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Abstract

Relevance and novelty. A modern or in other words a modern organization aims to be an open, developing social
system. It becomes maximally effective only if it is able to flexibly adapt to changes in the environment — new technologies,
consumer needs, changing geopolitical and legal environment and society. Scientists Fayziyev et al. (2022), Abdiyev
& Alimardonov (2022), Kudins (2022), Veldman & Willmott (2022), Mireckiené (2021), Linkevicius (2022), Popovi¢
(2020), Peliksiené (2022), etc. those who have studied the modern organization identify that it is a modern, open to
change, learning organization that helps a person acquire competences, adopt the traditions and values of humanistic
culture. Forms a creative and responsible, able to communicate and cooperate, effective personality in modern society.
The organization's ability to develop is directly related to its ability to solve and manage conflict situations. Since conflicts
are an integral part of the organization, it is important how organizations react to them, how they are analyzed, and
what methods of resolution are chosen. One of the bright trends of the last few years, which has a long-term perspective
and fits well with the concept of a modern organization, is the autonomization of management, forming separate work
groups — teams (Kazoditinien¢, 2022; Zymantien¢, 2022; Dambrauskiené, 2021, etc.). In this case, stability does not
mean constancy or, even more, stagnation, but is focused on stable growth according to possibilities — planned or at
least expected. However, the planning and systematicity of activities limit innovativeness, non-triviality, and at the same
time, entrepreneurship. On the other hand, such an organization has all the prerequisites to be successful, especially if
it operates in areas of activity characterized by a relatively long life cycle. In addition, in such organizations there are
favorable conditions for the emergence of atypical strategies offered by individual structural entities. This is due to the
fact that not only the strategy determines what structures will be chosen, but the existing structures no less determine the
chosen strategy. Research object: the internal environment of a modern and socially responsible organization. The aim. To
analyze the internal environment of a modern and socially responsible organization from the aspect of psychological well-
being. Research tasks: 1. To reveal the theoretical essence of a modern and socially responsible organization; 2. Discuss
the internal environment of the organization; 3. To identify the factors of the work environment of a modern and socially
responsible organization that promote well-being Methods: Analysis, systematization, summarization and comparison of
scientific literature.
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The theoretical essence of a modern and  gies highlight the growing need for educated skilled,

socially responsible organization

Innovations in service sectors encourage manag-
ers and employees of leisure organization and public
employment companies to continuously learn and
acquire new knowledge and skills. Growing compe-
tition between organizations motivates managers to
review the activities of organizations and pay more
attention to employee training (Merkys, Slapiene,
2013). Increasing breakthroughs in new technolo-
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competent workers. The quality of services and the
successful operation of the organization depend on
the knowledge and qualifications of the employees.
In order to remain attractive organizations, leisure
service organizations must constantly improve, learn,
and become creatively new — modern organizations.
According to L. Skrickiené, D. Cepuraité & K. Staras
(2018), modern public management means looking
ahead, thinking about the future, how to turn from
a traditional, today's organization into a constantly
learning, developing, changing organization that
meets the needs of society.

It is noticeable that investment in the skills of
employees that are needed in their current activ-
ities, which is practiced more often in Lithuania,
contributes to looking into the future when training
employees. This is what defines a modern/learning
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organization and having these features, modern pub-
lic management provides excellent opportunities to
be successful. According to Skrickiene, Cepuraité,
Staras (2018), the very approach to managing organ-
izations is important. And this approach must be
integral, defining the formula of flawless activity,
which combines the theories of quality management
and education, management, and health science
(Skrickiené, Cepuraite, Staras, 2018).

According to S. Priest (2022), the essence of
a modern and socially responsible organization
depends on many components and can be imagined
as building a house. Building a house requires a team
with different competencies, skills, and attitudes.
How can the internal environment of a modern and
socially responsible organization be formed?

