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bstract: This paper examines the role and interdependence of

leadership competencies, leadership style, and context (situ-
ational factors) within a military organization, proceeding from the as-
sumption that context is not a static backdrop but an active moderator of
leadership. The initial premise is that the competency profile of manag-
ers directs their inclination toward either a more directive or a more par-
ticipative leadership style. Strategic, interpersonal, and adaptive compe-
tencies are conducive to transformational and participative leadership,
whereas procedural and control-oriented competencies correlate with
transactional and directive approaches. Under conditions of high com-
plexity, dynamism, and accelerated technological change, effective lead-
ership emerges through the integration of traditional military values and
contemporary leadership models, that is, through the functional com-
bination of directive and participative approaches in accordance with
situational factors (time and risk, phase of the operation, maturity and
cohesion of the unit, cultural context, and legal framework). Through an
analysis of relevant theoretical approaches, it is demonstrated that the
appropriate alignment of competencies and leadership style, together
with the ability to adapt to situational demands, contributes to cohesion,
morale, safety, successful task execution, and a positive work climate.
It is concluded that leadership transcends formal positions of power and
that leader development cannot be reduced to the adoption of a single
style, but rather to the construction of an adaptive repertoire grounded in
values, competencies, and doctrine. The proposed approach maximizes
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clarity, speed, and discipline in execution, while simultaneously preserv-
ing initiative, learning, and the ethical compass, operationalized through
a repertoire of leadership competencies.

Keywords: military organization, leadership, leadership competen-
cies, leadership style, situational factors

Introduction

eadership is one of the key concepts in the theory and practice of organiza-

tional management. In its broadest sense, leadership refers to the ability of an
individual or a group to influence the motivation, will, and behavior of others in order
to achieve common goals. It is a complex phenomenon that integrates a set of skills,
traits, and strategies, enabling leaders to act effectively and inspire others in dynamic
and often uncertain conditions.

A military organization represents a specific social institution whose structures,
norms, and interpersonal relations are grounded in its fundamental purpose—armed
combat (Atanasievski, 2016). Within classical organizational theory, the military is
predominantly viewed as a mechanistic organization, characterized by a pronounced
hierarchy, a high level of process formalization, task specialization, and a strictly de-
fined chain of command. Command and control ensure that a unit functions as a
coherent whole: different components perform their tasks in a coordinated, rapid, and
disciplined manner, whereby the norm of subordination implies that orders issued by
superiors are binding on subordinates.

At the same time, the contemporary security and operational environment—
shaped by globalization, accelerated technological change, and shifting political and
socio-economic conditions—has altered patterns of leadership. Although hierarchy,
discipline, and standards remain unquestioned, modern military practice increasingly
relies on the principles of mission command, situational adaptation, and the encour-
agement of initiative. Leaders are expected not only to implement orders and pro-
cedures, but also to develop the creative capacities of personnel, cultivate trust and
communication, and build a positive work climate that fosters learning and innovation.

In this context, leadership competencies become a fundamental determinant of
the selection and application of leadership styles. Cognitive competencies (strategic
thinking and decision-making), interpersonal competencies (communication, team-
work, influence), ethical and socio-emotional competencies (emotional intelligence,
self-regulation), as well as adaptive competencies, shape leaders’ inclinations toward
variants of more or less directive or participative leadership styles. Conversely, the
adoption of a particular leadership style, in turn, activates and strengthens specific
leadership competencies. Context (the situation) moderates all of these relationships,
as certain situations require different combinations of styles and competencies in or-
der to achieve desired outcomes.

Proceeding from the above, the aim of this paper is to analyze the interdepend-
ence of leadership competencies and leadership styles through the prism of the de-
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cision-making context (situation), and to elucidate the implications of this relationship
for cohesion, morale, safety, operational readiness, and organizational performance,
with particular emphasis on military organizations. The research is based on the de-
scriptive method and content analysis of relevant scientific literature, as well as doctri-
nal, normative-legal, and other available documents. The expected contribution of the
paper lies in providing a foundation for the development of a conceptual framework for
aligning leadership competencies and styles with the requirements of contemporary
operations and command principles, thereby enhancing personnel development and
the long-term sustainability of military organizations.

The Concept and Importance of Leadership

Leadership is the process of influencing the motivation, will, and behavior of oth-
ers in order to achieve common goals, transcending formal management and being
grounded in vision, values, and culture (Northouse, 2018). This foundational definition
of leadership highlights four of its key elements: influence (as the essence of the
process), vision, values and culture, inspiration and motivation, and finally the ethical
dimension as a source of trust and integrity.

The first key element defines leadership as a relationship of influence, rather than
merely a position or title. The mechanisms of influence include:

+ legitimacy and competence (people follow those whom they believe know the

way);

* meaning and identity (belonging to a shared vision and values); and

* reciprocity and trust (the willingness to invest effort because the leader invests

in people).

Through these three mechanisms, leaders mitigate resistance to change and en-
sure organizational “fit” between technological innovations and people’s readiness
for them, which is also evident in successful examples of human resources process
automation (Damnjanovi¢ et al., 2024).

The second element of leadership is the leader’s vision. Vision represents a com-
pelling image of a desirable future that provides direction and meaning, in alignment
with generally accepted values and the culture of the community. Values function as
a normative compass, defining what is and is not acceptable, while culture represents
a set of shared assumptions and patterns of behavior that “program” everyday deci-
sions. Leaders shape organizational culture—an environment of openness, learning,
and teamwork—which positively correlates with innovation and long-term stable per-
formance (Schein, 2010). According to Schein (2010), culture exists on three lev-
els: artifacts (visible practices and symbols), espoused values (what is stated to be
important), and basic underlying assumptions (what is truly important because it is
repeatedly enacted).

Inspiration and motivation enable people to work not because they have to, but be-
cause they want to. They mark the transition of followers from “must” to “want,” that is,
from mere compliance to genuine commitment and initiative. In practice, this results in
greater creativity, responsibility, and long-term sustainability of performance. A team
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that wants to complete a task seeks better solutions, proposes ideas, and remains
committed even without external pressure. The essence of leadership lies precisely in
the ability to inspire and motivate followers to exceed expectations through a clearly
communicated purpose and direction of action (Bass & Riggio, 20086). In this regard,
Bass and Riggio (2006) explain how leaders motivate followers to surpass expecta-
tions through the “Four I's”:

* Idealized Influence — personal example and integrity;

 Inspirational Motivation — a clear, demanding, and meaningfully articulated vi-

sion;

* Intellectual Stimulation — encouraging learning, questioning the status quo, and
innovation;

* Individualized Consideration — tailored development and support for each
member.

