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PABOTHWUTE BPEAHOCTU N AHTULUWTTMPAHUWOT MCNXOJ/TIOLWKN
AJOroBOP KAJ CTYAEHTW BO 3ABPLUHA TOANHA HA CTY QNN

Kpanrka cogp>kuHa

Oeoj mpyd ja ucnuTyBa npegukumjaTa Ha KOHCTUTYEHTUTE Ha aHTUUMNIK-
PaHNOT NCUXOMOLLIKM [JOrOEOp ep3 OCHOBA Ha paboTHUTE BPEAHOCTW Kaj CTYAEHTU €0
3aBpLIHA FOAMHA Ha CTYAMM Kako NOTeHUMjanHu KanauaaTu 3a paboTa. 3emajku rum
npegsug LenMTe Kow MnaguTe nyfe cakaaT fAa rv peanmsupaaT npeky paboTaTa,
Kako ¥ npupoaaTa Ha TWUMNOBWTE NCUXONMOLIKW [OroBop, Ce NMOCTYNuUpalle fAeka Hajro-
neM NpuAoHeC BO ob6jacHyeakeTO Ha eapujaHcaTa BO penauMckuTe BepyBaka 3a Nny-
HUTe 0OBPCKM KOH WAHWOT paboTojhasay v penauuckuTe Bepyeara 3a 06epckuTe Ha
WAHMOT paboToAaBay KOH OHOCHOTO NuUe MMaaT paboTHUTE BPEAHOCTU HACOUYEHM
KOH couujanHa MHTepakuuja. Hajaobpu npeankTopu Ha TpaHCaKUMCKUTE BepyBatba
3a IMYHUTE 0BBPCKM KOH MAHMOT paboTofAaBay ¥ TpaHCaKUMCKUTE Bepyearba 3a 06-
BPCKMTE Ha MAHMOT paboTofaBay KOH KOHKPeTHMOT NoefuHel| 6elle NPeTnocTaBeHo
JeKa ce paboTHMTE BPeAHOCT Y Of Y TUANTapMCTUYKaTa epejHOCHA OpueHTaumja.

MprMepoKOT ro counHysaa 312 ucnuTaHuuy, pefoBHN CTYAEHTW 0f 3aBpLUHa
rofuHa Ha CTyfAuu of obnacTa Ha NPUPOAHUTE, XYMAHUCTUYKUTE, ONWTeCTBEHNTE
1 Ha TexHuukuTe Hayku npu YKUM. MNpumMeHeTaTa Xxepapxucka perpecusHa aHannsa
noka>ka fieka couujanHuTe paboTHM BPeLHOCTU Ce 3HaYajHu NpejuKTOopW Ha penauu-
CKMUTe BepyBama, [oAeKa yTUIMTapucTUUKNTe paboTHN epefiHOCTW Ce 3HauajHu npe-
AVKTOPW Ha TPaHCaKUMCKUTe BepyBara 3a 3aeMHUTe 06BPCKU CO MAHNOT paboToja-
eay. belle HajeHO [eka 3HavaeH [en Of BapujaHcaTa Ha penaunuckuTe 1 TpaHcakum-
CKUTe BepyBara 3a 00BPCKUTE Ha UAHWOT paboTofasay objacHysaaT W ApYruTe rpy-
nMpaboTHW BpegHOCTMW.

PesynTaTwuTe Ce JUCKYTUPaHW N UCTaKHATAa € HUBHATa NpaKkTuyHa UMniu-
Kauuja.

Knyunn 360posu: AHTULIMPAH MCYXONOLLKNAOrOBOP, PABOTHU
BPEHOCTW. MPEAUKLMIA

BoBeg,

McMXoNoWKNOT JOroBOp ChaTeH KakKo CYyOjeKTMBHO BepyBake Ha MoeguHeLoT
33 KapaKTepuCTUKMTe 1 YCNOBUTE Ha peLMnpoyHaTa Bpcka nomery Hero n paboTtopasa-
yoT (Rousseau, 1995) oBo3MoXyBa ga ce fobue nHhopmMaLnja 3a 06BPCKUTE Kou Bpabo-
TeHWTe BepyBaaT [eKa npousnerysaaT of paboTHNOT OAHOC M TOA KakKo Of, HUBHA CTpa-
Ha, Taka U of CTpaHa Ha opraHu3auujata. Toj e KOMMIEKCeH KOHCTPYKT YMMLLTO efe-
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MEHTU MOXaT fla Ce KaTeropmsnpaaT BO YeTUPW OCHOBHW FPynu: BepyBatba 3a NMYHUTE
penaunckn 06BPCKM KOH paboToAaBayoT, BepyBatba 3a MYHUTE TPaHCaKLUCKN 06Bp-
CKM KOH paboTofaeayoT, BepyBata 3a penauncknTe 06BpCkM Ha paboToaaBavyoT Kou
OJHOCHWOT MOeAMHeL, U BepyBara 3a TpaHCakUUCKMTe 06BPCKN Ha paboTofaBavyoT
KOH OJHOCHMOT noeAuHel,. CyLITUHCKA KapaKTepUCTMKa Ha TPaHCAKLMCKMUOT MNCMXONo-
LUK JOrOBOp € MOHeTapHaTa WM eKOHOMCKaTa pa3MeHa (BNOXYyBare TPYA, 3HaeHbe,
BELUTVHM 3a BO3BpAT Ha COOABETHa nnata). Penauuckute 06BPCKM, OA Apyra CTpaHa,
nokaxyBaaT fieKa paBGoTHMOT OAHOC He Ce rnefa camMo Kako eKOHOMCKA, TYKY W Kako
eMOLMOHaIHa pa3MeHa 3aCHOBaHa Ha IMYHO MHBECTMPatE BO TOj OAHOC Kako 0f CTpaHa
Ha BpaboTeHMTe, Taka 1 0f crpaHa Ha paboTogaBayoT (Ha NpyUMep, N0jaHOCT KOH opra-
HM3aumjaTa U MOCBETEHOCT Ha paboTaTa BO 3aMeHa 3a CUrypHOCT Ha paboTHOTO MecTo).

Beke e f06pO MO3HATO AeKa AeHeC BO YCNOBU Ha KOHTUHYMPAHU TEXHOMOLLIKM
M eKOHOMCKM MPOMEHM KOW HafloXyBaaT 6p30 NpucnocobyBatbe Ha NasapoT Ha TPyAoT
ce MeHyBaaT M paboTHMTE OAHOCK M HA4YMHOT Ha KOjLWITO Ce mepuunupaaT - HamecTo
Kako OAHOCW KOW MMNAuuMpaaT NoBp3aHOCT nomefy BpaBOTEHMOT M paboToaaBavoT,
cera ce rnefaaT Kako TpaHcakuuja. Moronemmnot 6poj uctpaxysauu (Ha npumep, Con-
way & Briner, 2005; Guest, 2004; Coyle-Shapiro & Kesler, 1998; Rousseau, 1995,
2001), TOKMY bo Ha4YMHOT Ha KOjTO NyfeTo rv nepuunupaat paboTHUTE OfHOCK W 06-
BPCKWTE LUTO NPOW3NeryBaaT Of HUB, ja rnefaaT MOXHOCTa 3a 06jacHyBate Ha TUe Ofi-
HOCW ¥ HWBHOTO BfMjaHMe W BP3 BPabOTEHWTe U BP3 OpraHM3aLuuTe BO efjeH MOLLHE
[OMHAMUYeH KOHTEKCT KOj Ce MOTELLKO MOXe Aa ce NpeaBuau.

"opeHaBefieHOTO MPETCTaByBa MOTTUK 33 UCTPaXKyBarbe Ha OBOj KOHCTPYKT M
3a Ao6MBatbe HOBW MOAATOLM 33 MPUPOJAATa Ha BepyBarbaTa 3a SIMYHUTE OGBPCKU KOH
paboTofaBayoT 1 BepyBarbaTa 3a 06BPCKMTE Ha paboToAaBa4YoT KOH BpaboTeHNoT. Oco-
GEHO e KOpPMCHO UCTpaxyBarbaTa BO 0BOj AOMEH Aa Ce MpoluMpat ondaKajku rv nuuata
KOW npeTcTaByBaaT MOTEHLMjaNHN KaHAWMAATK 3a paboTa, T.e. CTYAEHTWTEe KoM fonpBa
Tpe6a fia NpeMnHAaT 0 06pPa30BHMOT CUCTEM KOH Mas3apoT Ha TPYAOT.

TeopeTcka 3afHUHa

McnxonowKMoT [OroBop ce caka Kako MeHTaneH Mofen Koj mocToum yLite
npea npeoTo BpaboTyBake (Rousseau, 2001). Ce ncTakHyBa feKa yLTe BO TOj NMepPUOS
nocTojaT MAen 3a OHa LUTO OpraHu3auujata 6u 6una NOAroTBeHa Aa ro 06e3degn 1 oHa
WTO 3a Bo3Bpar 6u ro BpeaHysana (Porter et al., 1998, cnopeg De Vos & Buyens,
2001). Majkn (Michael, 2001) Benu feka CTyfeHTUTE YLITe Npes AUNJIOMUPaeTo pas-
MWC/yBaaT CO JOrOBOPHM TEPMUHM KaKo LITO ce 06BpckuTe. OTTyKa, MOXE [ja Ce KOH-
cTaTvpa Aeka CBOjOT WAeH paboTeH aHraXmaH TUe He ro rnefaaT camMo Kako MOXHOCT
3a peanmsaumja Ha COMCTBEHWUTE ambuLmMK, TYKY M Kako PeLunpoyveH OLHOC Ha BOXY-
Barbe 1 fo6uBare. Cenak, BO 0OBOj MepuoA MOXe fja ce 360pyBa caMo 3a pyAMMeHTUpa-
Ha hopMa Ha NCMXOOLIKNOT JOroBOpP Kako MeHTasHa CTPYKTypa 3a paboTHWOT 0fHOC
(3aeMHMTe 06BPCKM €O paboToAaBay0T) M3rpageHa BpP3 HELENOCHW U OrpaHUYeHn WH-
(hopmarmu.