According to S. Priest (2022), the importance
of team building has been discussed since the early
1980s, and as the author claims, he has discovered
a promising method that can be applied to building
many teams. This method is compared to building a
house. First, the foundation is laid, and then the walls
are framed on this foundation. Next comes the roof
to cover everything. The work is completed — by
finishing. In this team-building house metaphor, the
foundation consists of trust, communication, and col-
laboration (without these three as a solid foundation,
all further development efforts may fail). Walls are
elements of a well-functioning team (they can vary
depending on the situation), but the foundation is
formed, as if showing a good start, and as they say,
a good start is half the battle. The roof is a leader
with its own characteristics, which can also vary
depending on the situation. Final work is a process

that allows the team to interpret, grow and develop
independently (see Figure 1).

From Fig. 1 we see that building a house, as a
team, includes the following stages: 1. Foundation
(base); 2. Walls; 3. Roof; 4. Finishing (final works.

Foundation (base). The beginning of the founda-
tion is the creation of the stages of trust and communi-
cation. These are mutually interacting elements, and
when disagreements arise, "erosion" is felt and the
foundation cracks. It is important to note that focus-
ing only on improving one element does not necessar-
ily mean that the situation will improve. Therefore, it
is necessary to focus on solving the problem globally
and thus identifying it. A solution requires a learning
experience where trust and communication reach a
functional level and transform a problematic situa-
tion into a positive whole. After identifying the prob-
lem, it can be said that the first stage is completed, the
next step is to look for forms that demonstrate evi-
dence of cooperation. Cooperation is manifested in
how team members share certain resources with each
other and, acting together, achieve the desired result.
Such a transition to cooperation (unconditional shar-
ing of everything and working together) explains that
the second stage has been reached — the emergence of
sustainable / harmonious cooperation.

Walls. Wall building can be done when the first
(trust) and second (cooperation) phases are com-
pleted. The further stage of execution requires many
elements of teamwork, such as: planning, role clarity,
shared goals, change, commitment, problem solving,
decision making, risk taking, diversity, safe space,
co-creation, conflict resolution, creativity, consen-
sus, accountability, respect, encouragement, shar-

Walls &

Fig. 1. House of Teamwork covered by leadership based in trust, communication & cooperation (Priest, 2022)
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ing, ethics and empathy. Working in a group often
involves taking on more complex group initiatives,
activities, and challenges. Such processes occur dur-
ing the growth of most teams, when the team is new
and does not yet have experiential skills. In difficult
situations, employees usually reach a tipping point
or tipping point. The breaking point is the disappear-
ance of resistance to change and the achievement of
the level of functional activity. This is considered the
emergence of the third stage, which indicates that it
is time to take leadership.

The roof. The team works well, and most behav-
ioral elements are functional, with leaders emerging
for specific tasks. In this way, the team learns to share
leadership, building on the strengths of its members.
With a functional and well-functioning team, one can
begin to explore the components of leadership such
as: influence, style (autocratic, democratic, etc.), ori-
entation (task or relationship), and contingent favora-
bility (group unity, team competence, leadership
experience, judgment), consequence and risk to the
environment.

Finishing (finishing works). The fourth stage is
the stage of functional leadership, where teams are
autonomous and independent. Sometimes this means
that members can solve problems on their own and/or
continue to improve without help (no helper needed).

In conclusion, it can be said that the construction
of the house is an example of modernity and moder-
nity, where the foundation, walls, roof and decoration
are the kind of teamwork that is possible in the con-
cept and activity of a modern and socially responsi-
ble organization.

The internal environment of a modern and
socially responsible organization

In order to talk about a modern organization, one
should probably clarify the meaning of the word
modern. Thus: modern — 1. meeting today's require-
ments and taste; 2. corresponding to the latest techni-
cal achievements.

Amodern organization, or in other words a modern
organization, aims to be an open, developing social
system. It becomes maximally effective only if it is
able to flexibly adapt to changes in the environment —
new technologies, consumer needs, changing geopo-
litical and legal environment and society. According
to Paliulis et al. (2003), an organization's ability to
develop is directly related to its ability to resolve
and manage conflict situations. Since conflicts are an
integral part of the organization, it is important how
organizations react to them, how they are analyzed,
and what methods are chosen to solve them.