The ethical dimension of leadership denotes consistency in fair treatment, trans-
parency, and accountability (Brown & Trevifio, 2006). According to Brown and Trevifio
(2006), leaders act as role models: people learn by observing leaders (social learn-
ing) and follow signals regarding what is rewarded and what is sanctioned. Trust,
ethical standards, and perceptions of fairness increase engagement and loyalty. In
this sense, it is essential to have clearly developed standards, protected channels for
whistleblowing without retaliation, transparency in decision-making, and leadership
that applies rules equally to all. Consistent ethical practice further operates through
the channels of trust and fairness to sustain productivity, which indirectly contributes
to the reduction of organizational risks (Damnjanovi¢ et al., 2023).

Under conditions of accelerated digitalization, global competition, and uncertainty,
leaders must anticipate trends, make decisions rapidly, and maintain the momentum
of change (Kotter, 1996). These demands are further intensified in the military context.
Namely, although it is an indisputable fact that the military is a highly formalized and
hierarchical system, with a clear chain of command and discipline, grounded in its pri-
mary purpose—armed combat (Atanasievski, 2016), the execution of assigned tasks
in contemporary conditions nonetheless requires balance: alongside the unquestion-
able principles of subordination, situational adaptation and professional initiative are
increasingly affirmed. Consequently, the quality of leadership in the military decisively
depends on the level of development of leadership competencies, which determine
the application of an appropriate leadership style at the right time and in the right
manner.

Leadership Competencies

For a comprehensive understanding of the concept of leadership, it is necessary
to consider three fundamental elements that define a successful leader: leadership
abilities, skills, and competencies (Northouse, 2018). These interrelated elements
constitute the foundation of effective leadership and determine a leader’s capacity to
successfully guide teams and organizations through complex environments.
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Leadership abilities are innate or acquired predispositions that enable a leader to
perform specific functions effectively, such as the capacity for strategic thinking, ana-
lytical problem-solving ability, emotional intelligence, mental capacity for information
processing, the ability to learn and adapt quickly, as well as natural predispositions for
leadership (Goleman, 2000).

Leadership skills represent specific learned techniques and practical knowledge
that can be developed and improved through practice and training, such as communi-
cation techniques, negotiation skills, conflict management, task delegation, presenta-
tion skills, and techniques for motivating employees (Katz, 1974).

Leadership competencies constitute a comprehensive set of knowledge, abilities,
skills, and behaviors that enable a leader to perform their role successfully. These
include professional knowledge in the field of operations or business, knowledge of
organizational processes, understanding of strategy and management, demonstrated
leadership experience, measurable results in practice, as well as certifications and
formal qualifications (Boyatzis, 2008).

The key differences among these three concepts are reflected in their nature,
modes of acquisition, measurability, application, and development (Day et al., 2014).
By nature, abilities represent predispositions for success, skills are learned practical
knowledge, and competencies are demonstrable through results. In terms of acquisi-
tion, abilities are partly innate and partly developed, skills are acquired through learn-
ing and practice, and competencies are built through experience and education. With
regard to measurability, abilities are assessed through potential, skills can be directly
tested, and competencies are measured through performance. In application, abilities
define development potential, skills enable everyday functioning, while competencies
determine overall effectiveness. In terms of development, abilities can be enhanced
to a certain extent, skills can be acquired relatively quickly, whereas competencies
require long-term development.

These three elements are interrelated in that abilities form the basis for the devel-
opment of skills, skills contribute to the construction of competencies, and competen-
cies, as the broadest concept, encompass both abilities and skills (Mumford et al.,
2000). Thus, unlike innate abilities, leadership skills—as a component of leadership
competencies—can be developed through experience, training, and introspection.
The development of leadership skills through experience is one of the key factors
for achieving success in leadership. Through practical application, learning from mis-
takes, mentoring, teamwork, and adaptability, leaders can continuously improve their
skills and become more effective in their work.

Understanding the differences and relationships among leadership abilities, skills,
and competencies is crucial for leader development (by focusing on the right areas
of development, selecting appropriate learning methods, and enabling more effective
career planning), for organizations (through better leader selection, more effective de-
velopment programs, and more precise performance evaluation), and for educational
institutions (by designing relevant programs, focusing on key areas of development,
and balancing theory and practice) (Bass & Bass, 2008). In practical application, se-
lection processes assess abilities, verify skills for immediate readiness, and evaluate
competencies for demonstrated results. In personnel development (skills), natural abil-
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ities are identified, necessary skills are purposefully developed, and comprehensive
competencies are built; in evaluation processes, progress in skills is measured, the
development of abilities is assessed, and demonstrated competencies are evaluated
(Yukl, 2013). By developing leadership skills through structured training programs,
practical experience, and self-reflection, leaders can acquire new knowledge, develop
specific skills, and enhance their leadership abilities, that is, leadership competencies.
These competencies ultimately determine leaders’ success in guiding teams and or-
ganizations.

In the context of a military organization, leadership is directly linked to mission ex-
ecution, the preservation of life and health of personnel, discipline, and unit cohesion.
Therefore, leadership and leadership competencies are of particular importance and
must be viewed through the specific requirements and conditions of command and
control at the tactical, operational, and strategic levels.

In contemporary military doctrine, the topic of leadership and leadership compe-
tencies has been most comprehensively and consistently elaborated within the United
States Army and systematically published through a series of Army Doctrine Pub-
lications (ADP). These publications provide a concise and authoritative framework,
defining a common language, principles, and standards that guide planning, training,
and the employment of forces. The primary reference framework for understanding
leadership in the U.S. Army is Army Doctrine Publication ADP 6-22: Army Leadership
and the Profession (U.S. Department of the Army [DA], 2019a). In addition, ADP 6-0:
Mission Command: Command and Control of Army Forces (DA, 2019b) links leader-
ship with command and decision-making in complex, multidomain environments.

The document ADP 6-22 (DA, 2019a) establishes the foundations for leadership
development and ethical standards and serves as a reference material for training,
leader development, and the establishment of a unified understanding of leadership
within the military. Emphasis is placed on developing effective leaders who are capa-
ble of leading, developing, and inspiring soldiers, while applying ethical principles and
professional conduct.