OBaa MeHTafHa LWemMa WM T.H. aHTULMNATOPeH NMCUXOMOWKK JOroBOp ce fe-
(hMHMPpa Kako NNYHM BepyBara 3a UAHOTO BpaboTyBake, BKNYy4yBajKu MM BeTyBarbata
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KOUW NOeMHEeLO0T e MOAroTBEH Aa My v [afie Ha CBOjOT uaeH pabotofasad, HO v Npuao-
O6MBKMUTE LUTO OYeKyBa fda rv npumu 3a Bo3spaT (De Vos & Hauw, 2010). Ce dopmupa
BO MepMOAOT Ha AeTCTBOTO M afofiecueHLjaTa Noj BAMjaHUe Ha HM3a CoLMjanHn (ak-
TOpY, Kako LITO Ce CeMejCTBOTO, YUUNULITETO, BPCHULMTE, MELAUYMUTE, KOHTaKTUTe CO
BeKe BPabOTEHW nmua U/MnnM eBeHTYasIHOTO IMYHO paboTHO McKycTBO (Coyle-Shapiro,
2006). 3HauajHa ynora Bo (hOpMUpaeTO Ha MeHTa/HaTa Lema 3a paboTHUTe ofHOCK
MMa 1 npodecujata 3a Koja ce ocnocobysa NoOeanHeLOT, MOpPaKUTe LUTO MM Npaka nasa-
POT Ha TPYAOT, a 0CO6EHO MopaKMTe LWTO goaraaT Of OpraHn3auuMmMTe U HAYMHOT Ha KOj-
LWITO TMe 1 npakTuympaat 3akoHmTe (Roussau, 2001). KOHEYHO, Kako LUTO € HaBeAeHo
kaj Ae Boc 1 MeraHk (De Vos & Meganck, 2006), BaXXHW (hakTopu ce U NUYHUTE npe-
AMCNo3nuUK, Ha NPUMeEpP LpTUTE HA NINYHOCTA, MHTEPMEPCOHAIHATE BELUTUHW U MOTU-
BUTE.

Baka u3rpagieHata MeHTa/lHa LeMa Y4YeCTBYBa BO WHTeprpeTaymnjata Ha BeTy-
BarbaTa M CUrHanuTe LWTO M1 Npaka opraHusalmnjaTa BO MpoLecMTe Ha perpyTauuja u ce-
Nnekumja, Ho 1 No BpaboTyBawETO U Toa 0COBEHO BO NEpMOSOT Ha paHa couujanusaumja
Ha pabOTHOTO MecTo, a NOAOLHA 1 BO HAYMHOT Ha KOjLITO Ke ce mepuunupa paboTHWoT
OfIHOC U Ke ce npefBuAyBaaT HacTaHWTe Ha paboTHOTO mecTo. Of fpyra cTpaHa, Taa
NPOAO/KYBA fla Ce pa3BuMBa Kako pe3ynTar Ha pasnnyHUTe HacTaHu Bo paboTHara cpe-
OViHa, couujanHaTa MHTepakLwmja co KonernTe u apyrute BpaboTeHN 1 Kako pesynTaTt Ha
nckycteoTo (De Vos, Buyens & Schalk, 2003; Ho, Levesque & Rousseau, 2002; Rous-
seau, 1995).

VcnurrysarbaTa Ha aHTULMNUPAHWOT MCUXO/OLLKM [AOroBOp Ce MOLLHE PETKM.
Bo ncnuTyBare Ha nepuenuujata Ha 3aeMHUTE 06BPCKM CO MAHMOT paboTofasay Kaj
CryfleHTn of obnacta Ha ApBHM Npou3BoAM U WwymMapcTeo, Majkn (Michael, 2001) co-
OnwTyBa fieka CTY[eHTUTe 0f rpynara 3a fpBHU NPOU3BOAMW, FEHEPasHO, NCUXOMOLWKN-
OT [OroBOp MOBeKe ro rnefaaT Kako pefauMoHeH OTKOSIKY Kako TpaHCaKLWMOHeH no
npupoga. e Boc n MeraHk (De Vos & Meganck, 2006) HaofaaT no3uTMBHA NOBpP3a-
HOCT NOMery ONTUMU3MOT, KapuepuamoT, cend-MeHaLIMeHTOT Ha Kapvepara U BaXHO-
CTa Ha paboTara CO aHTULIMMMUPAHWNOT MCUXOJOLLKMN [OrOBOP Kaj CTYAEHTU Ha eKOHOMU-
ja, Ha MHXXeHepCcTBO W Ha McuXonoruja, Ho HasefyBaaT W IeKa NMMYHUTE KapaKTepucTu-
KV BO pasfiMyeH CTeneH Kopenupaar co nocebHUTE AWMEH3UW Ha NMCUXOMOLWKNOT AO0ro-
Bop. CNMYHM pe3ynTatu Ce COOMLITEHU U BO UCMUTYBake Ha MOBP3aHOCTa Ha Kapue-
PV3MOT 1 ONTUMU3MOT Kaj CTYZIEHTU Ha EKOHOMMja, Ha MEHaLIMEHT, Ha MCUxonorunja, Ha
COoLMONornja 1 Ha NpaBo CNpOBefEHO BO TEKOT Ha CKOpeLlHaTa eKoHomcka kpu3sa (De
Vos & Hauw, 2010). VicTuTe aBTOPKM COOMLUTYBAaaT U [jeKa OBUe CTYZEeHTU umaart no-
HWUCKW 0YeKyBara BO OfIHOC Ha colujanHaTta atMocdepa Ha paboTta u paboTHarta curyp-
HOCT KaKo eleMeHTU Ha MCUXO/OLWKNOT AOroBop BO cropedba co CTYAEHTUTE KOWU CTy-
Avipane npef, eKOHOMcKaTa Kpu3sa. MoHoBa CTyAuja NokKaxysa fjeka OnTUMU3MOT € 3Ha-
YaeH NpeAVKTOpP Ha BepyBamaTa 3a pefalnckuTe 06BPCKM Ha MAHMOT paboTogasad, fo-
[leKa NecrMu3MOT 3Ha4ajHO v MpeABMAYBa BepyBawaTa 3a IMYHWUTE penauuckn o6sp-
CKV KOH naHunoT paboTtogasay (BlaZevska Stoilkovska & Markovié, 2015).
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Llen Ha UCTpadKyBarbeTO

Lienta Ha oBa UCTpaxkyBame Gelle NpeKy UCMUTYBamwe Ha COApXMHaTa Ha ncu-
XOIOLLKNOT [OFOBOP Kaj NMOTEHUMjanHUTe KaHAMAaTY 3a paboTa (CTyLeHTUTe BO 3aBpLu-
Ha rofuHa Ha CTyAuu) U Npeky oApefyBare Ha NPUAOHECOT Ha paboTHUTE BPeAHOCTU
Kako NIMYHM KapaKTepuCTUKKM BO 06/INKYBakbeTO Ha BepyBaraTa 3a 3aeMHWUTe 06BPCKM
CO MAHWOT paboTofasay fAa ce 36oraraT eMnUMPUCKUTE CO3HaHWja 3a aHTULMNUPaHWUOT
NcUXonoLWwkn gorosop. OCBEH T0a, Cé YLITe HemMa NoLaTOLM 38 0BOj KOHCTPYKT Of KOH-
TEKCT KOj e MHOTY MOWHaKOB 0ff aMepUKaHCKMOT W Of 3amnafHOEeBPONCKNOT Of Kafe LTo
Ce focerawH1Te HaoAW (CO CKOPELLUHO OMWTECTBEHO NpeypefyBarbe, BUCOKa HeBpabo-
TEHOCT W HUCKU NaTh).

PaboTHUTE BpesHOCTM Kako Lenn KoM MOoeAuHELOT caka Aa rv peanunsupa npe-
Ky CBOjaTa npodecuja MoXe fa ce NPeTrnocTaBn Aeka Ke 6ugaTt nosp3aHu U CO BepyBa-
taTa 0KOJTy OHa LUTO Tpeba Aa ce BAOXKMW MpW M3BPLUYBake Ha nMpodecujaTa M OHa LITO
3a B03BpaT Tpeba fa ce Ao6Me Kako pe3ynTaT Ha BNOXEHWOT Tpyg. McTo Taka, HABHUOT
NPULOHEC Kako WHAVMBUAYaIHW KapakTepUCTUMKM BO NPOLECOT Ha opMuparbe Ha ncu-
XOMOLKNOT AOroBOp, OAHOCHO AUMEH3UNTE HU3 KOWU TOj ce MaHW(ecTupa, BepojaTHO e
noronem Bo NepMOAOT Npej NPBOTO BpaboTyBake KOra BANjaHNETO Ha KOHKPEeTHaTa op-
raHusaumja, paboTHUTe yCNoBM M couujanusayujata Bo paboTHaTa CpefuHa e UCKy-
YeHo.