Analyzing the literature, it is observed that the
modern organization, in order to survive in the com-
petitive environment, must integrate the principles of
information and knowledge management into tradi-
tional management systems. There is a need to man-
age intangible resources, therefore a change in infor-
mation management is being observed, knowledge
management is developing, the essence of which is
the use, management and improvement of intangible
resources.

According to J. Kvedaravicius (2005), a modern
organization must pay attention to five main com-
petences: 1) competence of a technological nature —
evaluates the interaction of an individual with the
world, which is determined by properly used tech-
nological abilities; 2) the competence of ambiguity
and diversity, which is determined by two traditions:
one of them is based on values - tolerance, justice and
consideration; the other is based on epistemology,
which criticizes our understanding of knowledge;
3) search for and support of community links — in
this plane, one of the main competences separates
us from cognition and moves us to social and per-
sonal areas; 4) management of motivation, emo-
tions and desire. Culture is the identifying interval
(gap) between the super-rational, cognitive model of
humanity that currently dominates many theories of
psychology. The concept of emotional intelligence
emerges; 5) Mediation and responsibility — this level
focuses on morality, responsibility and citizenship.

In the modern organization, information is the
main source of its added value. Successful operation
is guaranteed by the organization's ability to effec-
tively manage information assets: information tech-
nologies and systems, information specialists, intel-
lectual capital, knowledge of organization members,
etc. The responsibility of the head of the organization
is to use information resources — data as values - pur-
posefully, optimally, skillfully. For this reason, the
manager's information system should be developed.

Features of a modern organization: characteristic
proactivity, ability to solve problem situations, gen-
eral ability to improve, learn, flexible management
structure, more focused on the directions of activity,
rather than on action procedures (therefore, there are
no long-term plans for the detailed achievement of
formal performance results); "transparent" bounda-
ries of the organization; pursuit of competitive advan-
tage through cooperation; informal control; stable
development; risk tolerance; team and group work
culture, people and information are the most impor-
tant assets of the organization; customer focus; has a
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clearly expressed philosophy, vision, mission; char-
acterized by social orientation and responsibility.
Contemporary organization of Lithuania. In a modern
organization, social rather than technical or economic
factors determining its success prevail (Jucevicius,
1998, p. 132). A modern Lithuanian organization is
considered to be a successfully and ethically operat-
ing organization registered in Lithuania, which has a
clearly expressed operational strategy and is charac-
terized by entrepreneurship. Features of contemporary
Lithuanian organization: active search for new oppor-
tunities; ability to solve problem situations; growing
and improving organizational competence not only
through training, but also through personnel changes;
large organizations are dominated by a functional or
linear — functional management structure, while in
small organizations a hierarchical management struc-
ture is clearly visible; more focused on activity direc-
tions rather than action procedures (therefore, there
are no long-term plans for the detailed achievement
of formal performance results); the formation of a
new western organizational culture (possible collision
of old and new personnel competence subcultures);
pursuit of competitive advantage using classical
methods of competition; formal control 17; flexibil-
ity and resilience; risk tolerance; an unformed team
work structure; people and information are not val-
ued as the most important assets of the organization;
elements of customer/customer focus are manifested;
philosophy, mission, vision are important and under-
standable to only a small number of managers; a char-
acteristic "secret syndrome"; the organization has a
clearly expressed direction of activity.

According to A. Seiliaus (1998), the most impor-
tant function and purpose of management is to coor-
dinate, organize and link various areas of economic
activity and ensure their interaction. It is necessary
to maintain both qualitative and quantitative relations
of work activities in order to be able to carry them out
successfully.

The essence of the organizational environment

The organization's environment is very important.
The organization's environment is a set of factors
influencing the organization's activities. It covers all
aspects related to the outside and inside of the organ-
ization. Although the organization's environment is
divided into external and internal, these environ-

ments are like a "circle", the middle of which is the

organization's internal environment, surrounded by
the external environment. The organizational envi-
ronment is described in Figure 2.

