantages. A dialogue in this regard should take place for as long
as it is needed (cf. Laufer 2021, p. 28).

Digital developments are constantly driving change, so that leadership reaches the limits of its
information processing. Employees are dependent on an efficient internal communication flow. Based on
this, management communication should be multidimensional to promote agility. Digital communication
can maintain agility. However, there is also a certain risk of creating misunderstandings in the process (cf.
Laufer 2021, p.7).

In the new world of work, work increasingly takes place remotely, which poses a particular challenge
for management communication. Miihsig (2024) notes that management communication only works if
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managers “/...] are themselves in the flow of communication [...]” (Miihsig 2024, p. 1). In this context,
managers are seen as the “/...J] most important multipliers [...]” (Mihsig 2024, p. 1) for implementing
corporate communication. Nevertheless, not only an uninterrupted information chain seems to be crucial,
but also the corresponding competences of managers.

The basic principle is that leadership is successful only when communication has achieved an
understanding of goals. Essentially, three fundamental aspects are identified for successful leadership
communication. Firstly, as already pointed out in the previous sections, it is necessary to take a look at the
managers themselves. Secondly, an appropriate communication strategy focussing on the necessary impact
is recommended. Thirdly, it seems important that leadership communication uses the right channels and
media (cf. Miihsig 2024, p. 1).

Digital communication in leadership

Digital communication is understood as the communication between at least two people using different
technical means of communication (cf. Olfert 2015, p. 284). Ciesielski and Schutz (2016) assume that
digital communication can only take place to a limited extent, as communication fundamentally also
creates room for interpretation. Personal communication, on the other hand, supports clarity through facial
expressions and gestures. By comparison, the possibility of recording is limited in personal communication.
In contrast, in digital communication, technical storage options and the associated repetitions are available
(cf. Ciesielski & Schutz 2016, p. 19).

The rapid development of digital communication is creating wider connection options. The key factors
in digital communication are stable connection, uninterrupted transmission quality and appropriate data
protection. The advantages lie in the speed, reliability and quality of information transmission. The quantity
of available information and its quality are seen as challenges. Digital leadership is understood as a virtual
process in which employees, who work in various forms on a mobile and virtual basis, are instructed
or guided by managers using the available digital communication media. In this context, the New Work
trend is particularly evident in terms of new and flexible working models (cf. Forum Verlag Herkert 2024,
p. 1). In virtual leadership, managers are sometimes restricted in their scope of action. Therefore, it is
advisable that management should take place largely by way of target agreements and that virtual teams
are given more responsibility. The so-called “virtual distance” (Blaszczuk 2019, p. 52), which is based on
the key factors of relationships, interaction and networking, is considered a threat to virtual teams. Should
the above factors be missing, or only present to a limited extent, this would result in “virtual distance”
(Blaszczuk 2019, p. 52). Blaszczuk (2019) assumes that the promotion of these factors is crucial for team
success (cf. Blaszczuk 2019, p. 52). Thus, it makes sense for leaders to initiate, promote and implement
communication, relationships and activities (cf. Blaszczuk, 2019, p. 53). Collaboration in teams is subject
to individual communication and interaction requirements. In this context, teamwork offers the opportunity
to combine different potentials in order to achieve room for maneuver and the autonomy that results from
it (cf. Miitze-Niewohner et al. 2021, p. 2). However, when teams work together virtually, challenges and
burdens are placed before or at least alongside potential opportunities (cf. Miitze-Niewohner et al. 2021,
p. 3). Managers are called upon here to support assignments for teams through appropriate attitudes and
conditions (cf. Miitze-Niewohner et al. 2021, p. 4).

Perspectives on management communication

The current transformation of the world of work clearly shows new forms of cooperation as well as
related trends in communication. Both are largely due to the ongoing progress of digitalisation. Virtual
leadership is therefore faced with changing conditions and principles. Managers are required to adapt
to this (cf. Pohlabeln et al. 2020, p. 53). The principles are “/...] more collaboration and transparency
as the basis for more personal responsibility and autonomous working [...]” (Pohlabeln et al. 2020,
p. 53). Digitalization and the related technical conditions create opportunities to manage the multitude of
information resulting from change. The methods and tools that are available appear to be important. It can
be expected that similarly adapted forms of communication will also be required (cf. Pohlabeln et al. 2020,
p. 63). All in all, managers need a range of new skills to lead employees through change. The new forms of
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collaboration resulting from the change can be seen to create greater room for maneuver. Self-organization
and self-management are becoming the focus of work activities. Digitalisation and the associated technical
conditions create opportunities to deal with the multitude of information resulting from change. The methods
and tools that are available appear to be important. It can be expected that correspondingly adapted forms
of communication will also be required (cf. Pohlabeln et al. 2020, p. 63).

All of the factors listed above depend on a form of communication that is necessary in the modern
world of work (cf. Kauffeld & Albrecht 2021, p. 4). Seibold and Mugler (2022) argue that a new
work organisation brings with it various new methods. that a new labor organization will bring with it
several new methods. In particular, they point out that the modern world of work makes use of digital
communication and collaboration tools (cf. Seibold & Mugler 2022, p. 5). Collaboration is understood as
working together in the common interest. Here, employees from different areas of work collaborate, despite
having conflicting interests (cf. DWDS 2024, p. 1). Seibold and Mugler cite Office 365 as an example of
a digital communication and collaboration tool (cf. Seibold & Mugler 2022, p. 5). A collaboration tool
is software that makes it possible for several parties to act simultaneously. The purpose behind this is
to enable transparent and efficient collaboration (cf. Sturm 2024, p. 1). The use of such tools safeguards
data protection, behavior, communication and organization. However, internet connection problems or
irregularly frequent updates, could hinder the efficient operation of such tools (cf. Seibold & Mugler 2022,
p. 32). Technical developments control the way in which leadership takes place. According to Suling and
Wildner (2024), large amounts of data, comprehensive platforms and the use of artificial intelligence also
influence the management process. One of the challenges posed by these aspects is that managers could lose
control and overview (cf. Suling & Wildner 2024, p. 5).

The growth in remote work situations leads to increased virtual leadership. In the circumstance of hybrid
working conditions, leadership is faced with certain challenges. Hybrid collaboration is when employees
work together both on site and from home at the same time (cf. Breyer-Mayldnder & Zerres 2022, p. 2).
Studies show that the process of management communication is particularly important here (cf. Breyer-
Maylédnder & Zerres 2022, p. 3). In hybrid collaboration, it is assumed that there is a lack of information
between present and virtual employees. It is also assumed that virtual employees are less committed
to the company and that there is less trust in the management relationship. Asynchronous management
communication seems possible in principle, but it is assumed that it lacks in quality (cf. Breyer-Maylénder
& Zerres 2022, p. 4). Overall, it can be concluded that managers need appropriate professional skills when
implementing virtual communication tools (cf. Breyer-Mayldnder & Zerres 2022, p. 5).

CONCLUSION

The results of the current study indicate an evolution in the forms in management communication. It is
clear that management communication is not only undergoing a transformation as a result of the changing
world of work but is also becoming of central importance. It can be assumed that how we work together
will change significantly. As a result, communication should be designed accordingly and should be agile
enough to adapt to the necessary speed of change. Due to the mobility of work, remote leadership presents a
challenge to managers. Specifically, it can be argued that communication in mobile and hybrid collaboration
requires integral support. In this regard, regular dialogue and feedback could be an effective tool for
successful leadership communication. It is recommended that communication achieve a higher level of
understanding, particularly through changes in personal dialogue. The above feedback could help managers
take a new course of action. It is commonly believed that sufficient and transparent information has always
been a priority for employees. The use of different digital media in communication seems unavoidable.
New forms of work therefore require new virtual instruments for collaboration. Digital communication and
collaboration tools are seen as a necessary innovation. On the one hand, agile communication is considered
an advantage. On the other hand, digital cooperation could give rise to criticism. It is recommended that
employees participate in the use of such tools. Communication with a remote-working staff requires needs-
and demand-orientated virtual tools. Overall, change-related management communication seems to benefit
from dialogue-oriented communication.

The current world of work requires communicative leaders with strong knowledge in the application
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of various digital communication tools. Communicative competence is fundamentally required, as well as
knowledge of demand-oriented digital tools as well. Management communicative competence could be
assessed as a prerequisite in accordance with the necessary adaptation and transformation abilities.

The following recommendations for action can be derived from this: Companies should pursue a
communication strategy in the new changing world of work. It is important that all stakeholders are involved
in a communicatively transparent manner. Overall, management contact should take place via appropriate
means of communication. According to the overall context, interaction requires security and data protection,
especially with regard to digital communication, as well as network and line stability. In the case of virtual
teams, management processes based on goal-oriented agreements are recommended. Managers are the key
to success. To do this, they need opportunities to adapt and expand their communicative skills. There is
some evidence that leaders themselves need to expand and adapt their competencies.

To sum up, the needs of employees are worth further analysis. Involving employees in the integration
of new communication processes through participation and co-design can be beneficial from several
perspectives. As a suggestion for further in-depth research on leadership communication, it is recommended
to analyze the dimension of digitalization in more detail, in particular the aspects of artificial intelligence.

REFERENCES

BECHSTEIN, O., 2024. Was ist digitale Kommunikation. [viewed 23 September 2024]. Available from: https://www.digitale-
agenda.de/digitale-kommunikation/.

BLASZCZUK, A., 2019. Fiihrung virtueller Teams — eine empirische Analyse zukunfisweisender Fiihrungsmodelle. Essen.
BREYER-MAYLANDER, T. & C. ZERRES, 2022. Kommunikation als zentrale Fiihrungskompetenz. Offenburg.

BSP, 2021. BSP Business and Law School — Hochschule fiir Management und Recht, Fiihrung und Selbstfiihrung in dynamischen
Zeiten. Berlin.

CIESIELSKI, M. & T. SCHUTZ, 2016. Digitale Fiihrung. Berlin.

DELOITTE Consulting GmbH, 2022. Arbeit im Wandel: Hybrid Work, Workation und das Biiro der Zukunft Flexible Working
Studie 2022. Wien.

DWDS, 2024. Digitales Worterbuch der deutschen Sprache, Kollaboration. [viewed 25 November 2024]. Available from:
https://www.dwds.de/wb/Kollaboration.

FORUM Verlag Herkert, 2024. Digital Leadership als Fiihrungsstil — Definition, Kompetenzen und Beispiele, Augsburg. [viewed
23 November 2024]. Available from: https://www.akademie-herkert.de/neuigkeiten-fachwissen/fuehrung-management/digital-
leadership.

GREAT Place to Work, 2021. Leadership im Fokus: Neue Great Place to Work®-Studie zeigt die Erwartungen der
Osterreicher:innen an Fiihrungskrifte. Wien. [viewed 22 August 2024]. Available from: https://www.greatplacetowork.at/
presse/leadership-im-fokus/.

KARCZMARZYK, A., 2021. Fiihrung und Kommunikation. Oldenburg.

KAUFFELD, S. &A.ALBRECHT,2021. Kompetenzenundihre Entwicklung in der Arbeitsweltvon Morgen: branchenunabhdngig,
individualisiert, verbunden, digitalisiert? Braunschweig. [viewed 30 September 2024]. Available from: https://doi.org/10.1007/
s11612-021-00564-y.

LAUFER, H., 2021. Gut kommunizieren als Fiihrungskrafi. Offenbach.

LEICHSENRING, H., 2023. Fithrungskrifte miissen mehr fiir Weiterbildung tun. [viewed 11 February 2024]. Available from:
https://www.der-bank-blog.de/fuehrungskraefte-muessen-mehr-fuer-weiterbildung-tun/studien/377044 14/.
MARSO-WALBECK, K., 2018. Fiihrungskommunikation in lean-orientierten Unternehmen. Aachen.

MUHSIG, L., 2024. 3 Schritte zu erfolgreicher Fiihrungskriftekommunikation. Chemnitz. [viewed 22 August 2024]. Available
from: https://staffbase.com/blog-de/erfolgreiche-fuechrungskraeftekommunikation/.

MULLER, P., 2020. Gute Fiihrungskommunikation — so gehts. [viewed 13 October 2024]. Available from: https://forschundwild.
com/gute-fuehrungskommunikation-so-gehts/.

MUTZE-NIEWOHNER, S. et al., 2021. Projekt- und Teamarbeit in der digitalisierten Arbeitswelt. Berlin. [viewed 13 October
2024]. Available from: https://doi.org/10.1007/978-3-662-62231-5 6.

OLFERT, K., 2015. Personalwirtschaft. Baden-Baden.

POHLABELN, K. et al., 2020. Erfolgsrelevante Fiihrungskompetenzen in Zeiten der Digitalisierung. Gottingen.

SCHOLZ, D., 2022. Das 1x1 fiir neue Fiihrungskrdfte. Wien.

SEIBOLD, B. & W. MUGLER, 2022. New Work: neue Arbeitswelten, neue Chancen? [viewed 1 October 2024]. Available from:
https://hdl.handle.net/10419/266481.

STAFFBASE GmbH, 2024. 3 Schritte zu erfolgreicher Fiihrungskriftekommunikation. Chemnitz. [viewed 22 August 2024].
Available from: https://staffbase.com/blog-de/erfolgreiche-fuehrungskraeftekommunikation/.

STEHLE, H. et al., 2018. Medien Journal Fiihrungskommunikation in Verdnderungssituationen. Wien. [viewed 23 September
2024]. Available from: https://www.researchgate.net/profile/Helena_Stehle/publication/330595029 Fuhrungskommunikation
in_Veranderungssituationen Eine Fallanalyse zum_ Fuhrungs- und Kommunikationsverstandnis_von_ Fuhrungskraften

38



Changes in Leadership Communication

Managers’ communication_in_change situations A case analysis on _manage/links/5c5belee299bfl1d14cblb4ag/
Fuehrungskommunikation-in-Veraenderungssituationen-Eine-Fallanalyse-zum-Fuehrungs-und-Kommunikationsverstaendnis-
von-Fuehrungskraeften-Managers-communication-in-change-situations-A-case-analysis-on.pdf.

STURM, A., 2024. Kollaborationstools fiir die (Remote) Zusammenarbeit in Unternehmen. [viewed 25 November 2024].
Available from: https://www.newvision.eu/blog/kollaborationstools#:~:text=Ein%20Collaboration%20To0l%20ist%20
eine,der%20Teamarbeit%20am%20Modern%20Workplace.

SULING, L & J. WILDNER, 2024. Fiihrung in der Transformation: Megatrends und Management als Motor des Wandels. Kdln.
[viewed 1 October 2024]. Available from: https://hdl.handle.net/10419/289619.

WEIBLER, J., 2012. Personalfiihrung. Miinchen.

ITPOMEHMU B YITPABJIEHCKATA KOMYHUKAILIUA

Peztome: Jluoepcmeomo u KoMyHUKayuama ca HepaspusHo cévpzanu. Hacmoswama mpancghopmayus na
cgema Ha mpyoa ce HyxHcoae om HO8 HAYUH HA KOMYHUKAYUS HA PBKOBOOCHEOMO, KOUMO Modce 0a ce
aoanmupa KoM OHeUWHUme 2b8KaA8U U OMOaleyeHu popmu Ha CobMpPyOHUYECME0 U NPOUMUYAUUME OM MAX
usuckeanus. Hosume npunyunu na paboma uzuckéam ysiocmua pepopma Ha yNpasieHCKume npoyecu.
Lugposusayuama e He camo oguecamesn Ha NPOMeHUme, Ho U Cb30A68ad MHOHCECBO HOBU 8bIMONCHOCIU 3d
KomyHuxayus. Hanpumep xubpuonume exunu mozam 0a 6v0am noonomazaHu om cb8pemeHHume yughposu
meouu. Kamo ysano uncmpymenmume 3a CompyoHU4ecmeo no3801a6am UUPOK MelcOyOmpacios 0oMeH,
Kakmo u niameopmu 3a UHMepOUCYUNIUHAPHO cbmpyoHuyecmeo. Camomo pbKo8OOCMBEO e U3NPAGEeHO
npeo npeou38UKamencmsomo Ha OUCMAHYUOHHOMO PbKogoocmeo. Kamo ysano menuoxcvpume mpabsea oa
ce cnpaeam ¢ HO8U KOMYHUKAYUOHHU unmepeenyuu. Ilopaou maszu npuuuna oOUKHO8eHO ce npuema, ye
onucanume OypHU npoyecu HAMA 0a npopabomsam Oe3 cCbomeemHume KOMNEMeHYul Ha MeHUOHCbpume.
Hacmoswomo uscnedsane pazenexcoa npomeHawume ce acneKmu HA YNPAGIeHCKaAmd KOMYHUKAYUSL.
Llenma na cmamusma e d0a ce oceemusim nepcneKmugume 3a 1UOepcKama KOMyHUKayus u 0a ce akyeHmupa
8bPXY CbOmMEEemMHUmMe NEPCNEeKMUsU 3a oeticmaue.

Knrwuoeu oymu: 1uoepcka KomyHuKayus, Oueumanu3ayus, UPMYaiHo compyoOHU4ecmaso, OUCMAaHYUOHHO
ynpaeneHue, KOMYHUKAYUOHHU YMEHUs]
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VALIDITY OF SELF-ASSESSMENTS AS AN AUDIT TOOL:
A COGNITIVE AND PSYCHOLOGICAL PERSPECTIVE

Daniel Schilling
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Abstract: This paper discusses the validity of self-assessments as audit tools in data protection and
information security contexts from cognitive and psychological perspectives. By conducting a comprehensive
literature analysis, this research synthesizes findings from several academic fields to investigate how
cognitive and psychological biases influence the validity of self-assessments. Thus, this paper separates
the self-assessment process into four subtasks: comprehension, retrieval, judgment, and response, each of
which is vulnerable to specific biases. Key findings show various factors that threaten the validity of self-
assessments: problems in comprehension due to the complexity of the languages used, memory biases in
information retrieval, and judgment errors such as satisficing and acquiescence, among response order
effects. The study finds that these biases could give incorrect results even when respondents mean to answer
honestly. By implication, this research contributes to the scientific basis for reformation and improvements
in the design of self-assessment tools because the psychological factors discussed form strong bases that
should be brought into consideration to enhance validity of self-assessments.

Keywords: Audit tool, cognitive and psychological biases, data protection, information security, self-
assessments

INTRODUCTION

In the professional context of data protection and information security, organisations frequently utilise
self-assessments to audit taken measures. Self-assessment results often influence decisions regarding
collaboration with third parties and regarding compliance with regulations. Findings from related academic
disciplines cast doubt on the efficiency of this approach and the utility of self-assessments.

The use of self-assessments regularly involves people, who in turn are affected by cognitive and
psychological processes (cf. Haraldsen 2013, p. 110). Answering a self-assessment can, as shown in Fig.
1, be divided into four subtasks: comprehension, retrieval, judgement and response (Tourangeau 1984, pp.
74-93). The dashed boxes in Figure 1 represent relevant biases, some of them will be examined further
below.

In “comprehension”, an understanding of the question that is as similar as possible to the respondents
one should be established. “Retrieval”, means that the respondent must access the information required
to answer. Within “judgment”, this retrieved information is evaluated. The actual act of providing the
answer occurs during “response”. Cognitive and psychological biases can influence each of these subtasks.
Therefore, following a methodological outline, an excerpt-based discussion of such biases will be presented.
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Fig. 1. Subtasks of the respondent when answering a question and chosen biases
(extended figure by the author, based on Tourangeau 1984, pp. 74-93)

RESEARCH METHODOLOGY

In various disciplines, differing levels of well-substantiated findings exist regarding potential sources
of error. A comprehensive literature analysis synthesises current research with a focus on its relevance
to professional contexts, particularly concerning data protection and information security. The literature
review includes, among other sources, published books, research papers, journals, and online articles from
a range of academic fields.

RESULTS

In the subtask of comprehension, it is crucial that the respondent understands the question as
intended by the questioner. Therefore, the language and specialised terms used are particularly significant.
If respondents find a question difficult to answer they are likely to modify it in a way that makes it easier to
respond, which can reduce validity (Schwarz 1990, p. 9). Even in cases where the questions seem flawless
and unambiguous, biases can emerge, exemplified by effects of question order. A context-example: When
asked “What is your security concept?”, it is likely that physical security will be described as a subset of
security. However, the scenario often differs when a question about physical security is asked first, followed
by the mentioned question identically. In this sequence, respondents will typically address physical security
first, and their knowledge of this question may then be interpreted as implying that physical concerns
should be excluded from the subsequent question. Thus, with the same questions but in a different order,
and hence different comprehension, different answers will be elicited. This example also illustrates that the
less precise the question, the more interpretation is required, and the question itself is used for interpretation
(Schnell 2019, p. 24).

Regarding the effect of question order, there are two orientations: consistency effects, where the first
question or answer increases the similarity of the second answer, and contrast effects, where the second
question differs greatly from the first (Schuman and Presser 1981, pp. 27-28). The direction of the context
effect is determined by the categorisation of the available information. Information included in the cognitive
representation of the judgment object results in assimilation effects, while excluded information results in
contrast effects (Schwarz 1991, p. 7).

The tone of a question — whether framed negatively or positively — also matters, as this influences the
answers given. According to Schuman and Presser (1981, 296), this is the largest wording effect, explained
as antonym asymmetry. A context-specific example could be either “Is the use of out-of-date software not
allowed?” or “Is the use of out-of-date software forbidden?”. A lower consent rate is expected for the second
question (cf. Rugg 1941, pp. 91-92). Strack (1994, p. 29) states that respondents are more likely to answer
“no” when the verb “allow” is used, compared to “yes” when the wording contains “forbidden”. Conversely,
the proportion of “no” responses for “forbid” is higher than the proportion of “yes” responses for “allow”.
The reason for this asymmetry can be attributed as follows: “forbidden” comes across as harsher and more
definitive, and therefore a question containing this term is less likely to receive agreement. Finally, the
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asymmetry effect depends heavily on the abstractness of the phrasing used (Schuman and Presser 1981, p.
280).

Further attention should be drawn to assimilation effects. This describes the relationship between the
context of the self-assessment and the responses. In a positive context, responses are expected to be more
positive, whereas in a negative context, they are expected to be more negative. A related effect is caused
by existing contextual information. Studies have shown that identical questions are answered differently
depending on the survey title (Galesic and Tourangeau 2007, p. 199). This knowledge can, in the context
of this paper, be transferred to the department that sends out the self-assessment. Accordingly, it can be
assumed that answers will differ if the legal or the sales department requests the responses.

The subtask of retrieval focuses on accessibility of information. Especially in larger organisations,
relevant details are stored in systems, and cognitive and psychological insights regarding autobiographical
memory are only partially applicable (Haraldsen 2013, p. 83). For data protection or information security
reasons, it is often necessary to inquire about past events such as incidents. In doing so, it is important to take
into account the more commonly observed forward telescoping effect, as well as the less frequent backward
telescoping effect, both of which are psychological dating errors (Schnell 2019, p. 32) and presented in Fig. 2.
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(real date) (reported date) telescoping |

— )

Event B ~ Event B Backward
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Fig. 2. Overview of the dating errors forward telescoping and backward telescoping
(figure by the author, based on Schnell 2019, pp. 31-32)

In forward telescoping, the relevant event that is to be reported actually occurred before and thus
outside the reporting period. However, due to psychological effects during recall, it is reported as having
occurred within. This results in an increased prevalence rate, meaning the number of relevant incidents is
overestimated (Schnell 2019, pp. 31-32). Similarly, in backward telescoping, an event that actually occurred
within the reporting period is “thought of” as occurring before the reporting period due to psychological
factors and the prevalence rate is underestimated (Schnell 2019, pp. 31-32).

It is also important to highlight the bias memory creation. Here, the focus is not on the correct temporal
placement but on the construction of memories, even though the underlying event may never have taken
place. This occurs when respondents link their memories to new and false recollections (Loftus 2000, p.
201). Particularly susceptible to this are memories that are already fading due to the passage of time and the
construction of false memories can be based on two key mechanisms: suggestion by others and one’s own
imagination (Loftus 2000, p. 202, 209).

The results of a study by Thompson, Skowronski and Lee (1988, p. 243) are also noteworthy: the test
subjects stated that 22% of their attempts to recall autobiographical events were pure guesswork. This
finding is comparable with the results of Menon (1993), who found an error range from 13% for the most
accurately reported behaviours to 130% for less accurately reported behaviours.

Current research suggests that the level of detail in the questions also plays a significant role in this
context. The results of Schwarz and Sudman (1987) suggest that the more detailed the questions, the more
comprehensive the responses, and the more frequently reported events.

Having information available from the second subtask does not directly lead to an answer but is instead
processed by the respondent during the subtask judgment. Respondents are influenced by the potential consequences
of their answers, and effects such as satisficing and acquiescence come into play (Krosnick 1991, p. 213, 217).
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In satisficing, the respondent does not necessarily provide the correct answer but tends to a response
that most satisfies the requester (Barge and Gehlbach 2012, pp. 2, 17-27). The strength of this bias depends
on task complexity, respondent motivation, and cognitive abilities. In the specific context considered in this
study, heaping, also known as digit preference, is a phenomenon to note as a particular form of satisficing.
This phenomenon indicates that when querying frequencies, numbers, and probabilities, certain digits or
endings are preferentially reported or avoided (Schnell 2019, p. 39). This is explained by effort minimisation,
which leads to the use of response heuristics. In addition to satisficing, acquiescence also influences the
use of self-assessments. This tendency refers to respondents being more likely to give affirmative answers
rather than negative ones, regardless of the actual content of the response. Rokeach (1963, pp. 304-309)
demonstrated that respondents would even agree to two items with contradictory content if these were
formulated as agreeing question-and-answer pairs. The likelihood of agreement increases with the length
of the question (Trott and Jackson 1967, p. 279) and with inconsistently formulated questions (McBride
and Moran 1967, pp. 116-117).

If the respondent’s knowledge is lacking, answers will become increasingly random, especially an
answer is mandatory (cf. Converse 1970). However, due to the previously mentioned acquiescence, absence
of knowledge does not lead to perfectly distributed answers, such as 50% “Yes” and 50% “No” responses,
but rather to more affirmative than negative responses. A study by Schuman and Presser (1981, pp. 148—
154) shows that, with 61.9%, a majority of respondents support an unknown law if they generally hold a
positive contextual opinion. If this is not the case, the majority will reject the unknown law.

In addition to satisficing and acquiescence, the tendency towards the middle can also be explained
by the respondent’s effort minimisation (Bogner and Landrock 2015, p. 2), where middle scale values are
more frequently chosen as answers, regardless of the actual content or correct response, in an effort to avoid
extremes.

In the context of this paper, particularly noteworthy is the effect of socially desirable responding,
defined as the tendency to provide positive self-descriptions (Paulhus 2002, p. 49). This effect is highly
relevant in the context of audits and must be taken into account. It can be assumed that respondents will
particularly emphasise the desired information in order to build and maintain business relationships and
present their organisation in the best possible light (cf. Bishop, Tuchfarber and Oldendick 1986, p. 248).

In the subtask response, effects related to the order of answers become apparent. The sequence of
responses influences the validity of self-assessments, a phenomenon referred to as response order effects.
In written self-assessments, the primacy effect is particularly evident. This leads respondents to select one
of the initial response options (Schwarz et al. 1985, p. 187). Krosnick and Alwin (1987, pp. 202-203)
explain this through two factors: firstly, the initial response options create a frame of reference that affects
the interpretation of subsequent items; secondly, the initial response options are processed more deeply than
later ones, thus overshadowing the later options in memory and consciousness. The recency effect occurs
when one of the final response options heard or seen is disproportionately chosen (Bogner and Landrock
2015, p. 8). This phenomenon is explained in the literature by the differing inputs into short-term and long-
term memory and their retrievability, depending on elapsed time (cf. Schwarz et al. 1985, p. 188).

CONCLUSION

The presented selection of cognitive and psychological biases clearly illustrates that, from a
psychological perspective, there are numerous sources of error in the use of self-assessment as an audit
tool, which can significantly undermine the validity of the results. While it is a necessary condition that the
respondent intends to answer honestly, this alone is not sufficient. The employed self-assessments must take
these findings into account in order to minimise the biases, to the extent possible. This paper provides an
introduction to research on how these various factors influence the validity of self-assessments as an audit
tool and the potential interrelations involved. On this basis, design guides for self-assessments can further
be developed.
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BAJINJTHOCT HA CAMOOUHUHEHKHUTE KATO UHCTPYMEHT 3A U3CJIEJIBAHE:
KOI'HUTUBHA U IICUXOJIOI'NMYECKA INEPCIIEKTUBA

Peztome: Tazu cmamus oyeHsAeda sanuoHocmma Ha CaAMOOYEHKUmMe Kamo UHCmpymeHmu 3da ooum 6
KOHmeKcma Ha 3awjuma Ha oanHume u uHcﬁopMauMOHHama CUu2cypHocm onit KOCHUMuUBHA U NCUXojiocu4decKa
nepcnekmued. qpe3 ysAjlocmen analuz Ha Jjaumepaniypama Uu3Cne08aHemo Curmesupa omkxkpumus om
pasiudrnu aKaoemuyHu 06ﬂacmu, 3a 0a pas’efze()a KAK KOcHUmMueHuUme u ncuxojlocudeckume npucmpacmus
GIUAANT BBPXY HaoexcoHocmma Ha camMooyeHKume. 3amosa mosea uszcneosane pa30efm npoyeca Ha
camooyerHka Ha demupu noo3adayu: pa36upaHe, uszeiudane, npeyeHka u omeoeop, e6ciAKa om Koumo e
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nooamauea Ha cheyuguunu npucmpacmus. OCHOGHUME OMKPUMUSL PASKPUBAIN MHONCECMBO KOSHUMUBHU
U NCUXONO2UYECKU (PaKmMOpU, KOUMO MO2Am 3HAYUMENHO 0a NOOKONAAM 8AIUOHOCTNING HA CAMOOYEHKUME.
Te sxnousam npobnemu ¢ pazoupanemo nopaou CiOHCHOCMMA HA e3UKd, NPUCMpacmus 6 namemma npu
uzenuuane Ha uHopmMayus, SpewKu 8 nPpeyeHKama Kamo 3a0080756aHe U cvelacue u epekmu om peoa
Ha omeoeopume. HM3ciedsanemo noouepmasa Kax mesu NpUCmMpacmus Mo2am 0a 0068eoam 00 HemoyHuU
WU USKPUBEHU DPe3YImamu, OOpu Ko2amo pecnoHOeHmume UMAam Hamepenue 0d Omeo8opsm YecmHo.
Tosa uscneosane 0ONpUHACS KbM HAYYHAMA OCHO8A 3d NOOOOPABAHE HA OU3AUHA HA UHCIpYMeHmume 3d
CAMOOYeHKA, Kamo noo4epmasa HeoOXo0UMoCmma om Omuumane Ha me3u NCUXoI02ULecKu hakmopu 3a
NOBUUABAHE HA HAOEHCOHOCMMA U eqheKMUBHOCMMA HA 00umume 6 KOHMeKCMa Ha 3aWuma Ha OaHHUme
U UHOPMAYUOHHANA CUSYPHOCH.

Knwuoeu oymu: uncmpymenm 3a oOum, KOCHUMUBHU U NCUXOJIO2UYECKU NpeoyOeicOeHus, 3auuma Ha
OaHHume, UHPOPMAYUOHHA CUSYPHOCT, CAMOOYEHKU

Januen HHInjuHr, 10KTOpPAaHT
YHuBepcuTeT 1o OubIMoTeK03HAHHE U HH(POPMAIMOHHU TEXHOJIOTUU
E-mail: schilling@mail.bg
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AGILITY: SAVIOR OR INFLATIONARY USE?
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Abstract: In a business context, the term “agility” became known primarily through a working methodology
in the field of software development. In 2001, software developers developed the “Agile Manifesto of
Software Development”. In it, they describe four values and 12 basic principles for collaboration in agile
software development based on Talcott Parsons’ AGIL scheme from the 1950s (adaptation, goal attainment,

integration, latency). In the last 20 years, software development has achieved a central position in our
economy. As a result of this popularity, the term “agile” has also established itself as an elementary term in

the management of projects, departments or entire companies beyond the software development environment.

Many of the values and principles of the agile manifesto are now applied to projects or processes in other
industries and the term “agile” is used in many different situations. However, the question arises as to what
extent the now overused terminology can still be measured against the basic principles and values of the
actual purpose and whether the people working in “agile processes” still perceive the terminology as such?

Keywords: agile, Software Development, agile management, agile transformation

INTRODUCTION

The widely used term “agility” is a very popular and frequently used term in a business context, which
owes its popularity to the upswing in software development over the last 20 years. Whether agile project
management or agile leadership, agility now promises short to long-term success for projects, teams or
individual employees in all areas of a company. According to a study by the University of St. Gallen, in
which managers from various industries were asked about their assessment of perceived agility in their
company. When asked whether there had been an increase in agility in their company, 40% responded with
“Agree” and as many as 15% with “Strongly agree”. 30% were neutral, while the remaining 15% disagreed
(Lindner 2020). But where does the term “agile” actually come from and how was it originally used? What
methods are behind the term and to which organizations or structures can agile working methods be applied?
Is “agile” the solution to all organizational problems or is the term used in an inflationary way nowadays
and is therefore only perceived by employees as an empty term and no longer used for its intended purpose?

RESEARCH METHODOLOGY

The study is based on a literature review and examines the origins and current use of agility. It explicitly
addresses the issue of the inflationary use of the term and develops the basics for the effective use of the agile
method. The discussion is intended to help companies, teams, managers and employees in the selection of
agile methods, in their correct use and to create a better understanding of the term “agility”.

RESULTS

Origin of agility

The term “agile” or “agility” originally comes from the Latin and means something like being highly mobile
or maneuverable. In the business environment, the term is associated with fast, flexible, step-by-step or not afraid
of making mistakes. Due to the upswing in software development, the term has received increasing attention in
the last 20 years. The agile way of working was first coined by Talscott Parsons in the 1950s. He defined agile with
four skills: Adaptation for adaptability, Goal attainment for the ability not to lose sight of the goal, Integration for
the ability to keep agile elements of an organization together and Latency for maintaining the agile concept. On
this basis, seventeen software experts developed the “agile manifesto” in 2001. The document for agile working
methods, which is still regarded as the basis today, comprises four values and twelve principles (Fischer 2016).
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The values

1. individuals and interactions more than processes and tools

2. functioning software more than comprehensive documentation

3. collaboration with the customer more than contract negotiation

4. reacting to change more than following a plan (The Agile Manifesto 2001)

The principles

a) Our highest priority is to satisfy the customer through early and continuous delivery of valuable
software.

b) Welcome requirement changes even late in development. Agile processes use change to the
customer’s competitive advantage.

¢) Deliver working software regularly within a few weeks or months, preferring the shorter timescale.

d) Subject matter experts and developers must collaborate daily during the project.

e) Build projects around motivated individuals. Give them the environment and support they need and
trust them to get the job done.

f) The most efficient and effective way to communicate information to and within a development team
is face-to-face.

g) Working software is the most important measure of progress.

h) Agile processes promote sustainable development. Clients, developers and users should be able to
maintain a steady pace indefinitely.

1) Constant attention to technical excellence and good design promotes agility.

j) Simplicity -- the art of maximizing the amount of work not done -- is essential.

k) The best architectures, requirements and designs are created by self-organized teams.

1) At regular intervals, the team reflects on how it can become more effective and adapts its behavior
accordingly (The Agile Manifesto 2001).

Agility today

In the meantime, agile methods and agile management have established themselves far beyond the
IT sector in the corporate context. According to a study by the Agile Business & IT Collaboration Model
2019, nine out of ten companies from various industries say that they use agile methods in certain areas or
teams (IDG Business Media 2019). Agile leadership, agile management or the use of agile methods. The
term “agile” is now used in front of many important business terms and the fundamental question arises
as to whether the term is now also being used as an inflationary buzzword without actually being realized.

Agile methods

The principle of every agile method is based on the agile manifesto and aims to make teams more
flexible and collaborative. Changes or errors should be incorporated or rectified as quickly as possible
through short coordination cycles. The best-known agile methods are listed below.

Scrum

Scrum is an agile method in which development teams develop software in so-called sprints in two to
four-week cycles. A scrum team consists of around ten members. Short daily coordination meetings ensure
maximum transparency within the team and are intended to immediately uncover any errors in the process
or development. It is hoped that the short cycles and close coordination will result in a high degree of
flexibility and maximum effectiveness (Layton, Morrow 2023, pp. 52-55).

Kanban

Kanban is an agile method that uses a visual approach to process optimization. On a so-called Kanban
board (can be analog or digital), task cards are assigned to different columns such as “to do”, “in progress” or
“done” depending on their current status. Responsibilities are clearly assigned and the focus on the respective lead
time of a task from start to completion helps with the continuous improvement process (Anderson 2011, pp. 14-15).
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Extreme Programming (XP)

Extreme Programming (XP) is an agile development method that is based on trust and verbal
communication and is intended to be highly flexible with very short development cycles with automated
tests running in parallel and, by handing over responsibility to each individual employee, should also
manage without a real manager (Beck 2003, pp. 16—-17).

DevOps
DevOps attempts to combine software development and IT operations. The aim is to deliver higher
quality through strong collaboration. In addition, a high degree of automation right from the start should

ensure high efficiency. Fast feedback loops and short-term updates ensure a high level of flexibility (Safar
2022).

