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OBSERVATIONAL LEARNING AND MODELING THEORY

Abstract. The thesis “Observational learning and modeling theory” based on specific company case study
analyzes a theory through which persons can affect or influence behavior of other colleagues or mates. In this thesis,
because it is work environment, the main focus is on work environment and workplace suggestibility and impact.
The core method used is are two questionnaires distributed first among employees and second to the managers.

The employee questionnaire confirmed all possibilities of influencing workers that are in line with the theory.
Ordinary employees stated in the questionnaire that authentic experience, indirect experience, social persuasion,
emotional states and environment influencing - positively influence their self-confidence in the performance of work
tasks.

Managers slightly neglected the influence of indirect experience, but their subordinates responded positively to
the successful solution of the colleague's task. So there is room for improvement by managers. They could make
greater use of cooperation between more experienced and less advanced colleagues. Managers and ordinary
employees consider the authentic experience and social persuasion to be the most effective.

As the questionnaire survey was conducted only between technical and economic employees and their
managers, the results of the questionnaire survey as well as suggestions and recommendations cannot be applied to
the whole organization. All these results and suggestions, therefore, concern only technical-economic employees and
their superiors.

Keywords: Learning, Impact, Teaching, Suggestibility, modeling theory.

Albert Bandura's social cognitive theory is a theoretical and internationally recognized approach that
is important for a deeper understanding of the functioning of the organization as a whole or of employee
performance management (Wagner, 2001).

Janousek (2000), in his article on Albert Bandura's Social Cognitive Theory, states that Bandura
previously called this term the theory of social learning. Later, however, he considered the designation to
be narrowing, since he was not concerned only with teaching, but with motivational and self-regulatory
mechanisms. His theory is complex, not only partial, as one might expect from the theory of social
learning.

Bandura's approach is based on behavioral theory of social learning. Bandura (1986) agrees that living
organisms acquire the processes and principles of behavior on the basis of conditioning - reward and
punishment. Man, unlike lower life forms, possesses unique human resources. These include thinking and
ability to process symbolic information. He calls his approach to these phenomena socially cognitive
theory.

The social cognitive approach integrates the ideas of cognitive psychology, behaviorism and
phenomenology. This theory does not coincide with a one-sided interpretation of human behavior solely
on the basis of external environmental influences or internal dispositions. (Stikar et al., 2003).

The main points of Bandur's social cognitive theory are:

* Model of reciprocal determinism,

* observational learning,

* self-efficacy.

All the phenomena of learning that arise from direct experience can also occur in place, as we observe
others. This significantly shortens the adoption process (Janousek, 2000). Vyrost et al. (2001) state that
many forms of behavior are too complex to be learned through the conditioning process. This idea
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highlights for example the pilot. He does not learn to fly in the cockpit of the aircraft, for the correct
response is not rewarded and for the wrong punished.

Observational learning is dominated by four basic subfunctions. These are attention, imagination,
implementation (behavioral) and motivational subfunctions. Attention and vision processes transform
event information into rules and concepts. Furthermore, the implementation processes ensure the transfer
of symbolic concepts into activity chains, and finally, motivation processes affect what an individual
learns and what is actually done (Janousek, 2000). Bandura says that what one learns through observation
never has to use or actually do in his life. Only in this situation can imagine himself and his actions. This
statement contradicts behaviorists, according to which one can only learn what one has personal
experience with (Vyrost et al., 2001).

Socio-cognitive theory can be applied in various areas of social practice, among others also in human
work activity. Bandura also points out that work is not a private matter, but that it structures a large part of
people's social relationships. Attention is also paid to the perceived collective efficacy, which defines as a
group shared belief in the common ability to organize and carry out activities that are necessary to
achieve the results (Vyrost et al., 2008).

Many life and work tasks are of a group nature. To there to solve the problem, it is necessary to make
a collective effort. The strength of groups, organizations or nations is partly based on a sense of collective
effectiveness. People 's conviction of collective effectiveness affects what they decide to do within the
group, how much effort they will spend on the task, their persistence in case of failure and the likelihood
of success (Janousek, 2005).

In terms of management, three aspects of social cognitive theory are particularly important :

* Impact of role models on competence development,

* cultivating belief in the individual's ability,

« motivation through goals (Stikar et al., 2003).