According to Laval & Stefea (2018), the most
obvious factor is the size of the company, because
especially the size of the company affects the num-
ber of employees, specializations and the organiza-
tion of the control function. Larger companies have
a larger control team in absolute numbers, but the
relative number of controllers compared to the total
number of employees is decreasing. Firm size posi-
tively affects the number of specializations retained
and the strategic orientation of the management
function (Becker, Ulrich, & Zimmermann, 2012;
Littkemann, Reinbacher, & Baranowski, 2012).

Other important factors include the expectations of

the management and the business area the company
is engaged in.

/Examples for internal factors are:

Legal type of company
Organizational structure

Size of the company

Level of diversification
Technology and business
Corporate philosophy
Expectation of Management
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/
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. Sector of business

. Complexity and dynamic of
the business

Overall context of
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Fig. 2. Overview of internal and external factors (Laval & Stefea, 2018; Kiipper, Moller & Pampel, 2012)
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Internal and external factors — what are they?
First, we need to understand that there are various
internal and external factors that depend on the size,
type and status of the business. However, these key
factors can be found by analyzing the business envi-
ronment under the following categories: external and
internal.

Internal environmental factors. Internal factors
include everything in a company, whether they are
tangible or intangible resources. By knowing the fac-
tors, it is possible to assess the strengths and weak-
nesses of the company. If an element has a positive
effect on the company, it is considered a strength. On
the other hand, if any factor hinders the development
of the company, it is a weakness. There are many cri-
teria to consider in a company.

It is important to mention that there are 14 types
of internal environmental factors:

1. Plans and policies;

2. Value proposition;

3. Human resources;

4. Financial and marketing resources;

5. Company image and brand;

6. Company buildings/transport/equipment (or
physical property);

7. Work management;

8. Interpersonal relations with employees;

9.Internal technology resources and dependencies;

10. Organizational structure or in some cases code
of conduct;

11. Infrastructure quality and size;

12. Performance of Tasks or Transactions;

13. Financial forecast;

14. Relations of the founders and their deci-
sion-making power.

Factors in the work environment of a modern
and socially responsible organization that pro-
mote well-being

When starting to identify the factors of the work
environment of a modern and socially responsible
organization, which promote the process of establish-
ing well-being, information is needed about the fac-
tors of the organization's environment and the quality
of their implementation. It is also important to know
the satisfaction, needs and expectations of interest
groups, strategic insights in the competitive market
and other information that is obtained in the stages of
evaluating the results and impact of the responsibil-
ity of a modern and socially responsible organization.
The need for establishing responsibility for the factors
of the work environment of a modern and socially
responsible organization may be inadequately high

compared to the organization's capabilities, there-
fore, only after determining the organization's real
opportunities to realize the means of establishing
responsibility, which are selected after evaluating
the competitive market and the accumulated position
of interest groups, are they integrated into the scope
and content of the organization's responsibility, and
later realized in the stage of implementation of social
responsibility (Seilitte, 2013).

According to D. Soryté & B. Pajarskiené¢ (2014),
psychosocial factors are called psychosocial factors
in Lithuanian legal acts, which cause mental stress
to a working person due to working conditions,
work requirements, organization and content, rela-
tions between employees or between employer and
employee. These factors are extremely important
when it comes to creating a healthy workplace, and in
turn, the well-being of employees. Creating a healthy
workplace requires a conscious, systematic and col-
laborative effort to increase employee well-being
and productivity. This requires well-planned and
meaningful work, a supportive social organizational
environment, accessible and fair career and work-life
balance opportunities. Albrecht writes that in order to
motivate and involve working people and thus cre-
ate their well-being, improve work performance and
increase commitment to the workplace, organizations
should create an open, supportive and fair organi-
zational and team culture, ensure work that clearly
corresponds to the organization's goals, an optimal
level of autonomy, support and career opportunities
(Soryté, Pajarskiené, 2014). Factors of the psychoso-
cial work environment promoting employee well-be-
ing are summarized in Table 1.