Design thinking

Design thinking is a methodical approach with the aim of developing user-oriented solutions for
complex problems. The problem goes through the 6 phases of design thinking: understanding, observing,
defining the problem, brainstorming, developing a prototype and testing. This is intended to promote a high
level of creativity and create a strong customer focus (Ehmann 2019, pp. 21-31).

The advantages of agility

The values and principles of the agile manifesto are at the forefront of all agile methods and the
advantages of agility can be determined from this. The greatest added value is the high level of flexibility
combined with the ability to adapt to short-term changes in requirements or market conditions. The
second advantage is the high level of customer orientation, which ensures that customer feedback can be
immediately incorporated into the development process. Another advantage is the high level of transparency
and communication. This creates a high sense of responsibility both in management and in dealings with
each other, and thus also a clear distribution of tasks within the team. The short cycles, such as sprints, also
increase productivity. In addition, problems are identified at an early stage and risks of major damage are
minimized (Bright Solutions 2024).

Agile — Inflationary use

Unfortunately, the word agile is increasingly being used in an inflationary way in a business context and
the meaning of employees is often simply ignored as an empty phrase. Agile leadership, agile development,
agile teams or agile working. Managers or companies in particular often use the term in front of various
structures or work processes in order to appear more professional or modern. However, if you look behind
the scenes and take a look at teams, processes or structures, you quickly realize that the values or principles
of agility are often not lived and therefore no real improvement effect is created. As a result, there is a risk
that the real benefits that agile methods can bring are no longer recognized by employees or companies, or
that the concept itself is not taken seriously (Inselmann 2021). The reasons for the inflationary use of agility
are complex, but can be found above all in the attempt by managers and consultants to impose agility on
employees or processes (Wiirzburger 2019).

Basics for correct use

In order to really live agility in a meaningful way and not just overuse the term, decisive factors must
be present in a company or a project. First of all, the corporate/project culture must be an open, learning-
oriented culture in order to provide a breeding ground for agility. In addition, managers should have the
right mindset so that the role of the agile manager can also be properly understood and practiced as a
facilitator and supporter. Clear structures must also be created that reflect the company’s long-term strategy
or the goal of the project (Gerweck 2022). It is also important that everyone involved is clear that agility
is not a short-term project savior or a method used for short-term improvement. The use of agility means a
long-term commitment that must be accepted by everyone involved. Without creating the right conditions,
there is a risk that agility will remain just an empty phrase and employees will turn away from it.
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CONCLUSIONS

In summary, it can be said that the basis of the agile way of working originates from the software
development environment. Many of the values and principles can be easily adapted to other areas of
business and life. However, it is very important that the underlying values and principles are actually
observed and practiced when using the term “agile”. If the term is used in an inflationary way, there is a risk
that the term loses its value and no longer has any meaning for employees or teams. This makes it all the
more important to take a critical look at processes, teams or company structures that advertise agility, both
from the outside and from the inside, and to constantly question the underlying values and principles. In
addition, decision-makers should always consider the overall structure before introducing an agile process.
Can agility be implemented in the long term? Does it make sense to implement the activity in agile mode?
How can interfaces that do not work in an agile mode be satisfied? Do managers have the right mindset for
an agile structure? Looking to the future, it should be noted that the agile working world brings with it all
the important components of the modern view of collaboration, leadership and management methods, but
runs the risk of losing its effectiveness through inflationary use.
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I'BBKABOCT: CHACHUTEJ WJIHN U3THBPKAHA YIIOTPEBA?

Peztome: B Ousnec konmeKkcm mepMuH®um ,,2b68KABOCM ' cmaHa useecmeH Hau-eeue upe3 pabomeua
Memoodonoausl 8 oonacmma Ha paspabomsanemo na cogpmyep. Ilpes 2001 2. pazpabomuuyume na cogpmyep
paszpabomuxa Manugecm 3a evexasa paspabomka na copmyep. B neco me onuceam yemupu yeHHOCMU
u 12 ocnosHU NpuHyuUNa 3a CoMPYOHUUECBO NPU 2bEKABO pa3pabomeane HA copmyep 6b3 OCHOBA HA
cxemama AGIL na Tankom Ilapcvnc om 50-me 200unu na Mmunanus eex (adanmayus, nocmueane Ha yeima,
unmeepayust, iaamenmuocm). Ilpes nocieonume 20 2o0unu paspabomesanemo Ha cogpmyep 3ae YyeHmpaiHo
MACMO 8 HAWAmMa UKOHOMUKA. B pezynimam na masu nonyisipHocm mepmMuHvm ,,2b6Kas " ce ymeopou u
Kamo enemenmapen mepmun 6 YNpasieHuemo Ha npoeKkmu, omoenu il yeayu KOMIaHUuU u38bH cpeoama
3a pazpabomeane na cogpmyep. Mnoco om yennocmume u npunyunume Ha Manughecma 3a evexkagocm
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geye ce npuiazam KvmM npoOeKmu Uiy npoyecu 8 opyau UHOYCmpuu u mepmMuHvm ,,2b6Kas"* ce u3Non36a 8
MHO20 paznudnu cumyayuu. Bv3nuxea obaue bnpocvm 00 Kakea cmeneH u3noi36aHama eeve nPpeKoMepHo
MePMUHOIO2US 8CE OUe MOJice Od Ce CbNOCMABU C OCHOBHUME NPUHYUNU U YEHHOCIU HA OelicmEUmeIHama
yen u oanu xopama, pabomewu 8 ,,2b8KAGU Npoyecu”, ce owe Gb3NPUEMAm MepPMUHOIOUAMA KAmo
maxasa?

Kntouoeu oymu: Agile, paspabomka na cogpmyep, 2»6kaso ynpasieHue, 2b8Kasa mparcghopmayus
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MEASUREMENT ERRORS IN QUESTIONNAIRES:
AN ANALYSIS OF QUESTION FORMAT-SPECIFIC ERRORS

Daniel Schilling
University of Library Studies and Information Technologies

Abstract: This paper examines the measurement errors in questionnaires, focusing on question format-
specific errors that can affect validity. Through a comprehensive literature review, 13 types of errors have
been identified, focusing in particular on multiple-choice and free-answer questions. The results shows that
multiple-choice questions, among others, are subject to “test wiseness” and “irrelevant difficulty”, while
free-answer questions result in a higher rate of non-response. It covers different types of errors, including
dead-end questions, double-barrelled questions and loaded questions. The investigation also looks into the
strategic use of certain question types to elicit more valid responses. This research shows how question-
related errors affect questionnaire trustworthiness. It provides a basis for improving questionnaire design,
valuable especially for non-expert practitioners. This paper aims to enhance the validity and reliability
of information gathered via this widely used tool by highlighting the importance of careful questionnaire
design.

Keywords: Free-answer questions, multiple-choice questions, question format errors, question-specific
errors, questionnaire validity

INTRODUCTION

Questionnaires are one of the most important means of gathering information, used for a variety of
reasons in private as well as in a professional context. Beside private individuals especially companies,
public institutions and even supervisory authorities use this tool to obtain and analyse needed information.
Its widespread use is due to its supposedly simple creation, design and use. However, only in few cases are
the inherent negative aspects sufficiently taken into account. Scientifically, questionnaires are susceptible to
awide variety of errors and may only be limited suitable for obtaining valid answers. The measurement errors
considered in this paper are embedded in a variety of possible errors in the use of questionnaires. Basically,
they can be divided into two categories: respondent-specific aspects, and thus in particular cognitive-
psychological sources of error, and methodological errors. Cognitive or psychological biases relate, for
example, to false memories, inadmissible contextual conclusions or influencing the respondent through
the sequence of questions or the answer format. Methodological errors, which include the measurement
error considered in more detail, include aspects such as sampling and scoping errors, relevant aspects that
where not questioned, errors regarding coverage or non-response and, in particular, information processing
errors. The measurement errors examined in this paper pertain specifically to question format errors. Fig. 1
provides an overview of question format-specific errors'.
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Question format-specific errors

....................................................................................................................

Dead end { | Distinctions w/o | | Double-barreled . | Double-negative
questions differences questions | questions
False prf:mises . Free answer . Hypothetical Loaded questions
questions P questions . questions |
Multiple choice- Or what Overleaping Sleeper
I questions questions P questions P questions
Unanswerable
questions

Fig. 1. Overview of question format-specific errors in alphabetical order
(figure by the author, based on Payne 2014)

After introducing the methodology, this paper discusses selected question format-specific errors to
consider for obtaining accurate and meaningful information from questionnaires.

RESEARCH METHODOLOGY

Various academic fields provide insights into error sources in questionnaires. This paper examines
current research in depth. The assessment relies on a wide variety of sources, such as published books,
scholarly journals, research papers, and web publications across different disciplines.

RESULTS

Multiple-choice questions are widely utilised in questionnaires, and are for instance the most common
method employed in written examinations (Natekar, DeSouza and Karapurkar 2016, p. 558). The frequency
with which multiple-choice questions are used is accompanied by the prevalence of construction errors that
jeopardise their validity (O’Neill et al. 2019, p. 51). As with any form of closed question, response options
that are not listed are rarely considered by respondents in multiple-choice questions, instead, respondents
tend to select options that they might not have chosen or might have forgotten otherwise, just because they
are stated (Sheatsley 1983, pp. 206-208). Furthermore, specific biases exist in the use of multiple-choice
questions. When multiple-choice questions are employed to assess knowledge, two potential sources of
error are identified: test wiseness and irrelevant difficulty (Case and Swanson 2002, p. 19). Test wiseness
enables the respondent to select the correct or desired answer, without employing the requisite knowledge.
This might occur, for instance, if distractors do not follow grammatically from the stem, or if terms such as
“always” or “never” are used in the options (Towns 2014, p. 1428). Additionally, it is worth noting that in
multiple-choice questions, the correct answer may be chosen purely by chance (Fowler 1995, p. 69). Further
pertinent is the construction flaw irrelevant difficulty. This pertains to the poor design of multiple-choice
questions in questionnaires. Validity can be compromised, particularly through the use of lengthy, complex,
or inadequately distinct answer options, potentially incorporating vague terms, inconsistent presentation
of numeric data, or simply complicated wording (Case and Swanson 2002, pp. 22-25). The case where
numeric data are not stated consistently is illustrated by the example in Fig. 2. Here, five answer options are
used, some of which overlap. In such cases, the validity of the questionnaire is likely to be compromised,
and they should therefore be prevented through careful editing and revision. It should be noted that drafting
a good multiple-choice question can take an hour or more, even for professional item writers (Albanese and
Gjerde 1987, p. 280). Therefore, careful preparation of questionnaires is likely to require several working
days. In light of this, there may be a temptation to use free-answer questions instead of multiple-choice
questions. However, Bradburn (1983, p. 300) concludes that free-answer questions are not superior in
eliciting responses of greater validity.
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Tick | How long is the guaranteed response time for level 1 security incidents?
Under 1 h

30 — 60 min

14 working day

1-3h

4 h to 300 min

ogo|ooo

Fig. 2. Example for numeric data that is unclear and not stated
consistently in multiple-choice questions (figure by the author)

The benefits associated with free-answer question formats, including diminished biases due to the
absence of predefined response options and the capacity to capture nuanced and complex security measures
(Connor-Desai and Reimers 2019, p. 1427), are offset by certain drawbacks that may undermine the validity
of such questions. The necessity of coding responses introduces the potential for errors at this stage.
Moreover, free-answer questions occupy a unique position with respect to non-response error, as their
implementation is often associated with a higher rate of abandonment (Connor-Desai and Reimers 2019,
p. 1438). Even if there is a compulsion to answer, abandonment is to be expected, for example in the form
of answers being given at random without reflection on the content. One reason for this is the greater time
required to respond (Vicente and Reis 2010, pp. 260-261). Andrews (2005, p. 3760) reported non-response
rates for free-answer questions of up to 76%, while the average rate across all questions was merely about
2%. Respondents who choose to answer free-answer questions, particularly when these are not mandatory,
tend to be disproportionately those who are dissatisfied and provide negative feedback (Macey 1996, p.
229), but the majority of respondents do not answers free-answer questions (Griffith 1999, pp. 1002—-1004).
This phenomenon, known as positive-negative asymmetry, imply that responses to free-answer questions
are disproportionately negative.

Further to be considered are dead-end questions, defined as queries that cannot be answered
meaningfully, as they do not provide an opportunity for a truthful and accurate response. They often contain
problematic keywords such as “never”, “all” or “every” (Payne 2014, pp. 192-193). A pertinent example
in the professional field might be questions such as “Are all possible measures implemented?” or “Are
all legal regulations adhered to as comprehensively as possible?”. Although the issues inherent in these
examples may appear evident, such questions are commonly encountered in practice and even in legal
directives, see e.g. Art. 28 (5) EU Digital Operation Resilience Act from 2023.

Thisanalysis pertains to the difficulties that can arise when questions cannot be meaningfully distinguished
in terms of their content. For example, the questions “When was this measure implemented?” and “Since
when has this measure been in place?” may not offer a substantive difference in terms of their content. Such
indistinguishability may lead respondents to question the validity of the questionnaire, potentially resulting
in less truthful or precise responses, and an inclination to infuse personal interpretations and contextual
information (Schober and Clark 1992, pp. 27-28). An indication that respondents may be struggling to
differentiate between questions, or that the questions are contextually redundant, can be observed when
respondents annotate their responses with comments such as “Answer see question [...]”. The intentional
use of similar questions as sleeper questions to detect inattentive respondents will be addressed later.

When two distinct issues are addressed within a single query, it is termed a double-barrelled question
(Sheatsley 1983, p. 216). This presents a challenge for respondents, particularly when the format is not
free-answer. Consider the question: “Does the organisation ensure that all data is encrypted and backed up
regularly?” In this case, the question conflates two issues, making it difficult for the respondent to provide a
precise answer if they agree with one aspect but not the other. It is noteworthy that this example of a double-
barrelled question is additionally a dead-end question, as it queries “all data”.

Double-negative errors arise when a question is framed with two negative terms, potentially leading to
increased cognitive effort required for comprehension and subsequent misinterpretation by the respondent.
Over a century ago, Wembridge and Means (1918) investigated ambiguities in voting due to the use of
negatives and found that positively framed questions were more easily understood, whereas their negative
counterparts were deemed highly confusing. Similarly, Blankenship (1943, p. 59) concludes unsurprisingly,
that phrasings expressed positively are more likely to be comprehended correctly.
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A false premise error occurs when a question is based on an assumption that is not entirely or only
partially true, potentially leading to biased responses and incorrect information from the respondent. An
example might be a question concerning the frequency of salary increase, which presupposes that these
increases are happening.

When using hypothetical questions, questions concerning future scenarios rather than actual past
events or current practices, it is important to recognise that responses to these questions, while appearing
reasonable, often do not align with the actions or behaviours that would occur if the proposed scenario were
to materialise and ultimately may not reflect the truth (Payne 2014, p. 198; Kaderabek and Sinibaldi 2022).
This includes “what-if” questions and questions regarding the intention to act, which Sheatsley (1983, p.
217) has even described as “useless and worthless as predictors”. Although it may sometimes be necessary
to pose hypothetical questions, it should be noted that respondents are generally poor at predicting the
future, including their own future behaviour (Payne 2014, p. 198). This difficulty arises due to changing
circumstances and the many situational variables that intervene (Sheatsley 1983, p. 218).

Loaded questions hold a special position due to their inherent nature of suggesting a particular
response, thereby typically making respondents’ effort to disagree greater than to agree. However, the
creator of a questionnaire can leverage this phenomenon. Kinsey et al. (2023, pp. 53—54) highlight that
loaded questions can decrease the burden of admitting negative aspects. Thus, a question such as “Many
organisations may not implement all required security measures. Which requirements have not yet been
implemented in your organisation?” might be better suited than unloaded questions to identify missing
security measures. By phrasing the question this way, the respondent is indirectly informed that missing
measures are considered normal and that it is acceptable to report them (Sheatsley 1983, p. 215).

The potential use of sleeper questions aims to identify inattentive respondents by repeating similar
questions multiple times to assess whether the respondent provides consistent answers. Further possible is
the providing of answer options that are non-existent. A classic example shows that approximately 70%
of respondents provided answers related to a fictitious act, thus being identified as sleepers (Gill 1947 as
cited in Westle 2024, p. 238). However, later studies have reported a lower percentage, with Schuman and
Presser (1980, p. 1214) noting figures between 25% and 30%. It is important to note that such attentiveness
checks carry the risk that respondents who recognise the test may either terminate the questionnaire or alter
their responses.

CONCLUSION

A large number of errors related to question format were identified, which are also interrelated and
must be taken into account when designing questionnaires. For many of the biases discussed, it can be
noted that experts in question design are less likely to make them. However, the creators of business-related
questionnaires are generally not experts in question formulation, and thus seemingly obvious and simple
mistakes still have relevance and need to be considered. Siddiqui (2024, p. 36) found that 38% of multiple-
choice questions had errors, and 12% of the questions even had multiple errors. It was further shown that
selected phenomena can be utilised and how this can be used to obtain necessary information. This paper
provides an introduction to research on how these question-related errors influence the trustworthiness of
questionnaires and forms the basis for further considerations regarding detailed design specifications for
questionnaires.

NOTES

1. Due to the large number of sources of error, it is not possible to give equal weight to all possible negative influencing factors.
Given their significant relevance in professional context, multiple-choice questions and free-answer questions are accorded
priority and are examined in greater detail. Or what-questions and unanswerable questions are not discussed in this paper.
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I'PEIIKHU ITPU U3BMEPBAHETO BbB BLIIPOCHULIUTE:
AHAJIM3 HA I'PEHIKHUTE, CHEHU®UYHHU 3A POPMATA HA BBIIPOCA

Peztome: B mazu cmamusi ce pasenedxcoam epewikume npu UsMepEaHemo b8 8bNPOCHUYUMeE, KAmo ce
00pvUaA BHUMAHUE HA 2peuKUme 8b8 hopMama Ha 8bNPOCA, KOUMO MO2am 0d NOBIUSAAM HA 8ATUOHOCMMA.
UYpesz obcmoen tumepamypen npeaned ca uoenmuguyuparu 13 suoa epewiku, Kamo ce 0o0pvua CNeyuarHo
BHUMAHUE HA 8bNpOCUmMe C U3bUpaem omeo8op U Bbnpocume cbC c80000eH omeoeop. Pezynmamume
noxazeam, ye 8bnpocume ¢ uz00p Mexcoy HAKOIKO Omeosopd, Hapeo ¢ Opyeu, ca obekm Ha ,, MbOpOCm
Ha mecma ", 0OKamo ebnpocume CbC c80000eH 0OMe080p 800sIM 00 NO-BUCOK NPOYEHM HA HEOM208APSIHE.
Obxeanamu ca paziuyHu 6uO08e 2peuwiku, SKIIOUUMETHO 8bNPOCU MUn ,,3A0bHeHa Yiuya ', 6bnpocu ¢
060eH 0meosop u HamosapeHu evnpocu. Pasciedsanemo pasenedxcoa u cmpameuieckomo u3noni3eane
Ha onpedenenu 8U008e 8bNPOCU 3a NOTYYABAHe HA NO-8ANUOHU omeosopu. Toea usciedeane nokasea Kax
epewikume, C8bP3AHU C 8bNPOCUME, GIUAN 8bPX) HAOEHCOHOCMMA HA 8bNpocHuKa. To ocucypssea ocHosa
3a nodobpssane Ha pazpabomseanemo Ha 6bNPOCHUYHU, KOEMO e YeHHO 3a NPAKMUKY8aujume cneyudiucmu,
Koumo He ca ekcnepmu. Llenma na nacmoawama cmamus e 0a ce nosuLiU 8arUOHOCMMA U HA0eHOHOCMma
Ha unopmayuama, CbOpana upe3 mo3u WUpOKo UNOA36AH UHCIPYMEHM, KAmo ce NooYepmae 3Ha4eHUeno
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HA 6HUMAMETHOMO paspadbomeane Ha 6bNPOCHUKA.
Knrwuosu oymu: svnpocu cve c60600en 0meo8op, 8bNpocl ¢ U300p MeHCOY HAKOIKO 0M2080pd, PeuKU 6b8
gopmama na 8vnpoca, cneyuuuHu cpeuiKi b8 8bNpPocd, 8aTUOHOCH HA 8bNPOCHUKA

Januen HInjauHr, 10KTOpaHT
VYHHUBepcHUTET N0 OMOIMOTeKO3HAHHE U MH(DOPMAIIMOHHH TEXHOJIOTHU
E-mail: schilling@mail.bg
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Abstract: This study explores the relationship between nonverbal behaviors and stress responses in
candidates for leadership positions, focusing on how demographic factors such as age, gender, and
position influence these cues. Through analysis of eye contact, gestures, posture, and stress indicators like
sweating and trembling, the study identifies patterns that reveal underlying differences in candidate stress
management and nonverbal expression. Notably, older candidates and those applying for higher-level roles
(e.g., C-Suite) exhibited controlled gestures, open body posture, and reduced signs of nervousness, while
younger candidates displayed more visible stress responses. Using correlation heatmaps and bar charts, the
research highlights significant associations, providing insights into the role of nonverbal communication in
high-stakes interviews. The findings underscore the value of nonverbal indicators in assessing leadership
competencies, offering recommendations for interviewer training, leadership development, and objective
evaluation frameworks to enhance hiring practices in organizational settings.

Keywords: Nonverbal Communication, Stress Responses, Leadership Assessment

INTRODUCTION

In professional settings, particularly in leadership interviews, nonverbal cues and stress responses are
critical factors in candidate evaluation. Research suggests that nonverbal behaviors, such as eye contact, facial
expressions, and body language, significantly influence perceptions of leadership potential, confidence, and
interpersonal effectiveness. These behaviors can also be indicators of underlying stress, which can impact
both candidate performance and interviewer assessments. This study explores the relationship between
observed nonverbal cues and stress responses during interviews for leadership roles.

As organizations increasingly prioritize emotional intelligence and stress management in leadership
competencies, understanding these nonverbal indicators has become essential. By analyzing behavioral
patterns and their connections to stress responses, this research seeks to provide insights into the predictive
value of nonverbal cues and stress markers. The findings aim to inform interview techniques and evaluation
methods, enhancing the ability to assess leadership qualities in high-stakes scenarios.

RESEARCH METHODOLOGY

This study examines the relationship between nonverbal behaviors and stress responses in candidates
for leadership roles. The methodology includes defining the hypothesis, identifying variables, describing
the data collection process, and detailing the survey and observational instruments.

Hypothesis
Based on literature connecting nonverbal communication with perceptions of leadership (Riggio &
Feldman 2005; Goman 2011), the study hypothesizes the following:

o HI1: Nonverbal behaviors, such as eye contact, gestures, and open body posture, correlate with
candidates’ stress responses, both of which are influenced by demographic factors such as age,
gender, and position applied for.

Additional hypotheses were formulated:

e H2: Older and more experienced candidates display fewer visible signs of stress, such as fidgeting
and observable nervousness, than younger candidates (McCarthy et al. 2013).

o H3: Candidates for higher-level leadership roles are more likely to exhibit nonverbal behaviors
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traditionally associated with authority (e.g., open posture and steady eye contact) than those applying
for mid-level positions (Burgoon et al. 2016).

Variables
1. Independent Variables:
o Demographic Variables: Age, Gender, and Position Applied For are considered demographic
predictors, as research has shown these factors impact nonverbal behavior and stress levels
in high-stakes contexts (Gifford 1991; Schmid Mast & Hall 2004).
o Nonverbal Behavior Variables: Observed behaviors were coded as follows:
e Eye Contact (Observed/Not Observed, Frequency Count)
o Facial Expression (Observed/Not Observed, Frequency Count)
e Body Posture (Open/Closed, Frequency Count)
e Gestures (Observed/Not Observed, Frequency Count)
o Fidgeting (Observed/Not Observed, Frequency Count)
e Overall Demeanor (Calm/Anxious, Frequency Count)

2. Dependent Variables:
o Stress Response Variables: Given the established connection between stress and
physiological signals (Ekman & Friesen 1974), the study measured:

e Sweating (Observed/Not Observed, Intensity: Low/Moderate/High)
e Trembling (Observed/Not Observed, Intensity: Low/Moderate/High)
e Voice Modulation (Observed/Not Observed, Intensity: Low/Moderate/High)
e Speech Rate (Observed/Not Observed, Intensity: Low/Moderate/High)
e Observable Nervousness (Observed/Not Observed, Intensity: Low/Moderate/High)

Data Collection Process

The data collection followed a structured, observational protocol informed by previous studies on
nonverbal behavior analysis in professional settings (Patterson 2011; Riggio 2013). Observations were
conducted during leadership interviews in a controlled environment.

o Participants: A purposive sample of 62 candidates for roles ranging from Manager to C-Suite
was selected. Candidate age averaged 37.7 years, with a gender distribution of 52% male and 48%
female, reflecting typical diversity in leadership pools (Sy et al. 2010).

o Interview Environment: Interviews were conducted in a quiet, standardized setting designed to
minimize external influences on candidate behavior, allowing more accurate assessment of nonverbal
cues under interview stress (DeGroot & Gooty 2009).

e Observers: Trained observers coded nonverbal behaviors using a validated coding scheme adapted
from the Nonverbal Communication in Human Interaction framework (Knapp, Hall & Horgan 2013).
Observers were calibrated prior to data collection to enhance reliability, as research underscores the
importance of observer training in nonverbal studies (Mehrabian 1971).

Survey Instrument and Observation Metrics
The survey instrument was a structured observational checklist designed to capture the frequency and
intensity of each behavior and stress response. This instrument was adapted from validated measures used
in workplace and psychological research to ensure consistency (Patterson et al. 2007).
1. Nonverbal Behavior Metrics:
o Nonverbal behaviors, such as eye contact and gestures, were recorded as binary indicators
(observed/not observed) and counted for frequency. Posture was categorized as “Open” or
“Closed,” with demeanor noted as “Calm” or “Anxious” (Gifford 1991).

2. Stress Response Metrics:
o Physiological stress responses, including sweating and trembling, were recorded based on
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observation and rated for intensity (Low, Moderate, High) following established protocols
(Ekman 2003). Vocal stress indicators (e.g., voice modulation) were assessed due to their
known association with stress (Burgoon & Dunbar 2000).

3. Reliability and Validity:
o Observers participated in a calibration session before data collection to ensure consistent
interpretations. Inter-rater reliability was assessed through consensus on a subset of candidate
observations, enhancing the study’s internal consistency (Landis & Koch 1977).

Statistical Analysis

The statistical approach included descriptive and inferential analyses, consistent with methods in
leadership and behavioral research (Bryman 2015). Descriptive statistics summarized behavior frequencies
and demographic distributions, while inferential statistics explored correlations between variables.

o Correlation Analysis: Pearson’s correlation was used to evaluate relationships between nonverbal
cues and stress responses, supported by significance testing (p < .05) to determine the strength of
associations (Field 2013).

o Data Transformation: Categorical data were coded numerically (e.g., “yes” as 1 and “no” as 0) to
facilitate correlation and regression analyses, a common practice in social science research (Cohen
et al. 2013).

This methodological framework aligns with established approaches in observational studies on
nonverbal behavior, enhancing the reliability and validity of the results (Riggio 2013; Patterson, 2011).

RESULTS

This section presents the findings from statistical analyses, focusing on the correlation between
nonverbal behaviors, stress responses, and demographic factors. Figures 1—11 illustrate these relationships,
and statistical interpretations are provided to explain significant patterns.

1. Correlation Analysis (Figure 1)

The correlation analysis revealed several statistically significant relationships among candidate
demographics, nonverbal behaviors, and stress indicators, with Pearson correlation coefficients (r) and
significance levels (p < 0.05).
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Correlation Heatmap of Behavioral and Stress Indicators
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Fig. 1. Correlation Heatmap of Behavioral and Stress Indicators

o Age and Nonverbal Control: A significant negative correlation was found between age and
fidgeting (r=-0.51, p <0.01), suggesting that older candidates displayed lower levels of observable
nervousness. This result aligns with literature indicating that experienced individuals manage visible
stress more effectively in high-stakes contexts (McCarthy et al. 2013). The positive correlation
between age and controlled gestures (r = 0.53, p < 0.01) further supports the hypothesis that age
and experience contribute to nonverbal control.Eye Contact and Facial Engagement: A moderate
positive correlation between eye contact and facial expression frequency (r = 0.35, p < 0.05) was
observed, indicating that candidates who maintained eye contact were also more expressive. This
relationship could reflect heightened engagement or stress (Gifford 1991). The significant association
between eye contact and sweating (r = 0.44, p < 0.05) may imply that candidates who actively
engage with interviewers exhibit physiological stress responses, potentially due to the cognitive
demand of sustained interaction.Gestures as a Counterbalance to Nervousness: Gestures were
negatively correlated with fidgeting (r =-0.27, p <0.05), implying that candidates who used gestures
more frequently were less likely to exhibit nervous behaviors. This aligns with the hypothesis that
purposeful nonverbal cues can help candidates manage stress effectively. As noted by Burgoon &
Dunbar (2000), gestures can project confidence, potentially masking internal stress.

Interpretation: The significant correlations observed suggest that nonverbal behaviors can serve as
indicators of stress levels and coping mechanisms, with age and experience emerging as influential factors.
This implies that interviewers may need to account for these nonverbal cues when evaluating candidate
composure and leadership potential.

The bar charts (Figures 2—6) show the frequency distribution of observed nonverbal behaviors,
providing insights into how these behaviors vary across demographic groups and positions.
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Distribution of Facial Expression Observed

Facial Expression Observed

Fig. 6. Distribution of Facial Expression Observed

The bar charts (Figures 2—6) show the frequency distribution of observed nonverbal behaviors,

providing insights into how these behaviors vary across demographic groups and positions.

o Eye Contact Across Roles: Figure 2 indicates that a majority of candidates (87%) maintained eye
contact consistently, with a particularly high frequency among candidates for managerial roles. The
positive association between role level and eye contact may reflect an awareness of the importance
of direct engagement in management positions (Riggio 2013). Body Posture and Open Presence:
As shown in Figure 3, open body posture was more commonly observed in candidates applying for
C-Suite and VP roles. The positive correlation with age and senior roles suggests that candidates
perceive open posture as a means of projecting authority and confidence, qualities desirable in high-
level leadership (Patterson 2011). Controlled Gestures and Reduced Nervousness: In Figure 4,
gestures were observed in 72% of candidates, while fidgeting was relatively infrequent, particularly
among older candidates (Figure 5). This supports the interpretation that candidates, especially those
with experience, use gestures as a coping mechanism to manage and mask visible nervousness.

Interpretation: The distributions show that nonverbal behaviors are not uniformly displayed across
candidates but instead reflect role expectations and demographic characteristics. Recognizing these trends
may help organizations develop more objective assessment criteria that account for individual nonverbal
styles while evaluating stress resilience and suitability for leadership roles.

2. Stress Response Distributions (Figures 7-12)

Distribution of Eye Contact Observed

Eye Contact Observed

Fig. 7. Distribution of Eye Contact Observed
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Distribution of Sweating Observed

Sweating Observed

Fig. 12. Distribution of Sweating Observed

Stress responses, including sweating, trembling, and voice modulation, were examined for intensity and
frequency. Statistical analysis was conducted to compare stress responses across age groups and positions,
providing a nuanced understanding of physiological and vocal indicators of stress.

o Sweating and Trembling: Figure 12 shows that sweating was a common physiological stress
response, observed across candidate demographics. Trembling (Figure 11) was less common and
varied in intensity, with moderate levels more frequently noted in younger candidates (t=-2.15,p <
0.05 for age and trembling intensity). This result aligns with prior findings that younger individuals
may display more visible physiological responses under stress (Ekman 2003).Voice Modulation
and Speech Rate: Voice modulation was recorded in 75% of candidates, generally at low to
moderate intensity (Figure 8). A significant association between age and voice modulation intensity
(r=-0.42, p <0.01) indicates that younger candidates tend to exhibit higher vocal stress indicators,
suggesting they experience greater vocal tension under interview conditions (Burgoon et al. 2016).
Observable Nervousness: Observable nervousness (Figure 8) was significantly correlated with
fidgeting (r = 0.47, p < 0.01) and age (r = -0.49, p < 0.01), supporting the hypothesis that younger
candidates exhibit more visible stress behaviors. This finding is consistent with literature suggesting
that nonverbal signs of anxiety are more frequent among less experienced individuals (Goman 2011).

Interpretation: These findings suggest that physiological stress indicators, such as voice modulation
and trembling, may reflect experience levels, with younger candidates displaying higher stress responses.
This highlights the need for interviewers to consider the age and experience of candidates when interpreting
these stress signals to avoid potential biases.

Recommendations:

1. Training for Interviewers

The findings demonstrate significant associations between age, role level, and specific nonverbal cues
such as eye contact, gestures, and body posture. It is recommended that interviewers be trained to recognize
these nonverbal indicators, as they may reflect a candidate’s comfort and stress management capabilities.
For instance, as shown in the body posture chart, open posture is more commonly observed in senior
candidates, while younger candidates display gestures differently across roles. Training interviewers to
interpret these cues appropriately could enhance the accuracy of evaluations regarding candidate resilience
and leadership potential.

2. Leadership Development Programs

For candidates, particularly those transitioning into leadership roles, targeted training in nonverbal
communication can strengthen stress management abilities and help project confidence. Younger candidates
display more observable stress responses, such as sweating and trembling, indicating areas for potential
development. By cultivating awareness of controlled gestures, open posture, and voice modulation,
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candidates can be better prepared for high-stakes environments. This recommendation supports leadership
development programs aimed at building a robust nonverbal skill set for effective stress management.

3. Objective Evaluation Frameworks

To minimize subjective bias, organizations might consider standardizing their assessment criteria by
incorporating validated nonverbal and stress indicators. There are distinct nonverbal behavior patterns across
leadership roles. For example, eye contact and gestures are more prevalent in candidates for managerial roles,
highlighting how behavior expectations vary by position. Standardizing behavioral metrics can contribute
to a fairer and more accurate evaluation process, especially for younger or less experienced candidates,
ensuring that each candidate’s nonverbal and stress response behaviors are consistently assessed.

CONCLUSION

This research paper investigated the relationship between nonverbal behaviors and stress responses in
candidates interviewing for leadership roles, emphasizing how demographic factors like age, gender, and
position influence these behaviors. Through statistical analysis and visualization of behaviors such as eye
contact, body posture, gestures, and stress indicators (e.g., sweating and trembling), the study provided
insights into patterns of candidate stress management and nonverbal communication styles.

Key findings revealed that older and more experienced candidates tend to exhibit controlled nonverbal
behaviors, including open body posture and reduced fidgeting, which align with leadership qualities like
confidence and composure. Candidates applying for higher-level positions, such as C-Suite and VP roles,
were more likely to demonstrate nonverbal cues indicative of authority, such as consistent eye contact
and a calm demeanor. Conversely, younger candidates often displayed more observable stress responses,
suggesting a potential area for development in stress management as they transition into leadership roles.

The results support the need for actionable recommendations, including specialized training for
interviewers to interpret nonverbal cues, leadership development programs to enhance candidates’
nonverbal communication skills, and standardized evaluation frameworks to ensure fair assessments. By
implementing these recommendations, organizations can enhance the accuracy and fairness of their hiring
processes, ensuring that candidates are evaluated not only for their verbal responses but also for their ability
to convey leadership qualities through nonverbal behavior.