VIMajku ro npeABuA OBa, Kako M OANMKMTE Ha TUMOBWUTE MCUXOMOLWKKU [Oro-
BOp, Ce MOCTyAupalle Aeka HajroneM npugoHec BO 06jaCHYBaweTO Ha BapujaHcaTa BO
BepyBarbaTa 3a penauuckuTe 06BPCKM Ha NMOEAUHELLOT KOH paboTo4aBayvoT M BepyBatba-
Ta 3a penaymckmuTe 06BPCKM Ha paboTogaBavyoT KOH OAHOCHMOT NOeAMHEL, MMaaT paboT-
HWUTe BPeAHOCTM HACOYEHW KOH columjanHa uHTepakumnja (Xmunotesa 1).

Hajnobpy npeankTopy Ha BepyBakaTa 3a TpaHCaKLUCKUTe 06BPCKM Ha noeau-
HeLoT KOH paboTofaBavyoT U BepyBarara 3a TpaHCaKLMCcKuTe 06BPCKM Ha paboToaaBa-
40T KOH OHOCHMOT MoeauHel, Gelle NMpPeTnocTaBeHo Aeka ce paboTHNTE BPegHOCTU 0f
yTUAMTapucTUYKaTa BpegHOCHa opueHTaunja (Xunotesa 2).

MeTog

VicnuTaHuuyy n nocTanka

VcTpaxyBamweTo Gelle cnpoBefeHO BpP3 NpuMMepok og 312 ucnuTaHuum, pe-
[OBHMW CTYAEHTW Of 3aBPLUHA rofiMHa Ha CTyAMM Ha OCYM (haKynTeTu npu YHuBepsuTe-
10T ,,CB. Kupun n Metoamnj“ Bo Ckonje. MNonpeynseH nperneg Ha CTPYKTypaTta Ha npu-
MEpPOKOT Of acnekT Ha BMAOT Ha CTYAuMW/thaKynTeT WU Of acrnekT Ha MoaoT e NpuKaxKaH
Bo Tabena 1
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Tabena 1. CTpykTypa Ha npumepokoT (N = 312)

[Jemorpadcku .
KapakTepneTnki Kateropuu PpekseHUUja MpoueHT

Matuku 113 36.2

o SKeHCKM 199 63.8
dunozodckn 76 24.4

MpaBeH 29 9.3

EkoHOMCKM 52 16.7

PuUnonoLLKn 34 109

dakynTeT AM® u 109
MeanumHcKkn 24 7.7

ApPXUTEKTOHCKM 37 119

Mys3unuka ymeTHOCT 26 8.3

Mopatouute Gea npubpaHn BO pamMKUTE Ha pefloBHATa HacTasa CO MPETXOAHO
Jo6vieHa cornacHoCT of CTpaHa Ha [eKaHaTuTe v n36op Ha OHa npejasare Un BeXxou
Kafle WTo 6pojoT Ha CTYfeHTM 06UYHO e Hajronem. VicnutyBamweTo Gelle rpyrnHo u ce
ofBuBalle BO Tpaewe of 45 MuHYTW. Bele npugpy>XeHo co objacHyBake [feka
Y4YeCcTBOTO BO Hero e f06pPOBO/IHO M aHOHUMHO, CO 06pa3NoXXeHue 3a Lenute 3apagu
KOW Ce BpLIM, KaKO W CO [eTasHO YNaTtCTBO 3a HAYMHOT Ha KOpUCTEeHEe Ha
NHCTPYMEHTHUTE.

MepHN MHCTPYMEHTU

3a npoueHa Ha aHTULMNUPaHUOT NCUXOMOLWKNOT JOroBOpP, OGHOCHO Ha Hero-
BUTE OCHOBHM KOMMOHEHTN 6Gea KOHCTPyMpaHu MocebHW ckann. Tue ce 6asmpaHu Ha
pa6otata Ha Pyco, Xepwot, [e Boc, JeHCeHC Ha MoMeTo Ha 0BOj KOHCTPYKT. EaHaTa
CKana 6elle HaMeHeTa 3a NpoLeHa Ha penayuckuTe (15 TBpAeHa) M TpaHcakuuckuTe (8
1CKasn) BepyBarba 3a NMYHUTEe 06BPCKM KOH paboTofaBauvoT, Aofeka ckanaTa 3a mepe-
ke Ha penauuckmte (15 ajtemun) 1 TpaHcakuuckuTe (9 ajTemu) BepyBatkba Ha UCNUTaHU-
KOT 3a 06BpCKMUTE Ha MAHMOT paboTofaBay LITO M MMa KOH Hero. VicnutaHuuuTte rv ga-
Baa 0JroBOpMTe Ha MeTcTeneHa ckana o JlnkepTtos Tvn (04 1- BOONWTO He ce corna-
cysBaMm fio 5 - cocema ce cornacysam). Mputoa, noronem f4o6ueH CKop 03Ha4ysa Moms-
paseHun BepyBarbaTa 3a COOLBETHUOT TN 06BPCKM. [06veHnTe CkopoBM bea TpaHctop-
MVpPaHN BO CKOPOBW Ha ckana of 1 ao 5. PenvjabunHocTa Ha CKanuTe M3HecyBalle o =
0.77 n a = 0.86, coofBETHO.

PaboTHUTE BpeAHOCTM 6Gea MepeHW €O V-npawasHWKoT (jyrocnoBeHcKa, T.e.
XpBaTcka Bepaunja Ha WIS-ckanaTa 3a npoueHa Ha paboTHUTE BPeJHOCTY KOHCTpyMpaHa
BO pamMKmn Ha MefyHapogHOTO mcTpaxysare Work Importance Study). Toa ce cnegHm-
BE: UCKOPUCTYBake Ha CNOCOBHOCTUTE, NOCTUrHYeatbe, NMYEH paseoj, y4ecTBO BO OA-
nydyBate, ecTeTuuM3am 1 TBOPELITBO KaKO CaMOaKTyan3npayku BpegHOCTM; Hanpe-
Jyeatbe, NMPECTU>K, aBTOPUTET, EKOHOMCKA CUTYPHOCT ¥ PaBoTHM YCNOBM Kako yTu-
NUTaPUCTUYKM BPEAHOCTU; anTpynsam, colujanHa MHTepakLumja n mefy4oBeykn ogHoCH
Kako COLMjanHW BPeSHOCTW; CaMOCTOJHOCT, >KMBOTEH CTWI W Pa3HOBMAHOCT Kako
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VHAMBUAYANNCTUYKN BPEAHOCTM W (h13MUKa aKTWBHOCT, PU3UK W KYNTYPEH UAEHTW-
TEeT Kako aBaHTYpuCTUYKM BpeaHocTn. Cogpxku 100 TBpAera, Mo 5 3a cekoja Bpea-
HOCT KOM Ce OLeHyBaaT Ha uyeTupucTeneHa ckana (1 - cocema HeBaXHO, 4 - MOLLHe
Ba)XXHO). [oronemunoT ckop nogpasbrupa noronaema BaXKHOCT Ha paboTHaTa BPeAHOCT KO-
ja ja npetctaByBa. KoeuumeHTUTe Ha penunjabunHoct (Cronbach o) Ha cynckanuTte ce
aswxkar o 0.62 no 0.82.

CTaTucTunyka 06paboTka Ha nogaTouMTe

3a nmpoBepka Ha MOCTaBeHWTe XMMOTe3n Belle MpUMeHeTa Xuepapxucka Mys-
TUNNa NMHeapHa perpecMBHa aHanaW3a M Toa 3a CeKOj Of YeTMpUTe Tuna NMCUXOIOLLIKM
[LOrOBOp OALeNHO. Bo NpBMOT YeKop Kako KOHTPOMHU Bapunjabnn 6ea BHECEHU MOJOT Ha
UCMMTaHULTE U NPETXOAHOTO PaboTHO WMCKYCTBO. Bo cnefHuTe neT 610ka Gea BHece-
HW NeTTe rpynu paboTHW BPeAHOCTU Kako NPeauKTOPCKM Bapujabnn.

Pesyntatun

Bo Ta6ena 2 e fafieH npernef Ha AeCKPUNTUBHUTE CTATUCTULM 33 UCMMTYBa-
HUTe Bapujaban, KOHCTUTYEHTUTE HA NCUMXO/OLLIKUOT AOFOBOP U paBoTHUTE BPEAHOCTU.

Tabena 2. OCHOBHM CTATUCTUYKN NOKa3aTem 3a ucnuTysaHnTe Bapujabam (N = 312)

Bapnjabna M SD Bapujabna M SB Bapujabna M SD Bapujabna M SB
Bepysarba 3a
penaumckuTe
00BPCKM KOH  3.63 .42 JlnueHpassoj 1821 174 [pecTu>k 1591 258 PasHosug, 1502 2.24
UOHMOT pabo-
Topasau
Bepyeara 3a
MCK.