The internal environment of any business refers
to the company's employees, which include manage-
ment, as well as direct and indirect employees.

Mission and vision are the focus of the organi-
zation, encouraging its members to work together
towards common goals. It allows people to be
assigned one specific mission.

The formal structure of a company is a ranked
structure of workplaces and communities. The core
values of companies differ from each other and this is
always a factor in their success.

Most companies aim to motivate employees to
achieve better results. A great result is always guar-
anteed when the customers are satisfied. There are
several ways to maintain a good indoor environment.
With a positive environment, chances are the peo-
ple running the business will be happy and satisfied.
Motivation can be intrinsic or extrinsic, but it plays
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Table 1

Factors of the psychosocial work environment promoting employee well-being
(Soryté, Pajarskiené, 2014)

Work environment
factors

Employee welfare

Job requirements and|-—
controls

Compilation of opportunities to control one's work — to solve work-related issues, to
feel the power of decision-making;

—  Optimum, mobilizing work requirements (not exceeding the employee's capabilities,
allowing to feel a challenge, not causing boredom).

Interpersonal relationships | —

Relationships with colleagues and managers based on trust and justice;

at work —  Cooperation;
—  Organizational justice.
Leadership —  Social support and assistance to employees;

—  Staff empowerment, involvement in creating a common work vision;
—  Promotion of open team communication;
—  Encouraging employees, positive evaluation, providing feedback.

Work organization and|-—
content -

Creating opportunities for continuous learning and skill development;
Adequate salary that allows meeting needs;

—  Sufficient resources of personnel and tools are ensured;

—  Clear job role and understandable job tasks;

— Interesting and meaningful work.

Interaction between work |—
and personal life

Opportunities are created to combine work and personal life, to successfully fulfill
obligations to family and work;
—  Formation of organizational policies favorable to employees and their families

an important role in business. Be it stock value or
brand image, the internal environment must always
be healthy (Yadav, 2022), only then such an organ-
ization can present itself as modern and socially
responsible.

If the behavior of the organization has prominent
features of a modern, intelligent, agile, entrepreneur-
ial and modern organization and is basically in line
with the trends of the modern organization:

» active search for new opportunities (new ideas,
creativity are tolerated in the organization),

» the ability to solve problem situations,

* the organization is dominated by a hierarchical
management structure,

» the activity is characterized by effective formal
control,

* while strengthening and protecting public health,
the organization basically focuses on the areas of
activity,

* is characterized by attention to the customer,
flexibility and resilience (is sensitive to changes in
the environment and quickly adapts to them),

* it is characterized by risk tolerance, the goals
are important for the members of the organiza-
tion (the absolute majority participates in their
implementation).

Conclusions

1. Knowing the environment helps managers
determine the direction they should go. They will

travel together with a different way to change direc-
tion when needed. Without an understanding of the
environment, guides are like a bicycle without a steer-
ing wheel — there is no way to maneuver on the street.
Managers can isolate those factors, especially in the
external environment, that are of particular interest
to the organization. Managers can make preparations
to deal with an anticipated crisis in any environmen-
tal factor. They can create crisis plans to deal with
crises that affect the organization. Understanding
the environment in which the company operates is
key to achieving organizational effectiveness. Lack
of or insufficient knowledge is likely to make man-
agers ineffective because they "run the wrong way
to achieve goals." The environment, regardless of
its external or internal nature, must be clearly under-
stood by the manager. Normally, you wouldn't go for
a walk in the rain without an umbrella, because you
understand the environment and know that you might
get wet when it rains. Similarly, if a leader does not
know and understand the organizational environ-
ment, he or she will ultimately be wet or dry, and so
will the organization in today's fast-paced and chang-
ing organizational environment.