In sum, this study contributes to the understanding of nonverbal communication in leadership
assessments, underscoring the importance of integrating nonverbal indicators into hiring practices. Future
research might expand on this work by exploring how nonverbal behaviors evolve as individuals gain
leadership experience or by investigating the impact of specific nonverbal training on candidate performance
in interviews. Through a better understanding of these dynamics, organizations can cultivate more effective
and stress-resilient leaders, ultimately strengthening their leadership pipelines.
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OIEHSABAHE HA JIMAEPCKUSA ITIOTEHIUAJL: BIUAHUE HA HEBEPBAJIHOTO
INOBEJAEHUE U PEAKIIMUTE HA CTPEC IIPU UHTEPBIOTA HA XOPA
C OTTOBOPHMU ITOCTOBE

Peztome: Tosa npoyusane uzciedsa 8pwv3kama mexcoy HegepoaIHomo nogedeHue u peakyuume Ha cmpec
npu Kanouoamume 3a PbKOBOOHU OJbICHOCIU, KAMO ce (OKYCUpa 6vbpxy moea Kaxk oemozpagckume
Gakmopu kamo 6v3pacm, NON U ONbHCHOCH GIUAAM 8bPXY me3u cueHanu. Upes ananus ma 3pumenHus
KOHMAKm, Jicecmogeme, nozama u UHOUKAmMoOpume 3a Cmpec, Kamo U3NnomseaHe u mpenepexe,
npoyueanemo udeHmuuyupa mooenu, Koumo pasKkpueéam OCHOSHUME pa3iudus 6 YNpasileHuemo Ha
cmpeca u HesepbarHomo uspasseane Ha kanouoamume. [lo-6vb3pacmuume Kanouoamu u mesu, KOUMOo
KaHouoamcmeam 3a no3uyuu Ha no-eucoxko Hueo (Hanp. C-Suite), noxazeam KOHMPOIUPAHU HCECMOBE,
OMKpUMa CMouKa Ha MALOMO U HAMALEeHU NPUSHAYU HA HEPBHOCHM, OOKAMO NO-MAAoume KaHouoamu
nokazeam no-euoumu peaxyuu Ha cmpec. C nomowma Ha KOperayuoHHU MONJUHHU KAPMU U Cmbio06u
ouazpamu u3Ccie08aHemo NnooYepmasd 3HAYUMU ACOYUAYUU, NPedoCmAasalKU UHGoOpMayus 3a porama
Ha HegepOAIHaAmMA KOMYHUKAYUS NpU UHmMepsioma ¢ 6ucoxku 3anozu. Komcmamayuume noouepmasam
CMOUHOCMMA HA HeepOaIHume UHOUKAMOPU NPU OYEHKAMA HA JudepcKume KOMNemeHyuu, Kamo
npeonazam npenopvku 3a 00yueHue Ha UHMePSIoUpawU, pazeumue Ha aU0epCcKyu YMeHus U 00eKmueHu
PAMKU 34 OYeHKa C yel no0obpasane Ha NPaKmuKume 3a Haemane Ha paboma 6 opeaHu3ayUuOHHA cpeod.
Knwuoeu dymu: nesepbanina KoMyHuKayus, peakyuu Ha cmpec, OYeHKd Ha IU0epCmeomo
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Abstract: Companies in the 21 century face a multitude of challenges resulting from technological,
economic, social and ecological changes. To continue to withstand the resulting competitive pressure,
companies must adapt quickly to changing conditions. To ensure this, it is essential to recruit and retain
the right staff. This point is heavily dependent on the prevailing level of job satisfaction. This not only
affects the well-being of employees, but also has a direct impact on operational key figures. The key to
success is therefore to invest specifically in improving job satisfaction. To ensure this, it is essential to first
measure the current level of job satisfaction and then, based on the given framework conditions, to improve
it further and to generate a long-term competitive advantage. A variety of methods are used to measure
job satisfaction, from standardized questionnaires to qualitative approaches. Quantitative measuring
instruments such as standardized questionnaires are convincing due to their comparable and efficient data
collection, so that intrinsic and extrinsic factors of job satisfaction can be considered in a differentiated
manner. In comparison, qualitative methods such as interviews and narrative approaches provide deeper
insights into subjective experiences with individual contextual factors. In the following research paper, job
satisfaction is examined in more detail in order to present a selection of methods for its measurement.
Keywords: job satisfaction, measurement methods, measurability

INTRODUCTION

For decades, job satisfaction has been a central topic in organizational psychology and economics. Long-
standing studies clearly show that satisfied employees demonstrate higher productivity, lower turnover and
greater loyalty to the company, meaning that job satisfaction is a key factor in creating a positive corporate
culture and sustainable competitiveness (Fischer, Eufinger 1991, pp. 115-132).

Globalization and digitalization also create an ongoing immense competitive pressure, which companies
must withstand in order to continue to be successful. Against this background, there is also a strong interest
from a business perspective in strengthening job satisfaction on a sustainable basis. The importance of job
satisfaction goes beyond individual and company benefits and is increasingly recognized as an important
building block for social well-being and the promotion of humane working conditions (Bruggemann 1974,
pp. 281-284).

Since job satisfaction is a significant factor in personnel management, methods and approaches for
measuring job satisfaction are indispensable. The current state of empirical research on measuring job
satisfaction shows that methodology and interpretation vary greatly and are constantly evolving. In the
following paper, based on the definition and the influencing factors of job satisfaction, the focus will be on
illuminating the broad range of methods and approaches for measurement. The research goal is to gain a
practical understanding of how job satisfaction can be pursued as a strategic goal and sustainably increased.

RESEARCH METHODOLOGY

The present publication is based on a literature review which focuses on the understanding of the
methods and approaches for measuring job satisfaction. First, the factor of job satisfaction is defined in
more detail using the existing definition and models as well as naming some influencing factors. In the next
step, the focus is on the methods of measuring job satisfaction and their significance.

DEFINITION OF JOB SATISFACTION
According to Bruggemann (1975), the concept of job satisfaction includes the correspondence of
personal expectations and the professional framework conditions of a work situation. (Bruggemann et
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al. 1975, p. 19). Neuberger and Allerbeck further define job satisfaction as a theory based on stimuli and
reactions, and thus present it as a series of subjectively assessed situations of a person within the world of
work. The resulting interpretation in turn has an influence on future behavior in relation to everyday work
(Neuberger, Allerbeck 1978, p. 32). There is another notion according to which job satisfaction represents
both a positive and a negative attitude towards work, resulting in satisfaction or dissatisfaction. (Six, Felfe
2004, p. 605).

FACTORS INFLUENCING JOB SATISFACTION

Basically, subjectively perceived job satisfaction varies depending on personal and situational
influences. Personal influencing variables consist of dispositional factors, which represent individual
and stable personality traits and relate to an employee’s personal or inner characteristics and attributes.
Dispositional factors are, for example, the ability to cope with stress, emotional stability, values as well
as the experience of competence and are based on a positive or negative attitude. In contrast to external
factors, such as job conditions or pay, dispositional factors have an indirect effect, as they tend to strengthen
or weaken the degree of job satisfaction. The consideration of dispositional factors is essential, as they
deepen the understanding of job satisfaction and help to explain the causes of difference in employee
satisfaction. Measures to increase job satisfaction can also be developed in a more targeted and customized
manner (Drabe 2015, pp. 85-87).

In contrast to personal factors, situational factors relate to external conditions and have a direct influence
on job satisfaction. In addition to workplace design such as ergonomic workstations, lighting conditions and
room design, situational factors also include work content. Meaningful activities therefore have a positive
influence on job satisfaction, whereas monotonous and draining tasks have a negative effect. Management
style is also a decisive factor for the level of job satisfaction. Other situational factors include remuneration,
opportunities for professional development and working hours (Drabe 2015, pp. 77-85).

In the further course of researching the influencing factors, the interactionist view, i.e. the interaction
between personal and situational factors, has become established. For example, according to the person-
job fit approach, there is a correlation between the personal factor of work motivation and the situational
factor of task characteristics, as intrinsically motivated employees feel greater job satisfaction if their field
of work is perceived as meaningful and challenging. On the other hand, if a situational factor such as the
task characteristic remains the same, this can be less satisfying for a person with lower intrinsic motivation
(Drabe 2015, p. 87).

It should be noted, however, that the empirical study of the interactionist view has been carried out only
to a limited degree (Drabe 2015, pp. 87-91).

EXPLANATORY MODELS FOR JOB SATISFACTION

A large number of models and theories of job satisfaction exist in the field of organizational psychology
and economics, which can be used as a basis for further empirical studies. The following section takes a
superficial look at individual models in order to further promote a basic understanding of the topic of job
satisfaction.

Frederick Herzberg developed the two-factor theory in 1959 and based on it, he attempted to explain
which factors affect job satisfaction and how. He distinguishes between motivational factors and hygiene
factors. Motivational factors such as recognition, appreciation, growth and development opportunities are
directly linked to opportunities for personal development and have a positive effect on job satisfaction.
Hygiene factors, on the other hand, relate to work environment and the general conditions of work. They are
not directly linked to a high level of job satisfaction but prevent the development of job dissatisfaction. The
hygiene factors include, for example, remuneration, functional work equipment, sufficient infrastructure
and working conditions that do not cause illness. The two-factor theory recommends that job satisfaction
and job dissatisfaction should not be viewed one-dimensionally, but rather two-dimensionally in the sense
of two separate dimensions. Translated, this means that the absence of dissatisfaction does not directly lead
to job satisfaction, as both the motivator factors and the hygiene factors need to be fulfilled. (Ferreira 2019,
pp- 37-39).
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Despite widespread acceptance and practical application, there are several points of criticism regarding
the two-factor theory. On the one hand, methodological weaknesses are criticised, as well as the unclear
distinction between motivation and hygiene factors. The two-factor theory also simplifies the complexity
of job satisfaction, but this has led to the theory being further developed by other models and supplemented
by other perspectives. Despite the points of criticism, Herzberg’s two-factor theory is a model that is often
used in practice, as it sheds light on the different dimensions of job satisfaction. (Ferreira 2019, pp. 40—41).

Another occupational psychological model is the Job Characteristics Model, which was developed in
1976 by researchers J. Richard Hackman and Greg R. Oldham. It describes how certain job characteristics
influence the motivation, satisfaction and performance of employees and consists of five central
job characteristics that normally have a positive effect on a person’s experience and behavior in work
environment. The five work characteristics are:

1. Variety of requirements (the use of different skills)

2. Completeness of tasks (the ability to complete a task in its entirety)

3. Task significance (the awareness that the work is important)

4. Autonomy (scope for control and freedom of choice)

5. Feedback (clear feedback on performance)

According to Hackman and Oldham, these five work characteristics have an effect on three psychological
states, which in turn should lead to increased motivation, job satisfaction and performance. The three
psychological states are divided into:

1. perceived meaningfulness of work

2. perceived responsibility

3. awareness of the results of one’s own work (Ferreira 2019, p. 42).

The Job Characteristics Model is regularly used in personnel development, as it helps to increase work
performance and commitment and therefore ultimately job satisfaction through suitable measures. The
points of criticism of this model include the simplification of motivation, measurement problems due to
subjective perception and the strong emphasis on individual job characteristics, as the model is primarily
orientated towards the design of individual jobs and less towards interpersonal cooperation. Nevertheless,
it is used very frequently and is considered empirically proven (Ferreira 2019, pp. 43—44).

METHODS FOR MEASURING JOB SATISFACTION

Job satisfaction generally has not only a personal but also a high economic value. Measuring job
satisfaction enables companies to make data-based and targeted decisions in order to achieve strategic goals
in the long term. The measurement data can also be used as an early warning system for problems as well as
a tool for promoting positive effects such as innovation and creativity and also improving the work culture
and employee loyalty.

The measurement of job satisfaction has evolved over time from simple surveys to complex,
multidimensional models. There are various methods to measure employee job satisfaction, which differ in
their depth and approach (Ferreira 2019, pp. 71-74).

STANDARDISED PROCEDURES

On the one hand, questionnaires are used for research purposes to investigate correlations between
job satisfaction and other organizational variables. On the other hand, questionnaire-based methods for
recording job satisfaction are also used in practice, for example as part of employee surveys. There are
numerous scientifically developed and validated questionnaires for measuring job satisfaction that enable a
comparable and objective survey across different companies and industries (Ferreira 2019, p. 67).

The Porter Needs Satisfaction Questionnaire (PNSQ) was introduced in 1962 as the first instrument
for measuring needs satisfaction in a professional context. Based on Maslow’s hierarchical model of needs
satisfaction, the focus is on five classes of needs which, when fulfilled, result in job satisfaction. The need
classes are as follows:

1. need for security

2. social needs
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3. need for prestige

4. need for autonomy

5. need for self-realization (Ferreira 2019, p. 75).

The respondents assess their respective state in relation to each dimension by rating their actual state,
the desired state and the importance on a seven-point scale. Within the evaluation, the difference between
the actual and target state is determined; the lower the discrepancy, the higher the degree of job satisfaction
(Ferreira 2019, p. 75).

By looking at various dimensions of job satisfaction, the PNSQ model enables a detailed analysis
of job satisfaction and the associated causes. Due to its practical applicability, it is easy to implement in
companies and helps to identify specific weak points in the organisation by comparing needs.

However, there is a limitation with regard to the depth of data research; individual employee situations
can only be recorded to a limited extent. It is also only a momentary recording of a subjective assessment
on the part of the respondent (Ferreira 2019, p. 76).

Another widely used instrument is the Job Description Questionnaire (ABB), which was developed by
Wolfgang Neuberger in Germany in 1978. It is based on the previously developed Job Descriptive Index
concept and picks up on various facets taken from empirical research results. These nine aspects include

1. colleagues
. superiors
. activity
. external conditions
. organization and management
. professional development
. pay

8. working hours

9. job security (Ferreira 2019, p. 82).

Due to its sufficient validation and given standardization, the ABB is considered a proven instrument
for measuring job satisfaction, as the differentiated view of job satisfaction provides information on
entrepreneurial development potential.

One disadvantage is the static nature of the survey, as the respondent’s current condition has a strong
influence on their subjective views. Furthermore, the comprehensive data collection and evaluation of the
questionnaire is time-consuming and resource-intensive (Ferreira 2019, p. 83).

In contrast to previous questionnaires, the Questionnaire for the Evaluation of Job Satisfaction (FEAT)
does not record static satisfaction types but takes into account personal and work-related perceptions. The
model was developed in 2009 by Yvonne Ferreira based on the Zurich model. The four central core areas
are:
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1. target/actual comparison

2. perceived controllability

3. regulation of requirements level

4. attempts to solve problems.

The FEAT instrument is a recognized and further developed tool in job satisfaction research, as it can
reveal complex correlations by taking external work factors as well as individual psychological aspects into
account and reveal potential for improvement.

However, the complexity of the questionnaire can lead to fatigue and a reduced willingness to participate.
Similarly, in a constantly changing and digitalised working environment, the questionnaire does not have
the same informative value as in a traditional working environment (Ferreira 2019, pp. 85-101).

In general, standardised methods for measuring job satisfaction are convincing due to their efficiency,
objectivity and cross-industry comparability of data. Furthermore, there is a high degree of scientific
foundation, meaning that many standardised questionnaires have already been validated. Nevertheless,
standardised procedures are limited in their depth of information and are characterised by a lack of flexibility.
As working conditions change, they need to be regularly updated in order to reflect current issues correctly
(Lange et al. 2022, p. 373).
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INTERVIEWS

The use of interviews is another method of measuring job satisfaction. A distinction is made between
quantitative and qualitative interviews. The former often takes the form of a questionnaire and is therefore
considered structured. This means that all questions and their sequence are set out in a fixed order. Due to
the strict specifications, the interviewer plays a neutral role, which on the one hand leads to comparable data
and simpler evaluation, but on the other hand allows hardly any flexibility, so that individual perspectives
are hardly taken into account (Lange et al. 2022, pp. 365-366).

In contrast to quantitative interviews, qualitative interviews are either semi-structured or completely
unstructured. In a semi-structured form, a guideline with predefined topics is used, but both the order of
the questions and the depth of the questioning can be adapted, as the interviewer has the option of going
into more detail on individual answers. A key advantage here is the combination of structure and flexibility,
as this allows new topics to be explored, but the evaluation is considered to be significantly more time-
consuming (Lange et al. 2022, p. 366).

Unstructured interviews are characterized by the fact that there is no structured questionnaire, only
a topic is specified. The flow of the interview is subject to a dynamic form, depending on the respective
answers. The advantage of this is that in some cases very in-depth insights are made possible and therefore
there is the opportunity to develop innovative perspectives. However, the comparability of the data obtained
suffers due to the open form of the interview (Lange et al. 2022, pp. 367-368).

Another instrument used in qualitative research is the narrative interview. The overarching aim here is
to encourage the interviewee to speak without being influenced by subjectively perceived experiences and
the resulting perspectives. This is achieved by keeping conversations with interviewees open and flexible
and focusing on personal narratives on the part of the interviewee. The interviewer himself tries to convey
an atmosphere of trust in the introductory phase in order to express an open invitation to the narration of
personal attitudes and experiences by means of an initial narrative request. In the course of the interview,
the interviewee acts almost unrestrictedly, as the interviewer only tries to deepen narratives by means of
comprehension questions (Kiisters 2022, pp. 896-897).

The great advantage of this is that subjective experiences and perspectives can be experienced
completely unfiltered, which is not possible in the form of standardized measurement methods. However,
this is only possible if the interviewee is very willing to talk. Narrative interviews also involve an enormous
amount of effort. With regard to the measurement of job satisfaction, it must also be noted that the resulting
interpretation of the narratives is heavily dependent on the interviewers themselves, which in turn can have
a negative impact on reliability (Kiisters 2022, p. 894).

RESULTS

The findings emphasize the variety of possible methods and approaches for measuring job satisfaction
and their respective advantages. However, the corresponding points of criticism are also deliberately
mentioned. As a result, it becomes clear that the choice of the appropriate measurement method depends on
the cultural and economic context. By incorporating qualitative elements within measurement methods, it is
possible to go beyond standardized processes to record not only quantitative but also subjective perceptions
and thus develop individual and targeted approaches to improving job satisfaction.

CONCLUSIONS

As job satisfaction is subject to a large field of research, only a specific selection of methods and
approaches for measuring job satisfaction can be considered in more detail in this paper. Other instruments
for measuring job satisfaction can include feedback interviews, employee turnover and productivity
measurements, as well as the use of modern digital tools. Further research is needed into the practical
implementation of the measurement methods and the challenges that arise. It is also advisable to consider
the significance of job satisfaction in the context of New Work and hybrid working models.
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METOIM U MOAXOAUN 3A USMEPBAHE HA YIOBJIETBOPEHOCTTA
OT PABOTATA

Pe3ztome: Komnanuume npez XXI 6. ca usnpagenu nped MHOMCECME0 NPeOu3sUKAmMenicmed, npousmudauu
OM MEexXHON02UYHU, UKOHOMUYECKU, COYUATHU U eKOIO2UYHU NPOMeHU. 3a 0a npoowidcam 0a ycmoseam
Ha NpouMU4awus Om moea KOHKYPeHmeH HAMUCK, KoMnanuume mpsaosa 0vp3o 0a ce adanmupam KoM
npomeHAwume ce yCiogus. 3a 0a ce 2apaHmupa moed, om CbWecmeeHo 3HaueHue e 0a ce Habupam u
3a0vporcam nooxooawume caysxcument. To3u Momenm e CUIHO 3a8UcumM om npeobradasaujomo HUBO Ha
yoosnemeopenocm om pabomama. To He camo énuse 8bpxXy O1A20CLCMOAHUEMO HA CyHcumenume, HO U
UMa NPAKo 8b30elicmeue 8bpxy Kitouogume onepamushu nokazamenu. Ciedo8amento Kiouvbm KoM ycnexa
e 0a ce UHBeCMUpa CneyualHo 8 NOO0OPABAHe HA YOOBIeMBOPEeHOCMMAa om pabomama. 3a 0a ce 2apanmupa
moea, e HeoOXOOUMO NBPBO Oa Ce UBMEPU MEKYULOMO HUBO HA YOOBTeMBOPEHOCH 0m pabomama, a ciied mosad,
8b3 OCHOBA HA 0A0EeHUmMe PAMKO8U YCI08Usl, 04 ce NOO0OPU OONBIHUMETHO U 04 ce Cb30ade 0bl20CPOYHO
KOHKYPEHMHO NpeOuMCmeo. 3a uszmepsane HA YOOBIEMBOPEeHOCMMmA om pabomama ce U3Non3eam
PA3IUYHU Memoou — Om CMAHOAPMU3UPAHU 8bNPOCHUYU 00 KayecmeeHu nooxoou. Koruuecmeenume
UHCMPYMEHmMU 3a UsMepsane, Kamo Hanpumep CmaHoapmu3upanume 6bnPOCHUYU, ca yoeoumentu nopaou
CLNOCMABUMOCIMA U eUKACHOCMMA HA CbOUPAHemo HA OAHHU, MAKa 4e 8bmpewHume u 6bHUIHUMe
Gaxmopu na yoosremsopeHocmma om pabomama 0a mo2am 0a 6v0am paszenexncoanu no OupepeHyupan
HauuH. 3a cpasHeHue, KauecmeeHume mMemoou, Kamo UHmMepsoma U HapamusHu nOOXoouU, 0CUypaeam
n0-0bl100KO 6HUKBAHE 8 CYOEKMUBHUS ONUM C UHOUBUOYATIHUME KOHMEKCmYannu hakmopu. B cmamusama
Y0081Iem8opeHoCmma om pabomama e pazenedana no-noopooHo, 3a 0a ce npedcmasu noobop Ha Memoou
3a HellHOMO uzmepeane.

Knrwuoeu dymu: yoosnemsopenocm om pabomama, mMemoou 3a usmepeane, usmepumocm

Acmun Kapmen bayman, 1oxkTopanT
YHUBepCcUTET 10 OMOIMOTEKO3HAHNE U MH(POPMAITMOHHH TEXHOJIOTHH
E-mail: jasmin.baumann@dvag.de



Obpasosanue, nayynu uscreosanus u unosayuu ~ Vol. I1I, Issue 11, 2025 ~ Education, Scientific Research and Innovations

OBIIIECTBEHH KOMYHUKAIIHU H HHD®OPMAIIHOHHHU HAYKH
PUBLIC COMMUNICATIONS AND INFORMATION SCIENCES

GENERATION ALPHA AND THE FUTURE WORKFORCE: A THEORETICAL
PERSPECTIVE OF LEADERSHIP EXPECTATIONS

Gina Wrede
University of Library Studies and Information Technologies

Abstract: The rise of the new Generation Alpha, individuals born between the year 2010 and 2024, will
essentially impact the workforce dynamics. This generation consists of digital natives who grow up in
a highly connected environment. They are expected to introduce new expectations for leadership and
organizational structures. This paper investigates a theoretical framework based on leadership approaches.
It examines how to best accommodate Generation Alpha's workplace needs. This theoretical study is based
on contemporary literature and generational analysis. The study offers insights into the leadership and
organizational strategies that are important for supporting engagement, productivity, and innovation in the
changing work environment.

Keywords: Generation Alpha, future workforce, leadership, workplace innovation, theoretical framework

INTRODUCTION

The idea of generational shifts in the workforce has been a subject of academic and corporate discussion
for decades (Delulis & Saylor 2021, p. 2). This paper takes a theoretical approach and examine the evolving
leadership expectations. These are influenced by the emergence of Generation Alpha. Each generation
develops unique characteristics shaped by technological advancements, socioeconomic conditions, and
cultural changes. The rise of Generation Alpha, born between 2010 and 2024, represents an important
transformation in workforce dynamics and expectations (Kohli & Arora 2024, pp. 2-3). This generation is
the first to be raised entirely in a digital world. Their constant exposure to artificial intelligence, automation,
and hyper-connectivity sets them fundamentally different from previous generations (Kohli & Arora
2024, p. 7). Research indicates that Generation Alpha will be the most technologically literate workforce
to date (Jaiswal 2023, n.pag.). From an early age, they have engaged with intelligent systems, virtual
environments, and data-driven decision-making (Kohli & Arora 2024, p. 7). This early exposure to
technology shapes Generation Alpha’s learning preferences and important impacts. These are cognitive
development, problem-solving skills, and expectations for leadership and workplace environments
(Kohli & Arora 2024, p. 7; Hofrova 2024, n.pag.). To adapt to this generational shift, organizational must
critically rethink conventional hierarchical structures. Additionally, they must adopt agile, tech-driven, and
personalized work models. These changes meet the expectations of the future workforce (Jaiswal 2023,
n.pag.). A defining characteristic of Generation Alpha is their reduced attention span and preference for on-
demand, interactive, and highly immersive content (Kohli & Arora 2024, p. 9). This behavioral shift needs
a fundamental transformation in organizational communication strategies, training methodologies, and
leadership approaches (Jaiswal 2023, n.pag.). The new and modern workplace must evolve from traditional
long-form content and rigid corporate policies to a dynamic, real-time engagement models. These models
leverage Al-driven insights to optimize performance and learning experiences. These are customized by
individuals’ needs (Claassen et al. 2021, p. 3; Tigre et al. 2022, pp. 40—41). Generation Alpha is expected
to prioritize sustainability, ethical leadership, and corporate social responsibility. Previous generations
often viewed environmental responsibility and ethics as external factors. This new generation will integrate
environmental and ethical considerations into their professional decision-making (Jaiswal 2023, n.pag.;
Kohli & Arora 2024, pp. 7-8). Companies that ignore green initiatives, diversity policies, and transparent
governance will struggle to attract and retain top talent (Jaiswal 2023, n.pag.; Chang 2021, p. 13). Leadership
theories must evolve to fit the distinct cognitive, technological, and social characteristics of this generation
(Jaiswal 2023, n.pag.; Bass & Riggio 2006, p. XI). Traditional leadership models with rigid hierarchies
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and authoritative decision-making will likely fail to effectively motivate Generation Alpha (Bass & Riggio
2006, pp. 224-225). Organizations must adopt transformational leadership to foster cultivates innovation
and purpose-driven work. Servant leadership emphasizes empathy and collaboration. Adaptive leadership
highlights technological adaptability and learning agility (Bass & Riggio 2006, pp. 224-226). This paper
combines existing research, industry insights, and theoretical frameworks. It provides a clear analysis
of the leadership styles essential for integrating Generation Alpha into the workforce. This paper seeks
to provide a foundation for businesses and policymakers to navigate this generational shift successfully
(Jaiswal 2023, n.pag). The discussion will center on key themes such as digital workspaces, flexible work
models, continuous learning, and sustainability. Additionally, this paper offers a comprehensive framework
for future leadership and workforce development (Claassen et al. 2021, p. 2).

Characteristics of Generation Alpha

Generation Alpha differs from previous generations due to its deep connection with technology,
education, and evolving social values (WDR Zukunftsreport 2024, p. 6). These characteristics influence
their workplace expectations and behaviors:

 Digital natives and hyper-connectivity: Generation Alpha grows in an Al-driven world. They are
the first to experience digital full digital integration from early childhood (WDR Zukunftsreport
2021, p. 6). They expect seamless interactions with Al and automation in all areas of life. This
makes Al-powered collaboration tools and virtual environments important in workplaces. These
tools play a key role in them engagement (Beule & Zauner 2022, p. 161).

e Personalized learning and adaptability: Generation Alpha benefits from smart learning
platforms and Al-powered educational tools. They value personal career growth and skill building
(Bozak 2021, p. 119). Organizations need to move from static training programs to flexible, real-
time learning systems. This approach is important to sustaining and developing this workforce
(Jaiswal 2023, n.pag.).

e Multitasking and shortened attention spans: Generation Alpha cognitive processing is shaped by
constant exposure to fast digital content. Research shows they prefer short, interactive engagement
over traditional, long-form communication (Bonchis 2022, pp. 124—132). This requires a shift to
flexible, modular work structures. Organization must focus goal-driven performance metrics instead
fixed time allocations (Hofrova et al. 2024, n.pag.).

o Ethical and socially conscious workforce: Generation Alpha views environmental and social
responsibility as a natural part of their work (Kring et al. 2024, pp. 30-31). They expect organizations
to align with environmental-social-governance principles. Businesses that prioritize ethical practices
and environmental impact will have a stronger influence on their employment choices and retention
(Kring et al. 2024, pp. 30-31).

o Technology-dependent yet socially fragmented: Generation Alpha is highly skilled in Al
and automation. There are concerns existing about their interpersonal skills and emotional
intelligence (Drugas 2022, pp. 1, 6-7). They are fully connected but engage less in face-to-face
interactions. despite digital connectivity, this increases the risk of loneliness (Beule & Zauner 2022,
p. 161).

o Comfort with AI and automation: Generation Alpha expects automation to handle routine tasks.
They do not need to adapt to digital. This enables them to focus on creativity, problem-solving, and
strategic roles. Companies must change from traditional control structures to Al-enhanced, dynamic
decision-making models (Jaiswal 2023, n.pag.).

e Entrepreneurial and autonomous mindset: Generation Alpha is influenced by digital content
creation, freelancing platforms, and online business opportunities. This promotes adopting a gig-
economy mindset (Ziatdinov & Cilliers 2021, 5-6).

Companies must adapt their Human Resources strategies to support flexible work models. This includes
short-term and high-impact projects instead of traditional career paths (Jaiswal 2023, n.pag.). To attract
and keep this workforce, organizations must undergo structural, technological, and cultural adaptations.
Leadership paradigms must shift toward adaptive, Al-enhanced models, and focusing on clear values. The
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next section explores how leadership theories must evolve to fit these generational traits.

Theoretical leadership approaches for Generation Alpha

The leadership approaches for Generation Alpha must differ from those used for previous generations.
They need to be adapted to their unique skills and expectations. Generation Alpha is digitally fluent,
adaptable and values autonomy. They will thrive under leadership that promotes flexibility, ethics, and
technological integration. Several important theoretical leadership methods will be important.

Hierarchical leadership and its limitations

Traditional hierarchical leadership models rely on top-down decision-making and clear authority
structures. They have proven effective, in controlled corporate environments (Bass & Riggio 2006, p. 108).
These structures create well-defined chains of command, ensuring stability and efficiency. This makes it
particularly suitable for industries that require strict compliance and structured workflows (Codding &
Goldberg 2024, pp. 16—17). Studies suggest that this model may be less effective for Generation Alpha.
This generation prefers team-oriented and adaptable work environments (Jaiswal 2023, n.pag.). Research
suggests that hierarchical leadership models often fail to engage younger employees. Younger employees
prioritize autonomy, rapid feedback loops, and purpose-driven work (Deluliis & Saylor 2021, p. 4). This
shift challenges traditional leadership norms. It forces organizations to restructure their frameworks. This
fosters innovation, inclusivity, and collaboration (Codding & Goldberg 2024, p. 35). Hierarchical leadership
can hamper innovation and creativity by restricting communication between employees to management.
It limits employee-driven problem-solving Further, it recues opportunities for new ideas- problem-solving
(Codding & Goldberg 2024, pp. 18—19). Decision-making is concentrated at the top. Employees at lower
levels may feel disempowered and hesitant to share new ideas. Organizations struggle to adapt quickly to
market changes and technological advancements (Codding & Goldberg 2024, pp. 18-19). Hierarchical
leadership preserves its value in highly regulated sectors. Organizations must select decentralized,
participatory frameworks to align with Generation Alpha’s demands and collaborative innovation (Bass &
Riggio 2006, p. 108; Jaiswal 2023, n.pag.). Companies that do not adapt their leadership strategies may
struggle with employee retention. This can also lead to a higher risk of reduced employee retention, lower
productivity, and limited innovation capacity (Yukl & Mahsud 2010, pp. 84—85). To maintain a competitive
edge, organizations should adopt hybrid leadership models. These can balance the structure of hierarchical
leadership with the flexibility of participatory and flexible leadership approaches (Yukl & Mahsud 2010,
pp- 87-88).

Adaptive leadership for a dynamic workforce
Adaptive leadership provides a flexible and responsive framework. This is well-suited for the
unpredictable nature of modern work environments (Yukl & Mahsud 2010, pp. 80—-86). It dies not rely on
strict authority structures and top-down decision-making. Instead, it helps organizations respond flexible to
change. It also fosters a culture of continuous innovation (Yukl & Mahsud 2010, pp. 81-87). This leadership
model prioritizes the following:
e Promoting a culture of lifelong learning and quick skill adaption. This helps organization keep up
with evolving technological landscapes (Yukl & Mahsud 2010, pp. 85-89).

e Encouraging employees to develop solutions through experimentation. This fosters agility and
resilience (Yukl & Mahsud 2010, pp. 85-89).

e Facilitating a cross-functional teamwork. This enables teams to tackle challenges in real-time (Yukl
& Mahsud 2010, pp. 85-88).

Recent studies highlight that adaptive leadership goes beyond reacting to change. It fosters a proactive
learning environment. This strengthens employees’ ability to navigate uncertainty (Naim 2024, pp. 2099—
2105). Adaptive leadership integrates emotional intelligence, psychological dynamics, and inclusive
leadership strategies. This supports long-term organizational success (Yukl & Mahsud 2010, pp. 88-90;
Naim 2024, pp. 2099-2102; Bass & Riggio 2006, pp. 173—175). Leaders must balance stability with the
need of flexibility. Organizations can only thrive in volatile environments by adopting hybrid leadership

75



Generation Alpha and the Future Workforce: a Theoretical Perspective of Leadership Expectations

models. These models combine structured decision-making with collaborative and responsive leadership
approaches (Naim 2024, p. 2095; Yukl & Mahsud 2010, pp. 81-84). Companies can use Al-enhanced
structures, and continuous learning to build a strong workforce. This helps employees adapt flexible and
drive long-term innovation (Tigre et al. 2023, p. 60; Claassen et al. 2021, p. 2; Naim 2024, p. 2094-2095).
Generation Alpha grows up in Al-driven and rapidly evolving digital environments. Adaptive leadership
gives them the flexibility to handle uncertainty. It keeps them highly engaged (Hofrova et al. 2024, n.pag.;
Jaiswal 2023, n.pag.). Traditional leadership models rely on strict authority and fixed decision-making.
These are less effective in engaging younger employees. Studies show that these models are less effective for
younger employees. They prefer more independence, meaningful work, and quick feedback (Deluliis & Saylor
2021, p. 4-5; Claassen et al. 2021, p. 3). Adaptive leadership enables businesses to adjust to challenges in
real time. This keeps organizations agile and strong in a digital-first economy (Naim 2024, pp. 2100-2101;
Yukl & Mahsud 2010, pp. 87—88; Tigre et al. 2023, pp. 58-59). Companies can better manage generational
shift by using when Al-enhanced, decentralized teams, and continuous learning initiatives. This helps them
stay innovation in the long run (Naim 2024, p. 2102-2104; Claassen et al. 2021, p. 2; Tigre et al. 2023, pp.
58-59).

Transformational leadership: Inspiring innovation

Transformational leadership is highly effective in creating highly motivated and purpose-driven
employees (Bass & Riggio 2006, p. 4; Givens 2008, pp. 9—10). This leadership style cultivates a dynamic
and innovative work environment. This is emphasized by prioritizing key principles that align well with
the expectations of Generation Alpha (Boerner et al. 2008, p. 1439; Nana et al. 2024, pp. 5301-5302).
This emerging workforce is defined by technological fluency, a preference for autonomy, and a focus on
meaningful work. Transformational leadership provides a valuable framework for managing and inspiring
this new workforce (Grzegorczyk et al. 2021, pp. 20-22; Kring et al. 2024, p. 27, Heyna & Fittkau 2021,
pp. 6-8). The core elements of transformational leadership are:

1. Charismatic influence: Transformational leaders inspire employees with a clear and motivating
vision that aligns with their intrinsic motivations. They build trust and commitment with the team.
Leaders can create an environment where employees feel empowered to innovate and take initiative
(Bass & Riggio 2006, pp. 44—46; Givens 2008, pp. 9—-10).

2. Intellectual stimulation: Transformational leaders motivate employees to think critically, find
new solutions, and challenge the status quo. Generation Alpha has grown up with fast-changing
technological and digital learning. They enjoy problem-solving and constant innovation (Bass &
Riggio 2006, pp. 7, 77-79; Boerner et al. 2009, p. 1439).

3. Individualized consideration: Transformational leaders mentor employees and provide tailored
career development opportunities. This is important for Generation Alpha, who expect personalized
learning experiences and flexible career paths. These are tailored to their evolving skill sets (Bass &
Riggio 2006, pp. 7, 135-136).

4. Inspirational motivation: Leaders connect organizational goals with employees’ values. This creates
a sense of purpose and long-term commitment. Generation Alpha is more engaged in workplaces that
prioritize corporate social responsibility and sustainability into their mission (Bass & Riggio 2006, p.
6; 131; Givens 2008, pp. 8-10).

Generation Alpha responds well to transformational leadership. This leadership style must complement
their entrepreneurial mindset. This includes their demand for meaningful work, and preference for
collaborative and flexible work environments (Hofrova et al. 2024, n.pag.; Bass & Riggio 2006, pp. 6-7;
135-136). Generation Alpha seeks active participation in decision-making. They expect organizations to
encourage innovation rather than impose rigid corporate structures (Claassen et al. 2021, p. 3; Hofrova et
al. 2024, n.pag.). Transformational leaders who offer mentorship programs are more likely to retain top
talent. Supporting decentralized innovation also increases retention. These are more likely to be successful
in retaining top talent from this generation (Bass & Riggio 2006, pp. 127-128, 135-136). The increasing
integration of Al and automation in the workplace requires leadership approaches. It balances technological
advancements with human-centric management (Ebojoh & Hogberg 2024, pp. 16—17, 31-32). Generation
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Alpha expects leaders to use digital transformation strategies. This approach selects employee engagement,
continuous learning, and ethical decision-making (Claassen et al. 2021, p. 3; Kohli & Arora 2024, pp. 1-2).
Companies that fail to adapt may struggle challenges such as lower retention rates, employee disengagement,
and an inability. This foster creativity in a rapidly evolving economy (Bass & Riggio 2006, pp. 137-138;
Antonopoulou et al. 2021, p. 406).
Servant leadership: Aligning with ethical and social values
Servant leadership focuses supporting employees. It emphasizes on their development, well-being, and
personal growth (Ramirez-Herrero et al. 2024, pp. 11-20; Hartono 2024, p. n.pag). This leadership style
empowers individuals by creating a sense of community. It shared decision-making, and promotes ethical
responsibility (Codding et al. 2023, p. 9; Hartono 2024, p. n.pag). The core elements of servant leadership:
o Empathy and emotional intelligence: Servant leaders actively listen to employees. They understand
their concerns and create an inclusive workplace (Ebojoh & Hogberg 2024, p. 26; Dorr et al. 2018,
pp. 45-48).
o Commitment to ethical decision-making: Ethical responsibility is key part of servant leadership.
Leaders act with integrity, transparency, and fairness (Liden et al. 2014, p. 10).
o Employee empowerment and development: This leadership style emphasizes mentorship and
skill-building. It also promotes long-term employee engagement (Ebojoh & Hogberg 2024, p. 26).
o Community orientation: Servant leaders focus on the well-being of the wider community. They
ensure their organizations contribute positively to society and the workplace (Liden et al. 2014, p. 17).
Generation Alpha grew up in a connected and socially aware world. They are likely to react well
to servant leadership. This leadership style matches their values of fairness, inclusion, and responsibility
in business (Hartono 2024, n.pag.; Ramirez-Herrero et al. 2024, p. 10). Research shows that younger
employees are more engaged when leaders show social responsibility. This promotes diversity, and enforce
fair workplace policies (Ramirez-Herrero et al. 2024, p. 6). Organizations that apply servant leadership are
more likely to attract and retain top talent from this generation. These practices help purpose-driven work
environments (Liden et al. 2014, p. 17). Servant leadership influences more than just employee satisfaction.
Companies that embrace this approach often experience higher commitment. This leads to greater
innovation, and long-term sustainability (Liden et al. 2014, p. 27). Businesses are adapting to digitalization
and changing workforce expectations. Servant leadership helps foster a culture of trust, collaboration,
and ethical governance (Liden et al. 2014, p. 10). In conclusion, servant leadership is an effective model
for managing Generation Alpha. It aligns organizational practices with their core values. This leadership
approach emphasizes ethics, inclusivity, and employee empowerment. Companies can build an engaged
workforce that thrives in a time of social and technological change (Liden et al. 2014, p. 14; Hartono 2024,

n.pag).