Instead of the triad “abilities—skills—competencies” commonly found in general
management literature, ADP 6-22 (DA, 2019a) primarily distinguishes between lead-
ership attributes and leadership competencies. “Skills” are viewed solely as appli-
cable, trainable techniques of command and leadership, developed and evaluated
through standard processes and training. These “skills” are inseparable from leader-
ship competencies and attributes. Rather than leadership abilities, the characteristics
that enable effective action under pressure are defined as leadership attributes:

+ Character — values, ethics, and discipline; integrity in decision-making; respon-

sibility and care for people;

+ Presence — professional military bearing; physical fitness; self-confidence and

resilience under stress;

* Intellect — mental agility; sound judgment; innovation; interpersonal tact; and

domain expertise.

+ Leadership competencies represent a set of doctrinally defined behaviors that

enable a leader to reliably accomplish mission objectives within a given oper-
ational environment:
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+ Leads - leads people, builds trust, extends influence beyond the chain of com-
mand, leads by personal example, and communicates clearly and in a timely
manner;

+ Develops — creates a positive environment and fosters esprit de corps, pursues
self-development, develops others through mentoring and training, and sus-
tains and professionalizes the profession;

* Achieves — delivers results through planning, preparation, execution, and as-
sessment; sets priorities, manages resources, and mitigates risk.

The document ADP 6-22 (DA, 2019a) distinguishes between what a leader is
(attributes) and what a leader does and achieves (competencies). Attributes enable
action, while competencies operationalize it. These two dimensions are inseparably
connected: attributes enable and guide competencies, whereas competencies mani-
fest as visible, measurable behaviors in task execution.

Whether leadership is viewed through the triad of “competencies—abilities—skills”
or through leadership attributes and competencies, the common understanding of
both approaches is that leadership competencies are defined as a set of knowledge,
skills, and measurable behaviors that lead to results. They represent what a leader
knows and is capable of doing (measurable behaviors and abilities). Leadership style
is the manner in which these competencies are applied in a given situation. The best
results are achieved when competencies, style, and context are aligned.

Leadership Style

The literature recognizes several types of leadership that differ in their approach-
es, methods, and effects on team members. Understanding these styles is essential
for identifying how leaders can most effectively motivate and guide their followers.

At a basic level, leadership styles can be divided into two main groups: direc-
tive and participative. In addition, there is the transformational style, which cannot be
strictly classified into either of these two categories.

Directive approaches are characterized by a high degree of control and a low level
of subordinate participation in decision-making. The most frequently cited examples
of this approach in the literature are autocratic, transactional, and bureaucratic leader-
ship styles. Autocratic leaders make decisions without consulting team members. This
style can be effective in situations that require rapid decision-making, but it may lead
to dissatisfaction and reduced motivation among employees (Lewin, Lippitt, & White,
1939). The transactional style is characterized by leaders who use rewards and pun-
ishments to motivate team members. This style relies on clearly defined goals and ex-
pectations. Although it can be effective in achieving short-term objectives, transaction-
al leadership may limit creativity and innovation (Bass, 1990). The bureaucratic style,
in highly regulated environments, requires strict adherence to rules and procedures,
with leaders often being highly directive in practice.

Participative approaches to leadership are characterized by a higher degree of
team member involvement and shared decision-making. This group includes demo-
cratic, participative, and servant leaders. Democratic and participative leaders involve
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team members in the decision-making process. Creativity and innovation are encour-
aged, as team members feel that their contributions are valued. Research indicates
that the democratic style can increase employee satisfaction and engagement (Gastil,
1994). Servant leaders place the needs of their followers first. This style focuses on
the development and well-being of team members, which can lead to stronger team
cohesion and increased loyalty (Greenleaf, 1977). Servant leadership is often associ-
ated with positive organizational outcomes.

Transformational leaders (transformational leadership style) inspire and motivate
their followers to achieve more than is expected. This style focuses on change and
development, both at the individual and organizational levels. Transformational lead-
ership has been associated with higher levels of team satisfaction and performance
(Bass, 1985). The transformational style does not belong strictly to either the directive
or the participative category. Rather, it represents a “third dimension” oriented toward
vision, inspiration, and change, and it may manifest through more or less directive or
participative behaviors depending on the context.

The described leadership styles have different effects on team dynamics, moti-
vation, and performance. Understanding these styles enables leaders to adapt their
approach to the situation in order to achieve the best results within their organizations.
Situational leaders adjust their leadership style according to team needs and situa-
tional demands. This approach recognizes that no single leadership style is suitable
for all situations, and that leaders must therefore be flexible and adaptable (Hersey &
Blanchard, 1969).

In the military context, leadership style is largely determined by the character and
nature of the military organization, which makes it specific. Leaders make decisions
under conditions often characterized by high risk and time pressure (decision-making
under stress, sometimes with incomplete information), a clear hierarchy and account-
ability (chain of command), rules and law (adopted doctrines that constrain available
options), standardization, interoperability, and other factors. Consequently, leader-
ship style in the military is predominantly directive. However, the contemporary en-
vironment—characterized by high levels of complexity, dynamism, and technological
innovation—requires, for successful leadership, the integration of traditional military
values with modern leadership models, that is, a combination of leadership styles.
Therefore, the most effective leaders consciously adjust their style according to the
situation, as well as the level and condition of the team.

In accordance with ADP 6-0 (DA, 2019b), Mission Command provides a frame-
work in which leadership styles are unified through command—that is, directive lead-
ership combined with delegation and disciplined initiative. Commanders clearly (di-
rective) prescribe the “what and why” (commander’s intent, key tasks, desired end
state, and constraints) and delegate the “how” through mission orders and the disci-
plined initiative of subordinates. This approach presupposes a culture of learning and
adaptation, including After Action Reviews (AAR) and iterative adjustment of plans
through fragmentary orders (FRAGO), without developing entirely new plans. Within
this environment, according to ADP 6-22 (DA, 2019a), leadership competencies and
attributes are concretized through behavior, that is, through a leadership style in which
the leader is sufficiently directive to provide direction and boundaries, and sufficient-
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ly participative to empower the unit's expertise and agility. Thus, Mission Command
functionally connects (and balances) different leadership approaches through a com-
bination of intent, mission orders, and disciplined initiative.

The practical ability of a leader to change and adapt their style largely depends
on their competencies; at the same time, consistent application of a chosen style re-
ciprocally develops specific competencies. Therefore, it can be concluded that there
is a strong, bidirectional interdependence between leadership style and leadership
competencies: leadership competencies enable a particular style to function effective-
ly, while the chosen style, in turn, activates and strengthens specific competencies.

Interdependence of Leadership Competencies,
Leadership Style, and Situation (Context)

Leadership competencies and leadership style are mutually conditioned and deep-
ly intertwined; therefore, they should not be considered separately or outside the con-
text in which decisions are made. In practice, competencies and style operate syner-
gistically and in a situational manner.