2. Every organization that wants to operate suc-
cessfully and profitably needs to know its environ-
ment. For the head of a successfully functioning
organization, it is the main goal of the company — to
find out the changes taking place in the environment

The internal environment of a modern and socially responsible organization: psychological well-being
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in a timely manner, to identify trends. The organi-
zation does not have a direct impact on the macro
environment, and managers cannot influence these
changes, they can only use them, and the factors of
the micro environment can be adjusted in favor of
the company. Every organization that wants to be
successful has the most important thing to know its
environment and influence it. However, the impact is
not only on the organization, but also on the people
working in it. The behavior of each person depends on
the circumstances, so the environment has a greater
impact on his behavior than the characteristics of the
person. Therefore, it is not enough to gather people
with the necessary traits for work, it is also necessary
to create an environment that supports and strength-
ens these traits. The environment around them can
be internal and external. The internal environment is
more determined by what happens in the internal life
of the organization, while the external environment
determines what happens outside the organization.

3. The key difference between internal and exter-
nal environment is the effect they both create in busi-

ness, internal environment is the root of an organi-
zation's brand as it directly affects the growth of the
organization while external environment indirectly
affects the growth of the organization. It must be
understood that the internal environment has certain
factors that are directly related to the growth of the
company in the market, while the external environ-
ment has many factors that are directly and indirectly
related to the growth or decline of the entire organi-
zation. The success of a company depends on many
factors and they can be divided into two important
brackets; internal and external. It is very important
to constantly monitor external and internal distress
signals. Therefore, the continuous study of inter-
nal and external factors is a promising opportunity
for successful business operations. In fact, success
depends on cooperation, and cooperation is in both
of these factors. A company or organization will have
to work together with the factors of internal environ-
ment and external environment and work on areas of
improvement that will help the company to improve
in business.
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BHYTPIIIHE CEPEJOBUIIE CYYACHOI I COLIAJIbHO BIAMNOBIJIAJbHOI OPTAHI3ALIII:
MCUXOJIOTTYHE BJIATONOJYYYST

AHoTanis

Axmyanvuicms i nosuzna. CydacHa ado IHIIMMH CIIOBAMH CyYacHa OpraHizalis nparse OyTH BiIKPUTOIO COLIaJIbHOIO
CHCTEMOIO, III0 PO3BHBAEThCA. BOHA cTae MakCMMaIbHO €()EKTHBHOIO JIMIIE 32 YMOBH 3/IaTHOCTI THYUYKO aJalTyBaTHCS
710 3MiH Y HaBKOJIMIITHEOMY CEpPEIOBHIII — HOBUX TEXHOJIOTiH, MMOTPed CIIOKIBAYIB, 3MiH TE€OMOTITUIHOTO Ta IIPABOBOTO
cepemoBuINa Ta cycminbeTBa. Bueni @aifzieB Ta iH. (2022), Abdiyev & Alimardonov (2022), Kudins (2022), Veldman
& Willmott (2022), Mireckiené (2021), Linkevi¢ius (2022), Popovi¢ (2020), Peliksiené (2022) Touio Tux, XTO BUBYaB
Cy4acHa opraHi3allis BU3HA4ae, 10 II¢ CydacHa, BIIKPHUTA 10 3MiH OpraHi3allis, 1[0 HABYAETHCS, KA JOIIOMAra€e JIFOIUHI
HaOyTH KOMIETEHILIH, MPUUHATH TPaaMLil Ta IIHHOCTI TyMaHICTHYHOI Ky/lbTypH. PopMye TBOpUY Ta BiIIOBiAAIbHY,
3[aTHY JI0 CHUIKYBaHHS Ta CIiBHpali, e(QeKkTHBHYy O0COOHMCTICTh y Cy4acHOMY CYCHUIBCTBI. 3[aTHICTH OpraHizauii 1o
PO3BUTKY Oe3mocepenHpo MOB'A3aHa 3 11 3MaTHICTIO BHPIIIyBaTH KOH(MIIKTHI CHTyarlii Ta kepyBaTH HUMH. OCKiNbKH
KOH(MITIKTH € HeB1A'€MHOIO YaCTHHOIO OpraHi3allii, BAXKINBO, SIK OpTaHi3allii pearyioTh Ha HUX, SIK BOHH aHATI3YIOThCA 1 SIK1
METO/M BUpilIeHHs: 00upatoThes. OHIEIO0 3 SICKpaBUX TEHJICHIIIH OCTaHHIX POKIB, sSIKa MA€ JJOBIOCTPOKOBY MEPCIEKTUBY
Ta JI00pe BIUCYETHCS B KOHIIEIIIIIO Cy4acHOI opraHisaiii, € aBTOHOMI3allisl ynpaBIiHHs, pOpMyBaHHS OKPEMHUX pOOOUNX
rpyn — xomanz (Kazogiinien¢, 2022; Zymantiené, 2022; Dambrauskiené, 2021 Ta in.). CTaGiIbHiCTh Y IbOMY BUIAIKY
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Dinocodis