The future of leadership: A hybrid model

Workforce dynamics changes rapidly. Leadership models must adapt to new advanced technologies
and shifting generational expectations. Strong leadership ensures organizational resilience. This also drives
sustained innovation (Ebojoh & Hogberg 2024, pp. 25-26; Ebojoh 2023, pp. 3305-3306). Generation
Alpha will change workplace engagement. Leadership must combine technological acumen with ethical and
human-centered management (Kohli & Arora 2024, pp. 7-8; Astapenko et al., 2024, pp. 1-2). This study
introduces a hybrid leadership framework that combines key theoretical models. It provides a foundation
for leading the workforce of the future. A hybrid leadership model integrates established frameworks. This
approach helps to address the complex needs of modern organizations (Ebojoh & Hogberg 2024, p. 31;
Ebojoh 2023, p. 3305). The integration of multiple leadership approaches enables businesses stay agile and
uphold ethically standards. It promotes a culture of innovation (Ebojoh & Hogberg 2024, p. 28-39; Ebojoh
2023, p. 3305). The three primary components of this hybrid method are:

o Adaptive leadership: Adaptive leadership offers a flexible framework. This supports the
unpredictable nature of modern work environments (Yukl & Mahsud 2010, pp. 80-86). This
leadership enables organizations to respond dynamically to change and adopt continuous innovation
(Yukl & Mahsud 2010, pp. 81-87).
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o Transformational leadership: Transformational leadership effectively engages highly motivated
and purpose-driven employees (Bass & Riggio 2006, p. 4; Givens 2008, pp. 9—10). It achieves this
by focusing principles that match with Generation Alpha’s expectations. These include technological
fluency, autonomy, and purpose-driven work. This approach creates a dynamic and innovative work
environment (Boerner et al. 2009, p. 1439; Nana et al. 2024, pp. 5301-5302).

e Servant leadership: Servant leadership is a leadership style that underlines serving employees. It
focuses on their development, well-being, and personal growth (Ramirez-Herrero et al. 2024, pp.
11-20, Hartono 2024, p. n.pag). This leadership empowers individuals by fostering a strong sense
of community. It encourages shared decision-making and promotes ethical responsibility (Codding
et al. 2024, p. 9; Hartono 2024, n.pag.).

The growing use of artificial intelligence (AI), automation, and decentralized work structures requires
leadership models that balance both technological and human complexities (Ebojoh & Hogberg 2024,
p. 31; Ebojoh 2023, p. 3305). A hybrid leadership framework is well-suited to this challenge. It combines
transformational, adaptive, and servant leadership principles. This approach provides a multi-dimensional
strategy for managing emerging workforce expectations (Ebojoh & Hogberg 2024, p. 30). Leaders who
effectively and efficiently implement this method must exhibit:

o Technological fluency: Leaders must have a deep understanding of Al-driven decision-making,

data analytics, and digital collaboration tools. This optimizes workforce productivity while ensuring
ethical oversight (Ebojoh & Hogberg 2024, p. 26; Antonopoulou 2021, p. 406).

o Emotional intelligence and ethical governance: Generation Alpha prioritizes purpose-driven work
and ethical transparency. Leaders must cultivate environments that highlight inclusivity, fairness,
and accountability (Ebojoh & Hogberg 2024, pp. 31-32; WDR Zukunftsreport 2021, p. 4).

o Strategic agility: Organizations must prepare for volatility and complexity. They should adopt
leadership practices that focus problem-solving and continuous learning (Biirkle 2023, pp. 15-16;
Unkrig 2020, pp. 1-3).

Traditional leadership development models are based on hierarchical and rigid management systems
(Bass & Riggio 2006, pp. 224-225). These are insufficient for preparing future leaders to navigate the
digital-first economy (Naim 2024, p. 2100-2101; Yukl & Mahsud 2010, pp. 87-88, Tigre et al. 2023, pp.
58-59). Leadership development programs must include key elements to prepare leaders with the skills
required to manage Generation Alpha effectively (Kohli & Arora 2024, p. 10; Melchor et al. 2023, p. 42).
Leadership development programs must incorporate:

o Interdisciplinary learning and continuous education: Organizations should prepare leaders for
complex challenges by integrating technological literacy, behavioral sciences insights, and ethical
leadership principles into their training programs (Ebojoh 2023, p. 3307; Antonopoulou 2021, p. 406).

o Reverse mentorship and collaborative learning: Encouraging knowledge exchange between
experienced professionals and younger employees helps bridge generational gaps. It promotes
innovative problem-solving approaches (Hoffmann 2018, pp. 158-160; Grzegorczyk 2021, p. 16).

e Al-driven simulations and scenario-based training: By using advanced simulations, leaders can
improve their decision-making skills. These simulations expose them to real-world challenges in
controlled environments (Melchor et al. 2023, p. 41; Antonopoulou 2021, p. 426).

Critical discussion and future directions

Theoretical frameworks present valuable opportunities for successfully integrating Generation Alpha
into the workforce (Kohli & Arora 2024, pp. 6—7). Several key challenges must be addressed to ensure
a transition (Codding et al. 2024, p. 7; Grzegorczyk et al. 2021, pp. 11-12). These challenges include
organizational structures, ethical considerations, intergenerational dynamics, and technological integration
(Codding et al. 2024, pp. 33-34; Ebojoh & Hogberg 2024, p. 25). Addressing these complexities is essential
for building a resilient and innovative workforce (Ebojoh & Hogberg 2024, p. 29; Ebojoh 2023, pp. 3306—
3307). This promotes a future of work that is innovative, and resilient (Ebojoh & Hogberg 2024, p. 29;
Codding et al. 2024, pp. 32-33).

A major challenge is existing organizational structures must be prepared to meet Generation Alpha’s
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unique expectations (Kohli & Arora 2024, p. 6; Melchor 2023, p. 42). Many organizations still rely on
hierarchical leadership. These are defined by top-down decision-making and rigid authority structures
(Codding et al. 2023, p. 3). Traditional leadership models may clash with Generation Alpha’s preference
for participatory and decentralized leadership. This generation values collaboration, autonomy, and rapid
feedback loops (Codding etal. 2023, p. 9; Kohli & Arora2024, p. 9). To meet these expectations, organizations
must undergo major cultural and structural changes. Agile work models, cross-functional teams, and flat
hierarchies will become an increasingly important (Codding et al. 2023, pp. 9—10). Leadership development
programs should focus on fostering adaptive, transformational, and servant leadership qualities. This aligns
with Generation Alpha’s values of ethical governance, technological integration, and continuous learning
(Waddell 2006, p. 2; Kohli & Arora 2024, pp. 7-8). The growing dependence on artificial intelligence and
automation in the workplace presents a range of ethical concerns (Melchor 2023, pp. 41-42; Ebojoh &
Hogberg, 2024, p. 24). These concerns include employment stability, data privacy, algorithmic bias and the
risk of dehumanization processes (Grzegorczyk 2021, p. 19). Generation Alpha is expected to be highly
comfortable with Al-driven environments. The ethical implications of these technologies must be carefully
managed (Melchor et al. 2023, p. 42; Kohli & Arora 2024, p. 7). Organizations must ensure transparency
in Al applications, implement data privacy protections and address algorithmic biases. Ethical leadership
models that prioritize fairness, accountability, and social responsibility are essential for the workforce
engagement and preserving organizational integrity (Melchor et al. 2023, p. 42; Chang et al. 2021, p. 2).
Generation Alpha will enter a diverse workforce with multiple generations. These include Baby Boomers,
Generation X, Millennials, and Generation Z (Jaiswal 2023, n.pag.; Kohli & Arora 2024, p. 1; Hofrova
2024, n.pag.). Each generation brings unique values, communication styles and technological skills. This
can lead to tensions and misunderstandings (Deluliis & Saylor 2021, p. 2; Ebojoh & Hogberg 2024, p. 25).
Managing intergenerational dynamics requires inclusive communication strategies. Leaders must promote
mutual respect and encourage knowledge that is shared across age groups (Ebojoh & Hogberg 2024,
pp. 20-22). Reverse mentorship programs can help bridge generational gaps. Younger employees share
technological insights with senior staff that can foster a collaborative innovation (Bozak 2021, p. 122).
Generation Alpha’s technological fluency creates many opportunities for innovation. It also raises concerns
about social fragmentation and emotional intelligence. Growing up in hyper-connected digital environments
may reduce face-to-face interactions. This can lead to weakened interpersonal skills (Hofrova et al. 2024,
n.pag.; Kohli & Arora 2024, p. 7). Leaders must balance technology use to improve productivity. Work
environments should prioritize emotional intelligence, empathy, and community-building (Ebojoh & Hogberg
2024, pp. 24-26). Servant leadership should focus on ethical decision-making, employee empowerment, and
social responsibility. This approach can help achieve the right balance (Chang 2021, pp. 2—4). The hybrid
leadership model combines adaptive, transformational, and servant leadership. This approach addresses the
evolving expectations of Generation Alpha. Implementing this model presents several challenges. It requires
a careful balance between flexibility and structure. This balance is not always practical for organizations
(Krajeik 2023, p. 12; Schwehn 2025, p. 766). Hybrid leadership demands that leaders integrate multiple
leadership styles. They must transition between transformational inspiration, adaptive flexibility, and
servant leadership principles (Schwehn 2025, p. 763; Foulkrod & Lin 2024, pp. 80-81). Balancing these
different approaches can be difficult:
o Leaders may struggle to decide when to use adaptive decision-making and when a more structured
leadership approach is necessary (Foulkrod & Lin 2024, pp. 80—81; Schwehn 2025, p. 766).

o Not all managers possess the adaptability required to shift between leadership styles (Foulkrod &
Lin 2024, p. 86; Schwehn 2025, p. 770).

e Organizations with rigid hierarchical structures may find it difficult to achieve the level of agility
that hybrid leadership requires (Schwehn 2025, p. 766; Krajcik 2023, p. 12).

Without a clear framework, the hybrid model can become inconsistencies. This may lead to employee
confusion. It reduces overall organizational effectiveness (Schwehn et al. 2025, p. 766; Krajcik et al. 2023,
p. 13). Each element of the hybrid leadership model serves a unique purpose:

e Adaptive leadership: This approach focuses on flexibility and responsiveness (Foulkrod & Lin

2024, p. 80).
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o Transformational leadership: This approach emphasizes vision, motivation, and innovation
(Krajcik et al. 2023, p. 12).

o Servant leadership: This approach centers on empathy, ethical responsibility, and employee well-
being (Foulkrod & Lin 2024, pp. 80—81; Ramirez-Herrero et al. 2024, pp. 11-12).

These approaches complement each other in theory. They might create contradictions in practice. For

example:

o Employees used to transformational leadership might expect clear vision and strategy, while
adaptive leadership focuses on flexibility and quick decision-making. This leadership encourages
decision-making and quick experimentation (Ramirez-Herrero et al. 2024, pp. 11-12; Foulkrod &
Lin 2024, pp. 80-81).

e Too much on servant leadership increases employee expectations for personal attention. This can
reduce efficiency in fast-paced environments (Foulkrod & Lin 2024, pp. 80-81).

o Leaders may feel pressured to be both authoritative and participatory. This can cause inconsistencies
in decision-making processes (Schwehn et al. 2025, p. 770).

Without a clear strategy, hybrid leadership can create unrealistic expectations for leaders and employees
(Schwehn et al. 2025, p. 764). Hybrid leadership requires important investment in leadership development.
It also needs digital systems improvements, and ongoing training employees (Schwehn et al. 2025, p. 770).
Organizations must:

o Organization must train managers to develop the skills needed to navigate the complexities of a

hybrid model (Schwehn et al. 2025, p. 764).

o Companies should promote a culture of teamwork and flexibility. Continuous engagement strategies
and change management initiatives are essential (Krajcik et al. 2023, p. 12).

o Businesses should use advanced Al tools to support make quick decision-making and manage
performance (Krajcik et al. 2023, pp. 12—13).

Small and medium-sized enterprises may struggle to allocate resources for hybrid leadership initiatives.
Large corporations with greater financial and technological capabilities are better equipped to implement
this model (Schwehn et al. 2025, p. 770). Hybrid leadership is designed to meet Generation Alpha’s
expectations. It must address the account for the needs of a multigenerational workforce (Ramirez-Herrero
et al. 2024, pp. 4; 9).

e Baby Boomers and Generation X prefer structured leadership with clear chains of command

(Ramirez-Herrero et al. 2024, pp. 6-7).

e Millennials and Generation Z favor transformational and adaptive leadership. They still value
guidance and mentorship (Ramirez-Herrero et al. 2024, pp. 7-9, 12—13).

e Generation Alpha emphasizes self-directed learning, technology-driven collaboration, and a strong
focus on ethical leadership (Ramirez-Herrero et al. 2024, pp. 8-9).

Managing diverse expectations within a hybrid framework can lead to tensions. Younger employees
prefer digital and flexible work environments, while older employees resist rapid organizational changes
(Ramirez-Herrero et al. 2024, pp. 14-15). Hybrid leadership is still an emerging concept. Its long-term
effects on workforce engagement, productivity, and organizational stability are insufficiently documented
(Schwehn et al. 2025, pp. 763, 770). Most research focuses on individual leadership models, such as
adaptive or transformational leadership, rather than their integration (Schwehn et al. 2025, p. 762). This
raises several concerns, including:

o The long-term viability of hybrid leadership strategies over extended periods remains uncertain

(Schwehn et al. 2025, p. 764).

o The impact of hybrid on leadership effectiveness is unclear. Especially unclear in industries that
emphasize stability and compliance (Schwehn et al. 2025, p. 763).

o Employees may become disengaged if leadership transitions are not effectively communicated and
managed (Schwehn et al. 2025, p. 763, 770).

Further research is essential to assess the impact of hybrid leadership across different industries and

organizational structures (Schwehn et al. 2025, p. 763, 765).
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Future research directions

Theoretical approaches and current literature underline key areas for integrating Generation Alpha into

the workforce:

1. Longitudinal studies on leadership adaptations: Empirical research is needed to evaluate
adaptive, transformational, and servant leadership across industries. These studies will offer key
insights best practices for managing Generation Alpha. They should evaluate the long-term impact
on engagement, productivity, and organizational resilience.

2. Intergenerational collaboration models: Research is needed on innovative approaches like
reverse mentorship and cross-generational teams. These models can strengthen workplace cohesion
and improve knowledge sharing. Studies should evaluate their impact on organizational innovation
and employee satisfaction.

3. Ethical AI integration: Research must explore the ethical impact of Al and automation in the
workplace. It should focus on reducing algorithmic bias and ensuring data privacy. They should also
examine how to balance technological efficiency with human-centric values.

4. Workplace design and digital well-being: Research should examine how workplace design and
digital well-being initiatives that impact Generation Alpha. Studies should focus on mental health,
social connections, and work-life balance. Flexible work models, virtual collaboration tools, and
wellness programs play a key role in fostering a healthy and engaged workforce.

5. Impact of sustainability and corporate social responsibility (CSR): Generation Alpha values
sustainability and ethical leadership. Organizations can align with environmental and social values.
Future research should examine how initiatives influence talent retention and organizational
performance.

CONCLUSION

The integration of Generation Alpha into the workforce brings major changes to workplace culture,
leadership expectations and workplace structures. This generation has grown up as digital natives in highly
connected world. Their experiences have shaped unique values, strong technological skills, and a preference
for ethical, purpose-driven work. Organization must adopt flexible, adaptive, and human-centric leadership
models to unlock the full potential of the rising generation. Traditional hierarchical structures trust on
authority and top-down decision-making. Those approaches are becoming less effective in connecting with
Generation Alpha. Adaptive leadership promotes continuous learning and innovation. Transformational
leadership fosters purpose and creativity. Servant leadership aligns with Generation Alpha’s emphasis on
ethical governance and social responsibility. This shift brings challenges such as intergenerational differences
and the ethical concerns related to Al. The need for new technological integration adds to the complexity
of this shift. Hybrid leadership is not a universal solution. It has the potential to address the needs of
Generation Alpha. Implementing hybrid leadership presents several challenges. These challenges include
complexity, different leadership expectations, limited resources, generational differences. A lack of research
data further complicates implementation. Organizations need clear guidelines to effectively apply hybrid
leadership. Organization must invest in leadership development. They should create structured systems to
balance flexibility with stability. Future research should examine how hybrid leadership evolves over time.
It should assess its impact on workforce dynamics in an Al-driven economy. Organizations must address
these challenges through inclusive communication. They must ensure ethical Al practices. They need to
balance technological advancements with human-centric leadership. Future research should examine the
long-term effects of leadership changes. It should also explore the ethical use of Al. Sustainability plays
an important key role in workforce engagement. Businesses and policymakers must create resilient and
innovative workplaces. These workplaces should be inclusive and align with Generation Alpha. Hybrid
leadership is essential for managing this generational shift. It combines adaptive, transformational, and
servant leadership. This approach supports long-term organizational growth and innovation.
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IHOKOJIEHUE AJI®A U BBJAEIIATA PABOTHA CUJIA: TEOPETUYHA INEPCIIEKTUBA
KBbM OYAKBAHUSATA 3A IUJEPCTBO

Peztome: Hapacmeanemo na nosomo noxonenue Anga, pooenume medxncdy 2010 u 2024 2., we oxadce
CoUeCmBeHo GauAHUe BbPXY OuHamuxkama Ha pabomumama cuna. Toea nokoneumue ce cvbcmou om
oueumanuu abopuzenu, KOUmo uspacmeam 6 CuiHo cevpzana cpeoa. Ouakea ce me 0a 6vbeedam HOBU
0UAKBAHUS KbM JUOEPCMBOMO U OPLAHUIAYUOHHUMeE CMpPYKmypu. B nacmoawama cmamus ce uscneosa
meopemuyHa pamKd, OCHO8AHA HA NOOX00ume KbM audepcmeomo. B nes ce uzcneosa kax nati-dobpe oa ce
aoanmupam uyxcoume Ha pabomHomo Macmo Ha noxonenuemo Aiga. Tosa meopemuuno usciedgame ce
OCHOB8ABA HA CLBPEMEHHA TUMmepamypa u anaiu3 Ha noxkonenuama. Mzciedsanemo npeonaea npo3penus 3a
JUoepcKume u oOpeaHu3ayuOHHUmMe Cmpame2ull, KOUmo cd 6axiCHu 3a NOONOMA2ane Ha AH2AXCUPAHOCMA,
npoU3600UMENHOCMMA U UHOBAYUUME 8 NPOMEHAWAmMA ce pabomua cpeod.

Kntouoeu oymu: noxonenue Anga, b6voewa pabomua cuna, 1uodepcmaeo, UHOBAYUU Ha paboOmMHOMO MACHO,
meopemuyHa pama
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CODE OF CONDUCT AS ATYPE OF COMPLIANCE REGULATION ILLUSTRATED
BY THE GUIDELINES OF DEUTSCHE VERMOGENSBERATUNG AG

Diana Lea Rilmann
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Abstract: The English term ‘compliance’is also used in German to describe a department that ensures
adherence to rules and regulations within a company. In many cases, ‘compliance’is understood as a
guideline for behavioural regulations and is also intended to help hierarchical structures to adhere to legal
regulations imposed outside the company. By putting such guidelines in writing, every employee can be
reached and informed. The easy duplicability of a transcript is also helpful in making new colleagues familiar
with existing rules. Such a document is referred to as Code of Conduct. The current publication illustrates
compliance regulations based on two companies that (have to) deal with ‘compliance’ responsibilities
differently. One of these is entitled ‘Mission Statement of Deutsche Vermogensberatung’ and is intended to
illustrate the vision of the founders and members of the Executive Board to the partners of the company and
serve as a guide. However, companies with a classic hierarchical structure are expected to provide more
than just a Mission Statement, since it does not represent a direct Code of Conduct. An example of such type
of company is Generali Group, which a co-operation partner of Deutsche Vermégensberatung AG (DVAG
for short) and has published its own clear code of conduct. These two variants are compared and discussed
as to why they (should) be handled differently.

Keywords: code of conduct, Deutsche Vermogensberatung AG, mission statement, compliance, Generali
Group

INTRODUCTION

When we talk about compliance in a company, we usually refer to laws and regulations that are an
essential guarantee for the company’s adherence to legal requirements and its commitment to conveying
these rules to its employees. However, as there are regular changes to be observed at the legal level, it
is not possible for a company to regularly monitor and observe compliance and update it in the event of
new legislation. For this reason, certain guidelines are used to communicate new regulations to the lower
hierarchical structures; Gabler Wirtschaftslexikon defines such communicating practices as ‘voluntary self-
commitment’ (Lin-Hi 2018).

This means that a separate department within a company is usually required to enforce and monitor
compliance. Duplicability is ensured in that agreements are communicated unambiguously in writing. Such
documents then constitute a so called Code of Conduct. The examples of Deutsche Vermogensberatung AG
(DVAG for short) and Generali Group illustrate the difference between a Mission Statement and a Code of
Conduct. As an exemplary illustration, the transcripts on dealing with colleagues are also compared.

The theoretical foundation in the next chapter ensures a basic level of knowledge so that the company
examples that follows can be properly understood.

A definition of the terms ‘code of conduct’ and ‘compliance’, as well as an introduction to the company
itself, should provide the readers with a basic understanding and enable them to comprehend the connections
in the methodology.

The two transcripts from the sample companies then set the pace for the methodology.

Like any compact publication, this one can only highlight aspects and does not provide a fully
comprehensive evaluation. For this reason, the final chapter provides not only a summary but also an
outlook for the author’s forthcoming dissertation that will examine this area in greater depth.
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DEFINITION OF ‘COMPLIANCE’

‘Compliance’ is “the claim to absolute conformity with regulations and strict adherence to laws and
internal guidelines” (Carlesso 2024).

Should a company department be responsible for compliance with regulations, it is referred to as
‘compliance management’. This type of management supports the integration of regulations and laws into
the company’s structure and in time communicates them to all employees and ensures that they are observed.
The existence of compliance management within a company minimizes criminal and civil law risks and
enhances the possibility of new contracts by public clients, which eventually strengthens the company’s
competitive reputation. In addition, rules of conduct can create a more comfortable working environment,
whereas organizational arrangements are set up to “monitor, evaluate and take appropriate action” (KMPG
AG 2024).

DEFINITION OF ‘CODE OF CONDUCT’

To comply with legal requirements and to be able to replicate these in the lower hierarchical structures,
many companies make use of the written form of all regulations in the form of a code of conduct. This is
made publicly available to all employees and explicitly referred to. It is intended both to provide employees
with specific guidelines and to prevent undesirable activities and changes. Business partners and suppliers
are also informed about the code of conduct of a company to guarantee smooth process chains.

Typical issues regulated by a code of conduct are:

— collegial interaction

— dealing with gifts and invitations

— dealing with information (data protection and internal company secrets)

— discrimination prevention

— ecological responsibility

— working conditions and minimum requirements.

The above lead to the following advantages as a result:

—stronger identification with the company as there is no discrimination and ethical values are recognized
internationally

— improved external perception through the disclosure of the code of conduct on the homepage

— legally compliant process chains that prevent violations and penalties

— clear communication about breaches of the regulations takes place right from the start.

Should an employee violate the code of conduct, their penalty is imposed by the employer and not by
the law, since disciplinary sanctions can be better understood by the employee and implemented by the
employer, without having to expect consequences from a work union or the media (Hetzel 2024).

‘DEUTSCHE VERMOGENSBERATUNG AG’ AND ITS MISSION STATEMENT

The company named in the acronym ‘DVAG’ describes in its mission statement the overarching version
which partners should familiarize themselves with.

The fact that DVAG works with self-employed sales agents and thus promotes, among others, self-
employed individuals, is not described in more detail below, but is nonetheless considered important since
the self-employment of the investment advisors does not require a code of conduct on the part of the
company. No sanctions are imposed, as the sales representatives set up their own sole proprietorship by
registering their business.

It is therefore interesting to note that although no code of conduct is drawn up, all sales representatives
are nevertheless orientated towards a common vision, clarified with the help of a written mission statement:

Everyone working for DVAG is voluntarily guided by the following mission statement:

DVAG’s three values are ‘performance-orientated, human, strong’, defined in the company’s transcripts
and illustrated by a diagram. They reflect the vision of the company’s founder, Prof. Dr. Reinfried Pohl,
who described it as follows: “In Germany, the concept of investment advice should be inextricably linked
with Deutsche Vermogensberatung and the job of investment advisor should be brought closer to that of a
general practitioner in the eyes of the public.” (DVAG homepage 2025).

86



Diana Lea Rifimann

Vision:

Investment Consulting - that’s us!
Mission:

Asset accumulation for everyone!

Values:

performance-orientated —human —strong

Fig. 1. Vision and model of ‘Deutsche Vermogensberatung AG’(2024)

The value ‘performance-orientated’ describes the mission of small and medium-sized companies as
well as private households to fulfil their individual financial wishes and goals with the help of wealth
accumulation and protection through concept advice (DVAG 2018, 18). The value of ‘human’ is understood
in two ways. Firstly, it refers to the principle of equal treatment of clients, regardless of their assets (DVAG
2018, 23). Secondly, ‘human’ also refers to internal cooperation: in this respect, DVAG addresses career
opportunities that should be available to every person, irrespective of their gender or origin.

To emphasize the importance of a family community, the Group encourages exchange among
colleagues and due to the second-generation management is called a ‘family business’ (DVAG 2018,
22). The value ‘strong’ refers to the already wide range of customers and the cooperation with successful
financial institutions (DVAG 2024, 26). DVAG was the first financial services provider to position itself
on the market with a so-called all-finance strategy and is still the strongest in the industry in terms of sales
today, with around 18,500 advisors and commission income of up to €2.24 billion (cash-online 2023).

The Deutsche Vermdgensberatung AG Mission Statement can be ordered in the internal shop and is
presented to every new partner in a welcome box as soon as the commercial agency or employment contract
is signed. It is intended to give career changers and young partners in particular a sense of belonging and
to maintain respectability.

DVAG’S COOPERATION PARTNER GENERALI GROUP AND THE INFLUENCE OF ITS
‘CODE OF CONDUCT’ ON SALES REPRESENTATIVES

Owing to the long-time partnership between DVAG and the Generali Group, independent financial
advisors work together with the insurance group. The traditional hierarchical structure of the company
requires the employment of a large number of staff. There is also a works council and a code of conduct,
which is publicly accessible (Generali Group 2024).

The present publication is limited to the sub-chapter ‘Work, environment, diversity, equity and
inclusion’ of the third chapter ‘Rules of Conduct’. The Group makes it clear that any kind of harassment and
exclusion of employees is prohibited (Generali 2024, p. 11) and that every employee has the responsibility
to treat colleagues kindly and work in cooperation. The definition of the company’s code of conduct also
included the sanctions that result from non-compliance with the guidelines. The example refers to serious
consequences and how a witness who experiences or observes a violation should behave (Generali 2024, p.
12). A serious offence can lead to criminal prosecution (Generali 2024, p. 8).

Just as DVAG expects compliance with its mission statement, the Generali Group expects compliance
with its code of conduct.

Sales representatives that cooperate with Generali Group are also affected by its code of conduct and,
if necessary, receive sanctions. The Code points out right at the beginning that third parties who cooperate
with the Group are also bound by its code of conduct (Generali 2024, p. 7).
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RESULTS

In summary, it is important, especially for large companies, to establish separate departments for
monitoring and compliance with regulations. The company’s internal mission statement is made public on
the company’s website and in cases where a code of conduct is written down, it is also made accessible to
the public.

On the one hand, a code of conduct can give the target group a notion about the way a company operates
as well as attract new employees who share a similar or even identical work philosophy. The large number
of legal requirements and guidelines, especially in the example of financial services, can necessitate the
set-up of Intranet and subsequently a Cluster that can facilitate the understanding of the rules and guidelines
for employees. In such a way, ignorance of the guidelines can also be avoided. Final questions can then be
clarified with the help of a direct contact person within the formed departments.

CONCLUSION AND DISCUSSION

The present analysis describes the difference between a Mission Statement and a Code of Conduct
of two large companies and therefore cannot provide an overall insight into the working practices of the
Deutsche Vermogensberatung AG Company Group and the Generali Group. For this reason, the analysis of
the companies is continued and deepened in a subsequent dissertation. The current publication is not intended
to provide assistance in establishing respective codes of conduct or mission statements of companies but is
purely for informational purposes. As a final point it can be argued that the DVAG mission statement is a
representation of the company’s expectations; in truth, however, the values formulated in it should be the
guidelines of ethical behaviour of each member of the company. The same applies to the subchapter of the
Generali Group AG code of conduct.
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KOJEKCHT 3A IOBEJJEHUE KATO BU/J PET'YJIMPAHE
HA CBOTBETCTBHETO, HJIIOCTPUPAH OT HACOKHUTE
HA DEUTSCHE VERMOGENSBERATUNG AG

Pe3ztome: Anenutickusm mepmun ,,compliance * ce u3nonzea u Ha HeMcKu e3uK, 3a 0a onuuie omoeid, KOUmo
c1e0U 3a CnAa38anemo Ha npasuiama u pasnopeooume 6 0adeHa Komnauus. B mmozo ciyuau,, compliance ““ ce
Pazoupa Kamo HAcoKa 3a N08eOeHYEeCKU pe2yllayull, d CbWo MaKa uma 3d yei 0a NOONOMocHe Uepapxuynume
cmpyKmypu 0a cnaseam 3aKOHO8UmMe pa3znopeodu, HANLO0NCeHU U36bH KoMnauuama. Ypez nucmenomo
npeocmassine Ha MaKuéa HACOKU 8CeKU Cycumen modice 0a bvoe ungopmupan. Jlecnama oyonupyemocm
Ha 3anuc e noesHa U 3d 3an03HAeane Ha HosUme Koiecu CbC coujecmaysawume npasund. Takve 0oKymMeHm
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ce Hapuya Kooexc 3a nosedenue. Hacmoawama nybnukayus unocmpupa npaguiama 3a Cbomeemcmeue
8b3 0CHOBA HA 08€ KOMNAHUU, KOUMO (Mmpabea 0a) ce cnpassam ¢ 0me080pHOCMUMe 3d ,,cbomeemcmeue
no paznuden Hauyun. Eonama om msx e ozaenagena ,, Mucus na Deutsche Vermogensberatung “ u uma 3a yen
0a UNIOCMpUpa 8U3UAMA Ha OCHO8amenume U 4ienoseme Ha M3nvinumenuus cb8em npeo napmubopume Ha
OPYAHCECMBOMO U OA CYHCU KAMO PbKOB0OCcmeo. Om Opyscecmeama ¢ Kiacuyecka uepapxuyna cmpykmypa
obaue ce ouakea oa npedocmasam Hewjo noseve om ,, Ilpeocmaeane na mucusma'‘’, mvil Kamo mo He
npeocmasnsasa npaxo Kooekc 3a nogedenue. Ilpumep 3a maxve mun komnanus e Generali Group, kosmo e
napmuvop 3a compyonuyecmego Ha Deutsche Vermogensberatung AG (nakpamxo DVAG) u e nyonuxysana
€601l cobcmeen sAicen KooeKke Ha nogedenue. Tezu 06a sapuanma ca cpagueHu u 00cvOeHu 3awo (mpsaoea)
0a bvoam mpemuparu no pa3iuder HauyuH.

Kntouoeu oymu: xooexc na nosedenue, Deutsche Vermogensberatung AG, oexnapayus 3a mucus,
cvomeemcmaue, Generali Group
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Abstract: The age of Leadership 4.0 has brought about major changes and challenges for leaders that are
characterised by digitalisation, globalisation and the changing world of work. In the VUCA world, where
technological competence requirements are constantly increasing, managers must learn to react quickly
to unpredictable developments; in addition to this, the principles of New Work require a reorientation of
traditional leadership approaches. The management of hybrid and digital teams is a particular challenge,
as is maintaining a balance between autonomy and control. The focus of this publication is therefore
specifically on the challenges that management is facing in the age of Leadership 4.0. Firstly, the underlying
technical terms are explained in detail so that purposefully selected challenges may be further addressed.
Leadership 4.0 requires a holistic change in the attitude and skills of managers. Only those who combine
technological, social and strategic skills will be able to lead successfully in the dynamic and digitalised
world of work.

Keywords: Leadership 4.0, VUCA world, new work, challenge, leadership culture

INTRODUCTION

Today’s world of work is undergoing considerable changes. Triggered by globalisation and digital
transformation, corporate competitive pressure is significantly growing. Ongoing digitalisation has proved
to be a driving factor in the constantly evolving competitive environment, making the need for constant
innovation a major challenge (Hildebrandt, LandhduBler 2017, p. 595).

The number of innovative business models and new global competitors is constantly increasing,
whereas the pillars that have historically been regarded as reliable, such as regulatory density, customer
base and capital strength, can no longer be considered a given. The increasing use of artificial intelligence
is also a driving factor. As a result of these circumstances and the dynamic requirements of the digital world
of work, employee management is confronted with numerous challenges in the current age. In this context,
the scientific concept of Leadership 4.0 has been established in response to the requirements of the Fourth
Industrial Revolution. It addresses the challenges of leadership in the digital age and also takes into account
the changing expectations of employees. In addition, new working models, such as hybrid and digital
collaboration, are also taken into consideration (Hildebrandt, Landh&uBer 2017, p. 617).

The following article examines more closely the problems associated with the implementation of
Leadership 4.0 and shows how managers can operate successfully in a complex and dynamic working
environment. The aim is to identify key challenges and point out possible solutions. Neveretheless, these
are only briefly discussed for the purpose of the current study.

RESEARCH METHODOLOGY

This publication is based exclusively on literature sources that focus on the challenges of Leadership
4.0. The literature research includes existing sources and data from professional journals, specialised books,
online articles and studies. Firstly, terms such as Leadership 4.0, VUCA world and New Work are clearly
defined in order to ensure sufficient background knowledge. The emphasis then will be on a few selected
issues which will be examined from different angles.

DEFINITION OF LEADERSHIP 4.0
The term Leadership 4.0 is used in the context of Industry 4.0 and implies the adaptation of leadership
behaviour to the advancing digitalisation of the world of work. The underlying leadership paradigm therefore
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responds to the requirements of the fourth industrial revolution, which is prompting a rethink of traditional
leadership approaches through the use of artificial intelligence, automation and the internet. In contrast to
the previous leadership models, Leadership 4.0 focuses on the integration of technology and people, so that
digital expertise, agility and the ability to lead in a dynamic and networked working environment takes
central stage. Technological transformation in this context is seen not only as a challenge, but also as an
opportunity for innovation (Moskaliuk 2019, p. 13).

In addition to understanding and using technological know-how, characteristic features of Leadership
4.0 include the ability to adapt quickly to technological and organisational changes, the promotion of agile
methods which to enable efficient response to changing market requirements, as well as the promotion of
sustainability and long-term value creation. Another key component of Leadership 4.0 is the increased use of
soft skills, i.e. emotional intelligence for effective communication and conflict resolution. Building empathy
and resilience within a team helps to promote personal initiative and focuses on strengthening individual
skills. To this end, flat hierarchies are typically used to promote collaboration within interdisciplinary and
multicultural teams through transparent communication.

By combining these characteristics, Leadership 4.0 represents a dynamic and integrative approach
that takes into account both technological and human aspects in order to ensure successful employee
management despite the demands of digital transformation (Moskaliuk 2019, pp. 14-15).

INCREASED COMPETENCE REQUIREMENTS FOR MANAGERS

Leadership 4.0 takes into account not only technological but also cultural changes within an
organisation, meaning that the integrative leadership style is faced with numerous challenges. The VUCA
model describes the changes of our time, with the acronym VUCA expressing the features and difficulties
of modern society and economic systems, which are defined by a high degree of dynamism and uncertainty.
Thus, the framework model developed by the US military can be applied to the everyday lives of managers
(Bendel 2021).

The term VUCA stands for Volatility, Uncertainty, Complexity and Ambiguity. Volatility refers to the
rapid and unpredictable changes in markets caused by technological innovations, environmental conditions
and market shifts (Moskaliuk 2019, p. 2).

Uncertainty, on the other hand, refers to the difficulty of predicting future developments, as contradictory
or incomplete information makes planning and decision-making more difficult. This is triggered, for
example, by uncertain political conditions and unclear future trends (Moskaliuk 2019, pp. 2-3).