Leadership competencies enable a particular leadership style to function effec-
tively. A directive approach requires clear communication of expectations, speed in
assessment and decision-making, and the assumption of responsibility. Without these
elements, a directive style easily deteriorates into crude command-giving and mi-
cromanagement (Yukl, 2013). A participative style, by contrast, demands emotional
intelligence, active listening, facilitation of discussion, and the establishment of deci-
sion-making frameworks. In the absence of these competencies, teams may become
trapped in endless debates and discussions (Goleman, 2000). Following the logic that
competencies enable style, a leader must first establish the “foundation” (communi-
cation, decision-making, emotional intelligence) and only then choose the appropriate
degree of directiveness or level of participation (Yukl, 2013).

Leadership style, in turn, activates and strengthens specific leadership compe-
tencies. A directive style, characterized by rapid orientation, decision-making under
pressure, and clearly defined roles, activates competencies such as decisiveness,
prioritization, crisis communication, and time management (Yukl, 2013). Transactional
leadership emphasizes operational and control-oriented competencies. A participative
style, focused on involving team members in problem-solving and decision-making,
activates competencies such as facilitation, co-creation, integration of diverse per-
spectives, and trust-building (Vroom & Jago, 1988). Transformational leadership acti-
vates competencies related to vision, motivation, and change (Bass & Riggio, 2006).

Context, that is, the situation, moderates all of these relationships, as different sit-
uations require different combinations of styles and competencies in order to achieve
results.

Building on the premise that leadership competencies and leadership style cannot
be meaningfully examined separately or outside a situational framework, the military
environment further emphasizes the operational necessity of this interdependence.
The preceding sections of the paper highlighted the relationship between competen-
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cies, style, and performance as it functions within real decision-making contexts. The
military context intensifies this relationship due to time pressure, uncertainty, and the
high consequences of decisions. For this reason, the principle of “foundation before
style” is not merely a didactic recommendation but an imperative: without clear com-
munication, rapid and ethical decision-making, emotional intelligence, and situational
awareness, directiveness devolves into micromanagement, while participation col-
lapses into “analysis paralysis” (Goleman, 2000; Yukl, 2013). Leadership style rep-
resents the manner in which a leader applies these competencies within a specific
context. If the foundational competencies are underdeveloped, style is reduced to
tone and personal impression, without a reliable impact on outcomes. When compe-
tencies are well developed, leaders can consciously adjust their approach—becoming
more directive or more participative, mentoring-oriented, or development-focused—in
accordance with the situation, while remaining aligned with professional intent and
standards. In other words, competencies enable the selection and switching of lead-
ership styles without loss of control over direction and outcomes. Mission Command
explicitly requires this balance: a clear articulation of the “what and why” (directive)
combined with the intelligent delegation of the “how” through delegated authority and
disciplined initiative (participative) (DA, 2019b). When competencies are well devel-
oped, leaders can be as directive as necessary to ensure direction and boundaries,
and as participative as useful to unlock team expertise, while remaining ethical, pru-
dent in risk assessment, and swift in decision-making. In this way, the essential out-
come is achieved: alignment among competencies, style, and context, which consist-
ently leads to superior results.

Conversely, the choice of and persistence in a particular leadership style gradually
feed back into the competencies themselves (Day et al., 2014). The behaviors pro-
duced by a given style shape organizational climate, routines, feedback mechanisms,
and opportunities for practice, thereby strengthening certain competencies while ne-
glecting others. This creates a feedback loop: style — behaviors/climate — feedback
— modification/strengthening of competencies — confirmation or correction of style
(Argyris & Schon, 1978).

Leadership style initially shapes organizational climate, particularly trust, cohesion,
and psychological safety for learning. At the same time, style determines what is prac-
ticed most frequently. A more directive approach strengthens operational discipline,
ensures adherence to standards, and enhances clarity of communication, whereas a
more participative approach promotes the development of others and extends influ-
ence over attitudes, decisions, and behaviors beyond one’s formal line of authority.

Feedback mechanisms guide the speed and direction of learning. Their timely and
high-quality application accelerates correction and competency development, where-
as their absence entrenches existing patterns (Kluger & DeNisi, 1996).

In summary, leadership style functions as a lever for competency development
(Day et al., 2014). Aligning style with principles of clear objectives and iterative learn-
ing generates a positive feedback loop that gradually expands the portfolio of leader-
ship competencies. This approach is consistent with the “leads—develops—achieves”
model (DA, 2019a).
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Finally, it is essential to recognize that the context (situation) of decision-making
and leadership is not merely a backdrop, but an active moderator that shapes how
teams are led, whom and how influence is exerted, and which competencies develop
most prominently in practice. Time pressure and risk, the level and phase of opera-
tions, unit (team) maturity and cohesion, cultural context, and legal frameworks rep-
resent situational factors that significantly influence leadership competencies and the
selection of leadership style (DA, 2019a; DA, 2019b).

When urgency and danger are high, a combination of directive and transactional
styles comes to the forefront: brief, unambiguous commands, rapid decisions, and
clearly defined control points reduce cognitive load and execution errors (Goleman,
2000; House, 1971). Nevertheless, to preserve initiative and prevent the “stifling” of
the team, it is crucial that every directive includes a concise “why” (intent and success
criteria), along with only the minimum necessary supervision. This balance between
clarity and autonomy enables the “achieves” competency (rapid decision-making
and execution under pressure) to be strengthened, while simultaneously preserving
“leads” and “develops,” as personnel retain an understanding of the objective and the
freedom to adapt actions in real time (DA, 2019a; DA, 2019b).

The closer and more direct the contact with the adversary, the greater the need for
directiveness and rapid, unequivocal tasking. In such situations, every second counts
and errors in interpretation are costly. Conversely, in staff planning and preparation
phases, participative and transformational approaches are more effective, as solu-
tion quality depends on diversity of perspectives, creative tension, and co-creation of
plans (Vroom & Jago, 1988; Bass & Riggio, 2006). This transition between contact
and preparation shifts the focus of competencies: during contact, “achieves” (tempo
and decisiveness) dominates, while during planning and rehearsal, “leads” and “de-
velops” are strengthened through vision-driven guidance, shared understanding, and
skill-building (DA, 2019a; DA, 2019b).

The maturity, competence, and cohesion of a unit strongly condition the required
level of structure and supervision. For less mature or newly formed teams, it is more
effective to establish clear procedures, short feedback intervals, and more frequent
instructions, as this reduces uncertainty and accelerates standard formation (Her-
sey & Blanchard, 1969). As maturity and trust increase, transitioning toward greater
delegation, autonomous problem-solving, and inclusion in decision-making becomes
optimal, as it frees personnel capacity and accelerates learning through responsibility
(Yukl, 2013).