Even in the field of management 's guidance model triadického reciprocal determinism. In this case,
cognitive and personality determinants are represented by belief in managerial self-assertion, composition
of personality goals and quality of analytical thinking. Behavioral determinants are management decisions.
The characteristics of the environment, its sensitivity to managerial interventions and the number of
challenges posed represent an environmental determinant (Janousek, 2000).

Managerial perception of self-assertion affects organizational productivity. People who evaluate
themselves as ineffective often have the problem of addressing their deficiencies rather than the problem
when performing tasks. Attention therefore turns away from how best to proceed when solving a task for
self-diagnosis. This in turn weakens the effective use of capabilities. People who believe in their abilities
remain highly effective in analytical thinking (Stikar et al., 2003).

Thanks to managerial perception, organizational performance is influenced both directly and
indirectly. The indirect effect is caused by the perception of self-assertion on goal setting and the use of
analytical strategies. With the increasing perception of self-efficacy, the challenges of organizational goals
increase. People then set goals higher and use their analytical skills more systematically. Setting
demanding goals and systematic analytical thinking further leads to increased organizational performance
(Wagnerova, 2001).

People view cognitive ability as either a learning skill or an inherited fixed aptitude. Those who
consider cognitive ability to be an acquiring skill strive to improve and mistakes are an instructive part of
the learning process. This group has a strong perception of self-assertion and is organizationally efficient.
Conversely, people who think of cognitive ability as being more or less innate, view their performance as
a result of their basic intellectual prerequisites. They have lower self-esteem and mistakes are a threat to
personal and social assessment. These people have lower goals that are safe for them, have low
aspirations, and their approach leads to a worse coping with failures than people working on their
cognitive abilities (Stikar et al., 2003).

An experiment was also conducted to find out how the organisation's perceptions affect the quality of
management. The starting point was that management has two aspects, the personal aspect and the
environmental aspect. The personal aspect refers to self-efficacy in achieving change and the
environmental aspect indicates to what extent the environment can be relaxed and influenced. Both sides
are related because it is a reciprocal effect.
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When people believe that the environment is manageable, they are motivated to assert themselves,
increasing the likelihood of success. Success, in turn, is a test of self-efficacy and environmental impact.
Conversely, when people consider the environment to be difficult to influence, they do little to work,
leading to failure. Failures reduce the perception of self-efficacy and belief in environmental variability
(Stikar et al., 2003, p. 34).

Organizations were cognitively presented in two groups. In the first group, organizations were
presented as difficult to predict and manage, and in the second group as well predictable and manageable.
In each group two types of organizational standards were added - easy and difficult. In an experiment, it
was shown that organizations that were found to be difficult to control and predict could easily lose faith
in their capabilities, even if organizational standards were easy. Conversely, when organizations were
considered to be manageable and predictable, people did not lose their sense of perceived effectiveness,
even if organizational standards were difficult. Under the conditions of cognitive representation of easy
manageability, people set themselves higher goals, performed more demanding organizational activities,
and ultimately showed a higher perception of self-assertion. So the experiment shows that if people feel
self-assertive and the environment is more easily influenced, they set higher goals and work more
efficiently, even if they perform more demanding tasks.

Social cognitive theory deals with psychological mechanisms through which organizational culture
can influence the working behavior of individuals. This knowledge significantly expanded the
psychological approach to organizational management and emphasized the influence of organizational
culture on working behavior, motivation and performance of employees. (Stikar et al., 2003). Wagner
(2001) states that the value of this theory for performance management lies not only in clarifying
individual influences, but can also be practically used to increase and optimize an organization's
productivity.

Armstrong (2015, p. 217) defines motivation as a force that activates, directs, and maintains
behavior. It also mentions that high performance is achieved through well-motivated people who
volunteer, meaning they are willing to do more than expected.

In modern society, it is common for most people to work. Work activity is purposeful, intentional and
systematically performed. Work is therefore a motivated activity (Bedrnova, Novy, 1998).