Added to the above features is the emerging Complexity, as the networking of different factors leads
to interrelationships and interactions that are difficult to understand. This is where global supply chains and
digital ecosystems with many stakeholders come into play, making a comprehensive understanding and
clear decision-making basis difficult (Moskaliuk 2019, p. 2).

Finally, Ambiguity stands for the scope for interpretation and the challenges of finding clear answers
to ambivalent facts. Challenges are posed by different interpretations of the same trend as well as by
contradictory signals in data (Moskaliuk 2019, p. 2).

To sum up, the VUCA world describes a reality that precisely identifies the challenges of the current age
for which traditional approaches to problem solving and strategic planning are often inadequate, meaning
that the leadership required as a result must be fundamentally redefined (Moskaliuk 2019, p. 3).

Another term that aptly outlines the complex requirements of the modern world of work is New Work.
The concept is based on social and technological change and describes working models that are built on
freedom, self-determination and meaningfulness for employees.

The core elements of New Work include freedom, self-realisation and, above all, finding meaning in
one’s occupation. New Work also reflects the importance of flexibility, considering working hours and location
as important job factors, whereby working practices such as home office or remote work are no longer regarded
an exception. Collaboration and employee participation are also closely linked to this, as flat hierarchies place a
stronger focus on teamwork with employees also actively involved in the decision-making process. In general, the
term New Work lays emphasis on meaning, the idea behind being that work should not only generate economic
added value, but also be individually fulfilling, socially relevant and sustainable (Bergk, Rehn 2024, p. 342).
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However, the implementation of the elements listed above poses some challenges depending on the
respective industry and the existing corporate culture. For example, flexible working hours and home office
options can hardly be implemented in skilled trades. There is no doubt that the people-centred approach
defined by the term New Work offers a high degree of benefits and innovation, yet there are also problems
resulting from it, as implementation depends on the needs and priorities of individual employees (Bergk,
Rehn 2024, p. 343).

New Work and Leadership 4.0 are closely linked since the two tendencies both respond to the demands
and changes of the modern world. New Work is a response to the demand for far-reaching social change.
In addition to demographic change and technological development, this also includes the shortage of
skilled labour and the general search for meaning among younger generations. Leadership 4.0, on the other
hand, refers to the management style required for this, which responds accordingly to the conditions of the
digitalised and networked world of work and therefore plays a key role in the successful implementation of
New Work (Bergk, Rehn 2024, p. 342).

The topic of New Work emphasises the importance and necessity of an adapted leadership culture. The
challenges of leadership in the age of Leadership 4.0 are discussed below.

MANAGEMENT OF VIRTUAL AND HYBRID TEAMS

Managing virtual and hybrid teams poses a particular challenge in the context of Leadership 4.0, as
traditional leadership approaches reach their limits in a digitalised and decentralised working environment.
One of the key challenges here is the loss of physical proximity since virtual teams are working groups
whose members are geographically separated from each other and rely on technology to be able to work
together. Hybrid teams consist of employees who work both on site in an office and remotely, i.e. from
home or at another location. Hybrid teams are a combination of traditional office teams and virtual teams.
This is an increasingly common model, which has gained great popularity due to digitalisation and the
COVID-19 pandemic. To ensure long-term successful leadership despite localised separation, leaders need
to take targeted measures so that social bonds are consciously strengthened. This is possible, for example,
through transparent communication and digital tools for collaboration (Basel, Sporri 2024, pp. 55-56).

Closely related to this is the buildup of motivation and commitment on the part of employees, as they
are potentially isolated when working virtually. In order to prevent being overwhelmed by the multitude
of tools, technical disruptions and digital exhaustion, it is advisable for managers to promote digital skills
in a targeted manner and to implement the technological infrastructure effectively (Miitze-Niewohner et
al. 2021, p. 14). However, Leadership 4.0 also requires managers to be more adaptable and self-reflective
when it comes to leading virtual and hybrid teams. Standard competences such as decision-making skills
are taken for granted. Other competences, such as flexibility, are required in order to be able to respond
professionally to unforeseen challenges and changing requirements in the area of agile leadership. This
illustrates a transformation of the traditional leadership role towards a moderating and networking leadership
approach (Miitze-Niewdhner et al. 2021, p. 15).

MANAGING TECHNOLOGICAL CHANGES

Fundamental knowledge of artificial intelligence, Big Data and automation is essential for managers
to be able to lead virtual and hybrid teams in the first place. The term Big Data refers to huge amounts
of structured and unstructured information generated by humans and machines alike (Lattemann, Robra-
Bissantz 2024, p. 388). The challenge for managers is to develop both a broad technological understanding
and in-depth digital knowledge without being experts in that particular area. Furthermore, simply
implementing the technology is not enough; it should be strategically integrated into the existing business
models. The manager’s task here is to have a good technical understanding in order to be able to decide
to what extent technology serves the company’s goals and what added value it actually generates (Miitze-
Niewdhner et al. 2021, p. 14).

However, it is not just the technology itself that poses a new challenge; along with digitalisation, an
awareness of data security and ethical implications is another core competence for managers in the age of
Leadership 4.0, particularly when tackling sensitive data. Growing risks from data misuse and cyberattacks
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pose an almost daily challenge to the security of a company (Huber 2024, pp. 169—-170).

In conclusion, however, the balance between people and technology has top priority, as technological
development supports people’s work, but does not replace it. It is therefore the task of the manager to
motivate employees and to demonstrate the innovation process and the extent to which technology can have
a positive influence on the world of work. The challenges of dealing with technological changes therefore
require a combination of strategic foresight, technical understanding and social skills in Leadership 4.0.
The core message is not only to implement technology, but to use it consciously and responsibly in the
interests of the company and its employees (Huber 2024, pp. 173—-174).

BALANCE BETWEEN AUTONOMY AND CONTROL

The above outline makes it clear that Leadership 4.0 presents an individualised leadership model.
Hence, managers face the difficulty of taking into account their employees’ different needs and abilities
in terms of autonomy and control in the work process. As already mentioned, the physical absence of the
manager in hybrid and virtual teams poses an additional challenge, as new strategies must be developed
to promote the autonomy of remote employees while still maintaining a certain degree of control. Since
excessive control leads to the inhibition of intrinsic motivation, while at the same time a high degree of
autonomy can lead to excessive demands and disorientation, it is important for managers to establish the
optimal middle ground (Miitze-Niewdhner et al. 2021, pp. 18-20).

One approach to overcoming this challenge is to formulate clear objectives and responsibilities so that
employees are aware of the framework within which they are allowed to act. A continuous feedback culture
also helps to promote employees’ personal responsibility and to consistently adapt the existing management
style to current circumstances. The balance between autonomy and control requires a paradigm shift in the
area of leadership, as clearly defined framework conditions can promote employee autonomy while at the
same time regular checks and targeted support could ensure that goals are achieved (Miitze-Niewohner et
al. 2021, p. 17).

RESULTS

Leadership 4.0 is a modern form of leadership that is characterised by the dynamic requirements of the
VUCA world and the principles of New Work. These developments bring with them specific challenges that
managers need to overcome in order to operate successfully.

Furthermore, Leadership 4.0 faces the task of transforming traditional leadership approaches and
developing new skills in order to meet the demands of a dynamic, digital and flexible working world. The
key lies in the combination of technological understanding, social competence, and the ability to motivate
and lead employees in uncertain times. Successful leadership in this context requires not only new tools and
methods, but also a fundamental change in the attitude and mindset of managers.

CONCLUSIONS AND DISCUSSION

In summary, it should be emphasized that leadership in the era of Leadership 4.0 is characterized by
structural changes. The present work addresses these by explaining the terms VUCA-World and New Work
and then addressing individual challenges in detail.

However, it should be noted that this paper is merely a theoretical analysis and thus practical
recommendations for action are only given peripheral consideration. For a company to remain competitive,
it is essential that the individual challenges be initially outlined in order to develop suitable management
approaches on this basis. The nature of leadership is changing from authoritarian and traditional in style, to
digital, agile or transformative. The existing challenges need to be analysed in detail and, ideally, taken into
account within the prevailing leadership style to ensure the long-term success of the company.
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HNPEAN3BUKATEJCTBATA HA IMJEPCTBOTO B EPATA
HA JIMAEPCTBOTO 4.0

Pezrwome: Epama na nuoepcmeomo 4.0 0ogede 00 2onemu npomeHu u npeou3suKameicmed 3a ioepume,
KOUMO ce Xapakmepusupam ¢ OUuSUmanu3ayus, 2100amu3ayus u npomensaw ce ceam Ha mpyoa. B ceema
Ha VUCA, Kkb0emo usuckéanusama 3a mexHolo2U4Ha KOMNEMeHMHOCH HenpekbCHAmo ce Y8eiudasam,
PpvKosoOumenume mpsosa 0a ce Hayuam 0a peazupam 6vp30 HA HeNpeoBUOUMU PA3BUMUSL; 8 OONbIIHEHUE
KbM moga npunyunume na Hosama paboma usuckeam npeopuenmupane Ha mpaouyuoOHHume audepcKu
nooxoou. Ynpasnenuemo na XuOpuOHu u yugpposu exunu e 0cobeHo Npeou3sUKAMenIcmeo, KAKmo u
nO00bPIUHCAHEMO HA OANAHC MeHcOy ABMOHOMHOCM U KoHmpoa. Emo 3awo ¢okycem na nacmoswama
nyonuKayus e HAco4eH KOHKPEeMHO KbM NPeOu38UKamencmeama, npeo Koumo e usnpaseHo YnpasieHuemo 8
enoxama na Jluoepcmeo 4.0. Ha nvpo msacmo, 0cCHo8HUmMe mexHuyeckKy mepmunu ca 00sacHenu noopooHo,
3a 0a Mo2am yeneHacouyeHo nooobpanume npeouzsuKamenrcmea oa 6voam paszenedanu OONbIHUMETHO.
Jluoepcmeo 4.0 uzuckea yAarocmua npoMaHa 6 Haziacume u ymeHuasma Ha menudxcvpume. Camo mesu,
KOUMO Co4emasam mexHoi02UYHU, COYUATHU U CMPAMe2udecKu YMeHUsl, wje Mo2am 0d pbKoBOOAM YCHeUlHO
8 OUHAMUYHUS U OUSUMATUSUPAH C8AM HA MPYOd.

Kniwouosu oymu: Jluoepcmeso 4.0, VUCA ceam, nosa paboma, npedussuxameicmaeo, 1uoepcka Kyimypa
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Abstract: The emergence of Generation Z (Gen Z) on the labour market has had a major impact both on
the economy and on the working life itself. Generation Z, born from the mid-1990s onwards, shows many
differences to previous generations. With the Baby Boomers and Generation Z, two generations that could
not be more different are coming together on the labour market. The Boomers, who grew up in prosperity,
have lived by the motto ‘live to work’, Generation Z on the other hand, fits in best somewhere between
smartphones and social media. The guiding priciple of this generation is: ‘Here is work, there is my life’.
In order to remain competitive, companies and managers in particular must adapt to the new generation
and their values. The present work provides a detailed overview of the last four generations and highlights
different approaches that leaders should consider when working with Gen Z. The literature search is based
on sources from journals, textbooks, studies and online articles. Generation Z represents a new type of
employees for most companies. They reject work-life blending and because of their so called ‘helicopter
parents’are often not self-reliant. But Generation Z still has a significant role to play in the future: at 19.7%,
this generation proves to be the largest age group as of December 31, 2023. An open and modern corporate
and leadership culture is needed in which achievement is recognized. Rigid hierarchies and orders given by
superiors no longer work in the same way. The optimal manager of today should lead at eye level and act
more as a mentor rather than a boss. Recognition, open communication and honesty are the most important
demands that Gen Z places on leaders. Because of the strong urge for self-determination, important factors
in the management of Gen Z are also the promotion of responsibility and the ability to share one’s own
ideas. Successful leaders of the future should be both team coaches and facilitators; a large range of skills
and knowledge, good communication skills and flexibility are also a prerequite.

Keywords: Generations, Gen Z, changing values, leadership, recognition

INTRODUCTION

The emergence of Generation Z in the world of work presents a new challenge, but also brings with
it new opportunities. Like all previous generations, this generation also has a significant impact on the
working life, the economy and the talent management (Parment 2024). According to international economic
forecasts, by 2030 Gen Zers will make up around 30% of the workforce in Germany, the UK, France,
Australia, the USA and the Netherlands (Oxford Economics 2021). Combined with the ever-increasing
shortage of skilled labour in Germany, these figures make it clear that Gen Z is absolutely relevant for the
future of business and management (Statista 2025).

In order to remain competitive in the long term. managers and companies need to move with the times
and be open to new generations and their values. Therefore, appropriate management is a key performance
driver for a company’s success.

RESEARCH METHODOLOGY

This publication is based on a literature review focusing on an overview of the different generations
with a focus on Generation Z and their leadership requirements. The literature review includes books,
online articles, journals and studies. First, an overview of the existing generations is presented in order to
understand how and why they differ. This is followed by a closer look at Generation Z and in particular how
leadership needs to develop in the age of the new generation.
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RESULTS

Daily working life in many companies is often determined by the different generations employed there,
these are the Baby boomers and Generations X, Y and Z. Baby boomers, who were born after the World
War I, still characterise the term Baby boomer today. Generation X owes its name to the Canadian Douglas
Coupland and his book of the same name, in which he describes generation X and how it feels (Mangelsdorf
2015).

But what exactly does the term generation stand for?

Sociology describes the term generation as follows: “The totality of people of approximately the same
age group with a similar social orientation and a view of life that has its roots in a person’s formative years.”
(Mangelsdorf 2015).

Formative years are defined by sociologists as between the ages of 11 and 15, i.e. the years between
childhood and puberty. During this time a young adult begins to consciously perceive their environment.
This is the time when individual preferences and values are shaped by the perception of political and
social events. The shared experience of these events significantly defines the individual generations. Such
binding experiences of the formative years are more important than the precise determination of birth dates.
Different sources sometimes provide slightly different years of birth, but transitions are always fluid.

A generation is therefore identified when various social conditions shape the development of values,
behavioural preferences and characteristics of people of a similar age (Mangelsdorf 2015).

To get a clear idea of the common terms, the individual generations will now be analysed in more detail.

Table 1. Generations at a glance (Mangelsdorf 2015).

. . . Age groups .
Generations in Germany Years of birth (as of 2024) Formative years
Traditionalists 1922 — 1945 79 — 92 Jahre 1933 — 1960
Babyboomers 1946 — 1964 60 — 78 Jahre 1957 - 1979
Generation X 1965 — 1979 45 — 59 Jahre 1976 — 1994
Generation Y 1980 — 1995 29 — 44 Jahre 1991 — 2010
Generation Z 1996 — 2 28 Jahre und 2007 - ?

jlinger

The four generations that are part of the working world today are defined in more detail below.

Baby boomers

Baby boomers owe their core characteristics mainly to the traditionalists who raised them — a
generation defined by altruism, conformity and respect for authority. In the post-war period, the lives of
Baby boomers were largely characterised by optimism and increasing prosperity, in contrast to the gloomy
and traumatic youth of their parents. The ‘economic miracle’ and the new social policy revealed previously
unimagined opportunities for the baby boomers: they stormed into universities, schools and the labour
market, had ambitious goals and either wanted to fulfil their parents’ expectations or rebelled against them.
The traditional family framework consisted of a married couple with several children, in which the division
of roles was clear: the mother looked after the children at home, the father went to work and provided for
the family. The father was regarded as head of the family and made the decisions, while the mother and
children complied (Mangelsdorf 2015).

On the one hand, there seemed to be no limits any longer; suddenly travelling abroad was possible
and people were walking on the moon. On the other hand, however, the limitations that resulted from the
growing prosperity could not be concealed, starting with the Berlin Wall and extending to apartheid in the
USA. Over time, the world of work changed from a patriarchal, homogeneous environment to one that
was increasingly defined by diversity. An ever larger number of women received higher education, which
changed the prospects for women and made them aspire for roles different from that of a mere housewife,
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meanwhile migrant workers from abroad also added to social diversity and intensified competition in the
low-wage sector. In terms of numbers, Baby boomers are the largest generation in history and therefore
learnt early on to assert themselves and work hard. Those who wanted to climb the career ladder had to
assert themselves in competition. This made social advancement possible (Mangelsdorf 2015).

Generation X

While the Baby boomers were able to grow up optimistic and carefree in their youth, the next
generation, Generation X had to become independent more quickly and spent less time with their parents
than any generation before. Mothers began to contribute increasingly to the household income and it
became common for both parents to work. Thus the offspring of the ‘Golf generation’ were often left in the
care of their siblings or to themselves. There were more and more patchwork families or single parents,
divorce rates rose and the traditional family framework gradually dissolved (Mangelsdorf 2015). Social
and political order and stability gave way to certain doubts about existing systems. Trust in institutions
and politics was shaken by terrible events such as the Chernobyl disaster, IRA, RAF and ETA terrorism.
At the end of the 1980s, the global economy entered a period of crisis, which made Generation X realise
that the ever-increasing prosperity of their parents’ generation could hardly be achieved. Resignation and
disorientation gradually spread; autonomy and independence substituted respect for authority and were
viewed as a logical consequence of Generation X’s childhood (Mangelsdorf 2015).Technological progress
continued to move forward and the desktop computer soon became part of everyday life. The first mobile
phones appeared on the market and the advent of email accelerated the pace of work.

High salary, long working days and a prestigious job title were considered professional success, making
fashionable luxury such as long-distance travel and expensive cars possible. All ambitious graduates
dreamed of the position of management consultant or a banker. It was accepted that one should sacrifice
leisure and quality of life for the sake of desirable status symbols and attractive remuneration. Effort as a
prerequisite for reward was the world outlook of Generation X. Generation X questioned authority more
frequently and demanded that respect first be earned, both from individuals and from politicians and
companies alike. A trend towards the formation of social groups and individualization began; many no
longer wanted to ‘belong’. Young people increasingly rejected the established socio-political and moral
values of their parents’ generation and so the era of protesting punks, nuclear power opponents and eco-
movement supporters began (Mangelsdorf 2015).

Generation Y

For the Baby boomers the future still looked rosy, for Generation X more depressing, and Generation
Y wondered if a future existed at all. At the faced of pollution threats, global warming, school shootings
and natural disasters, Generation Y chose to enjoy life. Unlike their ancestors, they did not express their
fears in resignation or frustration.The parents of Generation Y didn‘t get much attention as children, that is
why they wanted to do better with their own offspring. From an early age Generation Y ‘s were showered
with recognition, attention and appreciation. The well-meaning parents of the new Generation Y stopped at
nothing to provide their kids with good education and to make their path to adult life as smooth as possible.
Generation Y children were praised and rewarded for every little effort they made and when in doubt, their
parents even allowed them to decide about family holidays (Mangelsdorf 2015).

The numerous studies that have been carried out confirm some important characteristics of Generation
Y, for example, the ability to use freely new technologies and the Internet, as well as their tendency to
differentiate between their own lives and the world around them. Because of the many opportunities
available, people now have the chance to consider different paths of life. The young members of Generation
Y get inspired by the endless possibilities of modern society to plan their life and future in new ways
(Parment 2013).

Generation Y, now grown up, has high expectations in terms of co-determination and recognition. They
often rely on the advice of their parents and are irritated when managers and superiors at work do not offer
the same support and protection that they are used to receiving at home. It’s not by accident that their parents
have gained the nickname ‘helicopter parents’, as they tend to circle over their brood like helicopters.
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Generation Y sees work as an opportunity for self-development and fulfilment that should be designed in
such a way as to fit into their current life model. Due to the fast pace of everyday life, the Ypsilonians strive
for immediate fulfilment of their needs and goals. ‘Waiting’ does not exist in their world. This generation
has grown up with the internet and their everyday life is determined by technological achievements and
multimedia communication. Immediate feedback is demanded. Although the ‘spoilt’ Ypsiloners have been
raised without feeling the lack of anything, they display a great need to optimise the world and to find
meaning and inner fulfilment. Despite all the distractions of everyday life, they seek content and emotional
connection that go beyond the superficial (Mangelsdorf 2015).

Generation Z

In some cases, it is still difficult to define Generation Z precisely. On the one hand, because they are
partly similar to Generation Y and on the other, because they are still in the middle of their formative years.

Similar to the Ypsiloners, Generation Z has been growing up in a world of abundance. For the most
part, they have lacked nothing in terms of material comfort, even though the number of children in Germany
that live on the edge of poverty is increasing. This generation is growing up in relative prosperity and secure
political conditions, and they also benefit from a wide range of educational opportunities (Mangelsdorf
2015). Both Gen Z and the previous generation tend to have a pronounced international outlook, an
embracing attitude towards foreign cultures and a high level of education (Geibel, Tiffert 2020).

The most significant event in the life of this generation has been the wide spread of the Internet, which
is why they are often referred to as ‘Generation Internet’. The unlimited access to information in every
part of the world and the spread of social media platforms have led to a natural use of new communication
technologies (Geibel, Tiffert 2020).

At the same time, Gen Z is part of a large and globalised world that is characterised by conflicts,
environmental disasters and financial crises. In this context, the family serves as a safe haven while its
framework can be structured more diversely than ever before, from patchwork families to single-parent
families that often replace the traditional family concepts. All parents have something in common though
— they want to enable their children to grow up carefree (Mangelsdorf 2015). It is not surprising then that
their offspring should become accustomed to being constantly protected, pampered and catered for and that
their resulting need for a secure and carefree life should be taken for granted (Mangelsdorf 2015).

In a study of 12,000 participants conducted by Celepedia in 2016 it was found out that Gen Z place the
highest value on friendship, partnership and family. These were followed by values such as security, self-
fulfilment, professional success and financial independence (Bodeker, n.d.).

Labour market expectations

For most companies, Generation Z represents a new type of employees that reject work-life blending
and because of their helicopter parents are often regarded as less independent (Rosenstiel et al. 2020). The
question that arises here concerns the importance of Gen Z for the companies of today and its relevance for
the labour market of the future (Biirkle 2023).

A closer look at the age groups in Germany clearly shows the importance of this generation for the
future. With a share of 19.7% of all inhabitants in Germany, Gen Z proved to be the largest age group as of
31.12.2023 (Statista 2024), a sure sign for its significant labour market potential.

Generation Z and the Baby boomers represent two segments of the labour market that couldn’t be
more different. On the one hand, the boomers who grew up in prosperity and followed the principle ‘live
to work’; on the other hand, Gen Z, who as digital natives, live between smartphones and social media.
They are guided by the motto: ‘Here is my work, there is my life.” (Jager, Randstand 2021). Generation Z
is often accused of being picky and lazy. A survey of all older generations (traditionalists, Baby boomers,
Generations X and Y) showed that over two thirds of the participants believe that Gen Z is less productive
at work than the other generations. 49% of Gen Z themselves shared this opinion. However, the other side
of the coin also needs to be considered: the majority of Generation Z put a high value on being successful
at work (Statista 2024a).

A study conducted in 2021 aimed at establishing those values that are particularly important to
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Generation Z when it comes to organising their lives. For this purpose, 1059 employees aged 16 and over
were surveyed (Jager, Randstand 2021).

Table 2. Generation clash? What is particularly important when organising your life? (Jager, Randstand 2021).

Generation Z Babyboomer
Material prosperity 83% 87%
To feel needed 68% 76%
To have a lot of free time 539, 27%
Self-fulfilment 56% 43%,
To make a career 539, 36%

The study clearly shows that material wealth and the notion of ‘feeling needed’ play an important role
both for Gen Z and the Boomers. Leisure time, self-fulfilment and career, on the other hand, are particularly
important for the young Generation Z.

The conclusion is that members of the younger generation should not be tarred with the same brush;
similarly, when it comes to superior management at work, they also have different needs and expectations
from those of previous generations (Statista 2024a).

Expectations of the managers

Gen Z shows a skeptical attitude towards hierarchies and instructions issued from superiors, its
representatives demand transparency in terms of communication and decisions. While Generation Y strove
for freedom and flexibility, Generation Z has a strong need for structure, clearly defined working hours
and a fixed personal workplace. Work and leisure time are strictly separated. Should these requirements
not be fulfilled by the employer, Gen Z staff are likely to resign and move on. This internet generation is
considered the most disloyal generation that the labour market has ever known (Geibel, Tiffert 2020).

Gen Z strives for a modern and open leadership culture in which performance is recognised and valued
(Statista 2024a). The most frequently mentioned characteristic for the ‘perfect manager’ is the ability to do
his/her job on the principle of equality (Biirkle 2023b quoted from Biirgle;Tawadrous). Increasingly more
young people of today are looking for ‘mentors rather than bosses’ (Biirkle 2023b cited by Rabhansel &
Scholz).

Apart from this, Gen Z’s pronounced need for self-determination emphasizes the promotion of
responsibility and the personal contribution of new ideas. According to a study by SwissSkills, these two
characteristics ‘only’ come in third place. The most important requirement for a superior has to do with
acknowledgement, which also includes respect and trust. Open communication and honesty are also at
the top of the list. It is important for men to be able to contribute their own ideas (31%) and participate in
decisions (18%), while equal rights (25%) are very popular with women (Stamm 2023).

Table 3. The 3 most important managerial qualities for Gen Z.
Values such as trust, respect, etc.
Honesty and open communication

Contributing with personal ideas

Promoting personal responsibility

Clear and well-structured instructions

Participation in decision-making
Regular feedback
Equal treatment

Directness

Sympathetic support in case of personal difficulties
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Future requirements profile

The role of the new generation in the labour market and the rapid world changes have placed new
demands on managers and have resulted in some changes in their area of expertise:

— In the future, instead of the “best professional” we will be looking for a coordinator, which means the
leader will become a consultant, coach and moderator of the team.

— Interdisciplinary-minded generalists will be needed to drive innovation. Strictly located career in one
department will not be enough to develop broader professional horizons; the motto here will be: personnel
development.

— Communication skills will be of particular importantance for managers, Generation Z values
appreciative communication with regular feedback.

— Confident and skilled employees cannot perform well under pressure over time. More importance
will be attached to leadership as a role model, also on authentic behaviour, persuasiveness and motivation.

— In an increasingly fast-moving world, agility is becoming ever more important; managers will be
required to cope with changes at ever shorter intervals. Existing business processes should be continuously
optimised. As ‘change managers’ leaders will have to steer and shape these change processes successfully,
to embrace innovations and convince employees to do the same (von Rosenstiel et al. 2020).

CONCLUSIONS/DISCUSSION

In conclusion, it can be argued that Generation Z presents new challenges to the world of work which
managers and companies need to acknowledge if they want to remain competitive in the long term. Each
generation has grown up differently and experienced different peaks and crises. The values of Generation
Z show that traditional hierarchies and strict instructions issued from senior managers will no longer be
accepted. Generation Z demands a clear separation between work and leisure time and wants an open
management culture which acknowledges performance. Therefore, the future role of managers will be that
of mentors and role models rather than superiors.

In summary, it can be argued that the latest transitions in terms of generations offer enormous
opportunities for companies and managers to establish themselves in the market in the long term, provided
that they are willing to accept these and adapt to them.
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HOIVIEA KBM INTOKOJIEHUATA: IIOKOJIEHUETO Z
N HETOBUTE OYAKBAHMUA 3A JIMAEPCTBOTO

Peztome: Hasnuszanemo na nokonenuemo Z (Gen Z) ¢ pabomnama cunia oKazea 2onsAmMo 6lUsHUe 8bpxy
uxoHomukama u npogpecuonannus sxcueom. Iloxonenuemo Z, pooeno om cpedama na 90-me 2o0unu na
MUHANUA 8€K, NOKA38a MHO20 pa3iuku ¢ npeouwHume nokonenus. C 6eubudymvpume u nokoieHuemo Z
Ha nasapa Ha mpyoa ce cpewam 08e pa3iuyHu NOKOJLEeHUsl, KOUmo He ouxa moaiu 0a 6v0am no-pasiudtu.
bymvpume — uzpacnanu 6 bnacooencmaue — sxcugesm noo MOMomo ,,dxcusell, 3a 0a pabomuut*, 0oKamo
nokoneHuemo Z e uaKvoe mexcoy cmapmeonume u coyuanriume meouu. Toea nokoneuue xcugee cnopeo
momomo. ,,Tyx e pabomama, mam e mosm xcugom *“. 3a 0a OCmaHam KOHKYPEeHMOCNOCOOHU, KOMNAHUUMe
U NO-CREeYUATIHO MEHUOHCLPUMe MPA68a 0a ce A0anmupam KoM HOB0MO NOKOJIeHUe U He208Ume YyeHHOCMU.
To3u doxymenm npedocmass noopober npeened Ha NOKOAEHUemo U NOKA38a pasiuyHU noOXoou, KOUmo
MeHUONcvpume mpsabea oa ezemam npeosud npu paboma c noxonenuemo Z. JlumepamypHomo npoyusamne
ce 0CHO8ABA HA U3MOYHUYU OM MBPEOBCKU CRUCAHUSA, CNEYUATUSUPAHU KHUSU, NPOVYEAHUS U OHIAUH
cmamuu. Tlokonenuemo Z e 08 mun ciyxcumenu 3a nogeuemo KoOMnanuu. Te omxewvpisam cvbuyemasanemo
Ha Npo@ecuoHanrHus U JAUYHUSL HCUBOM U NOHAKO2A €A MPYOHO HE3A8UCUMU NOpaou pooumenume
xenuxonmepu. Bvnpexu moea nokonenuemo Z e sHavumenen ¢axmop 3a pabomuume mecma 8 bvoewje:
¢ 19,7% mosa noxonenue e Hat-mHo2obpounama ev3pacmosa epyna kom 31 dexemepu 2023 2. Te uckam
OMBOPEHA U MOOEPHA KOPNOPAMUBHA U YRPABIEHCKA KVIMypd, 6 KOAmo pe3yimamume ce NpusHasam.
Cmpozeume tiepapxuu u UHCMPYKYyUume omeope geve He pabomsam no cvjust HauuH. Moeannusam meHuo#Cop
PYKOBOOU U Oelicmea No-CKOpo Kamo MeHmop, OMKOIKOMO Kamo Hadyannuk. Ilpuznamennocm, omkpuma
KOMYHUKAYUS U YeCIHOCT €A HAU-8ANCHUME U3UCK8AHUs HA NOKONeHuemo Z KoM MeHuoxcvpume. Ilopaou
SCHO U3PA3EHOMO JHCelanue 3d CAMOONpPeoeisiHe HACLPUABAHEeMO HA NOEMAHemo Hd OM2080PHOCH U
BB3MONCHOCIMA 34 NPUHOC HA COOCMBEHU UOeU CbUO ca 8adxCHU hakmopu 6 ynpasieHuemo Ha Gen Z.
Yenewmume menudocvpu Ha Ov0eujemo ca mpeHbop uMo0epamop 3a eKund, umam 000pu KOMyHUKAYUOHHU
VMEHUsl, 2eHePATUCU CA U MO2AM 0d Oelicmeam b8Ka6o.
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PUBLIC COMMUNICATIONS AND INFORMATION SCIENCES

THE DEVELOPMENT OF MODERN LEADERSHIP STYLES
THROUGH DIGITALISATION

Diana Lea Rilmann
University of Library Studies and Information Technologies

Abstract: The digital transformation has not only influenced leadership styles and models but has also
fundamentally changed the structure of organizations. It has led to an expanded competitive environment
for companies and altered profit distribution through new business models. Professor Dr. Isabell Welpe,
holder of the Chair of Strategy and Organization at the Technical University of Munich, has accompanied
several companies in restructuring their leadership approaches by integrating digitalization into the process.
Traditional leadership styles have been reconsidered, and Welpe has co-authored several readings, both
with and without her research team, to highlight the consequences of the digital age concerning corporate
hierarchies. Generally, a development in corporate governance has emerged that has far-reaching
implications for the overall market. New startups place great emphasis on customer retention and utilize
digitalization to develop a precise understanding of the individual needs of their target audience. Instead
of replicating the entire value chain, they focus on analyzing its end. Highly skilled professionals working
freelance for various companies are integrated into this process, with so-called “clickworkers” taking on
tasks traditionally performed by permanent employees. These freelancers specialize in capturing the specific
needs of end customers and offering tailored products. Moreover, today s end customers unconsciously play
an active role in the work process by directly providing companies with suggestions for new products and
improvements to be implemented. For instance, Tchibo presents newly developed designs for voting on its
homepage, leaving decision-making to its target audience. Professor Dr. Thorsten Petry authored a guide
on successful leadership in times of the digital economy. Both Welpe and Petry aim to provide insights into
this type of leadership. Subsequently, a discussion will address the advantages and disadvantages that have
arisen and how existing challenges can potentially be overcome.

Keywords: Leadership style, Digitalization, Digital Leadership, Management

INTRODUCTION: THE CHANGING ECONOMY DUE TO DIGITALIZATION

The increase in digitalization can no longer be denied today. The advancement of Al and other
programs, as well as the transition from analog media to the digital world, demonstrate an ongoing upward
trend. KPMG published a paper on revenue growth and increased customer acquisition when successfully
managing digitalization. The goal is to simplify workflows and strengthen customer and employee loyalty.
Social media content and systems that monitor and analyze customer satisfaction are at the forefront of
companies’ focus. KPMG surveyed 115 firms, finding that over 50% already utilize digitalization for
revenue enhancement and believe that new technological innovations are expected across all departments
within a company (KPMG 2015, p. 9). Digitalization can be understood in two ways: On a technical level, it
refers to “the preparation of information for processing or storage in a digital system”. When considering all
consequences of digitalization, it can be defined as a technological development that enables a transformation
process for companies, resulting in organizational, strategic, and sociocultural changes (Petry 2019, p. 23).
If customers and employees respond positively to technological developments, companies must also adapt
to continue establishing themselves successfully. For example, if a company’s target audience frequently
engages with social networks, advertising is best placed there. The most successful companies of the 21
century represent platform-based businesses that connect online user groups (e.g., Meta Platforms Inc.)
for interaction while also communicating with the offline world via the internet for faster process handling
(e.g., Uber) (Petry 2019, p. 25). If digitalization is indeed the solution for increasing company profits,
leaders must be willing to market their products or services online while also digitizing workflows to
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keep pace with internet speed. To underscore this situation, Petry defines the VUCA environment in which
leaders now operate (Petry 2019, p. 46).

THE “VUCA-ENVIRONMENT”

The acronym stands for Volatility, Uncertainty, Complexity, Ambiguity. Volatility refers to instability;
frequent changes should be expected. If this is not possible, flexibility is required to quickly adapt to
situations. Uncertainty represents opaque situations that necessitate information-seeking behavior; leaders
should be prepared to experiment amid ignorance. Complexity pertains to balancing fundamental rules
that need establishment with processing mechanisms designed to address atypical situations that cannot be
reduced to basic rules. Ambiguity signifies contradictory environments where hypotheses must be tested and
mistakes reflected upon (Bendel 2021). In such a VUCA environment, forecasting business development
becomes increasingly challenging; particularly in the digital age do all four components simultaneously
impact a company. According to Petry, this necessitates a change in corporate leadership structures;
previously successful analysts who adhered strictly to long-term planning must now be “reconsidered”
(Petry 2019, p. 46).

THE MODERN LEADERSHIP STYLE OF “AGILE LEADERSHIP”

According to Petry, the VUCA environment leads to new expectations placed upon leaders — one
core aspect being agility — which has given rise to a new leadership style: Agile Leadership. This style
describes the ability to embrace change and adapt current situations accordingly; it is part of modern
leadership paradigms. Agility — originally a term from software development — describes within the VUCA
environment a leadership theory characterized by constant adaptability. The Haufe publishing house refers
both to organizational structures and processes as well as management behaviors necessary for adapting
radically changing conditions effectively. Role modeling replaces authoritative leadership as traditional
hierarchies dissolve; high-ranking positions should act as pioneers by embodying corporate vision through
their actions.

Instead of rigid directives being imposed from above, only frameworks are established allowing
employees room for individual development experiences. Self-responsibility is cultivated within cross-
functional teams where decisions are made directly by team members engaged in self-organized work
processes — creating space for progressive ideas which can be trialed without immediate repercussions.

Although this leadership style may initially resemble transformational leadership theories predating
digitalization, agility remains distinct: Leaders operate on equal footing with their employees while fostering
an environment conducive to agile work practices.

By enabling direct implementation of new ideas based on lessons learned from mistakes — and
possessing an inherent capacity for rapid adaptation amidst external changes — agile leaders exemplify
modern management principles (Rutz 2017).

SHARED AMBIDEXTROUS LEADERSHIP

In today’s fast-paced world driven by digitalization, Petry discusses implementing “shared leadership”,
also referred to as “ambidextrous leadership”, which aims at enhancing efficiency through quick decision-
making processes alongside self-leadership capabilities among team members.

The demands placed upon leaders increasingly exceed what any single individual can offer; thus agile
leadership seeks not only strengthening employee capabilities but also facilitating individualized growth
opportunities.

Shared leadership delegates managerial responsibilities among those team members possessing
requisite competencies — aiming towards mutual guidance within teams striving toward common goals
while distributing responsibilities equitably.

The definition of ambidexterity describes executing tasks equally skillfully with both hands; applied
within organizations it denotes leaders’ ability balancing innovation against efficiency demands — allowing
room for errors while simultaneously establishing guidelines around which teams orient themselves.

This blend between establishing routines alongside encouraging free expression gave rise shared
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ambidextrous leadership — a model redistributing tasks focused on empowering employees alleviating
burdens from managers while amplifying partners’ strengths.