E‘%@Eﬁi’ﬂ*m 396 42 Hampeny-
UOHMOT pabo- Bare
Topaeau
Bepysarsa 3a

penauuckuTe ExoHomcKa Mef i V4eCTBO BO
06BpCKY HA W- 3.04 AL  obesbege- 17.82 250 CIYHOBEY 4500 515 1488281
HUOT PaBoTo- HOCT Kit ooy OAyHyBatbe
[fasay
Bepysara 3a
TPaHCOKLYCKLLIN
e obepckm Ha 4.55 .35
UOHMOT pabo-
Togaeau

17.88 2.00 Antpymsam 1578 3.00 CamocToj. 1497279

EcTeTuup- JKuBOTEH Pyisnuka
30M 1643 2.54 . 15.21 2.40 AKTVBHOCT 1426 2.48

KYIT. W45 65300
EHTUTET

1521 263  Punk 1231342

MocTurHysarse 1832 1.87 TeopewTso 16.36 259 AsTopuTeT 127 3.10

VickopueTyB. Ha PaboTHn CoumjanHa
cnocobHoCcTUTE 1823 1.90 yCcnosu 1636 2.19 WHTepaTLya
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Bo Ta6ena 3 ce npe3eHTMpaHN pe3ynTaTuTe Of YeTUPUTE XUEPAPXMUCKMX perpe-
CVBHW aHanuM3u HanpaBeHW 3a UCMUTYBake Ha 04HOCOT Nomery paboTHWUTe BPeAHOCTH,
0f} e4Ha CTpaHa, U CeKoj 0 YeTUpuUTE TuMa NCUXOMOWKN AOr0BOPU, Of Apyra cTpaHa.
Kako WTo MOXe fa ce BUAW Of, NPe3eHTUPaHUTE HAOAW, KOHTPONHWTE Bapunjabnn non un
npeTX0AHO paboTHO MCKYCTBO ObjacHyBaaT 5 % 0f BapujaHcaTa Ha BepyBawaTa 3a
MYHNTE penayuckn o6BpcKU KOH MAHWMOT paboTogasad (Mogen 1; R2= 0.05, F (2,
309) = 7.84, p <. 001). Mogen 2 nokaxyBa feka paboTHUTe BPeAHOCTM Of couujanHaTta
opueHTaumja objacHyBaat ywTe 13 % of BapujaHcaTta BO CKOPOBMTE Ha KpUTEPUYyMOT
(R2=0.13, F (3, 306) = 16.62, p < .001). Bkny4yyBaweTO Ha paboTHWTE BPEAHOCTM 0Of
camoakTyanu3upadkata (Mogen 3), og ytunutapuctuukata (Mogen 4), o nHanBsuaya-
nuctnykata (Mogen 5) 1 of aBaHTypuCTUYKaTa opueHTaunja (Mogen 6), Kako WwTo no-
Ka)KyBaaT HaoAuTe, He MPUAOHECe KOH 3HAYajHO 3rosieMyBake Ha MPOLEHTOT Ha objac-
HeTa BapujaHca BO CKOPOBUTE Ha KPUTEPUYMOT.

YeTupu nNpoueHTH 0of BapujaHcaTa Ha BepyBatbaTta 3a penauuckute 06BpcKu Ha
naHMoT paboToaaBay ce 06jacHeTU CO KOHTponHWUTe Bapujabnu (R2= 0.039, F (2, 309)
=6.35, p <.01).

Tabena 3. PesynTaTu of NpuMeHeTaTa Xuepapxucka My Tunia MHeapHa perpecrusHa aHaamsa

Bepynarba M\ penamHckute ofmp- BepyBata 3a penavHckuTe 06Bp-

CKH KOH 1anuoT paboTozasay Kl Ha ngHWoT paboToaasad
Mogen / npegukTopu R AR AF R AR AF
l Fekk
Mo, paGoTHO UCKYCTBO .220 0.05 7.84 199 .039 6.349%*
2
CouujanHu 426 0.13 16.62*** .720 A78 100219+
paboTHN BpeaHOCTH
CamoaKTyanm3ampaykm 453 0.02 1.46 .883 .262 59.4817%**
paboTHWU BpeAHOCTU
YTUMTapUCTUYKN AT72 0.02 133 .905 .039 12.835%**
paboTHW BPefHOCTU
VIHAVBUAYIMCTUYKY 473 0.00 0.17 .926 .038 25.8847*
paboTHY BpeaHOCTH
ABaHTYPUCTUUKM 483 0.01 121 .936 .019 14.732%+*

paboTHY BpeaHOCTU
BepyBarba 3a TpaHcaKLUcKuTe
06Bpckn KOHMI0L
paboTo, LuBay

BepyBatba 3a TpaHCaKLMCKUTE
06BpCKM Ha MAHWOT paboTogaBay

Mogen / npegukTopu R AR AF R AR AF
1 .
Mo, paGoTHO UCKYCTBO .026 .001 105 . .068 .005 125
2
Y TATAACT KN 442 195 147 471 218 170065
paboTHW

BpeAHOCTY
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3
VHayBuayanucTnikm 448 .005 621 481 .009 1.207
paboTHW BpeaHOCTH
4
CamoaKTyanmsmpayku

Fkk
DaGOTHY BPEAHOCTH 473 023 1.462 .550 071 4.981

5
CoupjanHu

PaGOTHI BpeaHOCTH AT78 .004 .566 .569 022 3.139*

6
ABAHTYPUCTUYKN 478 .001 .076 577 .009 1.307
paboTHY BPeAHOCTM

BHecyBarbeTo Ha paboTHUTE BPELHOCTM Of COLMjanHaTa OpMeHTauMja MoKaxa
Jeka Tue objacHyBaaT 48 % of BapujaHcaTa BO BepyBaaTa 3a penauuckute 06BpcKu
Ha ugHnoT paboTtogasay (R2= 0.48, F (3 306) = 101.22, p < .001). Og Mogen 3 ce rne-
[a leka camMoaKTyann3npaykute paboTHM BpefHOCTM 06jacHyBaaT JOMONHUTENHU 26 %
0[] BapujaHcaTa BO CKOpoBUTe Ha KputepuymoT (R2= 0.26, F (6, 300) = 59.48, p < .01).
OcTaHaTTe TPU MOAENN YKaXyBaaT AeKa paboTHUTEe BPeAHOCTU 0 YTUAUTApUCTUYKa-
Ta, MHAMBUAYaNMCTUYKATA U aBaHTYpUCTUYKaTa OpMeHTaumja 3aeAHO 06jacHyBaaT yLu-
Te 10 % og BapujaHcaTa BO pefauMcKuTe BepyBara 3a 06BPCKUTE Ha MAHWOT paboToa-
Bay (R2= 0.039, F (5, 295) = 12.84, p < .001; R2= 0.038, F (3, 292) = 25.88, p < .001;
R2=0.019, F = 14.73, p < .001; coOABETHO).

Cnopeg T0a, NOTBPAEHA e MpeTnocTaBkaTta Aeka counjanHuTe paboTHW Bpes-
HOCTM Ke 6uAaTt 3HayajHU NPeAVKTOPM Ha BepyBaraTa 3a IMYHUTE PenaLmnckyn 06BpCKu
KOH MAHMOT paboTogaBay M penauuckute 06BPCKM Ha MOTEHUMjalHUOT paboTodaBad
KOH KOHKPETHWNOT NoeAMHEL.

Xunepapxmckarta perpecrBHa aHanmsa nokaxa geka sHavajHu 19,5 % op sapu-
jaHcaTa Ha BepyBamaTa 3a IMYHUTE TPaHCaKLMCKM OBBPCKM KOH MAHWMOT paboTodaBad
ce 06jacHeTU Mpeky yTUIMTapucTUUYKnuTe paboTHU BpegHocTn (R2= 0.218, F (3, 306) =
14.74, p < .001). MpnAOHECOT Ha OCTaHaTUTE YeTUpKU rpynu paboTHWU BPeLHOCTU, KaKo
1 NPULOHECOT Ha KOHTPONHWUTE Bapujabnu BO MpefBUAYBakbeTO Ha KPUTEPUYMOT He e
CTaTUCTUYKMN 3HAYAEH.

Pe3syntaTnTe 3a 04HOCOT Ha pabOTHMTE BPEeAHOCTW W BepyBakarta 3a TpaHCak-
LMCKMTe 06BPCKM Ha MAHWMOT paboTodaBay LeMOHCTpMpaat Aeka 22 % of BapujaHcaTta
BO CKOPOBMTE Ha OBOj TWMN BepyBaka Ce 06jaCHETU NPEKY YTUAUTAPUCTUYKNTE PabOTHU
BPEAHOCTU KOMW 1 OBfe Ce BHECEHU NO KOHTponHWUTe Bapmnjabnu (R2= 0.218, F (5, 304) =
17.01, p < .001). Bugnuso noman, HO 3HayaeH fen Of BapujaHcaTa BO KPUTEPUYMOT e
objacHeT 1 npeky camoakTyanusupaukute (7.1 %, Mogen 4) n couunjanHute paboTHU
BpefHoCcTH (2.2 %, Mogen 5) (R2= 0.071, F (6, 295) = 4.98, p < .001 n R2= 0.022, F (3,
292) = 3.14, p < .05; coogBeTHO). MpMAOHECOT Ha KOHTPOMHMTe Bapujabau, Kako u
BpegHOCTUTE 04 MHAMBMAYNucTuykata (Mogen 3) v aBaHTypuCTMUKaTa OpueHTaumja
(Mogen 6) Bo 06jacHyBaweTO Ha BapujaHcaTa BO CKOPOBMTE Ha BepyBawaTa 3a TpaH-
CaKLMCKNTE 0OBPCKM Ha MAHMOT paboTofaBay He Gelle CTaTUCTUYKM 3HAYaeH.
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BakBuTe pe3ynTatu ja MoAApKyBaaT MpeTrnocTaBKaTa 3a penauujata nomery
BEpyBataTa 3a TPaHCaKLUUCKNTE 06BPCKM KakKO eeMEHTU Ha aHTULMMUPAHMOT MCUXO-
NOWKMW [OrOBOP U YTUANTAPUETUUKNTE PaBOTHM BPEAHOCTM KaKO HUBHU 3HAYajHM npe-
LMKTOpMW.