In culturally diverse environments (national, multinational, or intersectoral teams),
expectations, attitudes toward authority, tolerance for uncertainty, and decision-mak-
ing patterns vary. Consequently, there is an increased need for explicit agreements
on terminology, processes, and signals, as well as for standardization of basic proce-
dures, so that different styles can function together without loss of cohesion. In such
environments, leaders consciously build a shared language and trust as the founda-
tion for effective execution (Hofstede, 2001; DA, 2019b).

Legal frameworks, international humanitarian law, and broader civil-military re-
lations impose real constraints on leadership style and decision-making processes.
Even when situations demand speed, decisions must remain lawful and proportional,
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and key steps must be documented and justified in accordance with procedures. In
practice, this disciplines the “achieves” competency through legal and ethical con-
straints, while simultaneously stimulating “leads” and “develops,” as teams learn to
anticipate legal consequences, understand reputational risks, and adapt tactics with-
out compromising objectives (DA, 2019a; Krulak, 1999).

All of these moderators operate together as a system of levers. Time and risk
determine the degree to which leaders narrow or expand space for initiative; the lev-
el and phase of operations alter the balance between command and consultation;
team maturity dictates the extent of delegation; coalition contexts require more explicit
agreements and standards; and legal and reputational frameworks set clear bounda-
ries for legitimate action. When leaders consciously recognize these factors and adapt
their style accordingly, the repertoire of leadership competencies not only remains
balanced but progressively expands through experience, feedback, and collective
learning.

Practical Implications Across Levels of Command

At the tactical level, where situations are typically characterized by a high tem-
po, direct contact, and limited time and information for decision-making (DA, 2019a;
DA, 2019b), a predominantly directive leadership style with transactional elements
ensures speed and clarity. It is essential that each order incorporates a concise ex-
planation of the “why” in order to preserve initiative (Goleman, 2000; House, 1971).
Key competencies at this level include decisiveness under pressure, crisis commu-
nication, prioritization, and real-time risk management (DA, 2019a). Implementation
instruments include the commander’s intent at the task level, clearly defined control
points, short After Action Reviews (AAR) conducted immediately after execution, and
Fragmentary Orders (FRAGO) for rapid plan adjustment (DA, 2019b). Expected ef-
fects include a reduction in errors, maintenance of operational tempo, preservation of
cohesion under stress, and the achievement of the minimum necessary supervision
alongside disciplined subordinate initiative (DA, 2019a; DA, 2019b).

At the operational level, which is characterized by the planning and coordination
of multiple tactical actions, interoperability, and staff work, a combined participative—
transformational leadership style is recommended during planning and preparation
phases, complemented by a more directive style during the transition to execution
and the management of decision points (Vroom & Jago, 1988; Bass & Riggio, 2006).
Key competencies include building shared understanding, guiding multidisciplinary
teams, integrating diverse perspectives, and managing inter-unit relationships (DA,
2019a). Implementation instruments consist of a formalized planning process, the
commander’s intent and success criteria, standardized terminology, interagency and
multinational standard operating procedures, regular AARs, and iterative FRAGOs
(DA, 2019b). Expected outcomes include higher-quality decisions due to diverse per-
spectives, improved interoperability, and faster adaptation during execution.

At the strategic level, where multidomain environments, civil-military relations, le-
gal and reputational risks, and international humanitarian law are prominent (Krulak,
1999), the most effective approach is a transformational—participative leadership style
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in the formulation of vision, intent, and boundaries of action, combined with clear
directive definition of legal, ethical, and reputational constraints. Key competencies
include strategic communication, ethical reasoning, reputational risk management,
and coalition leadership (DA, 2019a). Implementation instruments encompass the
doctrinal foundation of mission command, explicit policies of legality and proportional-
ity, transparent documentation of decisions, and structured engagement with civilian
actors. Expected outcomes include legitimacy, sustainability, and coherence of stra-
tegic intent across all levels, while preserving space for decentralized initiative during
execution (Krulak, 1999).

Leadership effectiveness across different levels of command is enhanced by
adapting leadership style to the specific requirements of each level. At the tactical
level, speed and clarity are paramount, whereas the operational level requires a par-
ticipative approach to ensure higher-quality decisions, complemented by directive
leadership in critical situations. At the strategic level, the focus should be on vision,
the definition of boundaries of action, and legal and reputational consistency.

Integrating concise explanations of intent (the “why”), maintaining open communi-
cation channels, standardizing terminology and procedures in multinational environ-
ments, and documenting key decisions all contribute to aligning leadership competen-
cies, leadership style, and context. This alignment results in improved performance
across all levels of command. Leader development, therefore, entails the formation of
an adaptive repertoire grounded in values, competencies, and doctrine.

Conclusion

In the contemporary environment, characterized by high complexity, dynamism,
and accelerated technological change, leadership in a military organization is neither
a set of isolated skills nor the selection of a single “correct” style. Rather, it represents
a continuous integration of leadership competencies, stylistic preferences, and situa-
tional demands. Context is not a passive backdrop but an active moderator: it simulta-
neously constrains and enables initiative, sets the boundaries of legitimate action, and
redirects emphases within the repertoire of leadership competencies.

The military context does not reject the distinction between directive and participa-
tive leadership; on the contrary, it refines and functionally integrates it through clearly
defined intent, success criteria, and boundaries of action. When these elements are
clearly articulated, leaders can confidently vary styles and tools. In contact with the
adversary, directiveness and tempo are emphasized, whereas in planning and prepa-
ration phases, greater participation and transformational elements ensure decision
quality. In this way, the false “either—or” dilemma is avoided and replaced with an
“both—and” capability—namely, acting rapidly and lawfully, disciplined yet adaptive,
centralized in intent and decentralized in execution.

The prerequisite for such flexibility lies in stable foundational competencies: situ-
ational awareness, ethical reasoning, meaning-oriented communication (the “why”),
decision-making under pressure, and trust-building. When these foundations are firm-
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ly established, leaders can consciously calibrate and sequence leadership styles in
accordance with time and risk, the level and phase of the operation, unit maturity and
cohesion, as well as coalition and cultural environments. It is precisely this calibration
that transforms leadership style from a personal inclination into a professional tool
adapted to context, rather than the reverse.