Team leads assume responsibility implementing efficiency — or innovation-enhancing ideas within
set parameters alongside hierarchical direction defining boundaries whilst horizontal collaboration fosters
creative freedom among peers undertaking projects together.

Inter-team exchanges are strengthened yet guided towards intended outcomes through established
frameworks (Rudolf, Bruch 2023).

A study conducted at St. Gallen University under Prof Bruch examined 646 work areas across 73
companies regarding creativity — versus efficiency-promoting management styles revealing positive impacts
from modern “Shared Ambidextrous Leadership” on both performance metrics related efficiency gains
alongside willingness towards innovation initiatives within firms.

Combining open idea exchanges exploring novel thought structures along with implementing
frameworks guiding team member interactions yielded ten percent higher ambidextrous behavior amongst
staff members — with emotional exhaustion decreasing eleven percent while organizational performance
rose nearly identically (Rudolf, Bruch 2023).

Another success factor highlighted by the study is the changing role of the leader. The leader is seen as
an inspiration, uniting efficiency with creativity by communicating an overarching goal that every employee
can identify with, based on their contributions along the hierarchical structure. Due to the particularly flat
nature of the hierarchy, the leader becomes a team member. Such role modeling is believed to enable more
employees to adopt leadership roles and even identify with them. A social fabric emerges among team
members that is more interconnected than in traditional leadership styles (Rudolf, Bruch 2023).

RESULTS

In the digital age, rapid growth of companies is encouraged, and communication within the value chain
is enhanced. Employees are informed more quickly, and there is now the possibility of spatial separation
despite high revenue-generating work. However, the labor market is also burdened by the fact that negative
aspects within a company can be communicated just as swiftly, making it easier to poach strong employees
through digital means. Consequently, new leadership approaches are being sought to strengthen employee
retention while leveraging digitalization. Flat hierarchical leadership methods allow employees to grow
by expressing creativity and working more efficiently through digitalization. This ambidexterity in
leadership fosters employee satisfaction, which in turn boosts company revenue and counteracts employee
turnover. The vision is exemplified and integrated into the structure to provide partners with a “why” for
their activities and present a common goal. The paths to achieving this goal are freely selectable within
established frameworks, allowing innovations to emerge from employees themselves that aim to improve
processes in the future. The combination of efficiency and creativity delivers a new way of working that
emphasizes freedom for employees.

CONCLUSION

The described leadership style, as well as the impact of digitalization on entrepreneurship, will be
elaborated upon using sources that express clear opinions. The investigation into ambidextrous leadership
was conducted by St. Gallen University and not personally by the author of this publication. While various
readings confirm the theory that digitalization enables more efficient work processes, such statements can
never be absolute. Similarly, no single leadership style can serve as a solution for every company; validation
within one’s own organization is necessary.
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PABBUTHUE HA CbBPEMEHHMU YITIPABJIEHCKH CTUJIOBE
YPE3 JIUT'UTAJIM3ALIUA

Peztome: L{ugpposama mpancopmayus nosnussa e camo Ha cmuioseme u Mooenume Ha pbko8oOCMaE0, HO
U NPOMeHs U3 OCHOBU CMPYKmMypama Ha opeanuzayuume. Ta e dosena 00 pazuupsaeane Ha KOHKYPeHMHAma
cpeoa 3a KOMRaHuume u NPoMeHs pasnpeoeileHuemo Ha neyaibama upes Hogu ousnec mooenu. Ilpogecop
0-p Mzaben Benne, mumynsap na Kameopama no cmpamezus u opeanuszayus 6 Texnuueckus yHugepcumem
8 Mionxen, e conpogoHcoana HAKOIKO KOMNAHUY 8 NPECMPYKIMYPUPAHEMO HA MeXHUume audepcku nooxoou
ypez uHmezpupare Ha yugposusayuama 6 npoyeca. Tpaduyuonnume cmuiose HA PbLKOBOOCMBO Cd
npepasenedatu, a Beine e cbasmop na HAKOIKO yemuga Kakmo ¢ usciedo8amenckus cu eKkun, maxka u 6es
He2o, 3a 0a nod4epmae nocieouyume om yughposama epa no OMHOUIeHUe Ha KOPRopamusHume uepapxuu.
Kamo ysno 6 kopnopamuenomo ynpaeienue ce nosasiga pazgumue, Koemo uma 0vbieoCPOYHU NOCTeOUYU
3a yenus nazap. Hoeume cmapmuvnu nocmassam 2onam akyeHm 6vbpxXy 3A0bpPAHCAHEMO HA KAueHmume u
uznoa3eam yugposusayuama, 3a 0a pazeusm mouHo pazoupane Ha UHOUBUOYATHUME HYHCOU HA Yelesamd
cu ayoumopusi. Buecmo 0a évsnpoussesxicoam yaiama éepuca Ha CmouHOCmMma, me ce cbCpedomodasam
8bPXY AHANU3A HA HeUHUA Kpatl. Bucokokeanuguyupanume cneyuanucmu, pabomewju Ha c60600HA NPAKMUKA
3a paznuyHu KOMRAHUY, ce UHMeZpUpam 6 mo3u npoyec, Kamo makd HapeyeHume , Kiukapu ' noemam
3a0aqu, mpaouyuUoOHHO U3NBIHABAHU OM NOCMOSHHU Cysxcumenu. Tezu ciysicumenu Ha c60600HA NPAKMUKA
ca Cneyuanu3upanu 8 YiassiHemo Ha CheyupuuHume HysHcou HA KpatHume KIUEHMU U NPeondeaHemo
Ha npooykmu, cvobpaszenu ¢ max. Hewo noseue, omewnume KpatiHu KIUeHMU HECL3HAMETHO USpasm
AKMUBHA posis 8 pabomuus nPoyec, Kamo OUPeKmHo NPedoCmasam Ha KOMNanuume nPeosiodCeHUsl 3a HO8U
npooyKmu u nodobpenus, koumo oa 6voam eneopenu. Hanpumep Tchibo npedcmass nosopaszpabomenume
OU3AUHU 34 2N1ACY8aAHEe HA CBOAMA HAYAIHA CMPAHUYA, KAMO OCMABS 83eMAHEMO HA peuleHUs Ha yelesamda
cu ayoumopus. Ilpoghecop 0-p Topcmen Ilempu e aemop Ha pbKOBOOCMBO 3a YCHEUIHO TUOEPCMBO 8b8
gpemenama Ha yugposama uxkonomura. M Benne, u Illempu umam 3a yen oa npedocmagam uHgpopmayusi
3a mo3u euod audepcmeo. Bnocieocmsue we ce npogede OUCKycusi, 8 Kosmo wje 0voam pasenedanu
Bb3HUKHANUME NPEOUMCMEd U HedOCmamvyu U KAK CbUjecmaysauume npeoussuKamencmed mo2am
nOMeHYuaIno 0a 6voam npeodoieHu.
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THE MANAGEMENT PARADOX AND ITS EFFECT ON SCHOOL
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Abstract: This study explores the management paradox and its impact on school principals, highlighting
the challenges they face in balancing conflicting demands such as autonomy vs. centralization, control vs.
flexibility, and innovation vs. stability. The research identifies key paradoxes within the education system and
examines how school leaders navigate these contradictions while striving to maintain effective leadership.
Using a qualitative research approach, the study investigates different leadership strategies, organizational
structures, and external pressures influencing school management. The findings suggest that understanding
paradoxes as inherent organizational dynamics rather than obstacles can empower principals to develop
adaptive strategies, fostering both innovation and institutional stability.

Keywords: management paradox, school leadership, organizational challenges, educational governance,
adaptive strategies

INTRODUCTION

School principals operate in a dynamic environment characterized by multiple, often conflicting
demands. The management paradox emerges as a central theme in their leadership, requiring them to
balance opposing forces such as decentralization and governmental oversight, innovation and tradition,
and individual autonomy and collective decision-making. The Israeli education system, like many others
worldwide, faces a tension between granting school principals increased decision-making power while
maintaining centralized policies. This paradox creates challenges in leadership, motivation, and institutional
management. By examining the nature of paradoxes within school administration, this study aims to provide
insights into how school principals can navigate these challenges effectively.

RESEARCH METHODOLOGY

This study employs a qualitative research design, incorporating literature reviews, case studies,
and interviews with experienced school principals. The research is structured around the following key
components:

e Literature Review: Analysis of existing research on management paradoxes, educational

leadership, and decentralized governance.

e (Case Studies: Examination of real-world examples of school principals managing paradoxes in

Israeli schools.

e Interviews: Semi-structured interviews with school principals, focusing on their perceptions of

paradoxes and strategies for balancing conflicting demands.

By synthesizing these data sources, the study aims to identify patterns in leadership behaviour, policy
adaptation, and resilience among school principals navigating paradoxical challenges.

Distinguish between different types of paradoxes. Management scholars have gleaned foundational
understandings from the realms of philosophy and psychology regarding the handling of paradoxes. Initially,
they looked to prominent philosophers to glean insights on navigating and evolving through encounters with
paradoxes. Subsequently, researchers investigated how organizations confronted paradoxes and managed
them. From this exploration, they identified distinct and meaningful patterns in addressing paradoxes.
This endeavor led to the development of six fundamental principles for addressing and evolving through
paradoxes within organizational contexts (Schad 2016).

The six foundational elements (building blocks) of paradox within the science (study) of management
are as follows:
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a. Categories — These encompass various types of paradoxes that underscore the tension between
divergent elements and highlight their inherently contradictory nature.

b. Interconnections — This pertains to how the diverse contradictions within an organization are
interrelated and function within the same framework. Paradoxes are not discrete entities; rather,
they mutually influence one another and the organization.

c. Collective Approaches —This aspect underscores the importance of incorporating diverse internal
and external factors into the organization’s understanding of paradoxes. It emphasizes the necessity
for coordination and collaborative efforts among different stakeholders to leverage organizational
paradoxes effectively.

d. Individual Perspectives — This segment delves into the emotional and cognitive approaches of
individual actors in response to organizational paradoxes, examining their reactions and behaviours
accordingly.

e. Outcomes — This section evaluates the outcomes resulting from various responses to paradoxes
within the organizational context.

f. Dynamics — This component explores the recurring cycles characteristic of a paradoxical reality.
Paradoxical tensions give rise to repeated patterns of interaction within an organization.

These foundational principles enable us to comprehend the inherent paradoxes within organizations and
prepare ourselves to confront the associated challenges. When considering the broader education system,
particularly focusing on the educational landscape in Israel, these fundamental concepts aid in identifying
the obstacles encountered by school principals.

In general, in organizational settings (Smith W. K. 2011), conflicting demands manifest in various
forms, impacting organizational processes and decision-making. Examples of such conflicting demands
include:

Collaboration-Control: Organizations often grapple with the tension between fostering employee
collaboration for innovation and teamwork while maintaining control over processes and outcomes to
ensure efficiency and effectiveness.

Individual-Collective: Striking a balance between the needs and aspirations of individual employees
and the collective goals of the organization can lead to tensions regarding autonomy, teamwork, and
organizational performance.

Flexibility-Efficiency: Finding an equilibrium between adaptability to changing market conditions and
maintaining operational efficiency and resource utilization poses a challenging paradox for organizations.

Exploration-Exploitation: Organizations must navigate the tension between exploring new opportunities
for growth and innovation while leveraging existing resources and capabilities to maximize current
performance and profitability.

Profit-Social Responsibility: Balancing the pursuit of financial profitability with social and environmental
responsibility can give rise to tensions surrounding ethical decision-making, stakeholder interests, and
long-term sustainability.

These conflicting demands introduce complexity, ambiguity, and uncertainty into organizational
processes, necessitating the development of strategies to effectively manage these tensions. Adopting a
dynamic equilibrium approach, which embraces paradoxical tensions, fosters creativity and learning, and
allows for flexibility and resilience, is crucial for achieving long-term success (Teece D. J. 1997).

The internal and external paradox within schools. The internal and external paradox within
schools is evident in the decentralization policy implemented by the Ministry of Education in Israel, which
significantly impacts the authority and autonomy of school principals. This policy shifts decision-making
power from centralized systems to individual schools, thereby augmenting administrators’ (principals’)
authority, autonomy, and discretion. Consequently, principals are tasked with assuming leadership roles and
shouldering increased responsibilities within their respective schools (Eden 1998).

This move towards decentralization empowers principals with greater control over decision-making
processes within their schools. They possess the autonomy to make decisions concerning curriculum, staff
management, and resource allocation based on the specific needs of their school community. This expanded
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authority enables principals to customize educational programs and initiatives to better address the unique
challenges and opportunities present in their schools.

As a result, there is an expectation placed on principals to foster growth and stability within their
schools. To achieve this, administrators must first and foremost motivate their staff, particularly teachers,
to collaborate in leading the school towards shared goals. However, they often encounter motivational
challenges among teachers due to various reasons (Golding 1993):

Limited Incentives: Teachers may lack sufficient incentives to undertake additional work or
responsibilities beyond their regular duties.

Burnout: The demanding nature of teaching can lead to burnout among teachers from the pressures of
their regular workload.

Fear of Consequences: Teachers may fear negative repercussions, such as increased workload or
testing, if they take on additional responsibilities.

This dynamic highlight the expectation from both supervision and external factors for school principals
to drive progress, while simultaneously facing resistance or reluctance from the educational staff to embrace
the changes being promoted (source). These factors underscore the importance of collective approaches and
individual strategies embedded within the educational institution

Consequently, principals find themselves in a dilemma where they strive to push forward, sometimes
independently, while also recognizing the significance of collaborative efforts (Gibton 2002). Zhang
(2015) identifies five dimensions of paradoxical leader behaviour that reflect the seemingly conflicting, yet
interconnected behaviours that leaders engage in, in order in order to manage a quality organization that
functions even in paradoxical situations:

a. Balancing self-focus with focus on others

b. Maintaining both distance and closeness

c. Applying uniform treatment to subordinates while allowing for individualization

d. Enforcing work requirements while providing flexibility

e. Maintaining control over decisions while granting autonomy.

The challenge that schools’ principals face is the difficulty of working in a public setting, which does
not allow compensation and personal reward, with a team that does not always want the change it is trying
to lead. It should be emphasized that different systems in the world cracked the system and found a way
to allow the teacher in a system of conditions for growth and growth “only as a teacher” within the school
(Darling-Hammond 2017). The Israeli education system has not yet cracked the possibility of personal
growth within the system as a teacher compared to other systems in the world (Darling-Hammond 2017).
Considering this, there is difficulty in giving personal expression to the growth of each of the team within
the formal system of the principal.

In addition, principals see themselves as an autonomous system and the policy of decentralization
and restructuring of schools in Israel. However, in Israel, unlike some other countries, decentralization
is characterized by informal changes, which are rarely accompanied by legislation, and therefore not
accompanied by an open public debate (Sergiovanni 1995) concerning decentralization and restructuring
policies in Israel.

This situation leaves school principals in a position where they are expected to advance schools in line
with decentralization principles mandated by the central government, yet at times, lack the necessary tools
to enact internal changes, such as motivating teaching staff, and external changes, such as formal authority
for structural changes (Gibton 2002).

Looking at the paradox from a different angle. Lewis (Lewis 2000) proposes a framework for
comprehending paradoxical tensions and their management, along with reviewing studies exploring
paradoxes that hinder change and expansion. Examples of common paradoxes in organizational studies
encompass tensions between authority and democracy, discipline and empowerment, and formalization
and discretion. These paradoxes underscore the coexistence of seemingly contradictory elements within
organizations, such as the simultaneous need for control and flexibility, or the dual emphasis on efficiency
and creativity. Moreover, learning paradoxes involve the tension between traditional and innovative modes
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of thinking and acting, while organizational paradoxes highlight simultaneously conflicting demands for
performance, empowerment, and formalization.

Principals can transcend merely labeling paradoxes as problematic by utilizing the paradox framework
as a thought-provoking tool or perspective to examine apparently surprising findings of organizational life.
This framework aids principals in addressing existing tensions, understanding why they may fuel cycles
of reinforcement, and managing paradoxes to foster change and comprehension. By actively seeking out
paradoxes or explaining anomalies as they arise, principals can deepen their understanding of conflicting
emotions, demands, and practices, which are more aligned with the paradoxical nature of individuals,
groups, and organizational life, especially within their own organization.

A principal entrenched in the reality of inherent paradoxes can view the paradox not as an obstacle or
crisis, but rather as a component that enables them to rethink the situation from a different angle. Lewis
discovered that administrators who approach problems from a unique perspective often find creative
solutions to these challenges.

When a administrator opts to integrate both creative and conformist teachers into the educational team,
research suggests that including a mix of creative and conforming members enhances the team’s radical
innovation, while an imbalance towards detail-oriented members beyond a certain proportion hampers it
(Cress 1997). Creative members elevate conflict within a task but impede meeting team standards, whereas
conformists struggle to handle a task when it has a conflict within it but bolster the team’s adherence to
standards. The study identified specific ratios of different styles that influenced task conflict, team strength,
and compliance with team standards. However, only team intensity mediated the impact of styles on team
innovativeness (Leifer 2001).

The research concluded that team intensity mediated the effect of conformists on team innovativeness.
Conformist team members contribute to team innovation by reinforcing group harmony, cohesion, and their
team’s confidence in successfully achieving performance goals.

As per the theory, creative members hinder adherence to standards, whereas detail-oriented and
conformist members enhance it. However, this adherence, in turn, impedes the team’s radical innovation
(Livne-Tarandach 2004).

In light of the above, it appears imperative for the school principal to construct a team with the
appropriate blend that enables them to address conflicts while also maintaining cohesion and precision in
detail. Additionally, team strength serves as a crucial factor that, in turn, contributes to the ability to confront
the challenges of the educational team with various factors and facilitates creativity and innovation.

Strategies to support managers in navigating organizational paradoxes

Hatch (2002) found that one can use several strategies for identifying and addressing paradoxes within
the duties of the principal. These include narrative, psychodynamic, and multi-paradigm approaches.

Narrative approaches concentrate on everyday organizational life, aiming to uncover self-evident
contradictions. Psychodynamic approaches delve into the underlying psychological forces and unconscious
dynamics contributing to paradoxes. Multi-paradigm approaches involve integrating multiple perspectives
to grasp the complexity of paradoxical phenomena. These strategies aid in identifying and interpreting
tensions, as well as conceptualizing, mapping, and theorizing paradoxes, ultimately fostering a deeper
understanding of paradox within organizational contexts.

When Principals adopt a perspective that acknowledges the framework of paradox within the
organization and views the work within the school accordingly, they can employ these strategies to lead
their teams internally while also referring external factors. For instance, consider the narrative approach:
it allows us to perceive reality, which at times might present itself, as expressing the tension between
central and local governments as a space filled with self-evident contradictions. Each entity advocates for
its respective agendas, with the central government as a regulator striving to ensure uniformity and equal
educational opportunities nationwide, while local authorities prioritize enhancing the quality of education
within their jurisdictions. On the contrary, the local government will push for education which will be as
good as possible in the local realm. The head of the local government is at times elected to promote the
local education system.
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In this conflict, the principal is often found in the range as someone who tries to respond to the national
needs of the system on the one hand and trying to respond locally to the local demands of the community
and of course the local government on the other hand. When a Principal recognizes this space as a reality
that must be acted upon, it reduces the accompanying tension and allows him to leverage it for enhancing
school performance. Recognizing this inherent contradiction within the system alleviates the constant
pressure to find a solution and empowers the principal to navigate between national and local priorities.
An organization that embraces this complexity and paradox as inherent elements can effectively address
challenges and find solutions (alternative: An organization that knows how to provide a solution from the
understanding that this is complex and paradoxical built into the organization).

In the psychodynamic approach, discussions frequently arise between parents and team members
regarding effective strategies for interacting with and supporting children. A child experiencing difficulties
often projects onto their parents a sense of parental inadequacy, possibly stemming from similar childhood
experiences or an inability to grasp the complexity of the situation. This may be due to various factors such
as: religious or communal backgrounds, etc. Conversely, the teacher may also encounter frustration when
unable to effectively engage with the child, sometimes resorting to seeking quick solutions to remove the
child from the classroom.

Conversations with parents are inherently emotional rather than purely professional. Principals can
discern the underlying currents beneath such exchanges, recognizing the paradoxes they create in developing
collaborative work plans involving parents, teachers, and principals.

In the medical field, emergency room doctors navigate tensions related to effective communication by
understanding the various dimensions of communication (Putnam 2016). This involves the exchange of
clear and timely information, maintaining professionalism and empathy in interactions with patients and
colleagues, and managing the fast-paced, high-pressure environment of the ER. Strategies for managing
these tensions may include training in effective communication skills, establishing protocols for information
sharing and decision-making, and fostering a culture of open communication and collaboration among
healthcare team members (Dean 2014).

These actions can also assist teaching staff in comprehending the complexities faced by individuals
who may be experiencing crises as seriously as those encountered in an emergency room. A school principal
who grasps the underlying dynamics can engage in effective and empathetic dialogues with all stakeholders.
Furthermore, interventions such as process consultation, facilitating dialogue, and storytelling can aid in
involving stakeholders, fostering shared understanding, and navigating the intricacies of change (Denis
2012). It’s imperative to consider the unique organizational context and customize interventions to address
specific challenges and opportunities for change (Larson 2005).

In the third multi-paradigm approach, principal may find themselves addressing all the aforementioned
factors gathered around one table: the Ministry of Education, local authorities, educational staff, and parents.
In such a broad forum, each participant arrives with a desire to advocate for a particular topic or plan. The
principal must anticipate and reconcile the sometimes-conflicting desires of the various parties, striving to
unite them in collaborative efforts.

Key strategies for managing cultural differences and internal tensions in strategic alliances include
forming partnerships based on shared understanding of goals, pre-emptively addressing conflicts, establishing
clear communication channels, and cultivating trust and mutual respect between partners (Cunliffe 2016).
By recognizing the needs of all stakeholders and providing them with a platform, principals can foster
common alliances and bridge divides between parties.

The paradox as a tool to improve processes and thinking

Paradoxical frameworks contribute to increasing personal creativity through several psychological
processes. The study (Miron-Spektor 2011) indicates that adopting paradoxical frames evokes a sense of
conflict and increases people’s complex thinking, which leads to increased inquiry, sensitivity to unusual
associations and the creation of new connections between seemingly contradictory elements. This process
increases the thought processes of differentiation and integration, as expressed in the level of integrative
complexity of people, which in turn increases personal creativity. The sense of conflict experienced when
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adopting paradoxical frameworks may affect job satisfaction, well-being and motivation to engage in a
creative task, but it also leads to the identification of creative connections between seemingly unrelated
stimuli and the discovery of hidden insights (Tierney 1999).

Paradoxical frameworks play a crucial role in fostering personal creativity through various psychological
mechanisms. Research conducted by Miron-Spektor (2011) suggests that embracing paradoxical perspectives
triggers a sense of conflict, prompting individuals to engage in more complex thinking. This heightened
cognitive processing encourages increased exploration, sensitivity to extreme situations, a greater openness
to unconventional associations, and the formation of novel connections among seemingly contradictory
elements. Consequently, this cognitive process enhances both differentiation and integration, as evidentt in
the elevated level of integrative complexity observed in individuals, ultimately fostering personal creativity.
While the experience of conflict arising from adopting paradoxical frameworks may impact factors such as
job satisfaction, well-being, and motivation for engaging in creative tasks, it also facilitates the recognition
of creative associations between seemingly disparate stimuli and the revelation of latent insights (Tierney
1999).

Moreover, paradoxical frameworks foster a concept known as “paradoxical inquiry”, where conflicting
elements are exposed and explored, leading to the discovery and testing of alternative solutions. This method
enhances individuals’ capacity to address strategic contradictions, ultimately yielding fresh perspectives
on existing issues. Research consistently demonstrates that paradoxical perspectives boost creativity
(DeFillippi 2007).

Paradoxical frameworks contribute to enhancing individual creativity by eliciting a sense of conflict,
fostering complex thinking, and encouraging exploration and the formation of new associations, thereby
resulting in heightened creativity.

The dynamic equilibrium model of organizational dynamics posits that paradoxical tensions are
inherent and enduring within organizations. It elucidates how purposeful and cyclical responses to paradox
over time facilitate sustainability, which encompasses peak performance in the present while ensuring
future success. The model proposes that organizations can manage paradoxical tensions by simultaneously
embracing them rather than attempting to resolve them (Smith W. K. 2011). This approach involves four
key steps: stress identification, stress acceptance, stress reframing, and stress alignment. According to the
model, this virtuous cycle fosters sustainability by promoting creativity and learning, fostering flexibility
and resilience, and unlocking human potential (Jarzabkowski 2007).

RESULTS

The study reveals several key paradoxes influencing school leadership:

1. Autonomy vs. Centralization: While decentralization grants principals more authority, the lack of

legislative backing results in limited actual control over systemic decisions.

2. Control vs. Flexibility: Principals are expected to enforce educational standards while also fostering

creativity and adaptability in their schools.

3. Innovation vs. Stability: School leaders must encourage pedagogical innovation while maintaining

structured, stable learning environments.

4. Collaboration vs. Individual Responsibility: Principals must balance teamwork among teachers and

staff while ensuring accountability at the individual level.

Findings suggest that principals who embrace paradox as an integral part of their role-rather than a
problem to be solved—develop more adaptive, creative, and sustainable leadership strategies. These include
distributed leadership models, collaborative decision-making frameworks, and enhanced stakeholder
engagement. The study underscores the need for professional training programs, leadership development
initiatives, and policy reforms to better equip school principals for navigating paradoxical challenges in
educational management.
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CONCLUSION

This study highlights the management paradox as a fundamental challenge in school leadership,
emphasizing the complex and often contradictory demands placed on school principals. The findings
reveal that principals must navigate tensions between autonomy and centralization, control and flexibility,
innovation and stability, and collaboration and individual responsibility. These paradoxes create unique
challenges that require adaptive leadership, strategic thinking, and resilience.

The research suggests that school principals who embrace paradox as an inherent aspect of their
role—rather than viewing it as a problem to be solved—develop more effective leadership strategies. Key
approaches include distributed leadership, collaborative decision-making, and fostering a culture of
adaptability and innovation. Additionally, stakeholder engagement, professional development, and policy
reforms are essential in supporting principals as they manage these complexities.

To strengthen the role of school principals in handling paradoxes, educational policymakers and
administrators should invest in leadership training, mentorship programs, and structural reforms that
promote a balance between centralized oversight and school autonomy. By equipping principals with the
necessary tools to manage paradoxes constructively, educational institutions can foster more resilient,
innovative, and high-performing school environments.
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Abstract: This systematic literature review highlights the formative effects of early childhood attachment
experiences on stress regulation and physiological adaptability later in life. Our analysis of studies from
leading scientific databases emphasises that individuals with secure attachment histories show more
efficient cortisol regulation and faster return to baseline stress hormone levels. The article reveals the
neurobiological mechanisms underpinning these processes, in particular the functions of the prefrontal
cortex, amygdala and hippocampus in emotional and stress-related processing. Further findings show
that the benefits of secure attachments persist into adulthood. These insights emphasize the urgency of
developing educational practices based on biological evidence to promote effective stress management
strategies from childhood onwards and thus strengthen emotional and mental health in the long term.
Keywords: Bonding experiences, Stress regulation, Cortisol regulation, Neurobiological mechanisms,
Early childhood development

INTRODUCTION

The way in which we experience emotional connections significantly influences our ability to deal with
stress. In an era where stress has become a ubiquitous buzzword, the profound biological processes that
actually occur when we experience stress are often overlooked. Studies show that our earliest attachment
experiences — the quality of the relationships we form with the ones who take care of us as children — play
a fundamental role in shaping our stress responses (Sroufe et al. 2009). Recent research from neuroscience
in conjunction with Bowlby’s (1969) traditional attachment theory sheds light on how these early childhood
interactions and secure attachment experiences with caregivers shape not only our emotional responses but
also our physiological stress regulation throughout life (Dannlowski et al. 2011).

The neurobiological mechanisms that mediate these effects are profound. Research, e.g. by Siegel
(2012), shows that secure attachment experiences can positively influence the development of the prefrontal
cortex and the limbic system, particularly the amygdala and the hippocampus. These brain regions are
crucial for emotional processing and stress regulation (Gunnar and Quevedo 2006). The interactions that a
child experiences with their carers can thus shape the neuronal architecture responsible for the regulation of
stress hormones such as cortisol and the synthesis of oxytocin, the so-called bonding hormone (Hostinar et
al. 2013; Rass 2017). These hormonal processes are crucial for our body’s ability to adapt to psychological
stress and directly influence our ability to cope with stress and emotional stability.

The influence that attachment experiences exert on these hormonal processes could open up innovative
perspectives on mental health and development. Researchers have suggested that by improving the quality
of attachment in the early years of life, through targeted educational and psychological interventions, long-
term positive effects on stress management and overall mental health can be achieved (Cassidy and Shaver
2016). These findings could help to facilitate the development of personalised care strategies that promote
attachment skills and improve stress management.

An increased focus on fostering secure attachments in childhood and understanding the underlying
neurobiological processes offers new opportunities to strengthen psychological resilience and emotional
health across the lifespan.

RESEARCH METHODOLOGY
The research methodology for this article was based on a systematic literature review aimed at gaining
comprehensive insights into the interactions between attachment experiences and stress regulation. The

114



Yishay Nikriti

literature review followed a well-defined methodology that focused on selecting and analyzing academic
publications that investigate the relationships between early childhood attachment experiences and
physiological stress responses.

Methodology of the literature review:

1. Search strategy: Leading scientific databases such as PubMed, PsycINFO and Google Scholar were
searched to identify relevant literature. The search terms included combinations of “attachment theory”,
“stress regulation”, “cortisol”, “oxytocin”, “prefrontal cortex”, “limbic system” and similar terminological
variations.

2. Inclusion criteria: Studies and literature were included that provide empirical data on the effects of
attachment experiences on stress regulation, as well as reviews that present theoretical models or summaries
of existing research findings. Particular emphasis was placed on papers that combined neuroscientific
approaches with psychological and educational perspectives.

3. Data analysis: The selected studies were systematically analysed to extract their methods, main
findings and conclusions. This information was critically analysed to provide a comprehensive picture of
the current research landscape and to understand how attachment experiences shape the physiological basis
of stress management.

RESULTS

The results of the literature review impressively illustrate that early attachment experiences have a
decisive influence on physiological stress regulation. A large number of studies analyzed as part of this
review consistently show that individuals with secure attachment have a more effective regulation of stress
hormones such as cortisol compared to insecurely attached individuals:

The study by Gunnar and Quevedo (2006), which investigated the effects of attachment styles on the
stress response in children, provides important insights into the biological mechanisms underlying these
processes. In their research, Gunnar and Quevedo (2006) used a sample of children of different ages who
were exposed to various experimentally induced stressful situations. This could be a separation experience
from the carer or a cognitively challenging task. The children’s reactions were quantified by measuring the
cortisol level in their saliva before and after the stressful situations. The study found that securely attached
children showed a significantly faster reduction in cortisol levels after the stressful event than insecurely
attached children. In securely committed children, cortisol levels normalized more quickly, indicating a
more efficient activation and subsequent deactivation of the hypothalamic-pituitary-adrenal axis (HPA
axis). The mechanisms underlying these processes involve several key areas of the brain that are involved
in the regulation of emotions and stress (McEwen 2013):

1. Prefrontal cortex: The prefrontal cortex (PFC) plays a crucial role in the regulation of the HPA axis,
particularly in the assessment of stressors and the initiation of appropriate responses. In securely attached
children, the PFC is better able to modulate the stress response by more effectively controlling the activity
of the amygdala, a key center for emotional responses.

2. Amygdala: The amygdala is significantly involved in processing emotional stimuli and triggering
stress responses. Studies such as this one have shown that secure attachment is associated with a less
reactive amygdala in stressful situations, suggesting that securely attached children are less emotionally
vulnerable to potential threats.

3. Hippocampus: The hippocampus is important for providing feedback to the HPA axis to terminate the
stress response. It helps to assess and store information about stressors and plays a role in inhibiting cortisol
production after the stressor has ended. In securely attached children, a well-functioning hippocampus
supports a rapid return to normal cortisol production and promotes long-term stress resilience.

The findings of Gunnar and Quevedo (2006) emphasize the importance of secure attachment for the
development of effective coping skills. This study contributes to the understanding of how early childhood
experiences influence neurobiological development and lay the foundation for coping with psychological
stress later in life.

Another striking example is provided by a research study by Sroufe et al. (2009). In their longitudinal
study, Sroufe et al. (2009) comprehensively investigated the long-term effects of secure attachment

115



Jana Johnson

experiences on stress regulation and emotional development. In this research, children were followed from
early childhood to adolescence to observe the development of their emotional and physiological responses
to stress. The study started with a group of children aged five years who grew up in a care environment
classified as supportive. This environment was defined by the emotional availability and responsiveness of
the carers, which is considered an indicator of secure attachment. When the children were ten years old,
they were subjected to a series of stressful testing situations, such as academic exams and social challenges,
while their cortisol levels were measured. The results showed that children who had experienced secure
attachments in their early years had significantly fewer emotional problems at the age of ten and lower
cortisol levels during the stressful tests. This suggests that secure attachment experiences have a lasting
effect on the ability to cope with stress. In particular, it was observed that these children had more efficient
physiological stress regulation, which was manifested in a faster return to baseline of their cortisol levels
after the stressor ended. The researchers attributed these effects to increased neuronal connectivity in the
prefrontal cortex and limbic system, which are crucial for emotional regulation. The prefrontal cortex,
known for its role in decision-making and emotional control, and the limbic system, which includes the
amygdala and the hippocampus and is directly involved in emotional processing, were strengthened in their
development and function by the secure attachment experiences. This study by Sroufe et al. (2009) thus
confirms that early social interactions and the quality of attachment experiences are decisive factors for the
development of effective stress management strategies. Promoting secure attachments in childhood can
therefore have long-term positive effects on emotional health and stress management in later life.

The scientific literature also confirms that this improved stress regulation not only persists in childhood,
but also in adulthood. Adults with secure attachment histories show better emotional and hormonal
adaptability in challenging life situations. A 2013 study by Hostinar et al. examined the long-term effects
of secure attachment experiences from childhood on stress responses in adults. This research provides
valuable insights into how early childhood social experiences influence the physiological mechanisms
that respond to stress in adulthood. Hostinar et al (2013) conducted a prospective longitudinal study that
followed participants from early childhood into adulthood. The study measured participants’ cortisol levels
in response to standardized stress tasks to assess the efficiency of their stress-related hormone regulation.
The researchers grouped participants based on the quality of attachment they had experienced in childhood
with their primary caregivers, distinguishing secure and insecure attachments. The results showed that
adults who had experienced secure attachments as children produced significantly less cortisol in response
to stress compared to those with insecure attachment experiences. They also returned to their baseline
hormonal states more quickly after stressful events. These findings also strongly suggest that secure
attachment in childhood is associated with more effective regulation of the endocrine system in adulthood,
which improves stress management.

The authors of the study explain that the improved stress regulation in securely attached adults is
mediated by a more efficient function of the hypothalamic-pituitary-adrenal (HPA) axis. Secure attachment
may lead to optimised neural development during critical developmental periods in childhood, which
promotes a healthier response of the HPA system to stress later in life. This includes improved feedback
regulation between the amygdala, hippocampus and prefrontal cortex, which work together to modulate
HPA axis activity (Hostinar et al. 2013).

CONCLUSION

Summarizing the results of the studies on the impact of early attachment experiences on stress
regulation highlights the critical role of attachment security in the development of physiological stress
coping mechanisms. Secure attachment promotes efficient regulation of stress hormones such as cortisol
and supports the synthesis of oxytocin, which is essential for emotional well-being and stress resilience
(Rass 2017).

Studies such as those by Gunnar and Quevedo (2006) and Sroufe et al. (2009) illustrate that securely
attached children experience a faster normalization of cortisol levels after stressful events, an indicator of
effective activation and deactivation of the HPA axis. This is supported by increased neuronal connectivity
in the prefrontal cortex and limbic system, which according to McEwen (2013) are essential for emotional
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regulation. In addition, research by Hostinar et al. (2013) shows that these effects persist into adulthood and
provide a stable basis for long-term emotional health and stress management.