Ounckycnja

Llenta Ha oBoj Tpyp 6Gelue, MpeKy U3HecyBatbe Ha Te3aTa [eKa WHULMjasHaTa
(hopma Ha MCUXOMOLLKMOT OroBOp 3arMouHyBa fa Ce rpagu npej BpaboTyBateTo, T.€.
HernocpesHO Npej TpaH3vLujaTa Ha MiaguTe of 06pa3oBHUOT CMCTEM KOH Na3apoT Ha
TPYZoT, fa ce 4ojae Ao 360raTyBatbe Ha eMMUPUCKUTE CO3HAHWja 3a 0BOj KOHCTPYKT U
3a yfnorata Ha paboTHWUTE BPELHOCTM KaKO /IMYHW KapaKTEPUCTUKW BO MpeABUAYBatbe
Ha HEroBMUTE KOHCTLUYEHTU.

Of fobueHnTe Haoau Mpousferysa Aeka UCNUTaHWULNUTE Ce HajyMepeHn Kora
CTaHyBa 360p 3a HVWBHUTE BepyBara 3a 06BPCKMUTE Ha paboTofaBavoT KOH HWB, U Toa
OHWe of penauyuncka npupoga. Of Apyra cTpaHa, HajrofiemMa e u3paseHocTa Ha Bepysa-
KaTa 3a TpaHCaKUMCKNUTe 06BPCKM Ha MAHMOT paboToAaBay LUTO ynaTyBa Ha YBEPEHO-
CTa Ha UcnuTaHUumMTe feka paboToaBavoT BO HajrofieM fen nma UHCTPYMeHTanHu ob-
BPCKM KOH HuMB. OBfe ce HafoBP3yBaaT M HaOAWTe 3a BUCOKaTa M3paseHOCT Ha Bepysa-
KaTa 3a IMYHUTE TPaHCaKUMCKM 06BPCKM KOH MAHWOT paboToAaBay. BaksuTe pesynta-
TW OfiaT BO MPWJIOT Ha TBPAEeHaTa fJeka Ha NoYETOKOT JOMUHMPaaT BepyBara 3a 3aeM-
HWTe OAHOCKU CO MAHMOT paboTofasay KOWLITO MO NPUpoAa ce TpaHCaKLMCKK, 3aCHOBa-
HM Ha eKOHOMCKa pa3MeHa W AeKa, HajBepojaTHO NOAOLHa, MOCTENEHO Ke ce 3aMeHyBa-
aT Co BepyBaka 3a pefayncku 3aeMHu 06Bpcku co pabotogasadoT (Rousseau, 1995, De
Vos & Buyens, 2001). Job6ueHnTe pe3yntaT ce BO SIMHMja U CO NMPOMEHUTE LUTO Ce
Cny4yBaaT BO pabOTHUTe O4HOCU Kako fefl Of MOLUMPOKMTE MPOMEHM Ha NasapoT Ha
TpygoT. MnaguTe nyfe, BepojaTHO CBECHW 3a HacTaHaTWTe MPOMEHW, MMaaT yMepeHo
13pas3eHn BepyBaka 3a penauncknTe 06BPCKM Ha MAHWOT paboTogaBay KOH HUB. Ceé no-
M3pa3eHoOTO MOTEHLMPAe Ha YACTO eKCTPUMH3MYHATa Mpupoa Ha paboTHWOT OfHOC,
T.. UCTaKHyBameTO Ha MOHeTapHaTa pasMeHa Kako HeroB npumart, HajsepojaTHo, e
npuynHaTa 3a MOLLHe BMCOKOM3Pa3eHWTe BepyBara Ha UCMUTaHWULMTE 3a TPaHCaKuu-
CKMTe 06BPCKU Ha MAHWMOT paboTogaBay KOH HUB.

N KOHeYHO, YMEPEHOTO BepyBatbe Ha CTYAEHTWTe BO 0Ba UCTpaxKyBatbe AeKa
MPOCNeKTMBHMOT paboTofaBay MMa penauuckum 06BPCKM KOH HUB, HACMPOTK MHOTY
CW/THO M3pa3eHMTe BepyBaka 3a TPaHCaKUMCKMTE 06BPCKM, O MOXENo Aa ce o06jacHu
CO LieNIOKyMHaTa cuTyalMja Ha NoneTo Ha BPaboTyBareTO Kaj Hac. Bo yCnoBM Ha ronem
pacuekop nomefy noHygaTa u nobapyBauykaTa, BO YCMOBM Ha M3MECTEHWU BPeAHOCTM W
onwTa HECUTYPHOCT, eMHCTBEHaTa 06BPCKa Koja ce CMeTa AeKa ja MmaaTt paboTopaBa-
ynTe KOH CBOMTE CerawHW U MnoTeHuMjanHW BpaboOTeHM e fa MM rapaHTuMpaaTt bapem
nnata 3a BNOXEHWNOT Tpya. Kora Ke ce cnopeaat IMYHUTE 06BPCKM HACMPOTW 06BPCKM-
Te Ha paboTofaBayoT 0Of TpaHCAKLMCKa NPUpoaa, MOXE fia Ce 3aKnyyu AeKa UCMUTaHu-
UMTE NoBeKe ouekyBaaT fa [06ujaT of BpPaGOTyBateTO OTKOMIKY [a BNOXAT BO HETO.
HaoguTe ce cnpoTMBHK Kora Ke ce 3emart npefBuf penauncknte o6spcku. Tue Bepojat-
HO 61 MOXene fa ce objacHaT CO TpagMLUMOHaHaTa KONeKTUBUCTMYKA OpUeHTaumja Ka-
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pakTepucThyHa 3a Makef,OHCKOTO onwTecTBo (KeHur, 2006) 1 Nokpaj LeHELWHOTO Ha-
COYyBaHe KOH MHANBUAYANN3MOT.

Xwvepapxuckata MynTunna fMHeapHa perpecrvBHa aHanm3a Mokaxa fJeka pa-
O0THNTE BPEAHOCTM KakKo LN Kou NyfeTo HacTojyBaaTt Aa rv peanusunpaat npeky pa-
60TaTa MMaaT 3HayajHa yaora BO HAYMHOT Ha KOj NOTeHUMjanHUTe KaHAMAaTh 3a pabo-
Ta r'M aHTULMNMpaaT paboTHUTE OAHOCH, LUTO Ce MOAFOTBEHU [Aa BNOXAT Ha paboTHOTO
MecTo M LUTO O4YeKyBaaT fa UM 06e3bean paboTofasayoT/opraHusauujata. Mnagute
KOW BMCOKO F0 BpefHyBaaT NoMaraweTo Ha JpYruTe, KoM CMeTaaT [eKa Ce MOLUHEe BaXx-
HW NO3UTUBHUTE OHOCK CO COpabOTHMLMTE M NpujaTHaTa aTMocgepa Ha paboTa, BOON-
LUTO, UCTOBPEMEHO BepyBaaT Aeka Mefy HMBHMTE 0OBPCKM BO PabOTHMOT OAHOC ce fa-
BarbeTO MOAJPLUKA Ha KO/ermTe, 0TBOpeHaTa copaboTka BO M3BPLUYBakETO Ha paboTHM-
Te 3aayu, LTO KOHEYHO 61 3Ha4eno 3aarake BO HACOKa Ha peanusalumja Ha opraHusa-
umckute uenu. Of Apyra CTpaHa, ce NpeTnocTaByBa AeKa HUBHWTe BepyBakba 3a 06BpC-
KUTe Ha paboTofaBayvoT Ce faBare NOAAPLUKA M MOKaXyBawe Ha pasbupake U couvys-
CTBO CO cBouTe BpaboTeHW. Cnopes HaoAuTe, MIaauTe KOM MOBMCOKO Fv BpefHyBaaT
YTUANTAPUCTNYKNUTE paboTHU BPEAHOCTH MOXeE Aa ce TBPAM Aeka pabOTHMOT 0fHOC Mo-
BEKe ro nepuunupaar Kako TpaHCaKLUMCKWU: BepyBaaT feKa HUBHWUTe 00BPCKM KOH pabo-
TOAABa4oT Ce [ja BNOXaT TPy/, BO M3BPLLUYBamETO Ha paboTHMTE 3ajayun, a 3a BO3BpaT fa
fobujaTt coofBeTHa nnata. PesynTatuTe ynaTtyBaaT M Ha Toa feka Aen Of BapujaHcaTa
Ha BepyBatbaTta 3a 06BPCKMTE Ha MAHUOT paboTohaBay 0f TpaHCaKuucKa npuposa Moxe
[a ce 06jacHM 1 NpeKy couujanHMTe U caMOaKTyanm3npadkuTe BPeAHOCHN OpUEHTALNN.
M nokpaj Toa LITO Kaj MCMUTaHWLNUTE Ce HajHUCKO M3paseHn BepyBaraTa BO BpPCKa CO
penauncknTe 06BPCKU Ha UAHMOT paboTofaBay KOH HUB, EBUAEHTHO € 1 feKa paboTHU-
Te BpPeAHOCTM 3aeAHO 06jacHyBaaT aypu 88 % of HMBHATa BapuwjaHca. BepojaTtHo on-
LUITECTBEHO-EKOHOMCKWTE YCM0BW ja 06jacHyBaaT HMBHATa M3paseHOCT, HO, 04 Apyra
CTpaHa, 3a NOCTUrHYBake Ha KOHKPETHUTE Lenn MnaguTe cMmeTaaT Aeka paboTHMOT of-
HOC Tpeba fja UM rapaHTpa NpMA0BMBKIM TOKMY Of penauucka npupoaa.