This approach maximizes clarity, speed, and discipline while simultaneously pre-
serving initiative, learning, and the ethical compass. Clear intent and short feedback
loops reduce errors and accelerate adaptation. Standardized terminology and train-
ing mitigate cultural differences in multinational and interagency settings. Selective
delegation and accountability at the lowest feasible level foster personnel develop-
ment and system resilience. In this manner, the “achieves” competency remains firmly
aligned with mission discipline, while “leads” and “develops” ensure the unit’s long-
term capacity to learn faster than the pace of change.

The boundaries of such flexibility are defined by legal frameworks, international
humanitarian law, and broader civil-military relations. Even when speed is required,
decisions must remain lawful, proportional, and transparently justified. This neces-
sitates careful choice of language, consistent documentation, clear escalation path-
ways, and the deliberate retention of certain decisions at higher levels of command.

For organizations, the implications are clear: leader development cannot be re-
duced to the adoption of a single leadership style, but must focus on shaping an adap-
tive repertoire grounded in values, competencies, and doctrine. This entails:

» selection and training processes that place greater emphasis on intent and sit-

uational judgment under uncertainty, rather than mere procedural compliance;

+ exercises and simulations that systematically integrate tactical, operational,
and strategic levels, as well as diverse national and organizational cultures, to
foster shared understanding and interoperability;

+ structured feedback mechanisms (AARs, mentoring, developmental eval-
uations) that recognize and reward not only disciplined execution but also
thoughtful, doctrinally grounded initiative;

+ program modules for the development of key competencies (situational aware-
ness, ethical reasoning, strategic communication, crisis decision-making) inte-
grated across all stages of career development;

+ continuous training and professional education for commanders and staffs,
with a focus on articulating intent, standardizing terminology, and applying
combined leadership styles in realistic scenarios.

Such an approach integrates traditional military values with contemporary leader-
ship models and enables the practical bridging of directive and participative approach-
es in accordance with situational demands.

In conclusion, advantage in contemporary operations does not stem from rigid
adherence to a single leadership style, but from the ability to rapidly interpret con-
text, clearly articulate intent, and consciously select, combine, and adjust approaches
during action. The interdependence of competencies, leadership style, and context
enables calibration in line with time, risk, unit maturity, and culture, while preserving
clarity, speed, discipline, initiative, learning, and an ethical compass.
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Summary

his paper analyzes the interdependence and role of leadership competencies,

leadership style, and situational context within a military organization, demon-
strating that effective leadership is not the selection of a single “correct” style, but
rather the continuous integration of competencies, stylistic preferences, and environ-
mental demands. Context is treated as an active moderator that simultaneously con-
strains and enables initiative, sets the boundaries of legitimate action, and redirects
emphases within the repertoire of leadership competencies.

The purpose of the paper is to clarify how competencies, leadership style, and
context mutually condition one another and how they are calibrated in practice across
different phases of action. The approach is based on a conceptual synthesis of rele-
vant leadership models and doctrinal insights, combined with a comparative examina-
tion of directive and participative approaches in planning, preparation, and execution.
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Key findings indicate that leadership flexibility relies on stable foundational com-
petencies, such as situational awareness, ethical reasoning and judgment under un-
certainty, meaning-oriented communication, decision-making under pressure, and the
deliberate building of trust. Clear intent, success criteria, and boundaries of action
enable leadership styles to be consciously selected, combined, and adjusted during
execution. Short feedback loops, standardized terminology, and rehearsals reduce
friction in multinational and intersectoral environments, while selective delegation with
accountability at the lowest feasible level fosters personnel development and system
resilience. At the same time, the limits of flexibility are ensured by legal frameworks,
international humanitarian law, and civil-military relations.

The organizational implications point to selection and training processes that place
stronger emphasis on intent and situational judgment under uncertainty rather than
mere procedural compliance; to training and exercises that systematically integrate
different echelons and cultures in order to achieve shared understanding and inter-
operability; and to feedback mechanisms that equally recognize disciplined execution
and thoughtful initiative.

In conclusion, advantage in contemporary operations derives from the ability to
rapidly interpret context, clearly articulate intent, and consciously calibrate leadership
style in accordance with time, risk, unit maturity, and culture, thereby simultaneously
maximizing clarity, speed, and discipline while preserving initiative, learning, and an
ethical compass.

Keywords: military organization, leadership, leadership competencies, leadership
style, situational factors
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Ca»(eTaK: Y pagy ce pasmarpa ynora u Mefy3aBuCHOCT nuaep-
CKMX KOMNETEHUMja, CTNa 1 KOHTEKCTa (CUTyaLMOHMX dhakTopa)
Y BOjHOj OpraHm3aumju, nonasehun o ctaBa Aa KOHTEKCT Huje CTaTuyHa
nosagvHa, Beh akTMBHW mogepaTop Bofewa. [lonasHa npeTnocTaBka
rmacu fa KoMneTeHUujckn npodun pykoBoaumala ycMepasa CKIIOHOCT
ka BuLLE OVPEKTUBHOM WNW BULLE NapTMUMnaTeHOM cTuny. CTpareL-
Ke, UHTeprnepcoHarnHe 1 aganTuBHe KOMNETEHLUWje Noroayjy TpaHcgop-
MaLMOHOM W NapTuuMnaTMBHOM BONCTBY, AOK MpoLeaypariHe W KOH-
TPOIIHE KOMMNETeHLMje Kopenupajy ca TpaHCaKUMOHUM U AUPEKTUBHUM
MPUCTYNoM. Y yCroBMMa BUCOKE KOMIMIEKCHOCTM, AVHAMUKeE 1 yOp3aHuxX
TEXHOMOLLKMX MPOMEHa eheKTUBHO NMAEPCTBO HAcTaje MHTErpaLujom
TpagMLUMOHANHUX BOjHUX BPEOHOCTU M CaBpeMeHUX mogena BohcTea,
OOHOCHO (PYHKLMOHANHUM crajakeM OMPEKTUBHOT U NapTULMnaTUBHOr
npucTyna y cknagy ca cuTyaumnoHum aktopruma (Bpeme 1 pusik, dasa
onepaumje, 3penocT 1 Koxesuja jeauHuLe, KynTypHU KOHTEKCT U NMpaBHM
okaup). Kpo3 aHanuay peneBaHTHUX TEOPUjCKMX NPUCTYNa nokasyje ce
[a afleKkBaTHO ynapuBake KOMMNETeHLUMja U CTUNa, 3ajefHo ca cnocob-
Howwhy npunarohjaBarba CUTyaLMOHUM 3aXTEBMMA, JOMPUHOCK KOXE3UjW,
mopany, 6e3begHOCTY, YCNelHOM W3BpLUEHY 3afataka U No3UTUBHO)
pagHoj Knumu. 3akrbyyyje ce Aa nmuaepcTBo npesasuniasu gopmasHy
nosuuujy Mmohu 1 ga ce pasBoj nuaepa He MOXe CBECTW Ha yCBajare
jegHor ctuna, Beh Ha n3rpafky afanTUBHOM peneproapa yTemMerbeHor
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Ha BPEQHOCTMMA, KOMMeTeHUMjaMa 1 JOKTPUHK. [pegnoxeHn npuctyn
MakcumMuayje jacHohy, 6p3viHy 1 OMCUMNIIMHY U3BpLUEH:A, @ NCTOBPEME-
HO YyBa MHULMATMBY, Y4eHE W ETUYKM KOMMNAc, OnepauroHan3oBaHo
KpO3 penepToap NMaepckux KoMneTeHumja.