There are two main sources of motivation, internal (introtives, motives) and external (incentives,
incentives). Internal motivation is based on people's needs, values and interests. The motivational
disposition of an individual may change as a result of external stimuli, but only if the individual evaluates
them as stimuli. In relation to the motivation to use the concepts of intrinsic and extrinsic motivation.
Extrinsic motivation occurs when an organization supports employees to achieve their goals, helps create
a team atmosphere, improves the working environment, or increases workers' salaries. Intrinsic motivation
comes directly from man and his relationship to work. The individual ideally works because of the
positive experiences that work brings. Intrinsically motivating work is one that satisfies the higher needs
of the worker, ie the need for self-development and self-esteem. In the event that employees are
intrinsically motivated they are happier and the organization loyal (Horvath et al., 2016). Armstrong
(2015) also states that external motivators can have an immediate and significant effect, but no longer
have a long-term effect. On the contrary, internal motivators are expected to have a deeper and longer-
term effect.

Styblo (2008) mentions that in order to successfully motivate employees, it is necessary to set clear
expectations of work results, to communicate the possibilities of rewards and benefits for meeting the
requirements. Only material incentives, but generally do not apply. It is necessary to create a pleasant
atmosphere for work, to properly delegate tasks and to discuss work and personal goals of workers. Last
but not least, they must believe that their work makes sense and that others appreciate it.

During his / her development, a person creates a relationship to work, which over time becomes part
of motivational dispositions. Motivational dispositions, however, depend on the personality characteristics
and goals of the individual. The power and direction of motives are also influenced by the external
environment. Thus, the organization can create conditions for workers to meet goals that they would not
achieve individually and ideally develop their expertise. However, the satisfaction of employees' needs
may be limited from the external environment (Vyrost et al., 1998).
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Work motivation is a phenomenon that occurs in the complex context of the internal and external
environment and is primarily manifested in the relationship of man to his work. Work activities in
connection with the motivation is not only a source of funds, but also a means of bringing satisfaction of
course work, achieved results, the prestige of the profession, or career success of relationships and social
interactions in the workplace. Thus, work activity delivers content-based enjoyment and satisfaction that is
accepted depending on the individual's motivational tune (Stikar et al., 2003).

Styblo (2008) states that trust is also important for optimal work motivation of employees. Managers
should ensure information openness and communication friendliness. In addition, they should serve
undistorted, complete and truthful. Also, there should be no concealment of important facts and facts in
order to avoid a major divide between leaders and leaders. The manager should also not forget the
feedback. Its long-term absence leads people to believe that the leader or the entire organization is not
interested in their work or even personally.

In order to gain a deeper understanding of the mechanisms of work behavior motivation, there are
theories and models of work motivation that offer different perspectives according to which work
motivation can be approached (Vyrost et al., 1998). Most theories can be divided into two groups. The
first group explains what motivates a person to work. Their authors identify human needs or external and
internal environmental factors. The second group brings together models that in theory explain work
motivation more thoroughly and focus on the process. (Stikar et al., 2003).

The group of theories that try to identify human needs, their relationships and preferences include, for
example, Maslow's theory of the hierarchy of needs. Maslow identified five levels of needs (physiological
needs, safety needs, belonging needs, respect needs and self-realization needs). This system is
hierarchically organized and is based on the principle that higher- level needs become apparent only when
lower-level needs are met (Vyrost et al., 1998). Wagner (2001) states that this theory can be translated into
the field of work motivation. It is based on a wage covering physiological needs, and its other components
as an intermediary for reaching the next level of hierarchy. Work security, social security, pension security
and trade union protection meet security needs. The next level and equivalent to the needs of individuals
belonging to the adoption of a working group in formal, but also informal relations. The need for respect is
reflected in the work motivation in the form of promotion, titles or respect from colleagues. At the height
of the hierarchy is the need for self-realization, in which personal growth and development can be
included in the area of work motivation.

As mentioned above, in addition to theories that are based on human needs and focus more on
content, there are theories that provide a more thorough theoretical explanation. These theories include,
for example, Vroom's theory of expectation (expectance), according to which the strength of the motive
for carrying out a particular activity is influenced mainly by the attractiveness and value of the achieved
goal. The more attractive and valuable the goal is, the more effort will be made to achieve it. If the effort
is successful and the worker achieves the given goal, this fact will positively influence his further
performance (Stikar et al., 2003). B&lohlavek (1996) defines the key concepts of this theory:

» Power is first order output. It is the result that the effort follows.