W nokpaj Toa WTO TPYyAOT ro UCMNMUTYBa OAHOCOT MOMEFY KOHCTUTYEHTUTe Ha
aHTULMNNPAHWOT MCUXOMOWKN AOr0BOP ¥ paboTHWUTE BPeAHOCTU KOjLITO focera He e
NCTPaXyBaH, Cernak, Kako HeroB HeoCTaTOK MOXe [ja Ce HaBefe Toa LUTO He Ce BK/yYe-
HW 1 4pyru Bapujabnu - aHTeuefeHTU unnM megujatopu. MNMoHaTamy, UCTPaXyBareTo e
CMpOBeAEHO BP3 NPUrOAeH MPYMEPOK LUTO ja OrpaHnyyBa MOXHOCTA 3a reHepanusaumja
Ha fobueHnTe Haogu. Ho, ce Bodelle cmeTKa ga 6upat ondareHn CTYAWCKWM Fpynu of
NPUPOAHUTE, TEXHUYKUTE, OMLUTECTBEHUTE, XYMAHUCTUYKUTE HAayKKW, KaKo W efeH npo-
¢mn of obnacta Ha yMeTHOCTUTE LUTO MpeTcTaByBa MPeAHOCT BO OAHOC Ha BeKe Crpo-
BefeHuUTe ucTpaxysarwa. OCBeH Toa, MCMUTaHWLUMTE 6ea CTYAEHTU Ha AOLUMIOMCKU
CTYAWM 3a Pa3nnKa 0f OHWe BK/YYEeHW BO JOCErallHUTe NCTPaXyBarba Ko ce CTYAEHTU
Ha MacTep-CTyaun. BaxHo e 1 Toa WTo fo6MeHnTe eMIMPUCKU CO3HaHWja rv Hagonon-
HyBaaT JoCerawH1Te CO3HaHWja 1 nopagW Toa LITo foafaaT Of MOWHAKOB OMLWWTECTBe-
HO-eKOHOMCKM KOHTEKCT BO crnopefba co 3anagHunoT.

[MpakTnyHa npumeHa

Ce cMmeTalle AeKa [06MEHWUTE HAOAM 3a HAUYMHOT Ha KOj MNafuTe rnefaat Ha
paboTHMOT OAHOC yWTe Npea Toj opmanHO Aa Guae BOCMOCTaBEH Ke MpeTcTaByBaaTt
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MpoLIMpYyBatbe Ha fOCEralHUTE CO3HaHMja 3a MCUXOMOLWKMOT gorosop. Of npakTuyeH
acnekT Ke MOXaT Aa Ce MCKOPUCTAT BO MaHMpare Ha aKTMBHOCTU 3a YCMELIHO 04BuWBa-
e Ha NPOLLECOT Ha TpaH3nLMja 0f 06pa30BHMOT CUCTEM KOH MasapoT Ha TpyaoT. Mwve-
HO, MOAroTOBKAaTa Ha MNaauTe 3a TPaH3UTUpake Ha NasapoT Ha TPyAoT 6w Tpebano Aa
noapasbupa u CTeKHyBate YBU, BO HUBHUTE BepyBara 3a paboTHMOT ogHOC. McxoaoT
61 61U HUBHO YCOrnacyBate CO MOXHOCTWTE 3a BpaboTyBatbe M MOCOUYBare Ha OHa
LUTO AOMO/IHMTENHO Tpeba fAa Ce Hanpasy 3a YCMELIHO CHaofare Ha MasapoT Ha TPY4oT.

OpraHusauyunTe, nak, 61 Moxene Aa rm UCKOpUCTAT BaKBMTE CO3HaHMWja 3a OC-
MUCNyBakbe Ha MPOLECUTE Ha perpyTaumja U cenekuynja Ha HauMH KOj Ke OBO3MOXM
NPVBEKYBarbe U 3afpXXyBarte Ha BUCOKOCMOCOOHM NnLLa, HO MCTOBPEMEHO M LA KOU
Ce MOArOTBEHM Ja O B/IOXKAT OHA LUTO UM € MOTPe6HO Ha Te OpraHu3aLumn 3a YCneLwHo
(hYHKLMOHMPaE W peannsnparbe Ha opraHu3aluckinTe Lenn. VcTo Taka, 61u moxene fa
Ce MCKOopMCTaT BO MepUOAOT Ha afanTauuja Bo paboTHaTa cpeauHa U U3rpagysarbe no-
3WTVMBHMW CTaBOBM KOH paboTaTta 1 MO3MTMBHM OBMMLM Ha OPraHn3aLnCcKo OfHECYBatbE.
[JoceralwiHnTe pe3yntaTii ce KOH3UCTEHTHM BO MOFe4 Ha yaorata Ha MCUXOMOLIKNOT
[l0roBOp BO OPraHM3aLncKoTo OAHeCyBawe, 0CO6EHO Kora BpaboTeHUOT fJOXMBYBa AuUC-
6anaHc (OTCYCTBO Ha PeuunpouLuTeT) NoMery CONCTBEHWTE BMOXYBatba M OHa LITO T
[o6mMBa 3a BO3BpaT 0f CTpaHa Ha opraHmsaumjata (Ha npumep, Cantasano, Morales-Do-
minguez & Garcia, 2007; Coyle-Shapiro, 2002; De Cuyper & De Witte, 2006; Karagon-
lar, Eisenberger & Aselage, 2016; Kickul & Lester, 2000).

3aK/yyoK

CnpoBefieHOTO NCTPaXyBare MOKaxa Aeka BepyBawaTa Ha CTYAEHTUTE BO 3a-
BpLUHA roAMHa Ha CTYAMW 3a 3aeMHKUTe 0BBPCKM CO MAHMOT PaboTofaBay KOULWTO Ce 0f,
penaumcka 1 of TpaHcakLucka Npupoga Moxar Aa ce npefBuiart Bp3 0CHOBa Ha COLM-
janHnWTe, 0QHOCHO YTUNUTAPUCTUUKMTE PaboTHM BPeAHOCTW. [MOKpaj Toa, pe3ynTaTtute
ynaTyBaaT AeKa MOKHW NpeauKTOpW Ha BepyBaraTa 3a penaunckute 06BpCKN Ha UAHM-
0T paboTofaBay Ce U caMoaKTyann3npaykuTe paboTHN BPeAHOCTU, OAHOCHO TEHAEHLM-
jaTa Ha CTYAEHTUTE KOH WCKOPWUCTYyBake Ha HMBHWUTE CMOCOBHOCTM MpeKy paboTaTa,
MOXHOCTWTE 3a J/INYEH Pa3BOj, MOCTUTHYBaETO. Y TUANTAPUCTUYKUTE, UHANBUAYANN-
CTUYKUTE W KYNTYPHUTE PaboTHW BPEAHOCTU, UCTO Taka, Ce MOKaxa feka MoXat Aa rv
npeABWAaT 0BOj TUM BepyBaka, HO [ieKa HMBHATa NPeAMKTMBHA MOK € MHOTy cnaba. Bo
npeABVAYBateTO Ha BepyBatbaTa 3a TpaHCaKLUMCKMTE 06BPCKM Ha MAHWMOT paboTojaBad
ce 406U AeKa yyecTByBaaT U UHAMBUAYANUCTUUKUTE KaKO MOKasaTeNn Ha opueHTauumja-
Ta Ha UCMMTaHULMTE KOH CaMOCTOjHOCT BO paboTaTta 1 MOXHOCTU 3a NpaTUKyBatbe COM-
CTBEH CTWU/, KaKo 1 paboTHWTE BPELHOCTM HACOYEHW KOH camoaKTyanu3aumja.

Bo naHWHa 61 6110 KOPUCHO Aa ce MiaHWpaaT NOHTUTYAWMHAIHWU UCTpaxyBa-
Ha Ha aHTULUNMPAHMOT NCUXOJOLW KM LOrOBOP KOULWITO 61 MOXese fa MOKaxaT Kako ce
pasBuMBa U/MAM MeHyBa BO NePUOAOT Ha aKTUBHO 6Gaparbe paboTa M BO NPOLECOT Ha pe-
rpyTaumja n npodecroHanHa cenekymja.
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WORK VALUES AND ANTICIPATORY PSYCHOLOGICAL CONTRACT
AMONG FINAL YEAR UNIVERITY STUDENTS

Abstract

This article examines the prediction of anticipatory psychological contract
components on the basis ofwork values amongfinal year university students, as poten-
tial job applicants (i.e. psychological contract). Taking into consideration the goals
young people tend to realize through work, on the one hand and the nature of different
types ofpsychological contract, on the other, it was postulated that social work values
will have the strongest contribution in explaining the variance in beliefs about relatio-
nal employee contributions and beliefs about relational employer inducements. The
strongest predictor of beliefs about transactional employee contributions and beliefs
about transactional employer inducements was assumed to be utilitarian work values.