Krby4He peuun: BojHa opraHusaumja, NMaepcTso, NMaepcke Komne-
TeHUmje, CTUN NMaepcTBa, CUTYaLUMOoHN (hakTopu

YBoa

J'Im,qepCTBo je jedaH of Kiby4HMX KOHLienaTa y Teopuju 1 npakcy ynpasrbaksa
opraHusauuja. Y HajluspeM cMucny, nog NuaepcTBoM ce noppasymesa Crio-
COBHOCT nojeauHLa Unu rpyne fa ytudy Ha MOTMBaLMjy, BOSbY U MOHaLIaHke APYrux
pafu ocTBapuBarba 3ajeJHUYKMX Unrbesa. Pey je 0 KOMMIeKCHOM PeHOMEHY KOoju UH-
TerpuLe cKyn BewwTHa, ocobuHa u cTpaterunja, omoryhasajyhu nuaepuma aga genyjy
eduKacHO 1 MHCIIpULLY Apyre Y AMHaMWYHUM M YECTO HEU3BECHWUM YCMOBUMA.

BojHa opraHu3auuja npeactasrba cneuuduaHy ApyLWwTBEHY UHCTUTYLMW]Y, Yunje cy
CTPYKTYype, HOpMe 1 MeRyIbyaCcku OQHOCK YTEMESbEHW Y HeHO] (DyHOAMEHTANHO]j Ha-
MeHW — opyxaHoj 6opbu (AtaHacueBcku, 2016). Y OKBMpY Knacu4He Teopuje opraHu-
3auuje, Bojcka Ce MPETEXHO mocMaTpa Kao MexaHUCTYKa opraHu3aumja, ca nspaxe-
HOM Xmjepapxunjom, BUCOKOM (hopmanu3aumjoM npoueca, cneumjannsaumjom nocno-
Ba M CTPOro AedmHUCaHUM naHuem komaHgoBaka. KomaHooBawe v pykoBohere
06e3behyjy da ce jeguHuLa noHalla Kao KOXEpeHTHa LenuHa: pasnuunTi Oenosu
“3BpLUaBajy CBOje 3agaTke ycknaheHo, 6p3o U AUCLMNIUHOBAHO, MPU YeMy HopMa
cybopauHauuje nogpasymeBa da cy Hapehera npetnocTaBrbeHnx obasesyjyha 3a
MOTYMH-EHE.

NcToBpemeHo, caBpemeHo 6e30eHOCHO U OMepaTMBHO OKpYXere, oapeheHo
rnobanusaumnjom, ybp3aHuM TEXHOMOLLKAM NpOMEHaMa ¥ NPOMEHIBUBUM MOMNUTUY-
KO-COLIMOEKOHOMCKMM YCITOBMMA, MeHa obpacLie Bohera. Mlako xujepapxuja, aucuu-
MnvHa v cTangapamn ocTajy HeynuTHU, CaBpeMEHa BOjHa npakca ce y Behoj mepu oc-
narba Ha NpUHLMNe MUCUjCKOT KOMaH4OoBaHa, CUTyaLnoHy aganTaumjy 1 NoACTALaHE
nHuumjatuee. Of nuaepa ce odekyje Aa, nopeq cnposohera Hapenbw v npoueaypa,
pa3Bujajy kpeaTuBHe CMOCOBGHOCTM NpUNagHuKa, Heryjy noBepere 1 KOMyHUKaLujy,
Te rpafe No3TUBHY pafHy KNMMY Koja MOACTUYE yYeHe 1 MHOBaLMje.

Y TOM cMuCny NMUAEpCcKe KOMNEeTeHUmMje noctajy 6asHa getepMuHaHTa usbopa u
MPUMeHe CTUNOBa nunaepcTBa. KorHuTBHE (CTpaTELLKO MPOMULLIbAHE U OAJTyun-
Batbe), MHTeprnepcoHanHe (KOMyHWKaumja, TUMCKU pag, yTvuaj), eTudke u couuoe-
MOLIMOHaNHe (emouMOHanHa WHTenureHumja, camoperynauuvja), kKao M aganTtuBHe
komneTeHuuje, obrmnKyjy CKMOHOCT NUAepa Ka HEKOj 04 BapujaHTV BULLE UMN Makbe
AVPEKTUBHOr UMW napTuuMnaTuBHOr ctuna nupepctea. C apyre cTpaHe, ycBajakse
oapefeHor cTuna nuaepcTsa 3ay3Bpar akT1BMpa W jada cneuuduyHe nuaepcke Kom-
neteHuuje. KoHTeKCT (cuTyaumja) cBe TO Moaepupa, OQHOCHO ogpeheHe cuTyaumje
Tpaxe pa3nnuute kKomBuHaLmje CTUNOBa M KOMMEeTeHUMja da 6u ce nocTurnu pesyn-
Tatu.

Monasehu og HaBedeHor, UMb OBOr paja je Aa aHanusupa mehy3aBuCHOCT fu-
[EPCKMX KOMMETeHUMja U CTUNOBa NAepcTBa KPo3 NpuaMy KOHTekcTa (cuTyauuje)
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JOHOLLEHA 0AfyKa, Te Aa pacBeTNIv MMNAuKaLyje TakBor OgHOCa Mo KOXe3wjy, mopar,
©e30eqHOCT, onepaTyBHY FOTOBOCT M OpraHM3aLnoHe nepopMaHce opraHusaumja, a
npe cBera BOjHe opraHu3aumje. VicTpaxueame ce 3acHu1Ba Ha AECKPUNTMBHO] METOAN
1 aHanuan cagpxaja peneBaHTHe Hay4YHe NMTepaType, Kao U JOKTPUHAPHMX, HOpMa-
TUBHO-NPaBHMX N APYIMX OOCTYMHMX AokymeHaTa. OyeknBaHM JONPUHOC pada orne-
[a ce y npyxary OCHOBa 3a (hopMupare KOHLENTYanHor okBMpa 3a ycknahueare
KOMMeTeHLMja u CTUII0Ba NMAEepCTBa Y CKady ca 3axTeBMMa CaBpEMEHYX onepauyja
¥ NpUHUMNMa KOMaHAoBawa, YiMe ce yHanpehyje passoj kagpa v fyropodHa ogp-
XMBOCT BOjHUX OpraHusaumja.