HE 03HaYae MOCTIHHICT UM, TUM OLIbIIE, 3aCTii, a OpIEHTOBaHA HA CTAOIIbHE 3POCTAHHS BIAMOBIAHO 10 MOXKIUBOCTEH —
3aIuIaHOBAHUX YM TMPHHANMHI o4iKyBaHuX. [IpoTe ruiaHOMipHICTh 1 CHCTEMHICTD JISUIBHOCTI OOMEXYIOTh HOBATOPCTBO,
HETPUBIAJBHICTD 1 BOIHOYAC MIANPUEMIMBICTD. 3 1HIIOro OOKY, Taka OopraHisamis Mae BCi MEPEAyMOBH JUISl YCIIiXY,
0COOJIMBO SIKIO BOHA TpaLioe B chepax MisUIbHOCTI, 10 XapaKTepH3yHThCs BiTHOCHO TPHBAIUM )KUTTEBUM LIUKIIOM.
Kpim Toro, B TakuxX opraHizaIisax iCHyIOTh COPHATINB] YMOBH JUISI TTOSBA HETUIIOBUX CTPATETIi, SKi POIIOHYIOTh OKpeMi
CTPYKTypHi cy0'ektn. Lle moB's3aH0 3 THM, [0 HE TUTBKY CTPATETis BU3HAYAE, SIKi CTPYKTYpH OyayTh 00paHi, ane i icHyrodi
CTPYKTYPH HE MCHIIIOIO MipOO BU3HAYAIOTH 00paHy cTparerito. 06 ‘ekm 0ocniodicents: BHYTPIIIHE CEPEIOBUIIE CydacHOT
Ta COLiaNbHO BinNoOBimaidbHOI opranizauii. Mema. IlpoaHarnizyBaTd BHYTpILIHE CEPEAOBHIIE CY4acHOI Ta COLIAIBHO
BIJINIOBIIAIbHOT OpraHi3aiii 3 TOYKHM 30py MCHXOJOTIYHOTo Onaromonywusi. 3asdamns docaiovcenns: 1. Poskpurn
TEOPETHYHY CYTHICTh Cy4acHOI Ta COLaJbHO BiJINOBifanbHOi opranizaumii; 2. OOroBOpUTH BHYTPIIIHE CEPElIOBHUINE
opranizarii; 3. BusHauuTtn QaxTopn poOOYOTo CepeloBHINA CyYacHOI Ta COIiajbHO BiMNOBIMaNbHOI OpraHi3allii, mo
CHPUSIOTH 100p0o0yTy Memoou: AHaii3, cucTeMaTH3allis, y3araJbHeHHS Ta OPIBHSIHHS HAyKOBOI JIITEPaTypPH.
Koirwuogi ciioBa: cydacHa oprasizailisi, BHyTPIIIIHE Ta 30BHIIIHE CEPEIOBHUIIE, CITIBPOOITHHUKH, MCHEPKMEHT
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