The sample consisted of 312 participants, students offinal year of studies in
thefield ofnatural sciences, humanities, social sciences and technical studies at the Ss.
Cyril and Methodius University. Applied hierarchical multiple linear regression analy-
sis showed that social work values were significant predictors of beliefs about relatio-
nal employee contributions and beliefs about relational employer inducements, whereas
utilitarian work values significantly predicted beliefs about transactional mutual obli-
gations with the future employer. It wasfound that significant part of the variance in
beliefs about relational and transactional employer inducement was explained by the
other groups ofwork values.

The results are discussed and their practical implications are highlighted.

Key words: ANTICIPATORY PSYCHOLOGICAL CONTRACT WORK VALUES,
PREDICTION

Introduction

Psychological contract perceived as a subjective belief of the individual char-
acteristics and specific conditions of the reciprocal employer-employee relationship
(Rousseau, 1995), allows to obtain information on the obligations that employees beli-
eve are part of the employment contract and should be fulfilled from both parties. It is a
complex construct the elements of which can be categorized into four main groups: beli-
efs on employee relational obligations/contributions, beliefs on employee transactional
obligations/contributions, beliefs on employer relational obligations/inducements and
beliefs on employer transaction obligations/inducements. An essential feature of the
transaction psychological contract is the economic exchange (efforts, knowledge, skills
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in return for adequate salary). Relational obligations, on the other hand, show that em-
ployment is not seen only as an economic, but also as an emotional exchange based on
personal investment in the employment relationship, both by the employee and by the
employer (e.g. loyalty to the organization and commitment to work in exchange for job
security).

It is well known that nowadays, as a result of the continuous technological and
economic changes that require fast adjustment on the labour market, employment rela-
tionships are rather seen as a transaction, than as a connection between employee and
employer. Therefore, most researchers (e.g. Conway & Briner, 2005; Guest, 2004; Coy-
le-Shapiro & Kesler, 1998; Rousseau, 1995 2001) have agreed that psychological con-
tract can serve as good representation of changes in the employment relations and their
impact on employees and organizations in this highly dynamic and hardly predictive
context. According to that, it needs to be extensively investigated.

Considering the abovementioned, this study was focused on psychological con-
tract construct aiming to obtain new empirical data on beliefs concerning employee-em-
ployer obligations. However, it seemed to be particularly important to examine this con-
struct among job applicants, i.e. students before their graduation and transition from
education to the labour market.

Theoretical background

Psychological contract is seen as a mental model that exists before the first em-
ployment (Rousseau, 2001). It was noted that since that time there are ideas for what the
organization would be willing to provide and what in turn it would be valued (Porter et
al., 1998, as cited in De Vos & Buyens, 2001). Michael (Michael, 2001) stated that stu-
dents before graduation consider contractual terms as obligations. Therefore, it can be
concluded that students perceive the employment not only as an opportunity to realize
their ambitions, but also as a reciprocal relationship, based on inputs and outputs. How-
ever, during this period, the psychological contract exists in a rudimentary form, as a
mental structure of employment relationships built on incomplete or limited information.

This mental model or anticipatory psychological contract is defined as personal
beliefs about future employment relationship, including promises that the individual is
willing to give to his/her future employer, and benefits she/he expects to receive in re-
turn (De Vos & Hauw, 2010). Its formation starts in childhood and adolescence influen-
ced by many social factors such as family, school, peers, media, contacts with already
employed individuals and/or personal job experience (Coyle-Shapiro, 2006). Significant
role in the fonnation of this mental scheme is given to the profession, messages sent by
the labour market, especially messages that come from the organizations and the way
organizations practice law (Rousseau, 2001). Finally, as stated in De Vos and Meganck
(2006) important factors are personal predispositions, such as personality traits and in-
terpersonal skills.

This constructed mental scheme has a role in the way individuals interpret the
promises and the signals sent by the organization in the process of recruitment and se-
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lection, influence the way newcomers perceive employment relations and help them to
predict events in the period of socialization in the workplace. On the other hand, it con-
tinues to evolve as a result of various actions in the work environment, social interaction
with colleagues and other employees and as a result of the personal work experience
(De Vos, Buyens & Schalk, 2003; Ho, Levesque & Rousseau, 2002; Rousseau, 1995).

Research on anticipatory psychological contract is rare. In examination on per-
ception of mutual obligations with prospective employers in students specializing in
wood products and forestry, Michael (2001) reported that students from the first group
perceive psychological contract more as a relational, rather than transactional in its
structure. De Vos and Meganck (2006) found a positive relationship between optimism,
careerism, career self-management and anticipatory psychological contract among stu-
dents of economics, engineering and psychology, but the authors also suggested that the
strength of the association of personality traits with the specific dimensions of the psy-
chological contract is different. Similar results are reported in the study on the relation-
ship of careerism and optimism to anticipatory psychological contract among students
of economics, management, psychology, sociology and law conducted during the world
economic crisis (De Vos & Hauw, 2010). The study revealed that surveyed students had
lower expectations regarding the social atmosphere at work and job security, as ele-
ments of the psychological contract compared with students who were studied before
the economic crisis. A more recent study showed that optimism was a significant pre-
dictor of beliefs concerning relational obligations to future employer, while pessimism
significantly predicted beliefs about transactional commitments to future employer (Bla-
Zevska Stoilkovska & Markovi¢, 2015).

Aim ofthe study

The aim of this study was to examine the prediction of beliefs regarding the
mutual obligations with the future employer (anticipatory psychological contract) on the
base of work values as personal characteristics among potential job applicants (students
in their final year of study). The intention was to contribute to the enlargement of the
existing empirical data on anticipatory psychological contract. Moreover, this research
was conducted in a context that is different in comparison to US and Western European,
where previous studies were conducted.

It can be assumed that work values that individuals tend to realize through their
profession, are associated with beliefs concerning the employment relations. Also, their
contribution as individual characteristics in the psychological contract formation is pro-
bably higher/stronger in the period before the first employment when the role of a parti-
cular organization, working conditions and socialization in the workplace is reduced.

Accordingly, it was hypothesized that social work values will have the strong-
est contribution in explaining the variance in beliefs about relational employee contribu-
tions and beliefs about relational employer inducements (Hypothesis 1). The strongest
predictor of beliefs about transactional employee contributions and beliefs about trans-
actional employer inducements was assumed to be utilitarian work values (Hypothesis 2).
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Method

Sample andprocedure

The study was conducted on a sample of 312 respondents, students of final
year of study at eight faculties of the Ss. Cyril and Methodius University in Skopje.
Sample structure in regard to the type of study programme/ faculty and in terms of gen-
der is shown in Table 1

Table 1. Sample structure (N = 312)

Demographic char-

| acteristics f %

Gender Male 113 36.2

Female 199 63.8

philosophy 76 24.4

law 29 9.3

economy 52 16.7

philology 34 10.9

gfgrjr?/gcrgl-ty natural sciences and mathe- 3 109
matics

medicine 24 7.7

architecture 37 11.9

Music art 26 8.3

The data were collected during regular lectures with prior approval by the
Dean's offices. Questionnaires were completed in 45 minutes. It was accompanied by an
explanation that participation in the study is voluntary and anonymous, that the data will
be used in research purposes only, as well as with detailed instructions on how to com-
plete the questionnaires.

Measures

In order to assess the anticipatory psychological contract two scales were con-
structed. The statements were based on the work of Rousseau, Heriot, De Vos, Jensens,
in the field of this construct. One scale measured relational (15 items) and transactional
(8 statements) beliefs on personal contributions towards the employer, while the other
scale aimed to assess relational (15 items) and transactional (9 items) beliefs regarding
future employer inducements. Respondents gave their answers on a five-points Likert
scale (1-strongly disagree to 5-strongly agree). Higher score indicated highly expressed
beliefs about the corresponding type of obligations. The obtained scores were transfor-
med on a 5-point scale. Reliability coefficients of the scales were a = 0.77 and a = 0.86,
respectively.

V-questionnaire (Croatian version of WIS scale constructed within the interna-
tional research Work Importance Study) with 100 statements, organized in 20 subscales,
was applied to measure the following work values ability utilization, achievement, per-
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sonal development, participation, creativity and aesthetics as self-actualizing values; ad-
vancement, prestige, authority, economic security and working conditions as utilitarian
values; altruism, social relations and social interaction as social values; autonomy, life-
style and variety as individualistic values and physical activity, risk and cultural identity
as adventurous values. Responses were given on a 4-point scale (1 - not important, 4 -
very important). Higher score denoted greater importance of the respective work value.
Reliability (Cronbach a) of the subscales ranged from 0.62 to 0.82.

Statistical data analysis

Hierarchical multiple linear regression analysis was performed for each of the
four types of psychological contract separately. In the first step as gender and respon-
dents’ previous work experience were controlled for. In the next five blocks five groups
of work values as predictor variables were entered.

Results
Table 2 presents basic descriptive statistics of study variables.