* The worker's expectations and ideas about the outcome of his or her efforts are referred to as
expectance. It is a relationship between effort and performance.

* The output of the second order is understood reward, which is performance followed. At the same
time, multiple rewards can affect individuals.

* The worker's idea of the relationship between result and reward is called instrumentality. If the
rewards for the results are clearly determined, the instrumentality is high. It is low where remuneration is
governed by seniority or education and little consideration is given to work results and the fulfillment of
the tasks assigned.

* Valence indicates the subjective importance of pay for the worker. High is the case of the very
reward employee costs - promotion, praise from senior financial reward. If he doesn't care much about the
reward, it is low. If the promotion takes as more worries and work, the valency can also be negative.

» The effort therefore depends on the expectations, instrumentalities and valencies of the individual
rewards.

Thus, the theory of expectation assumes that individuals behave in a certain way, because they expect
their activity to produce outputs that are of interest to them. Outputs can be both positive (rewards) and
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negative. The rewards include financial rewards, security, confidence or the possibility of further
developing and applying skills. Negative output can be understood as threat of dismissal or abusive
treatment, but also internal unrest, boredom and disappointment. It is also very important that employees
are aware of what they need to do to achieve rewards (Robbins et al., 2016).

Nakonecny (2005) states that people from several alternative activities choose the one that they think
most strongly corresponds to the positive, or weakest, negative efforts.

Therefore, they try to maximize the subjectively expected utility. Nakonecny (2014) also points out
that if the expectance and valency are high, the level of motivation is also high.

Bélohlavek (1996) mentions that the expectance theory can explain the course of the motivation
process as well as the power of motivation for a particular activity. According to surveys, this theory
applies more to people with rational thinking and self-control. These people believe that they have life in
their own hands. This theory is less apt for individuals with strong emotionality and unconscious
motivation.

The content-oriented theories include JS Adams's theory, which is based on social comparison of
workers in groups. The worker compares himself / herself with other team members and assesses the
effort and results achieved (bonus, praise, recognition, promotion) in comparison with the effort and
results of others. The result is feelings of justice or injustice that affect subsequent performance. If an
employee feels that his or her efforts do not correspond to the results achieved by his / her co-worker, he /
she changes his / her work efforts, which has a negative effect on performance and may disrupt group
relations (Stikar et al., 2003).

Wagner (2008) states that the terms work performance and performance are often confused. Work
performance is defined as the result of work done at a given time and condition. Armstrong (2015) defines
work performance as behavior that produces results. Work performance is then, according to Wagner
(2008), defined as a longer-term and more general expression of work performance related to an
individual. Stikar (2003) states that performance can also be understood as the readiness of workers to
perform certain performances.

Different people perform differently in the same situation. At the same time, however, the
performance of the individual changes in relatively short time intervals. Given this fact, and at the same
time, because each power cannot be measured by the loss of energy over a period of time, it is preferable
to address rather a longer-term performance. Thus, performance does not reflect the maximum possible
performance of a worker, as this is usually one-off and stably unsustainable (Stikar et al., 2003).

Workers' performance is closely related to the characteristics and dispositions that determine how
workers perform their tasks (Stikar et al., 2003). Many factors affect employee performance. These may
be of a subjective or objective nature. They are often divided into:

* technical, economic and organizational conditions,

« social conditions,

* personal determinants of the worker,

* Situation conditions.

The following paragraphs are given examples of various groups of officials under Stikar (2003).

Technical, economic and organizational conditions include, in particular, objective determinants such
as the level of technical equipment of the workplace, the overall layout and layout, the technological
procedures used, the level of occupational hygiene and safety, work organization, remuneration system or
working time and shift. These factors may to a varying extent affect the performance of employees
depending on their quality level and the individuality of the individual. Technical, economic and
organizational conditions often work in combination with social and personal determinants.

Social conditions include the way people work in a given organization, the level and quality of
leadership, personal and family life conditions, social relationships in the workplace, the quality of
interactions and communication in the workplace, wider societal living conditions and the penetration of
their aspects into opinions, attitudes. and the conduct of workers.