Interdisciplinary research emphasizes that oxytocin, often referred to as the ‘bonding hormone’, also
plays a key role in this dynamic. Secure attachment in childhood leads not only to an adaptive cortisol
response, but also to increased levels of oxytocin, which promotes social bonding and stress reduction
(Gunnar & Quevedo 2006). These hormones work together to create a robust network for emotional stability
and stress resilience that accompanies individuals through all stages of life

The latest research reveals that secure attachment experiences are not only desirable but essential for
the development of effective stress coping mechanisms. Yet despite this clear evidence, as comprehensively
outlined by Bowlby (1969), many educational systems still seem reluctant to integrate such crucial findings
into their practices. The need to implement early childhood interventions to promote secure attachments is
unequivocally emphasized by science. These interventions could have profound long-term positive effects
on physiological and emotional health. So why is pedagogy lagging behind this body of knowledge? Siegel
(2012) stresses that educational institutions and care programs need to acknowledge the scientific evidence
and proactively develop programs that realize these life-changing benefits. Only by embedding these
biologically based insights into everyday educational practice can we hope to raise future generations to be
more resilient and emotionally healthy individuals.
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KAK ITPUBBP3AHOCTTA KOHTPOJIMPA HUBATA HA CTPEC:
IHOIVIEJL BbPXY U3CJIEIBAHUSA HA MO3BKA

Peztome: Tozu cucmemamuyen aumepamypen npeeied noouepmasa @opmupawume egpexmu Ha
NpeXtCUBABAHUAMA HA NPUBLP3AHOC 68 PAHHOMO OemCmeo 6bpXy pecyiupanemo Ha cmpeca U
Quzuonocuunama aoanmueHocm 6 No-KvceH eman om xcugoma. Hawwuam ananuz na npoyueanus om
gooewju HayyHu Oa3u OAHHU NOOYepmasa, e Iuyama CbC CU2ypHa UCMOPUS HA NPUBLP3AHOCT NOKA38AM
no-eghexmusHa pezynayus Ha KOPMU301a u n0-06bP30 8b3CMAHOBABAHE HA USXOOHUME HUBA HA XOPMOHUME HA
cmpeca. Cmamusama paskpusa HespooOUOI02UYHUME MeXAHU3MU, KOUMO cd 8 OCHO8AMA HA me3u npoyecu,
no-cneyuanrio yHKyuume Ha npe@ponmanrHama Kopa, amueoaiama u Xunokamnyca npu obpabomkama
Ha emoyuume u cmpeca. JonviHumenHu KOHCMamayuu nokaseam, ue noa3ume Om CcueypHama
NpUBLP3AHOC Ce 3anazeam U 6 3psna 6vb3pacm. Tesu npo3penus noouepmasam cneuHama HeooxooumMocm
om paspabomeare Ha 0bpazoeamentu NPAKMuKU, OCHOBAHU HA OUONO2UYHU OOKA3AMENCMEd, KOUmMo 0d
Hacvpyasam ehexmusHu cmpameuu 3a CAPAssHe CbC Cmpeca ouje om 0emcmeomo u no mo3u Ha4uH 0da
VKpensam eMOYUOHAIHOMO U NCUXUYHOMO 30paee 8 ObI20CPOUeH NIAH.
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INTRODUCTION TO TRAFFIC PSYCHOLOGY AND INDIVIDUALLY SELECTED
TRAFFIC PSYCHOLOGY TOPICS

Katja Lore Schug
University of Library Studies and Information Technologies

Abstract: Fastenmeier and Gstalter (2021, p. 8) describe traffic psychology as the science of the behavior of
road users. In summary, traffic psychology is an application-oriented discipline. It attempts to transfer the
basic findings of psychology to mobility and road traffic (Fastenmeier & Gstalter 2021). Current research
topics in traffic psychology include, among others, distraction in traffic, aggression in traffic, and for
example the special group of older road users. Discussions often take place about older road users as a
high-risk group. According to current studies, for instance, age alone does not justify doubts about driving
ability (Fastenmeier & Gstalter 2021, p. 165). However, when the actual mileage is taken into account and
a distinction is made between frequent and infrequent drivers, a different picture emerges. Irrespective of
age, infrequent drivers who cover less than 3,000 kilometers a year have a significantly higher accident risk
than frequent drivers who cover more than 3,000 kilometers a year. Among frequent drivers, senior citizens
have the lowest accident risk. On the other hand, senior citizens aged 75 and over, who drive less than 3,000
kilometers annually, have an elevated risk of accidents.

Keywords: Traffic psychology, distraction in traffic, aggression in traffic, older road users

INTRODUCTION

“Traffic psychology is concerned with the experience and behavior of people in traffic, transportation,
and mobility systems and the underlying psychological processes” (Vollrath & Krems 2011, p. 14). Traffic
psychology has a long scientific tradition and is one of the oldest psychological disciplines. Some of the
first empirical studies in psychology dealt with traffic-related issues (Miinsterberg 1913). Since then, traffic
psychology in German-speaking countries has focused on the diagnosis, counseling, rehabilitation, and
retraining of drivers with driving problems. A small area of research and practice focuses on mobility,
behavior in road traffic, road safety, vehicle and road environment design. Overall, this is an interdisciplinary
field, an innovative research area with its own methodology and theoretical approaches. It is therefore
worth considering a more detailed definition:

“Traffic Psychology can be understood as a cross-sectional discipline of general and applied psychology
with strong links to industrial and engineering psychology. Its cognitive interest is fundamental, application-
oriented, and thus practice-oriented. The focus is on the experience and behavior of people in traffic and
transportation systems and the underlying psychological processes. It is an innovative research field with
its own methodology and theoretical approaches. From the beginning it has had a strong interdisciplinary
orientation. In particular, there are points of contact with engineering, medicine, and law” (Fastenmeier
2019). Overall, traffic psychology is therefore an applied discipline, as it aims to “apply the basic findings
of psychology to transportation and mobility” (Fastenmeier 2019). In short, Fastenmeier and Gstalter (2021,
p. 8) describe traffic psychology as the science of the experience and behavior of road users.

RESEARCH METHODOLOGY

Fields of Traffic Psychology

The domains of activity in transportation psychology are very diverse and can be roughly divided into
three areas. These are based on the subfields of occupational psychology:

1. analysis and evaluation of people, activities, and the transportation environment

2. implementation in design, intervention and development

3. analysis, design and intervention with regard to the effects and consequences of the transport system.
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To answer traffic-psychological questions, e.g. how often road users are distracted by smartphones
and how dangerous this is, different research-methodological approaches are used: surveys, interviews,
observations, simulator and laboratory studies, naturalistic driving behavior observations, as well as
accident statistics.

The research methodology will principally consist of selected descriptive case studies from the practical
work of assessment in the field of traffic psychology. For this purpose, interviews will be conducted,
transcribed, and then evaluated and interpreted using qualitative content analysis according to Mayring
(2015). Seven individual cases from the daily work of traffic psychology were selected, which are intended
to illustrate the various facets of aggressive behavior in traffic.

RESULTS

Individually Selected Traffic Psychology Topics

A primary responsibility of traffic psychologists is to analyze traffic behavior. The subsequent section,
therefore, will provide a comprehensive overview of individually selected traffic psychology topics.

Distraction in traffic

Distraction is an often underestimated source of danger in traffic. Active participation in road traffic,
whether as a cyclist, pedestrian or driver, requires full concentration and attention at all times. A brief moment
of inattention can lead to risky driving, dangerous traffic situations or even accidents. Distractions can come
in many forms: visual, auditory, physical, and cognitive: reading a text message, for example, involves
elements of visual, cognitive and physical distraction. The consequences can be poorer vehicle control,
delayed reactions and less attention to relevant visual information, e.g. missing important information due
to too short a look at the road, narrowing of the field of vision and increased mental stress. People often try
in vain to compensate for the effects of distraction by driving more slowly.

Aggressive behavior in traffic

The atmosphere on the roads is often characterized by tension and hostility. Headlines such as these
are frequently reported in the media. Aggressive behavior can manifest in various forms, including jostling,
tailgating, and flashing lights. This phenomenon appears to be pervasive in daily life. To develop a scientific
approach to understanding and addressing aggressive behavior in road traffic, it is essential to address the
following questions: What is the definition of aggressive behavior? What is the prevalence of aggressive
behavior in road traffic? What measures can be taken to reduce aggression?

Definition of aggression in traffic

Aggressive behavior can be conceptualized as a motivation to inflict physical or psychological harm
upon objects or individuals. The current emotional state and triggers of aggression can play a role in this.
Herzberg and Schlag (2006) proposed a two-type taxonomy of aggression in road traffic: instrumental
aggression, defined as a form of aggressive behavior that entails the acceptance of harm, and affective
aggression, characterized as hostile behavior aimed at deliberately inflicting harm on others. Notably, the
scientific community has yet to reach a consensus on a unified definition of aggressive behavior.

A more neutral term is “traffic climate”, which refers to how road users perceive and evaluate interactions
in road traffic. This concept focuses not only on negative aspects, but also on positive interactions (e.g.,
considerate behavior) (Holte 2021).

There is no reliable data on the extent of aggressive behavior in road traffic and its risk potential. Reports
of an increase in aggression may be influenced by media coverage and public awareness, not necessarily
reflecting actual changes. Regular surveys on the traffic climate provide more useful information for road
safety work.

What causes aggressive behavior in traffic?
The etiology of aggressive behavior in the context of road traffic is multifaceted, with the primary
causes attributable to either individual characteristics or situational factors (Klimmt et al. 2014). Among
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the individual-level factors, gender and age have been demonstrated to influence aggression in road traffic.
Specifically, young men exhibit a higher propensity for aggressive behavior compared to female and older
road users. Furthermore, personality traits such as carelessness, anger, impulsiveness, and a narcissistic
personality structure have been identified as contributing factors to aggression. The willingness to act
aggressively can be heightened by strong negative feelings, such as anger or rage. Additionally, a lack of
impulse control and empathy have been identified as significant contributors to aggressive behavior.

Furthermore, an aggressive and confrontational approach to stress has been shown to be associated
with an increased frequency of traffic violations and a higher probability of involvement in accidents (Evers
2009). However, it is not yet possible to directly determine how often aggressive driving is the cause of an
accident.

Older road users

The increasing number of older road users has brought with it a challenge for society: ensuring their
safe mobility for as long as possible (Fastenmeier & Gstalter 2021, p. 149). This project is very important
because it helps people be more active in their communities and improves their lives. When thinking about
stopping to drive and having mandatory fitness-for-driving tests based on age, it is important to consider
how this might affect the quality of life of the elderly. For instance, research has shown that older people who
stop driving report a decrease in the frequency of trips, an increase in depressive symptoms, and a decline in
cognitive abilities and physical functioning. In view of these results, it is important to prioritize maintaining
older adults’ ability to drive, while emphasizing the importance of road safety. It is also noteworthy that
older adults are increasingly cycling and walking, underscoring the need for comprehensive strategies that
address the interplay between mobility, age, and road safety.

Accident analysis

The investigation of accident statistics reveals that older road users are involved in a significantly lower
number of accidents when compared to other age demographics. The risk of being involved in an accident,
as measured by accidents per kilometer driven per year, is comparable to that of individuals between the
ages of 25 and 29. However, when the risk of fatality is considered, it is analogous to that of individuals
between the ages of 21 and 24. However, this risk remains significantly lower than that observed among
the particularly vulnerable 18 to 20-year-olds.The heightened risk of fatality in accidents can be attributed,
at least in part, to the increased vulnerability of older individuals, a phenomenon referred to as the “frailty
bias”. A distinction can be made between two groups: those who drive less and those who drive more.
Notably, infrequent drivers, defined as those who travel less than 3,000 kilometers annually, exhibit a
considerably elevated mileage-related accident risk in comparison to frequent drivers, who travel more than
3,000 kilometers per year. Among frequent drivers, senior citizens demonstrate the lowest accident risk.
The heightened accident risk observed among senior citizens is confined to infrequent drivers, particularly
those aged 75 and above. The reduced mileage among older drivers is primarily attributable to alterations
in driving habits, such as the transition to retirement and the potential decline in performance resulting from
illness or advanced age.

Loss and compensation of performance

Aspects of cognitive performance demonstrate a tendency to decline with age. Sensory abilities
are often reported to be reduced by older people, including reduced contrast perception, slowed dark
adaptation, increased sensitivity to glare, and a slowed speed of accommodation. Cognitive functions are
often impaired by older people, including the efficiency of the usable field of vision, information processing
speed, the fading out of irrelevant stimuli, the switching of attention between tasks, and the estimation of
speed. Motor skills are also impacted, manifesting as reduced speed and limited mobility of the cervical
spine. A significant challenge for many older individuals is the processing of complex traffic scenarios. The
leading causes of accidents involving older individuals include failure to yield at intersections, incorrect
lane changes, and improper turns or lane changes. As individuals age, the probability of developing medical
conditions also rises, frequently necessitating medication. These changes can have a detrimental effect on
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road safety. However, it is crucial to note that the decline in performance cannot be regarded as affecting
all areas of functioning, nor as a universal decline in abilities that affects all individuals. Consequently,
chronological age alone is not a reliable predictor of an older individual’s performance and accident risk.
Instead, it is the correlation between age-related deficits and often gradual illnesses that lead to an increased
safety risk in traffic.

Another theoretical framework pertains to the concept of selective optimization through compensation
(SOC), proposed by Baltes and Baltes (1989). This model elucidates a process of effective adaptation to the
challenges associated with the aging process. The SOC model is predicated on the life-span concept, which
posits the occurrence of gains and losses during the course of aging. In the SOC model, the concepts of aging
and success are not regarded as mutually exclusive. The prevailing cultural narrative often portrays aging as
a period of decline, marked by losses and limitations, while youth is often associated with upward mobility,
success, and gains. According to Baltes and Baltes (1989), reserves and resources are present in old age and
can be further developed. The SOK model posits three central adaptation processes: selection (choosing,
focusing), optimization (practicing, training), and compensation (tricking, balancing).These processes
will be elaborated upon using a practical example. The pianist Arthur Rubinstein, who demonstrated the
capacity to perform his piano compositions with a seemingly consistent level of proficiency, irrespective of
his age. This ability was attributed to the implementation of specific strategies: he curated his performance
repertoire to encompass a select number of pieces (selection), he engaged in more intensive and focused
practice regimens for the remaining pieces (optimization), and he strategically played passages that were
followed by faster passages more slowly, thereby creating the perception of increased speed (compensation).

In general, older adults tend to compensate for existing deficits, which involves adapting to age- or
illness-related performance declines and adjusting their behavior accordingly. This may include reducing
driving frequency, avoiding rush hour, and driving more slowly. The loss of performance due to age and
illness increases the risk of accidents if adequate compensatory measures are not in place. The prerequisites
for adequately compensating for reduced performance include recognizing and accepting one’s own deficits,
correctly assessing one’s own fitness to drive, and knowing alternative forms of mobility.

Possible measures to improve road safety

A mandatory fitness test for older car drivers over a certain chronological age cannot be justified on the
basis of accident figures and scientific findings, as the benefits of such tests, which are already carried out in
many countries, have not yet been proven. Strict measures mean that senior citizens increasingly participate
in traffic as cyclists or pedestrians and are therefore less protected than in a car. This can have the effect of
increasing the risk of accidents for older people.

There do not appear to be any individual personal or biographical characteristics of older drivers that
could be used to predict an increased risk of accidents. Nor do medical tests and results of psychometric
performance tests allow any predictions to be made about this, as there is a lack of scientific evidence for a
criterion-valid prediction of the practical driving competence of older drivers based on test results.

If an older person’s driving competence is in question, a driving behavior observation drive is currently
considered the gold standard and therefore the best method to check driving fitness. A supplementary
practical driving test as part of a driving behavior observation test is therefore often recommended to
further check the driver’s ability to compensate. This can then be used to check whether any psycho-
physical performance deficits identified by the test psychologist can be compensated for by a careful and
experienced driving style when participating in real road traffic.

CONCLUSION

Future strategies for improving the road safety of older people should not only focus on their
performance deficits, but above all on their individual safety potential. These include: Compensatory
behavior, experience, safety-related attitudes, greater safety awareness, ability to learn.

Approaches to improving the road safety of older road users include, for example Targeted advice
and voluntary health checks by doctors, for example, offering voluntary driver training, providing tools
for better self-assessment (“self-test”), better labeling of potential impairment due to medication, reducing

122



Katja Lore Schug

mobility requirements, for example, removing barriers, finding simple solutions in traffic planning and
control, support through driver assistance systems.

The active mobility of senior citizens as cyclists and pedestrians should also be strengthened. Here,
training programs can help senior citizens to “dare” to get on their bikes or feel safer as pedestrians. However,
the traffic environment should also be designed in such a way that senior citizens can move around safely
(e.g. sufficiently long green phases at traffic lights, safe crossing points, wide cycle paths).
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BBBEJIEHHUE B IICUXOJIOT'UA HA YHACTHUIIUTE B TPAOUKA
N OTAEJHO U3bPAHU TEMMU OT ICUXOJIOT'UATA
HA YYACTHHUIUTE B TPAOUKA

Pesziome: ,, [lcuxonoeusma Ha OBUICEHUEMO Ce 3AHUMABA C NPENCUBABAHUAMA U NOBEOCHUEemO HA
Xopama 6 cucmemume 3a 08UICEHUE, MPAHCNOPM U MOOUTHOCM, KAKMO U C Jlexcaujume 8 OCHO8AmMda um
ncuxonozuyecku npoyecu (Vollrath & Krems 2011, c. 14). Fastenmeier u Gstalter (2021, c. 8) onuceam
ACUXONO2UAMA HA OBUNCEHUEMO KAMO HAYKA 3a NO0BeOeHUemo HA Y4acmHuyume 8 OsudiceHuemo. B
0000w eHle, NCUXONO2UAMA HA OBUICEHUEMO € OUCYUNIUHA, OPUEHMUPAHA KbM npurodicerue. Ta ce
onumea 0a npexece OCHOSBHUMe OMKPUMUSL HA NCUXOLO2UAMA KbM MOOUTHOCMMA U NBMHOMO 08UNCEHUe
(Fastenmeier & Gstalter 2021). Axmyannume u3ciedo8amencku memu 8 NCUXOIO02UAMA HA NbIMHOMO
08UdICEHUe BKIIIOYBAM, HAPeO C OPY2OmO, PA3CeU8AHemo 8 NbMHOMO 08UMICEHUe, a2Pecusima 8 NbMHOMO
08UdICEHUe U HANPpUMeD CNeyUudIHama epyna Ha no-8b3pacmuume Y4acmuuyuy 6 osudicenuemo. Yecmo ce
80051M OUCKYCUU 3d NO-8b3PACMHUME YUACMHUYU 8 08UICEHUemOo Kamo eucokopuckosa epyna. Cnopeo
AKMyaiHu Npoy48aHUsi HANpumep 6vb3pacmma cama no cebe cu He onpasoasa CbMHEHUIMAa OMHOCHO
cnocobnocmma 3a wogupane (Fastenmeier & Gstalter 2021, c. 165).

Kntouoeu oymu: ncuxonozusi Ha 08UdNCEHUEMO, PA3CeU8aHe HA GHUMAHUEMO 8 OB8UNCEHUEmMO, dazpecus 8
0BUIICEHUEMO, NO-8b3PACMHU YUACTHUYU 8 OBUNCEHUETO

Kars Jlope LLlyr, nokTOpanT
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POJIATA HA HEITPABUTEJICTBEHUTE OPTAHU3ALIMU (HITO)
B BbJITAPUS 3A CBBPEMEHHOTO
OBIIECTBEHO-UKOHOMMWYECKO PA3BBUTHUE

Credan Meronuen
Yuueepcumem no oubruomexosnanue u UHGOPMAYUOHHU MEXHOIOUL,
Donoayus ,, [ledpocm u munocvpoue — 2006

Pesztome: B masu pazpadbomra e nanpaseH 0030p HA 2pANCOAHCKUsL ceKmop & bvieapus, kamo ca uznon3eanu
00600 eHU OQHHU OM PAZTUYHU ACNEKMU 8 OeUHOCMMA HA HENPAGUMEICMEEHUMe OP2AHUZAYUU 6 KOHMEKCMA
HA pazeumuemo Ha epaxicoanckomo obwecmeo 6 bvaeapus. M3zciedeanemo e noceemeno Ha akmyaieH u
3Hauum npobnem. Badschocmma na nHecmonamckume OpeaHu3ayull 3a COYUAIHO-UKOHOMUYECKUST HCUBOM
ce nosuwasa, Koemo npeonocmass HeoOXOOUMOCMMma Om OYeHKA U AHAIU3 HA MSAXHOMO NPeoCmassiHe.
Hetinocmma um obaue He e c8bpP3aHa ¢ NOCMUSAHENO HA UKOHOMUYECKA U3200d, d C NO3UMUBHO 8b30eliCmaue
3a obwecmeomo. Tazu 0cobeHocm 00yciass cmpemedica Ha HeCMONAHCKUMEe OP2AHU3AYUU Od UPA3ZX008AN
ceoume pecypcu egpukacro u epexmusHo. Mzevpuien e ananuz na HIIO kamo ciodxcHo coyuanto senexue
upes onpeoensine Ha ONMUMATHUME 8PB3KU 6 ,, Mpemusi Cekmop .

Kntouoeu oymu: HI1O, uxonomuka, pazgumue, 2paxcoancko oouecmaso, ucmopus

YBO/]

[Ipuopurerure, peamTHOCTHTE W TMOCTIDKEHUSTA Ha HempaBuTencTBeHute opranmzanuu (HIIO) B
bparapus mpexuBsaBaT CHIIECTBEHHU MPOMEHU IMPE3 MOCIEIHUTE ToAWHU. ToBa M3CIeaBaHE MPEIOCTaBs
uH(popMalus 3a IeHHOCTTa, 3a CHIIHUTE U cinabute crpanu Ha HIIO cekropa, KakTo U MpPEenopbKU 3a
HETrOBOTO OBJCIIE.

dokychT Ha U3caenBaHeTo € Bppxy poista Ha HITO B nmpoueca Ha pa3BuTue Ha boarapus. Hanpasen e
3aIBI00YEH Mperies U olleHka Ha pecypeute Ha HITO cexTopa 3a n3mbIHEHHE HA HETOBUTE 3a7]a4H, KAKTO
Y aHaJu3 Ha ObJEHINTE MPEAU3BUKATENICTBA U Bh3MOKHOCTH 3a ycToiunBoTo passutue Ha HIIO cextopa
B boirapus.

Tomsimo mpenuzBukarenctBo 3a HITO e HeeeKTUBHOCTTA U KOPYNIIUATA B IbPKABHUTE MHCTUTYIINU.
CornmanHara MoIMTHKA ce sABsiBa Karo ciensanl npuopuret 3a HI1O. Te cmsTart, ue rpynute, KOUTO CTpaaaT
Hal-MHOTO OT MPaBUTEJIICTBEHUTE IMOJUTUKH, Ca MJIQJUTE XOpa, KOMTO pa3BUBAT T.HAap. ,,KyATypa Ha
eMUTpaIus‘, KakTo ¥ MaJI[UHCTBATA.

CrpIiiecTByBaT IIEHHOCTH M KOHLCIIIIUHU, CBBP3aHH C OPUEHTUPAHO KbM XOpaTa pa3BUTHE, HO TE CE
MPOSIBABAT MO-CKOPO Karo HACTPOCHUS U HAIIacH, OTKOJIKOTO KaTo SICHO Ae(UHUPAHU CTpaTeruu 3a
pa3BHTHE.

BaxHo 3akitoueHre OT TO3H MPETIe] €, Ue IbpiKaBaTra Ipeo10JisiBa CBOETO HETaTUBHO OTHOIIIEHUE KbM
HIIO u e 3anovnana a rv U3MOJA3Ba KaTO U3TOUYHUK HAa €KCIEePTH3a, KOATO JOMBJIBA ChIIECTBYBAIIUTE B
MPaBUTENCTBOTO. [[pHHOCHT, KOITO IbprKkaBaTa ThPCH OT TSIX, € Aa [TPeIaBaT MOCIAHUATA Ha TPABUTEIICTBOTO
Ha IIeJIEBUTE CH TPYIIH.

KazanoTo 10Tyk mokasBa, 4e CEKTOPBT CE€ € YTBbPAMII KaTo aJITeépHATHBA U MAPTHHOP HA IbprKaBaTa.

1. TeopeTnko-merogonornynu pamku Ha HITO

B nocnennure geceTuiieTuss MIKOHOMUKATa U TEXHOJIOTUUTE CE pa3BUBAT C BUCOKHU TeMroBe. Cb3aBar
Ce yCJIOBHS 32 Bb3HUKBAHE M 33bJI00YaBaHE HA COLMAIIHOTO HEPABEHCTBO M HECHPABEAIUBOCTTA, KAKTO
U Ha pa3lM4HU NpoOiieMH B cepuTe Ha EKOJOrHsTa, 3paBEoNa3BaHETO, JOCThIA J0 O0Opa3oBaHHE.
OOUKHOBEHO MNpEeNNpUEeTUTe MEpKHU ca Hee(EeKTUBHM M HEHaBpeMeHHH. llpu omona3oTBopsiBaHETO Ha
pecypcuTe € Halule HUCKA €(UKACHOCT U JIMIICA HA TPO3PAYHOCT.
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B Ta3u neHCTBUTETHOCT Bb3HUKBA HEOOXOIMMOCTTA OT CHIIECTBYBaHETO HAa (DOPMHUPOBAHMUS, KOUTO
Jla TOTIPUHECAT 3a PelIaBaHEeTO Ha IMMOCOYCHUTE MpoOieMH. B ChbBpeMEHHHUTE YCIOBUS OpraHU3alMUTE C
HECTOIAHCKa I1eJ1' UMAaT CHeUU(PUYHO MSCTO U POJIS B COLMAITHO-MKOHOMUYECKHUS KHUBOT. Te M3BbpIIBAT
CBOSITAa JICWHOCT B T.HAp. ,,TPETH CEKTOP‘* (OTHENIEH OT YaCTHHS U IyOJIMYHUS) U CE YTBbPXKIaBaT KaTo
QJITEpHATHBEH JIOCTABYMK Ha oOriecTBeHH Onara. Criopesa moaabp KaHust OT ATeHIMATA 110 BIIUCBAHUATA
TBpProBCcKH perucTvp M PErUCThP Ha opuanudeckuTe Juna ¢ Hecronancka 1en (KOJIHIL) B benrapust uma
peructpupanu Hax 26 xwi. HITO, ot xouto Han 70% ca capyxeHus.

[IpropuTH3upaHeTo Ha yCTOMYMBOTO pa3BUTHE B CBETOBEH IUIaH INPEAOCTaBS Ha HECTONAHCKUTE
OpraHM3aliy NOoBeYe Bb3MOKHOCTH Ja NOCTUraT IMO3UTHBHO COLMAIHO Bb3aeicTBUE. To OT cBOS cTpaHa
JIOTIPUHACS 32 HAPACTBAHETO HA 3HAYCHHUETO UM 3a 0OILIECTBOTO.

HIIO ca ocHOBHUTE CyOeKTH Ha TPaskJaHCKOTO OOIIECTBO, Ype3 KOMTO TO CHIIECTBYBA U PYHKIIUOHUPA.
CeuperenctBata 3a mbpBooOpa3u Ha HITO patupar ot mpeau HoBara epa. Ho OypHOTO MM pa3BuTHE U
IIOBUIIIABAHETO HA CTEIIEHTA UM Ha OPraHU3UPAHOCT 3aI104Bar €/1Ba B cpeiaTa Ha MUHaIus Bek. B ycrnoBusita
Ha IUTaHOBAa UKOHOMHMKA bbarapus m3zoctaBa OT CBETOBHHMTE TEHAECHLMHU. 3aTOBA JUHAMHYHUTE MPOLIECU
IIPY HECTOIIAHCKUTE OPraHU3allMy Y HAC POTUYAT OCHOBHO B kpast Ha XX B. ¥ Hadanoto Ha XXI B. Te3un
(opMHpOBaHUS ca BCE OLIe OTHOCUTEIIHO HOB M HEIOCTAThUHO M3CJieiBaH cyOeKT. Te ca B HauaseH ctaaui
Ha CBOETO Pa3BUTHE, HO BEYE Ca YTBBPAMUIIM KJIFOUOBATA CU POJIS.

Crpl1eCTBEH NPUHOC 33 PA3BUTUETO HA HECTONIAHCKUTE OPraHU3alluy Ce SIBABA IPUCHEIUHIBAHETO HA
bearapus kem EBponeiickus cbro3. To yBenamyaBa AOCTBIIA JO PECYPCH U YIECHSBA MEXKIYHAPOIHHUTE
naptHbopcTBa. OT CBOS CTpaHa TOBA JONPUHACH 3a M3IPaKJAHETO HA KalalUTEeT W MOBUIIABAHETO Ha
YCTOMYUBOCTTA.

HecTonanckure opraHu3anny He ce CTPEMST KbM Iedasnta, a KbM [TOCTUTaHEe Ha TO3UTHBHO COLIUATHO
BB3/ICHCTBHE. 3a Jla MAaKCUMH3HUpAT MOJIOKUTENHUS e(eKT 3a oOLIeCTBOTO, OpraHM3aLUUTE CIIE/BA
Jla yTpaBIIsiBaT CBOUTE pecypcH e(puKacHO, epeKTUBHO M mpo3payHo. TakoBa ymnpaBieHHE ce SBSBA U
KOHKYPEHTHO MPEeTUMCTBO, Ype3 KOETO Ce MPUBINYAT JOHOPH. B myOnukanusTa CHHOHUMHO C€ U3I10JI3BaT
MOHSTHSITA JTAPUTEIIH, CTIOHCOPU U 1IoHOpH. ToBa ca mMiiara, KOUTO OCUTypsIBaT CPEICTBA HA HECTOIIAHCKUTE
OpraHu3aIMH Ype3 MPEJOCTaBIHETO Ha (PMHAHCUPAHE.

CabImecTBYBaT HAKOJKO (hakTopa, KouTo rnpeyar Ha epextuBHOcTTa Ha HITO cexTopa, kaTo: orpaHuueHo
ydacTue, HeyCTOMUNBOCT, JIUIICA HA COJIMIAPHOCT ¥ CBBP3aHOCT B PAMKHUTE HA CEKTOPA, KAKTO U KOPYILHS,
0COOEHO TI0 OTHOIIICHHE Ha pasnpeaeneHueTo Ha Gougosere ot EC.

OcnoBuure ¢Qynknuu, kouto HIIO wm3mbinsBar, mMorar na ObJarT KIaCH(PHUUIUPAHU B pa3IUYHH
kateropuu. Ilo-momy ca mpeacraBeHn HSAKOM OT MPUCHUIUTE UM (PYHKIUH, KOUTO HE U34YEPIBAT BCHUKU
HACOKHM Ha TSIXHATa JAEWHOCT, HO MOT'aT Jia HU MIOMOTHAT MO-7100pe J1a pa30depeM TsAXHATa ChITHOCT U chepu
Ha AeiiCTBHE U BIUSIHUEC:

* Komnencupawja — cTUMyNMpaHe M HACOYBAHE HA I'paKAaHCKAaTa €HEPrus MpHU NPEooJisiBaHE Ha
HEIOPA3BUTOCTTA HA COLMAIHATA HHPPACTPYKTYpA.

* Macosuzupawa —BOIY 10 TPUOOIaBaHE KbM LIEHHOCTUTE Ha IPaKJaHCKOTO OOILECTBO HA B3MOXKHO
Hail-royisiM Opoii CyOeKTH C 1eNl pa3IIupsBaHe U yIpaBlIeHHe Ha TPaXKAaHCKOTO MPOCTPAHCTBO.

* Ungpopmayuonno-komyHUKamueHa:

— U35Ba HA Pa3IUYHU YOCKICHUS;

— MPEOCTaBsIHE Ha YCIIyTH, CBbP3aHU C BHACSHE Ha MPOMEHU HA JIMYHOCTTA U OOIIECTBOTO.

* Coyuanno-bnazomeopumenna u NOONOMa2awa GyHKYus.

* Cvxpansasawya — 3an1a3BaHe U pa3BUTHE HA HAL[MOHAJIHUTE TPaJULIUN.

Te3u ocHoBHu (yHkuuu Ha HIIO dopmupar menurte, KOUTO MpecienBaT OTICIHUTE OpraHU3alHH.
LlenuTte OT cBOSI CTpaHa MPEAONPEAENIT HACOKUTE HA IEHCTBUE, KAKTO U PE3YITATUTE, KOUTO CE OMMUTBAT
Jla TOCTUTHAT, TAXHATa OOLIECTBEHA 3HAUUMOCT M COLIMAIHO MpeIHA3HAYCHHE.

2. PazButune na HITIO

[To cBera mma Hax 10 MWIMOHA HEMPAaBUTEICTBEHH OPraHU3AIMU’, KOMTO, aKO OsXa OT/AEICHU B
CaMOCTOsITEIIHA IbPrKaBa, Iie 00pa3yBar rerara Hal-pa3BUTa HKOHOMHKA®,

HenpaBuTencTBeHUTE OpPraHM3allMU UTPasT KIIOYOBAa POJsl BbB (OPMHPAHETO M MpUJIaraHeTo Ha
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J€MOKPATUYHUTE MPUHIUIK B OOIIECTBOTO. TEXHUAT aBTOPUTET NMPOU3TUYA OT OTTOBOpHATA M T'PaJMBHA
podsi, KoaTo urpast. HezaBucumocTTa € 1HO OT OCHOBHHTE U ChIllecTBeHU cBoricTBa Ha HITO. 3a paGorara
Ha enHa HITO e BaxHO HaMMpaHETO HAa MAPTHHOPU U CHbMUIJICHUIIM [IPU peaJu3upaHe Ha HEHHUTE LIEIH.

HIIO 3anouBar ga urpadr Bce MO-BaXKHA POJIs B MPOLIECUTE Ha YIpPABIEHUE. 3aToBa M3y4aBAHETO
Ha poJsiTa M 3HAYEHHUETO HAa HEMPABUTEIICTBEHUTE OPraHU3AIMM € HEOOXOIMMOCT 3a ChBpPEMEHHAara
Hayka. [lo-rojsimMara gacT OT TSX ca Ch3[aJCHH 32 pelllaBaHe Ha KOHKPETHU MPOOJIeMU MM PabOTAT B
paMKHUTE Ha KOHKpETeH npolieM. /[Hec Te3n opraHu3aly aKkTHBHO CE€ 3aHUMAaBaT C BBIIPOCH, CBbP3aHU
C MPEAOCTAaBIHETO HA XyMaHUTapHA MTOMOILI, 3alMTaTa HA YOBEIIKUTE IpaBa U ONAa3BAaHETO HA OKOJHATa
cpena, OCUTYpPsSBaHETO Ha MUP U CUTYpPHOCT, Y4acTBaT B 00pa30BaTEIIHU IPOrPaMH U CIIOPTHH POeKTH. Te
MPEOCTaBAT aHAJIN3 U EKCIIEPTHA OLIEHKA Ha Pa3IMYHU, BKIIOUYUTEIHO ITI00aTHU po0ieMu, 1eHCTBAT KaTo
MEXaHHU3bM 32 ,,paHHO MPEIYNPEeKICHUE U JONPUHACST 33 HAOIIOIEHUE U3ITBIHEHUETO Ha 3aIbIDKCHUATA
Ha YYAaCTHULIUTE 10 PA3JIUYHU CIIOPA3yMEHUS.

Ho Bbnpeku nonoxurennara poist Ha HITO B TsixHara geliHoCT uMa onpeniesnienu npoonemu. OCHOBHUTE
3aKJII0YECHMS OTHOCHO PECYPCUTE HAa CEKTOPA II0KA3BAT, Y€ 3HAYMTEIIHA YACT OT UHTEJIEKTYaIHUS U €KCIIEPTEH
MOTEHIIMAJ Ha cTpaHata e KoHieHTtpupad B HITO. MadopmarusaTa u 3HaHUATa, TEHEPUPAHU B CEKTOPa, ca
CHJIEH pecypc. Brpeku ToBa abprkaBara NpoabikaBa Ja Obae Oe3pa3nuyHa KbM PeCypCHHUTE HYKIH Ha
HITO. bescniopen ¢axT e, ue uoemrkute pecypcu Ha HITO cextopa ca HemoctarbunH, kKaro nosedeto HITO
HaeMar J10 IleT Ay1Iu. 3aToBa Ce OTAaBa I'oJIIMO 3Ha4€HHE Ha TAPTHbOPCTBATA KaTo LieHeH pecypc. OTHOCHO
KaueCTBEHUTE XapaKTEPUCTUKU HA YOBELIKUTE PECYPCH HA CEKTOpa Hali-Ba)KHM Ca: BUCOKaTa MOTHBALMS,
00pa30BaHUETO U BUCOKATa EKCIEePTH3a.

Cpen HeMaTepHaIHUTE PECYPCH 3a U3KIIOYUTEITHO BasKHA B CEKTOpa ce cunta nHpopmarusra. Jlobpara
pernyTanus ChIIo ce cunTa 3a BaxkHa, karo HIIO vecto ce aconmuupar ¢ He3aBUCUMOCT, O0IIIECTBEHO OJ1aro,
MOMOIII, OJIATOTBOPUTENIHOCT U T.H. 'bBKABOCTTA M YHHKAJIHOCTTA Ca €IHU OT Hali-Ba)KHUTE Ka4eCTBEHHU
aCIIEKTH HAa HEMaTEPUAIIHUTE PECYPCH.

3a 6paemara ycroitunBoct Ha HITO cektopa € HeoOXonuMo Ch3AaBaHETO Ha CTpAaTErnYecKa pamMKa 3a
ycroitunBoct Ha HITO, ocHoBaHa Ha Tpu MepkH: eeKTHBHOCT (YCTONYNBO Pa3BUTHE ), NPOXbJIKUTETHOCT
(upe3 mpoabIKaBALM ACHHOCTH) M CAMOCTOSITETHOCT (UPE3 CaMOCTOSITEIHU MHCTUTYyLMH). DakTopw,
KOMTO BB3NPENATCTBAT yCTOMUNBOCTTA, ca, ue HIIO cekTopbT He € CTpyKTypHpaH, JUIICBAT CPEACTBA 3a
BBTpEIIIHA KOMyHHKaIXs 1 00MeH Ha nH(opMmarys. 3a 1a UMa sICHa UICHTHYHOCT M MOJIOKUTEIIEH UMUK,
CEKTOPBT TPSAOBA Jja HACOUM YCWIMATA CH KbM IPUBIMYAHE HA MAcOBA MOAKpEIa OT 0OLIECTBEHOCTTA.