Table 2. Basic statisticsfor study variables (N = 312)

Variables M & Variables M SI) Variables M SI> Variables M SD
beliefs on rela-
tional employee 3.63 .42
contributions
beliefs on tran-
sactional em-
ployee contribu-
tions
beliefs on rela- economic social rela- participa-
tional employer 3.04 41 17.82 2.50 1571 215 1483 2.81

personal

development 1821 174  prestige 1591 258  variety 15224

3.96 .42; advancement 17.88 2.00  altruism  15.78 3.00 autonomy 14972.79

indUcements security tions tion
beliefs on tran-
sactional em- y ge o5 ooqthetics 1643 254 life style 1521 2.40 phy§|.ca| 1426 2.48
ployer induce- activity
ments
. L . cultural
achievement 1832 1.87 creativity 16.36 259 authority 127 3.10 identity 1366 3.00
ability utiliza- - 1gy3 1 gg WOTKING CON- 1535 5 1g sOCIalinter- 1oo1 H63 ik 1231342
tion ditions action

The results of four hierarchical regression analyses are presented in Table 3.
As can be seen, control variables gender and previous work experience explained 5% of
the variance of beliefs on relational contributions to future employer (R2= 0.05, F (2,
309) = 7.84, p <.001). Model 2 showed that social work values accounted for additional
13% of the variance in the criterion variable (R2= 0.13, F (3, 306) = 16.62, p <.001).
Self-actualizing work values (Model 3), utilitarian (Model 4), the individualist (Model
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5) and adventurous work values (Model 6) did not contribute significantly in the propor-
tion of explained variance in the criterion variable.

Table 3. Resultsfrom hierarchical multiple linear regression analyses

Beliefs on relational employee Beliefs on relational employer

inducements
Model / predictors R AR AF R AR AF
Lo 220 005 78 199 039 6349
Gender, job experience
2
Social work values 426 0.13 16.62%* .720 478 101.219%*
3 sedce
Self-actualizing work values 453 0.02 146 883 262 So48L
4 ek
Utilitarian work values 472 0.02 133 905 039 128
5 ok
Individualistic work values ¥ 000 0.17 96 08 B84
6 70
Adventurous work values 483 0.01 12 936 019 1
333 Beliefs on transactional employee Beliefs on transactional employer
contributions inducements
Model / predictors R AR AF R AR AF
1
Gender, job experience .026 .001 .105 .068 .005 725
2 006
Utalitarian work values 442 1% 4.7+ 4n 218 1.
3
Individualistic work values 448 005 621 481 009 1207
1 4
Self-actualizing work values  .473 .023 1.462 .550 071 49817
5
Social work values 478 .004 .566 .569 .022 3.139*
6 418 001 076 577 009 1307

Adventurous work values

Four percent of the variance in belief on relational employer inducements were
explained by control variables (R2= 0.039, F (2, 309) = 6.35, p <.01). Social work val-
ues accounted for 48% of variance in beliefs regarding relational inducements of the fu-
ture employer (R2= 0.48, F (3,306) = 101.22, p <001). Model 3 showed that self-actua-
lizing work values explain 26% of the variance in criterion variable (R2= 0.26, F (6,
300) = 59.48, p <0.01). The other three models indicated that utilitarian, individualistic
and adventurous work values accounted additional 10% of variance in beliefs regarding
relational employer inducements (R2= 0.039, F (5, 295) = 12.84, p <.001; R2=0.038, F
(3, 292) = 25.88, p <.001; R2= 0.019, F = 14.73, p <.001; respectively). Accordingly,
hypothesis 1was confirmed.
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Hierarchical regression analysis showed that significant 19.5% of the variance
in beliefs regarding transaction contributions towards future employer were explained
by utilitarian work values (R2= 0.218, F (3, 306) = 14.74, p <.001). The contribution of
the other four groups working values, and the contribution of the control variables in
predicting the criterion was not statistically significant.

As was found, utilitarian work values accounted for 22% in the variance of be-
liefs on transactional employer inducements (R2= 0.218, F (5, 304) = 17.01, p <.001).
Small, but significant proportion of the variance in the criterion variable was explained
by self-actualizing work values (7.1%, model 4) and social work values (2.2%, model 5)
(R2=0.071, F (6, 295) = 4.98, p <. 001 and R2=0.022, F (3, 292) = 3.14, p <.05; respec-
tively). The contribution of the control variables, individualistic work values (model 3)
and adventurous work values (model 6) in explaining the variance in beliefs on transac-
tional employer inducements was not statistically significant. These results supported
the hypothesis 2.

Discussions

The aim of this study was to examine the prediction of beliefs regarding the
mutual obligations with the future employer (anticipatory psychological contract) on the
base of work values, as personal characteristics among potential job applicants (students
in their final year of study). The results showed that respondents' beliefs about the em-
ployer relational inducements were moderately expressed, while beliefs regarding em-
ployer transactional inducements were extremely strong, indicating that respondents
consider that the employer mostly has instrumental obligations to them. The findings re-
vealed relatively high expression of beliefs on relational and transactional contributions
to the future employer. Still, beliefs on transactional obligations were stronger than rela-
tional. These results are in favour of the claims that initial beliefs about mutual relations
with the prospective employers are dominantly transactional, based on the economic ex-
change and that probably later, they will be replaced by beliefs about relational mutual
obligations with the employer (Rousseau, 1995 , De Vos & Buyens, 2001). Further, the
results are in line with changes in the employment relations, as a part of wider changes
in the labour market. Young people probably aware of those changes reported they had
moderately expressed beliefs about relational employer inducements. Emphasis on ex-
trinsic nature of the employment relations, i.e. emphasis on monetary exchange as the
basis of the employee-employer relations, is most likely the cause of very highly expres-
sed beliefs regarding the employer transactional inducements among study participants.

And finally, the moderate beliefs of surveyed students that the prospective em-
ployer has relational obligations to them, contrary to strongly expressed beliefs on em-
ployer transactional obligations could be explained in the light of the overall situation in
the field of employment in Macedonian context. Namely, in a situation of high unem-
ployment and general insecurity, the only obligation which is thought to be part of the
employment relationship is guaranteed wage for exchange of effort/work obligations
completion. When comparing employee transactional contributions to employer transac-
tional inducements, it can be concluded that respondents expect to receive more induce-
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ments from employment than to contribute in the employment obligations fulfilment.
The findings are opposite considering relational obligations. This probably could be ex-
plained by the traditional collectivist orientation as a characteristic of the Macedonian
society (Kenur, 2006) despite the present orientation to individualism.

Hierarchical multiple linear regression analysis showed that work values have
a significant role in the way potential job applicants anticipate employment relations.
Young people who highly value helping others, positive relationships and open commu-
nication with colleagues and perceive pleasant work climate as very important, also be-
lieve that their obligations at work include providing support to colleagues, open coop-
eration in carrying out working tasks and commitment, especially emotional, towards
the organization and involvement in realization of organizational goals. In addition,
their beliefs about the employer obligations are to be supportive and empathetic. As it
was found, study participants who are oriented toward utilitarian work values, anticipate
employment relations as transactional: they believe that their obligation at work is to be
highly productive and to get a proper salary in return. The results indicate that the part
of the variance in beliefs about employer transactional inducements can be explained by
social and self-actualizing work values. Although the respondents' beliefs on employer
relational inducements were at the lowest level, it is evident that all work values ac-
counted for 88% in their variance. Probably the socio-economic conditions explain their
expression, but on the other hand most likely they are important for the realization of
specific goals.

Practical implication

It was thought that the findings considering the way in which young people an-
ticipate employment relationship represent an extension of the current empirical data on
the psychological contract. From a practical point of view, they can be used in planning
activities for successful transition from the education system to the labour market. Na-
mely, the preparation of young people to transfer to the labour market should involve
gaining insight into their beliefs about the employee-employer relations. The outcome
would be their alignment to the employment opportunities and pointing out what should
be further done for the successful adjustment to the labour market.

Organizations, however, could use such knowledge to design the recruitment
and selection processes in a way that will facilitate attracting and retaining highly capa-
ble applicants who will be willing to contribute to the successful functioning of the or-
ganization and realization of organizational goals. They could also be used in the period
of adaptation in the working environment and the development of positive attitudes to-
wards work and prosocial organizational behaviour. The previous results are consistent
with the role of the psychological contract in organizational behaviour, especially when
the employee experiences an imbalance (lack of reciprocity) between their own contri-
butions and organization's/employer's inducements (e.g. Cantasano, Morales-Domin-
guez & Garcia, 2007; Coyle-Shapiro, 2002; De Cuyper & De Witte, 2006; Karagonlar,
Eisenberger & Aselage, 2016; Kickul & Lester, 2000).
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Conclusion

The conducted research showed that students' beliefs on mutual relational and
transactional obligations with the future employer can be predicted on the basis of so-
cial, i.e. utilitarian work values, respectively. In addition, the results indicated that sig-
nificant and strong predictors of beliefs regarding the future employer inducements
were self-actualizing working values, that is, the tendency of the students to utilize their
abilities through work, the possibilities for personal development and achievement. Uti-
litarian, individualistic and cultural values were also significant predictors of this type
of beliefs, but their predictive power was very weak. As was found, additional part of
the variance in beliefs about the future employer transactional inducement was explain-
ed by individualistic work values as indicators of the orientation of the respondents to-
wards autonomy in the work and possibilities to manifest their own style, as well as by
self-actualizing work values.

In the future, it would be useful to conduct longitudinal studies of the anticipa-
tory psychological contract that could demonstrate its development and/or changes dur-
ing the period of active job search and in the processes of recruitment and professional
selection.
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