Personality determinants of an individual include his or her individual prerequisites for performing
the work. This group includes in particular the physical and mental prerequisites of the employee, the level
of his / her qualifications and professional readiness, personality traits and moral principles, work and
interest orientation, motivation, permanent and current health condition.
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The last group are situational conditions, which include business influences such as production
innovation, need for retraining or threat of job loss. Furthermore, extraordinary family or personal events
(sudden illnesses, conflicts) and socially important events.

Managers should demand from their subordinates such behavioral behaviors that lead to effective
performance of the assigned tasks, thus increasing their work performance. If the work performance of
employees is low, it is necessary to assess their mistakes and failures objectively and impartially (Pitra,
2007).

Stikar (2003) states that the problem in assessing work performance is the definition of a criterion by
which it can be objectively determined. Job performance can be assessed from two points of view, and it
according to objective data in the form of information about the productivity and reliability of a worker or
on the basis of data that result from the assessment. The question arises as to whether a more successful
and efficient employee is the one who produces the largest number of products (objective data) or one
whose work is best evaluated by the supervisor (assessment data). Work performance is therefore two-
dimensional and both categories should be considered at the same time as they complement each other.

The objective data include the quantity of work results, which is determined mainly by the number of
units achieved in a given time period. In addition to the quantity in this group include the quality of work
results. This can be measured as the number of units that meet the set quality control standards or based on
scrap. The objective figures for assessing performance include the frequency of accidents and injuries in
the workplace, as well as the absence and turnover of workers. This group also includes the salary
development and the frequency of salary changes for employees. Finally, the degree of career
advancement in a higher job position can be included as objective data (Stikar et al., 2003).

Evaluation of performance on the basis of data from the assessment includes in particular the
assessment of employees by their superiors, while also assessing the employees at the same level, but
cannot ignore the assessment of subordinate employees. There is also self-assessment, ie self-reflection of
their own performance. Goal management can also be used to assess performance. Workers and their
superiors should develop mutually acceptable and achievable goals. The assessment center can also be
used to assess performance, where the employee performs the assigned tasks (Stikar et al., 2003).

Performance management is a managerial tool for managing employees. It enables the goals and
strategic objectives of the company to be concretized, thus contributing to their achievement and fair
valuation of the worker and thus to the work and motivation thereof ” (Eichel, Bender, 1988).

It is the manager who is required to manage work performance, provide a motivating environment
and leadership for their employees. (Koubek, 2009) At the same time, it should continuously provide
feedback to their subordinates on their working behavior and performance. Armstrong (2015) presents
three theories on which performance management is based:

Goal theory explains four mechanisms that link goals to performance results. They focus attention on
priorities, stimulate efforts, and encourage people to make the most of their knowledge and skills to
increase their chances of success. The fourth mechanism is the principle that, as targets become more
demanding, people make greater use of their capabilities. This theory emphasizes the setting of goals on
the basis of which it is possible to control and subsequently measure work performance.

Robbins (2004) points out that the specification of targets, their demandingness and feedback
evaluation have a great impact on performance. Objectives that pose a challenge for individuals are
particularly motivating. Specific and ambitious goals therefore lead to higher outputs. Furthermore, the
conviction of one's own abilities is also very important. The author (2004) further states that the belief in
self-abilities, which he calls as self-esteem, is also important in goal theory. In meeting the challenge will
be people with higher self-esteem work intensively and even to negative feedback link will respond to
increased effort.

Control theory

In theory, control the attention focused on the reverse link as to the means of shaping behavior. If
workers have feedback on their work behavior, they have the opportunity to realize the difference between
what they do and what they are expected to do. Consequently, they can redress and overcome the
difference between reality and expectation.
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Social cognitive theory is an important part of the human self and significantly influenced his
thinking, emotions, behavior, selection performed actions and not least its level of performance (Bedrnova
etal., 2015).

Wagner (2008) expands access Albert Bandura in relation to job performance. Social cognitive theory
is beneficial for understanding the functioning of the organization as a whole and for understanding the
principles of performance management. As mentioned earlier, social cognitive theory is based on the
model of triadic reciprocal determinism. It takes into account three groups of factors, namely behavior,
biological, cognitive and other internal moments and the external environment. These factors affect
individuals in a complex way. For its own motivation, behavior and development, it is not driven solely by
internal forces or by the influence of the external environment, but all these factors affect it within
reciprocal influences.