Msoro BaxkeH (akrop 3a ycrnemHoro ¢pyHkunonupane Ha HIIO e mapTHbOpCTBOTO C Abp:KaBHUTE
nHCTUTYLIMU. OCHOBHAaTa LeJl Ha Jbp’KaBHaTa IIOJKpENa 3a HENPaBUTEICTBEHUTE OpraHU3alluu €
(opMHpaHETO HA HOB MOJIEJI HA OTHOILICHMS NPU NMPUJIATAHETO Ha COLMAIIHATA MOJIUTUKA, MTPEJOCTaBIHE
Ha e(eKTMBHA IMOMOI Ha COIMATHO OPHEHTHUPAHUTE HEMPABUTEICTBEHU OPraHM3ALMU 4Ype3 aKTHBHO
CBHTPYIHHUYECTBO C TSAX, BKIIOUBAHETO MM B PEIIABAHETO HA COLMATHO 3HAYUMH MPOOJIEMH, MTPEJOCTaBIHE
Ha MH(OPMAIIMOHHA, KOHCYITaTHBHA, METOIMYECKA, OPTaHU3AI[MOHHA M TEXHUYECKa MOJKperna, KakTo U
IIOMOILIl Ype3 AbPKABHU COLMATIHU IIOPBUKH.

HITIO ucropuyecku ca umanu npodieMu ¢ (uHaHCOBaTa MOJAKpENa 3apajy JIMIcaTa Ha paz0oupaHe
3a TSXHATa Moje3HOCT. B bbirapus Te umMar HIKOM B3MOXHOCTH 3a YCIICLIHO pa3BUTHE M OOIIECTBEHA
MOJIKperia, KOUTO TpsiOBa J1a ce U3IO0J3BaT:

v MevesusBmu aeiinoctu: HIIO mMar Bb3MOXKHOCT Aa y4acTBaT B IEYEIUBIIA EWHOCTH, KOUTO
MOrar Jia OCUTYpPST LEHHU PECYpCH 3a TSIXHATa yCTOWYMBOCT. Te3u aeiHoctu e no3posar Ha HIIO na
ObaaT pUHAHCOBO HE3aBUCUMH MEX/1y NMPOEKTUTE U J1a TEHEpUPaT cOOCTBEHO (PMHAHCUPAHE. YYaCcTHETO B
00I11eCTBEHH TIOPBYKH € JPYT B3MOKEH N3TOYHHK Ha JIOXO/IU, BHIIPEKH Y€ B MOMEHTA MMa MAJIKO OPBYKH,
B kouto HITO morar aa ydacTBar nopaau cneunukara Ha TsxHara qeiHocT. OuakBa ce OposT Ha TaKuWBa
MOPBYKH J1a HAPACTBA, 0COOCHO 3a KOHCYATAHTCKHU YCIIYTH KaTo OLEHKA Ha BBh3/ICHCTBUETO BbPXY OKOJIHATA
cpela U MEJUIHU CTPaTeruu.

v IlpenocTaBsiHe HA CONMAJHH YCJIYTH: C MOCJIEAHUTE W3MEHEHHS B 3aKOHA 32 COLMHATHOTO
noAnoMaradHe OOLIMHHUTE ca 3aJb/DKEHH Ja IPOBEXKIAT KOHKYPCH 3a MPEJOCTaBSHE Ha COILHUAIHU
ycnyru, B kouto HITIO morar na yuactsar. Taszu npakTtuka e noOpe pa3Buta B 3ananHa EBpomna u Hsikou
M3TOYHOEBPOIEHCKH cTpaHu Karo [lonma. Berpeku ue B bbiarapus Tasu mpakTuka € BCe OLIE B HAYAJIOTO
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CH, TS IIPEJCTaBIsABA BakHA BB3MOXKHOCT 3a HITO na mpegocTaBsaT yciayru U a moixy4aBaT (MHAHCUpPaHE
B 3aMsIHA.

v JlapuTesicko (UHAHCHpaHe M JaHbYHH OGJEKYEHHS] 3a AapeHus: bwirapus mpesara
CPaBHHUTEIHO IEJpU JaHBYHH OONeKueHUs 3a gapeHus (oTcTbhika A0 10% OT TomUIITHUS MPUXOJ), KOETO
Moxe 1a 0b/1e BpaMoxHOCT 32 HITO na cs0upat cpenctsa. Benpeku ToBa napurenckara KyaTypa B bbirapus
e cnabo pa3suta U HI1O nomywaBat camo mazka gact ot obure napenus. HITO Tps6Ba na npoBokupat
00II€CTBEHOTO Ch3HAHME 32 MOJI3UTE OT JAPSBAHETO M AKTUBHO JIa IPOMOTUPAT Bb3JCHCTBUETO HA CBOSITA
pabora.

v ®unancupane ot EC: eBporeiickure HOHIOBE U POrpaMu MPEACTABISBAT HAPACTBAII H3TOUHUK
Ha ¢uHancupane 3a Ownrapckute HITO. C ynecHsBane Ha noctbna 1o te3u mexannsmu HITO tpsoBa na
yBEIUYaT CBOETO pa30upaHe 3a Te3U Bb3MOKHOCTH 32 (prHAHCHpaHEe, KaTo TapaHTUPAT, Y€ Moratr e(h)eKTHBHO
Jla KaHAWJATCTBAT 3a TSX U J1a YIpaBisiBaT TE3U PECYPCH.

Teky1oro u3cneaBaHe npeiara 700pa oTIpaBHa TOUKa 3a MO-AbJI00KA U IMO-CUCTEMaTHYHA UCKYCHS
O0THOCHO ycToiunBocTTa Ha OBrapckute HI1O. I]e e HeoO6x0omumMo TObIIHUTEIHO U3CTIEIBAHE U 00CHKIaHE,
3a J1a ce MOAKPENAT YCWIMTa M Ja CE IIOMOTHE Ha CEKTOpa Ja CTaHe MO0-OCBEIOMEH 3a BaKHOCTTA Ha
YCTOMYMBOCTTA BbB BCHUKHUTE M TPU aCHEKTa — €(PEKTUBHOCT, IPOIBIIKUTEIHOCT U CAMOCTOSATEIHOCT, 32
YCHELIHOTO pa3BUTHE Ha bbirapus B KpaTKOCPOUYEH U JBITOCPOYEH IUIaH.

3. Counaanu pynxkuun Ha HITO

Ilpasna cpeda na cekmopa na HII0 ¢ bvizapus

HIIO B bbarapus omepupar B paMKHUTE Ha MpaBHaTa CTPYKTypa, AepuHUpaHa OT 3akoHa 3a
wpuanYecKkuTe Juna ¢ Hecromancka umea (3IOJIHLI). M3mbianutennara BiacT uma OrpaHUYEHU
MIPABOMOIIIMS J]a C€ HaMecBa B ACHHOCTTA HA (OHIAIMUTE. 3aKOHBT MTO3BOJISIBA MPOU3BOICTBEHA JIEHHOCT
3a HI1O, HO ¢ sicHU OrpaHnuYeHus: Te3U JSHHOCTH TpsAOBa 1a ObJaT JOMIBJIHUTEITHN U CBbP3aHH C OCHOBHATA
(HekoMepcuanHa) JeHHOCT Ha OpraHU3alMsiTa, a MPUXOAUTE TPsOBa Ja ce M3IMOJ3BAT 3a MOCTHraHe Ha
HECTOIAHCKUTE LIENH.

doHpanusATa ce pa3nuyaBa OT CIPYKEHHUETO, Thi KaTo HIMAa YJIEHOBE U CE YIpaBIIsSIBA YPE3 PELICHUS
Ha OCHOBATEJIs.

Pecucmpavuu u admunucmpamusnu u3uckeanus

OcBen cpaebnara peructpamus, HIIO Tpsab6Ba na mnpeMuHar mpe3 HAKOJIKO JONBIHUTEITHH
aJAMMHHUCTPATUBHHU IIPOLIEAYPH, BKIFOUUTEIIHO:

1. Peructpamus B BULSTAT: Equnen uneHTr(uKainoHeH HOMEp 3a IOPUAMYECKH JIUIIA.

2. HManbuna peructpauus: HITO TpsiOBa na ce peructpupar B MECTHaTa JaHbYHA JUPEKLUS IO MSCTO
Ha CEe/IaJIUILETO.

3. Coumanno ocwurypsiane: HIIO c¢ naer mepcoHan TpsioBa na ce peructpupar B HaumonamHus
OCUTYpUTEJIEH HHCTUTYT.

4. IlporuBoneiictBue Ha u3nupanHero Ha mapu: HIIO TpsOBa na mpuemar BBTPEIIHU NpaBUiIa 3a
NpeOTBpaTsIBAHE HA IpaHe Ha apy U pUHAHCHPaHE Ha TEPOPU3BM, KOUTO CE pETUCTpUpaT BbB DUHAHCOBOTO
pa3y3HaBaHe.

5. 3ammra Ha nuunu ganHd: HITO, xouto chOMpar NUYHHUTE JaHHM, TPsOBa J1a ce€ PErucTpupar B
Komucusra 3a 3amura Ha JUYHU JaHHHU.

Bbrpekn ye Te3n perucTpaluM ca CTaHAAPTHU 3a BCHUYKU IOPUIMYECKH JIMIA, T€ BBBEXKAAT
JONBIHUTENHA agMuHUCTpaTuBHa TexecT 3a HIIO. EnHo oT npeanokeHUTe pelieHus € ch3JaBaHETO Ha
€IMHEH PETUCTBP, KOUTO 00eANHSABAa BCHUKU TE€3H aIMUHUCTPATUBHU (YHKIIUH, 32 J1a CE YIECHU MPOLECHT
3a HIIO.

3IOJIHL] cw3maBa mo-cTpykTypupaHa M npo3pauHa mpaBHa cpega 3a HIIO B Bwarapus. Benpexu
TOBAa CEKTOPBT BCE OIIE CE CONBCKBA C OIOPOKPATHYHU MPEIU3BUKATEIICTBA, OCOOEHO MO OTHOIICHHE HA
PETUCTPALIMOHHHITE M3UCKBAHUS U HESICHOTaTa OTHOCHO JEHHOCTHTE 3a revasnoa. 3a Jia MpOIbKU JIa pacTe U
Jla C€ Pa3BUBa, CEKTOPHT C€ HY)KJAae OT JOIBIHUTEIHHU OIPOCTSABAHUS U U3SICHABAHE HA BBIIPOCUTE, CBbP3aHU
C mevenuBIIUTe JeHHOCTH. OCBEH TOBA ONPOCTSABAHETO HA aIMUHUCTPATUBHHUTE MPOLIECH U TIOI0OPSIBAaHETO HA
CHTPYIHUUYECTBOTO C TbprKaBara Orxa MOIIIH Jja MOBUIIIAT epeKTrBHOCTTA M ycToiunBocTTa Ha HITO B Bharapus.
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4. Kax HI1O nomarar?

OOxBaThT Ha MpPOOJIIEMHUTE, C KOUTO CE 3aHMMaBaT TE€3HM OpraHM3aluu, ¢ oomupeH. Te mpenocTaBsT
Ha HaceJIEHUETO HeoOXoaMMaTa MOMOII, a ChIIO Taka Urpasrt possira Ha nocpenaunu. HITIO HackpuaBar
BKJIIOYBAHETO U AJalTHUPAHETO B OOIIECTBOTO HA COIMAIHO YS3BUMH CIIOEBE OT HACEJICHHETO, KAKTO U
Ha XOpa ChC CHEIMATHU HYXIU. B TpyAHH >XKUTEHCKH CHTyallMd XOopaTa Morar Jia Mojy4ar IOMOII OT
te3n opranmzanuu. HIIO momarar cbe cnenmanu3upaHa COLUAHA PeXaOMIuTalMs Ha XOpa, KOSATO €
HacodeHa KbM MoJ00psBaHe HAa TEXHUTE KOMYHHUKAIIMH U BKIIIOUBaHE B 0011ecTBOTO. HenpaBuTencTBeHuTe
OpraHU3aIMH CHILO UMAT IPUHOC B IPEBEHIUATA HA 3a00JIIBAaHUSTA.

BaxHno e nma ce orOenexu, ye criope] TepuTOpHadHHus oOxBar Ha neifHocT mporentHo HITIO ce
pasIpenensaT KakTo Cle/Ba:

e Mecren — 19%;

e Peruonanen — 46%;

e Hanmonanen — 24%;

e MexnyHapoaeH — 11%.

@yuxkiunre Ha HITO B conmanuara cdepa morar 1a Ob1aT pa3npeaeseHd B CIICAHUTE HAPaBICHUS:

e [IpPOMSHA Ha MAHTAJIUTETAa Ha XOpaTa IPH OLICHKAaTa Ha OTTOBOPHOCTUTE HA Ibp)KaBaTa U rpakJaHUTE

110 BBIIPOCUTE HA COLMAIHATA 3aIUTA U COL[MATHUTE TapaHIIny;
e HachpyaBaHE HA Ch3HATEIHHU, OATaHCUPAHU JICHCTBUS 32 CAMOCTOATEIIHO pelllaBaHe Ha PoOIeMH U
OTXBBPJISIHE HA M3YaKBATEIHA, TACHBHA TO3UIIUS;

e o0JIeKYaBaHE Ha COIMATTHOTO HAMPEKEHUE B OOIIECTBOTO;

e Mpepasipe/esieHe Ha OTTOBOPHOCTTA 3a pelIaBaHe Ha COIMAIHH MPoOIeMU MEXy JbpKaBara U

0OIIIECTBOTO;
e 3al03HaBaHE Ha XOpaTa C Bb3MOKHOCTH 3@ CaMOIIOMOII ¥ B3aMOITOMOIII;
¢ (QopMupaHe Ha aKTUBHA KU3HEHA MO3MIIUS CPE/l HACEIICHHUETO;
e [IOBHMINABAHE HA MpaBHATa I'PaMOTHOCT U OOydYeHHE Ha XOopaTa 3a IMpujaraHe Ha 3aKOHUTE Ha
NPaKTHKA;

® OCh3HABaHE OT HACEJICHHWETO HA TEXHUTE MpaBa W MNPUAOOMBAHE HA YMEHHMA 3a TAXHOTO
OCBIIECTBSBAHE;

® [PHUBJIMYAHE HA U3BbHOIO/DKETHH CPEACTBA 32 COLUAIHU MPOEKTU (OCHOBHO OT UY>KAU U3TOUHUIIH);

¢ (okyc BbpXy Hali-HaJIEKAUIUTE COLMAIHU MPOOIEeMHU B KOHKPETEH PErHOH, B KOHKPETHO HACEIeHO
MSICTO;

® pa3sCHSIBAHE HAa HACEJIEHUETO HA CHIIHOCTTA U LIEJIUTE Ha COLMATHUTE peOopMHU U TpaHChopMmaruu,
U3BBPIUIBAHU OT BIIACTHTE;

® yHpaxHsBaHE Ha OOIIECTBEH KOHTPOJ BbPXY €(EKTUBHOCTTA HA YIIPABICHUETO.

3a 1a yBenmuuaT maHcoBeTe cH 3a ycroiunBoct, Obarapckute HITO TpsOBa na ce chepenoTouar BbpXy
HSIKOJIKO KJIFOUOBH 00JIacTu:

» IlonoOpsiBaHe HA MMUIKA U J0BepueTo Ha odmecrBeHocTTa: HIIO TpsibBa na paboTiT mo
nof00psiBaHe Ha UMHJDKA CH, 32 Jla M3rpaair odmecTBeHo aosepue. [10-71o0pusaT UMUK 1€ YBETHYU
JIOBEPUETO Ha JIbpXKaBara M rpaxaanute, karo HanpaBu HIIO mo-mpuBnekareiqHu KaTo MapTHHOPHU 3a
Ibp’KaBHU WHULMATUBU. Jloka3Baliku cBosita croitHocT, HIIO morar ga BausiAT BbpXy Ibp’KaBHaTa
MOJIMTHKA U 1A TTOJTyyaBar Mo-100pa MoaKperna 3a CBOUTe JCHHOCTH.

» 3acwiBaHe Ha aHTrakuMeHTa KbM oOmHoctTa: HIIO TpabBa na Obaar abia0OKO CBBpP3aHU C
OOIIIHOCTTA CH M J1a OTTOBOPST Ha KOHKPETHUTE HYk 11 Ha xopaTta. Ako HITO Morar na nokaat, 4e peaiaHo
pemiaBar npo0ieMu, Te 111 MOrar Jia ToJIydaT MOJKPerna, BKIIOYUTETHO (PMHAHCOBA, OT OOIHOCTTA.

» IlpenocraBsiHe HAa 00IIECTBEHH YCJIYTH M NAPTHHOPCTBA ¢ Abp:kaBara: HI1O TpsoOBa na moemar
MOBEYE OTTOBOPHOCTHU 3a MPEIOCTABSIHETO Ha OOILIECTBEHU YCIYT'H, 0COOCHO B 00JAacTH KaTo COLMAJIHA
oMo, oOpa3oBaHue U 3apaBeonas3BaHe. /IbpkaBata TpsOBa na ObJe HachbpyaBaHa Ja IJamia 3a Te3U
ycnyru, T karo HITO morat na ru mpefocTaBsT mo-e()eKTUBHO M Ha MO-HUCKA IIeHa OnarojapeHue Ha
JOOpPOBONILIMTE U HETIpeciieIBaHeTO Ha nevyanba. To3u mpoliec Bede ce pa3BuBa B colpanHata chepa, HO
TpsiOBa /1a ce HachpyuaBa M B APYTH 0071acTH HA OOIIECTBEHUS KUBOT.

» HacbpuaBaHe Ha JapeHus 4pe3 Mo-100bP MapKeTHHI: 32 J1a HachpyaT nosede napenus, HI1O
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TpsiOBa Ja ce ChCpenoTovYaT BhPXy MOA0OpsSBaHE Ha MapKETMHTOBHUTE CH cTparerud. ToBa BKIIOYBA IO-
n00pa KOMyHHKAIMsI Ha IOJIOAKHUTEIHOTO Bb3/1€HCTBHE, KOETO JapEHUATA MOTaT 1a UMaT. AHraKMpaHeTo Ha
00IIIECTBEHOCTTA U MOKa3BAaHETO HA KOHKPETHUTE €(EKTH OT JapEHUTA I1I€ YBEINYH BEPOATHOCTTA XOpaTa
Jla 1apsBar.

» TobpceHe Ha JAbp:KaBHA MOAKpena 3a padorata uM B obuiectBeHa moa3a: HIIO tpsoBa na
HACTOSIBAT 3a JOIBIHUTEIHA JbpKaBHA MOAKpena rnoj (opMara Ha JaHBYHU OOJIEKYCHHS 32 MEYETHBIIN
JNEHHOCTH WM TUPEKTHA MHCTUTYLHOHATHA noakpena. Ta3u noakpena e nomorue Ha HITO na passust
CBOS KalauTeT 3a 00CTy)KBaHEe Ha OOIIECTBEHH HY)KIM, KaTO CHIIEBPEMEHHO 3ama3Bar ()MHAHCOBATa CU
YCTOMYHUBOCT.

Upe3 Te3u crenku Obirapckute HIIO morar 3HaumTenHo na momoOpsT CBOSTa yCTOMYMBOCT U
€(EKTUBHOCT, ITO3UITUOHUPANKH CE KaTO KIFOUOBH MAPTHHOPH KAKTO B ITyOITMYHHMSL, TAKa M B YACTHUS CEKTOP.

MN3BO1U

O0600u1aBaiiku TOPEU3II0KEHOTO, MOTAT J1a ObJaT HAIIPAaBEHH CIICAHUTE N3BOIH, 3apaau kouto HITO ca
KU3HECHOBAKHU 32 BCSIKO IEMOKPATUYHO TPAXKIAAHCKO OOIIECTBO, B TOBA YUCIIO U 3a bhirapus:

1. Jlnec mma MHOTO yOemuTenHH TpHMEpH 3a e(]eKTHBHATa OOIIECTBCHOIONE3HAa pabora Ha
HETPaBUTENICTBEHNUTE oprann3anuu. C pa3BUTHETO Ha IPaXKIaHCKOTO OOIIECTBO TPsIOBA a ObAAT OCUTYPEHHU
COLIMAIHOTO OJIAroroiyyre M colMaiHara cTa0miHOCT. ToBa € B3auMeH Mmpoliec, B KOHTO oOIiecTBeHaTa
MHULMAaTHBA TPsiOBa Jja ce M3Mo3Ba B UHTepec Ha obuectBoto. Huro nbpxkasara, Huto HITIO morar nga
ObaaT caMoJOCTaThYHU HE3aBUCUMO €/IMH OT JApYT.

2. TloTeHIMAIBT HAa HEMPABUTEICTBEHUS CEKTOP € OYEBMJIEH, HO 3a Ch)KaJCHHE, BIACTUTE BCE OLIE
HE IO U3I0JI3BaT IIBJIHOLIEHHO 3a yCIleéXa Ha W3BbpIIBaHaTa padoTa, 3a CIIEYEJBAaHE Ha JIOBEPUETO Ha
HAaCeJIeHHUETO, 3a U3MIbJIHEHHE Ha cBOs MaHzar. Mima Hyxna ot pazButueTo Ha mpexa ot HIIO B usnara
ctpana. KokoTo moBeue o0IeCTBEHN OpraHU3alliy Ca Ch3/IaICHH 32 CIIPABSHE ChC COIUAIHUTE TTPOOIeMHU
B 00IIIECTBOTO, TOJKOBA M10-CJ1a0 L€ € HATUCKBT BbPXY BIACTUTE IO TE€3U BHIPOCU U TOJIKOBA [10-YCIIELIEH
II€ € MBTAT KbM IIOCTUTaHEe Ha COLMAJIEH MHUP B CTpaHaTa KaTo I[sUI0.

3. [Ipe3 nocneqHuTe rOJMHU 3HAUUTEIIHO CE PA3IIUPU HAOOPHT OT (POPMU U METOJU 32 B3aUMOJIEICTBHE
Mexnay abpkaBara u HIIO, karo: yuactue B paborara Ha KOHCYJATAaTHMBHU W CHBEIIATEIIHU OPTaHH,
OOIICCTBEHN W3CIIYIIBAHHS, TPAXKIAHCKU (POPYMH, TOJaBaHE HA KaiIOW, MPEUIOKEHUS, MEXaHU3MHU 32
o01IecTBeH KOHTPOII, ekcriepTHO yuactue Ha HITO B onieHKara Ha Abp)KaBHUTE IPOTPAMU M Ka4e€CTBOTO Ha
MyOIMYHUTE YCITYyTH, CUCTeMa 3a 0e3Bb3Me3THO GuHaHcupaHe Ha npoektu Ha HITO u ap.

4. Jlnec HENmpaBUTEJICTBEHUTE OPraHU3allMM Ca OCHOBEH MAapTHHOP B PEAJIM3UPAHETO HA MHOIO
o0u1iecTBEHO3HAYMMH MHULMATUBH. OCOOEHO THPCEHU Cpell HACEJIEHHMETO ca IMPOEKTU B OOJACTH KaTo:
MIOJIKpeIa 3a COLUAIHO YA3BUMHU CII0EBE OT HACEJIECHUETO, OJKpena Ha JETCKU MHULIMATUBH, YKPETIBAHE Ha
oOuiecTBeHaTa XapMOHMsI M HAIIMOHAJIHOTO €JMHCTBO, IOCTUraHE Ha LEJIU B 00J1acTTa Ha 00pa30BaHUETO,
HayKaTa U CIIOpTa, Olla3BaHE 3[IpABETO HA FPAXKIAHUTE.

5. HacepuaBaneto u MmotuupaneTo Ha HITO He camo cniomara 3a cTuMynupaHe Ha TsXHara padora,
HO TI0A00psBa JKUBOTA HA XWJIAIU X0pa upe3 (OpMUPAHETO Ha aKTHBHO U COITHAIHO OTTOBOPHO OOIIECTBO.
W3menHeHneTo Ha MamabHU MPOrpaMu, YBEIUYCHOTO (DMHAHCHMpaHE M TMOJKpernara 3a TPaKTaHCKHUTE
MHULMATHBHU I103BOJISIBAT HE CaMO J1a C€ 110100pU Kaue€CTBOTO Ha )KUBOT HA HACEJIEHUETO, HO U J1a C€ YKPEST
HHCTUTYLUHUTC HAa I'pakaaHCKOTO O6HI€CTBO, paSBI/IBaI\/JIKI/I TEXHUA NOTCHOHAJI U POJid B PCIIaBaHCTO Ha
COLIMAJIHUTE MPOOJIEMH.

3AK/IIOYEHUE

[losiBara Ha cbBpeMeHHUTE HenpaButTencTBeHu opranuzauuu (HIIO) e ugact or eBomrouusara Ha
IpaXkJIaHCKOTO OOLIeCTBO B JeMokparnyHa cpena. B bearapus passutuero Ha HIIO e orpakenme Ha
COLIMAJIHUTE U IOJIMTUYECKUTE NMPOMEHU. Pe3ynrarure OT MHCTUTYLHMOHAJIU3UPAHETO HA TPETUS CEKTOP
CBHJICTEJICTBAT KAaKTO 3a I'PAXKJAHCKA AaKTMBHOCT, Taka M 3a CBHIIECTBYBAILUTE IIPEIU3BUKATEICTBA U
pHUCKOBE 3a To3u cekTop. Hali-cepno3nara 3amiaxa 3a TpeTHs CEKTOP € MPOoIEeChT Ha ,,norbinane’ Ha HI1O,
KOWTO ce mojxpanBa oT /iBa (pakropa. OT eHa CTpaHa, HAPACTBAa HATUCKBT OT CTPaHa HA BUCHIM IyOJIMYHU
CIy’)KUTEITH 3a TOJIKOTIaBaHe Ha rpaxknaHckara npupona Ha HIIO, moxpuBane Ha TaxHata (QyHKIHS Ha
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KOHTPOJI M M3MOJI3BAaHETO UM 3a moiauThuecku nenu. Ot apyra crpana, ppkoBoaurenure Ha HITO decro
ca Te3H, KOUTO 3aloYBaT KOPYMIIMOHHU MPAKTUKU, OCUTYPSIBALM UM MpedepeHlnaiHo OTHOIICHHE pU
nojy4yaBaHe Ha (puHaHCHpaHe OT AbprkaBara wiu EC.

[TponbixaBamara cuMOMO3a MEXAy BIACTHTE M OW3HEC CEKTOpa, KAaKTO M MEXIy MyOIuuHUTe
CIIYKUTENIU U HENPABUTEIICTBEHUTE OPraHU3alUU BOAU 10 KOMIIPOMETHPAHE HAa aBTOHOMMSATA, LIEJIOCTTA
Y MHCTUTYIIMOHAJIIHOTO Pa3BUTHE Ha TPeTusi cektop. HoBUTe MHUIMATHBH LEIAT 60pOa ¢ KOpyHIHsITa U
JIOILIOTO YIIPABJICHUE HA MECTHO M HALIMOHAJIHO HUBO, ThH KAaTO TAKUBA KOPYILMOHHU IPAKTUKU BPEIAT
Ha TPaKAAHCKUTE MpaBa U UHTEepecH. B pe3ynrar Ha ToBa B HauanoTo Ha X XI B. rpakIaHCKOTO 0OIIECTBO
OTHOBO MMa Bb3MOXKHOCT Ja C€ UACHTU(HUIMPA C JOCTOWHU Kay3H U Ja Bb3CTAHOBU CBOMTE M3TOYHMIIM HA
JIETUTUMHOCT.

Han Bcuuko HeoOxonuma € HalMOHAJ HA TOJHMTHKA 32 Pa3BUTHETO Ha TPAXXTAHCKOTO OOLIECTBO,
KOATO /12 IOCTaBU NMaPTHHOPCTBOTO MEXAY MHCTUTyLMUTE Ha JbpkaBata U HIIO Ha npuopureTHo MsicTO.
Ts TpsiOBa na ycTaHOBM HOB OajlaHC MEXAY TEXHHTE IpaBa U OTTOBOPHOCTU U JJa OCUTYPH YCTOHYHBO
¢unancoBo ocurypsisane. HIIO u npaButencTBoro TpsOBa aa paboTAT ChbBMECTHO KbM TE3H LIEJH, KaTo
BCsIKa CTPaHa II0€M€ CBOATA YacT OT OTTOBOPHOCTUTE.

MHoro BaxkeH esneMeHT B pazsutuero Ha HI1O e camoperymnanusara ot ctpaHa Ha cCaMUTe OpraHu3aluu
Ha TPaXJAaHCKOTO OOIECTBO, 3a Ja CE CIPABIT C PUCKA OT MOJUTHYECKO BMEIIATEIICTBO M THPCEHE Ha
neyanba. HITO TpsOBa na mpuiarar CTporu BbTPEIIHU NOJIUTUKY U MPAKTUKH, KOUTO Ja 3ama3sT TAXHATa
HE3aBUCUMOCT OT TIOJIUTUYECKO BIMSHUE U J]a UM OCUTYPSAT (DOKYCHUpaHE BbPXY TSIXHATa MUCHS, & HE BBPXY
reHepupane Ha rnevanoa. [loBuinenara npo3payHoCT, peIOBHUTE OJUTH U MyOIMYHOTO OTYMTAHE MOTaT J1a
MIOMOTHAT 32 U3rpakJaHe Ha OOIIECTBEHO JI0OBEpHUE U 3a yKpenBaHe jerutuMHoctta Ha HITO.

@OKyCHpPaHETO BbPXY 3AKOHONATEIHM IIPOMEHHU, CaMOpPEryJallMOHHU IIPAKTUKM U IIOBHILIEHA
MIPO3PAYHOCT 1€ TOBE/IE 10 HAMAJIIBaHE Ha PUCKOBETE, CBbP3aHHU C PA3BUTHETO HA TPAKJAHCKOTO 0OIIECTBO
B bbarapus u 10 ykpenBaHe Ha HEroBara poJis KaTo HE3aBHCUM U €(DeKTUBEH MAPTHHOP B OOIECTBEHOTO
pa3BUTHE.

BaxHo e na ce or6enexu, ue Obarapckute HI1O nmar 3nauntenen onut B paboTaTta ¢ MEKAyHapOIHH
MapTHHOPH, KAKTO M B CTPAHHUTE, KOUTO Iie ObJAT MPUOPUTETHH IOJyYaTeIH Ha MOMOI, U B KIIIOYOBU
TEMAaTUYHU 00JacTH Ha pa3BUTHE. Taka, MEXIyHapojaHarta momoul Ha bbarapus 6um Mornma na Obae
npefocTaBsiHa e(peKTUBHO Ype3 MapTHHOPCTBO MEXY NMPABUTEICTBOTO U T'PAKTAHCKUTE OpPTaHU3AINH C
OIIUT B Pa3BUTHUETO.

B cbBpemMeHHHTE YCIIOBHUSI HapacTBa HEOOXOAMMOCTTA OT ChHIIECTBYBAaHETO Ha (POPMHUpPOBAHMATA C
WJealHa [1eJ1 B CBETOBEH Mamlad M B YaCTHOCT B bbirapus, kakto u ponsta u 3HadeHueto Ha HITO 3a
JIOKaJIHOTO, HALIMOHAJIHOTO U MEXAYHApPOIHOTO Pa3BUTHE.

Te morar na 6b1aT 0000IIIEHN B CIICAHUTE HATIPABIICHUS:

e PosnsiTa M MACTOTO HAa OpraHM3alMUTe C HaeanHa uen npe3 XXI B. ca 1a 6bAaT OCHOBEH MapTHHOP

Ha UKOHOMMKATa U Ha 00IIeCTBOTO;

e (CeKTOpbpT OT OpraHu3alliu C WJEalHa LI MOXE Ja JOIPUHECE 3a JIOKAJHOTO Pa3BUTHE, KATO:
neduHUpa HOBU CTOKH U YCIYTH, OTTOBAPSIIY Ha CEIM(PUUHUTE HYK/IM Ha XOpaTra OT CbOTBETHUS
PETHOH; YJIEeCHsBAa MHTETpalMATa MEXKIY OTACITHUTE CTPYKTYPH U Ch3JaBaHETO Ha HOBH paOOTHU
MecTa; Mojo0psiBa MecTHaTa arMocdepa M aTpaKTMBHOCTTa Ha PETHOHA, B KOHTO ce HamMpa
CbOTBETHATA OpraHU3alMs; IOAIIOMAara MECTHUTE CTPYKTYpHU 3a IIOCTUraHE Ha IO-rojsimMa
ABTOHOMUS; ITOAIIOMAra pa3BUTUETO HA PErMOHA B IITOCPOYEH IUIAH.

B norebppkeHME HA Te3aTa 3a MOBUIIABAHE POJIATA HA OPraHU3ALUUTE C UeaIHa Leld 32 pa3BUTUETO

Ha OOILECTBOTO € M M3BOIBT, HANIPABEH NPH pa3paboTKaTa Ha MPOEKTa ,,IperaTa cUCTEeMa U 3aeTOCTTA™:
., Jopu eona unuyuamusa c uoeanna yen NbpEOHAYAIHO 04 € HACOYEeHA KbM OMOeIHU UHOUSUOU UL 2PYNa
Xopa u 0a e npeoHasHaveHa 3a NOKpUGaHe Ha mexuHume UHOUBUOYATHU NOMPEOHOCMU, 8 KPAUHA CMemKa
., heuenu “ ysnama oowHocm .

BEJIEZ)KKHU

1. B reopusiTa u npakTrkara B bbarapus v 1o cBera ce n3noi3BaT pa3IMyHU TOHSATHS 32 03HaUaBaHe Ha TE3H CIICU(DUIHU CYOeKTH,
cpen kouto: HerpaButenctBern opranuzanuy (HITO i NGO), opranuszanuu OT TpeTHst CEKTOp, OPraHU3aI|H, YHSTO Lel He €
neyan6a (NPO), HecTonaHcKku opraHU3aliy, OPraHU3aIiK C WeaIHa 11eJ, OPTaHU3aLUK C HECTOTIAHCKa LIelT, FOPUINYCCKH JINIA
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C HECTOIAHCKa 11eJI, HECTOMAHCKHU MPEANPUATHS U Ap. Te umar O1u3bk 00XBaT, KOWTO HE € HAIIBJIHO WACHTHYCH. TO3H MpobdieM
€ pasmIekKIaH B pa3IMyHHU pa3padOTKH, HO HE ¢ KATCTOPHYHO PEIICH. ABTOPHT U3I0JI3BA CHHOHUMHO MOHSATHUSITA: FOPUINICCKH
nuua ¢ Hecronancka 1en (FOJIHLL), opranuzanuu ¢ Hectonancka mnen (OHLI), HecTomaHcku opraHu3aliu U OpraHu3alii OT
TpeTusi cekTop. TAXHOTO 3HAUCHHE € OrPaHUUYCHO 10 00XBara Ha CyOCKTHTE, YUPEIACHHU 10 pelaa Ha 3aKOHA 3a IOPUIUUCCKUTE
nuna ¢ Hecromancka 1en (3FOJIHL) — gonpanuu u capyxenus. M3BbH 00XBaTa Ha M3CJICABAHETO IMOMAAAT U3KIFOUCHHSITA
oT 3aKOHa — YMTaJMlla U OpraHru3alui, KOUTO U3BbPHIBAT MOJIUTHYCCKA, CHHAWKAJIHA WK MPUCHIAa Ha BEPOU3INNOBEAAHUATA
JIEMHOCT.

2. [MoHsiTHETO ,, TPETH CEKTOP" B KOHTEKCTA HA CEKTOPA, B KONTO HECTOMAHCKUTE OPraHU3aIlUK OCHILIECTBIBAT CBOSITA ICHHOCT,
HE ¢ YTBBPACHO B bbarapus. B dyxOuHa obave TO ¢ MIMPOKO Pa3lpOCTPaHCHO. ABTOPBHT CUMTA, Ue TO CJC[Ba Ja MPHIo0ue
IPaXIAHCTBEHOCT U y Hac. [IOHATHETO ce Mmo30BaBa HA KOHIICIIIMATA, Y€ TO3HM CEKTOP CC SIBsIBA PA3IMYCH OT YACTHHUS U OT
MyOIMYHMS, HO UMa TOMIUPHU TOYKH C BCEKH OT Ts1X. ToBa pa30upaHe € OT KJIFUYOBO 3HAYCHHUE 32 U3CIICIBAHETO.

3. Cnopen nanuu Ha The Global Journal.

4. ITo nanuu Ha L{eHTHpa 32 M3CIIEABaHUS HA TPAKIAHCKOTO OOIIECTBO KbM YHHUBEPCHUTETA ,,/I>kKOH XOMKHHC,
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THE ROLE OF NON-GOVERNMENTAL ORGANIZATIONS (NGOs) IN BULGARIA
IN MODERN SOCIO-ECONOMIC DEVELOPMENT

Abstract: This paper provides an overview of the civil sector in Bulgaria, using aggregated data from non-
governmental organizations that show various aspects of the development of civil society in Bulgaria. The
study is dedicated to a current and significant problem. The importance of non-profit organizations for
socio-economic life is increasing, which presupposes the need to assess and analyze their performance.
However, their activity is not related to achieving economic benefit, but to a positive impact on society.
This feature determines the desire of non-profit organizations to spend their resources efficiently and
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effectively. An analysis of NGOs as a complex social phenomenon is carried out by determining the optimal
relationships in the “third sector”.
Keywords: NGOs, economy, development, civil society, history
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