Janousek (2005) mentions Bandura's view of performance. According to him, the belief in self-
realization and efficiency enters all performances until they become routine. The individual is active on
the basis of his / her belief in self-assertion, and his / her behavior influences expectations of results,
whether physical, social or within self-esteem.

An activity or behavior behaves in a way that results are not separated from activities. How a person
behaves significantly determines the results with which they gain experience.

According to Bandura, as Janousek (2005) further states, performance means accomplishing or doing
something. The result is what follows as the result of the activity. The result is therefore the result of the
power, not the power itself.

The ability to symbolize, the ability of thought anticipation, the ability to substitute learning, the
ability to self-regulate and the ability to self-reflect are crucial for planning and setting goals, for the
learning process and for regulating work activity. The ability to symbolize enables the processing and
transformation of transient experience into internal models, giving the experience meaning. The ability of
thought anticipation allows to anticipate the consequences of future activities and to set goals. The ability
to self-regulate is necessary to create internal standards and to assess the differences between these
standards and actual activity, as well as to develop self-evaluation responses that affect the individual's
subsequent behavior (Janousek, 2000 in Wagnerova, 2008, p. 24).

The higher the perception of self-assertion in an individual, the higher the goals it sets. Performing
more demanding tasks and systematic analytical thinking increases organizational performance. Workers
who set higher goals and use analytical strategies more efficiently, are more efficient in the organization
and adopt cognitive skills as learning skills, and are more likely to seek opportunities for further
improvement (Wagner, 2008).

Wagner (2008) also recalls the importance of perceived organizability. If people believe that the
environment is influenced, they are motivated to become more self-assertive, leading to higher
performance and success. Success then retrospectively reinforces the perceived efficiency of its own. If
employees perceive the environment of the organization as little influenced, they are not interested in their
application and encounter failures.

Wagner (2008) considers Bandur's theory to be very beneficial not only for clarifying the individual
influences that affect work performance, but also for the practical use of his knowledge to increase and
optimize the productivity of an organization.
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OBCEPBATHUBTI OKBITY )KOHE JEPEKCI3 MOJEJIBJAEY TEOPUSICBI

AHHoTanusi. Makanazia KOMITaHUSHBIH HaKThl MbICAJIZIAPbIHA CYHEHE OTBIPHII, ajaMIapAblH Oacka opinTecTe-
PIHIH, JKOJIIaCTaPbIHBIH MIHE3-KYJIKbIHA dCep €Tyl HeMece acep eTe anyblHa OaliaHbICThl Teopus Tajjanran. Herisri
3epTTey HBICAHBI — JKYMBIC OpTachl OOJFAHIBIKTaH, OyJl Te3ucTe OacThl Ha3apibl JKYMBIC OPTACHI KOHE JKYMBIC
OpBIHIAPBIHAAFEI MYMKIHIIKTEp MEH acepre aynapy kepek. Herisri omic periHze eki aHKeTa KOJIaHbUIAJbI, ojiap
aJJIBIMEH KbI3METKEpJIepre, CoJaH KeiiH MeHeIDKepiiepre TapaTbUla bl
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KpI3meTkeprepiH cayaaHaMachl TEOpPHsSFa COMKEC KEJCTiH KbI3METKEpJIepre ocep eTYIiH OapiblK MYMKiHJIiK-
TepiH pactasl. KapamaiibiM KbI3MeTKepsIep cayaaHaMaa MIbHANBI TOKIPHOCHIH, j)KaHaMa TOXIPUOCHIH, JICyMETTIK
CEHIMHIH, SMOLIMOHAJI/IbI YKaF Al IbIH KoHE KOPIIaFraH OpTaHbIH )KYMBIC TallChIpMaJiapblH OpbIH/IAY OapbIChIHA ©31HE
JIeTeH CeHIM/ILTITIHE OH acep eTEeTiHIH aTall eTTi.

Menemxepiiep *aHama TOKIpUOEHIH acepiH Oipiama enemeni, Oipak oyapbIH KO acThIHIAFbIIAP 9pINTECiHIH
MOCEJIECiH CITTI LIenryre oH xayan Oepai. Ocbutaiiina, MeHemKepIiep XKarIai/pl )kakcapTa ananbl. Onap HEFYpIIbIM
TOXKIpuOENi XKoHE a3 THKIPUOETI OpiTeCTepaiH BIHTHIMAKTACTHIFBIH KeHIHEH KOJJaHa anap eai. MeHemkepiep MeH
KaparmaibiM KbI3METKEpIIep IIBIHAWEI THKIpHOE MEH JIEyMETTIK CEeHIMII OTe THIM/I AeT CaHaHabI.

CayanmHama TeK TEXHUKAJbIK XKOHE SKOHOMHKAJBIK KbI3METKepJIep MEH OJIapAbIH MEHEMKepJIepiHiH apacklHia
KYPri3UIreH/IIKTeH, cayaTHaMaHbIH HOTHXeJIepl MeH OFaH OailllaHbICThI YChIHBICTApP OYKUIT YHbIMFA KOJIJaHbIIMAIbI.
CoHpbIKTaH OapIIbIK HOTH)KEJIEP MEH YCBHIHBICTAp TEK TEXHHUKANBIK JKOHE SKOHOMHKANBIK KbI3METKEepJiep MEeH onap-
JIbIH, OaclIbUIapbiHa KATHICTHL.

ConblMeH Karap TaHOanay KabijeTi, KyTKeHAl oiiay Kabijeri, oKyl aaMmacTeipa Oily, ©31H-e31 peTTey KoHe
031H-031 Kepcere Oly KablieTi — ocmapiay MEH MakcaT KO, OKYy MpOLeCi MEH KYMBICThI PEeTTey YLIIH eTe
MaHb3Iel. CoHpmaii-ak TaHOanay MYMKIHAIT aybICHIANBl TOKIPHOCHI OHJIEYTE XKOHE TOKIpHOere MOH Oepe OTBHIPHIIL,
iK1 yirinepre adHanapIlpyra MYMKiHZIK Oepenmi. Oinapnael angsiH ana Oury kKaOureri Ooramak ic-opeKeTTepiiH
callapblH aIAbIH ayna OoJpKayFa JKOHE MakcaT KOIoFa MYMKIHIIK Oepexmi. ©O3iH-e31 perrey Kabijeri imki
CTaHIApTTapIbl XKacay JKOHE OCHl CTAaHAAPTTap MEH HAaKThl iC-opeKeTTep apachbIHAAFbl albIPMAIIBUIBIKTEL Oarajiay
YIIiH, COHBIMEH KaTap aJaMHBIH KeHiHT1 MiHe3-KYJIKBIHA dCep eTeTiH 03iH-031 Oaraiayra )Kayan KaJbIITacTHIPY YIIiH
KaXKeT.

Tyiiin ce3aep: oKy, ocep eTy, YHpeHy, YCHIHBIC, MOJICNbCY TEOPHUSCHL.
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HABJIOJATEJIBHOE OBYYEHHUE U TEOPUSI ABCTPAKTHOI'O MOJAEJIMPOBAHUSA

AnHoTanusi. CTaTh OCHOBaHA Ha KOHKPETHBIX NpHMepax KOMIIAHHH, aHAIM3HPYeT TEOPHIO, C ITOMOLIBIO
KOTOPO JIFOAW MOTYT BJIUSTh WM BIMATH HA IIOBEACHHE JPYTHX KOJUIET WM TOBapHileil. B aToM Te3unce, MocKonbKy
3TO pabouas cpena, OCHOBHOE BHUMaHHUE yJeieTcsl padoueid cpeie, BOSMOXKHOCTH U BIMSHHIO HA pabodeM mecte. B
Ka4ecTBE OCHOBHOT'O METOZAA HCIOJB3YIOTCS JIBE aHKETHI, KOTOpbIE CHayaja pa3laroTcs COTPYIHHMKAM, a 3aTeM —
MEHEeKepaM.

Amnkera COTpYAHUKA IIOATBEPJMIJIa BCE BO3MOXHOCTH BJIHWAHUA Ha pa6OTHI/IKOB, KOTOPbIC COOTBETCTBYIOT
TeOpUU. PAnoBBIE COTPYJHMKM YyKa3aJld B BOIPOCHUKE, YTO IIOJJIMHHBIA OIBIT, KOCBEHHBIH OIBIT, COLIMAIbHOE
yOexXJeHne, 3MOLMOHAIBLHOE COCTOSIHHE M OKpY)Kalollash cpelia OKa3bIBAaIOT IIOJIOKHTENbHOE BIMSHHE Ha MX
YBEPEHHOCTH B ce0€ NPH BHINOJHEHUH PadOUnX 3a1aHHH.

MeHemKepsl Cilerka INpeHeOperiav BIUSHAEM KOCBEHHOTO OIBITAa, HO HMX IOJYMHEHHBIC ITOJIOXKHUTEIHHO
OTpearupoBajd Ha YCIICIIHOE pelIeHHe 3amavyd Kojuierod. Takum o0pa3oM, MEHEKEphl MOTYT YIyYLIHTh
curyaruro. OHE Mornu OBl 0oJiee MIMPOKO HCIOIB30BATH COTPYIHHYECTBO MEXKAY Ooliee ONBITHBIMH M MEHee
NPOJBUHYTHIMH KOJUIETaMU. MeHemKephbl U PSIOBBIC COTPYIHUKH CUHMTAIOT, YTO HOJIMHHBIN OINBIT U COLUAIbHBIC
yOexaeHus SIBIAI0TCS Hanbonee 3(ppeKTHBHBIMU.

ITockonbKy aHKETHBIH ONPOC MPOBOIMIICS TOJIBKO MEXIYy TEXHHYECKMMH M SKOHOMHYECKHMH PabOTHHKaMU H
X MEHeDKepaMH, Pe3yJbTaThl aHKETHOIO OIpOca, a TaKKe NPEHJIOKEHUS M PEKOMEHJAIMd HE MOTYT OBITh
IIPUMEHEeHbI KO Bce opraHu3anuu. IlosToMy Bce 3TH pe3ynbTaThl U MPEUIOKEHHs KacaroTcs TOJIBKO TEXHHKO-
SKOHOMHNYECKUX pa60THl/IKOB U UX HAa4YaJIbHUKOB.

PackpbiTa CIIOCOOHOCTH CHMBOJIM3MPOBATh, CHOCOOHOCTh K MBICIMTEILHOMY OKHIAHUIO, CIOCOOHOCTD
3aMEHUTh O0y4YeHHe, CIHOCOOHOCTh K CaMOpPEryJSHH M CIIOCOOHOCTh K caMopedieKcHH HMMEIOT pellaroniee
3HAUEHME JUIS IUIAHUPOBAHMS M TIOCTAHOBKH IIeJed, Al mpoiecca oOydeHWs W Uil PEryJMpOBaHUs TPYIOBOH
nesTenbHOCTH. CIIOCOOHOCTh CHMBOIU3UPOBATH MO3BOJISIET 00pabaThIBaTh U MPeoOpa30BLIBATE MTEPEXOIHBIN OIBIT
BO BHYTPEHHHE MOJIENH, IPHIABas CMBICIY ONBIT. Tak ke OIpeiesieHa CIIOCOOHOCTh NPEIBUACTH MBICIH, YTO
MO3BOJIACT NPEABHICTH NOCIEACTBHSA Oy IyIel NesTebHOCTH U CTaBUTh LedH. CIIOCOOHOCTD K CAaMOPETYJIMPOBaHHUIO
HeoOXoouMma MIJIsi CO3MaHHMs BHYTPEHHUX CTaHAAPTOB M OLEHKH pPa3IM4ui MeXIy OSTHMH CTaHIapTaMH |
(aKkTHUecKO JIeATeNbHOCTBIO, a TakkKe U pa3pabOTKM OTBETOB HA CAaMOOLCHKY, KOTOpbIe BIHSIOT Ha
HOCIeAyIOIIee TOBEACHNE YeIOBEKa.

KiroueBnie ciioBa: 00ydeHue, BO3ACHCTBHE, 00YUYCHUE, BHYIIAEMOCTbh, TEOPUS MOJICTTUPOBAHUS.
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