[Mojam 1 3Ha4aj NMagepcTea

INnpepcTeo je npouec yTvuaka Ha MOTUBALW]Y, BOSbY M NOHALLAKE APYrMX paau
0CTBapuBara 3ajefHUYKNX LMIbeBa, KOju npesasunasv opManHo ynpasrbare U
3acHuBa ce Ha Bu3uju, BpegHoctuma u kyntypu (Northouse, 2018). OBa nonasHa ae-
hrHMLMja NuaepcTBa UCTUYE YETUPK HEroBa KIbyyHa eneMeHTa: yTuuaj (kao cywtu-
Hy npoueca), Bu3ujy, BPeAHOCTM U KyNType, NOTOM WHCIMpauujy v MoTuBauujy v Ha
Kpajy eTu4Ky AMMEH3Ujy Kao M3BOP NMOBEPeH-a U MHTErpuTeTa.

MpBKM KIby4YHN eneMeHT AeduHuLLIE NMAEePCTBO Kao OQHOC yTuLaja, anm He camo
nyKy no3uumjy unu Tutyny. MexaHuamu ytuuaja obyxsartajy:

*  NEerMTUMHOCT U KOMNETEHLM]Y (Fbyam Criefie OHe 3a Koje Bepyjy Aa 3Hajy nyT),

¢ CMMCao W MOEHTUTET (Npunagare BU3WjW 1 BpegHOCTUMA) U

*  peumMnpoumMTET 1 NOBEpeHe (CNPEMHOCT [a ce YNOoXU Hanop jep nuaep ynaxe

y rbyne).

Kpo3 oBa Tpu MexaHu3ma nuaepu ybnaxasajy oTnop v npema npomeHama u 06es-
Gehyjy opraHmsaumoHn ,put” namefy TEXHOMOLIKMX HOBMHA WM CPEMHOCTU Jbyaw,
LUTO Ce yo4aBa W'y yCreLHUM npumeprma aytomMaTmaalyje npoLeca rbyAackux pecyp-
ca (Jamrbarosuh et al., 2024).

[Opyrv eneMeHT nuaepcTsa je Bu3unja nuaepa. Busuja npeacrasrba yBeprbuBy Cru-
Ky noxeroHe ByayhHOCTM Koja Aaje CMep 1 CMKCao, Y Cknady ca onwwtenpuxasaheHnm
BpeAHOCTMMA 1 KynTypOM 3ajeaHuue. BpegHocTu cy HopMaTuMBHM KOMNac, y CMUCTTY
TOra LUTa LWTa jecTe a WTa Huje NpuxBaTIibMBO, a KynTypa CKyn 3ajeQHWYKUX MpeT-
MoCTaBKM 1 obpasala noHallarka Koju ,mporpaMupajy” cBakogHeBHe oasyke. Jlnaepu
MOZENYjy OpraHWN3aLmoHy KyNTypy — OKpYXXeHe OTBOPEHOCTU, y4YeHa 1 TUMCKOT paja
— LUTO NO3UTMBHO KOpenupa ¢ MHoBaumjama v AyropoyHo cTabunHuM nepgopmaHca-
ma (Schein, 2010). MNMpema LWejHy (2010), kynTypa NOCTOjW Ha TpK HMBOA: apTedakTi
(BUASBMBE Npakce 1 cumbonu), NpoknaMoBaHe BPeAHOCTM (OHO LUTO ce Kaxe Aa je Ba-
XKHO) M OCHOBHE NPETNoCTaBKe (OHO LUTO je 3ancTa BaxHO jep Ce NoHaBIba y Aenvnma).

WHcnupauwvja n MoTvBauMja YMHe Aa rbyau BuULIE He page 3aTo LWTo Mopajy, Beh
3aTo WTo xene. O3HavaBajy npenasak cnenbeHvka ca ,mopa” Ha ,Kenum”, OOHOCHO
npenasak of, nyke ycknaheHoCTu Ka CTBapHOj NocBeheHOCTW 1 MHUUMjaTUBK. Y npak-
CV TO JOHOCK BULLE KPeaTUBHOCTU, OArOBOPHOCTY U QYrOPOYHE OAPKMBOCTU YUMHKA.
Tvm Koju xenu a 3aBpLumn 3agatak Tpaxu 6orbe pellerse, Npeanaxe uaeje u ocraje
nocseheH 1 6e3 cnorbawmer nputucka. CyWwTUHY NuaepcTBa 3anpaso U YKMHU Cro-
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COBHOCT MHCNMpaumje n moTmBauuje cneabeHnka Aa HagMmalle OYekunBamba, Y3 jacHo
KOMYHMLMpaHy CBpXY 1 cMmep aenosaka (Bass & Riggio, 2006). Y Tom cmucny bac un
Purvo (2006) objalutsaBajy kako nuaepu MOTvBULLY cneabeHnke fa HagMalle OYeki-
Bakba kpo3 ,uetupu N (Four I's):
noeanusoBanu ytuuaj (Idealized Influence) — NINYHU NPUMEP U UHTETPUTET;
MHcnupatueBHa MoTvBauuja (Inspirational Motivation) — jacHa, 3axTeBHa K
CMUCIIEHO hopmynncaHa Bu3wja;
e uHTenekTyanHa ctumynauuja (Intellectual Stimulation) — noacTuuamwe
yJyerba, NpencnuTrBarba crtatyca KBo U MHOBaUwja;
e  VHAMBMAYanu3oBaHo pasmatpamse (Individual Consideration) — npunarofheH
pas3Boj M NoApLLKA CBAKOM YnaHy.

ETnuka aumeHsvja nuaepcTea 03HayaBa 4OCNeaHOCT Y doep NoCcTynakby, TpaHena-
peHTHOCTM 1 ogrosopHocTu (Brown & Trevifio, 2006). Mpema BpayHy n TpeBuHy
(2006), nugepu genyjy kao mModenu noHalawa: fbyau yve nocmatpawem nuaepa
(social learning) v npate curHanusaumjy WTa ce Harpahyje, a WTa kaxwasa. lNose-
pete, ETUYKM CTaHZApAM W nepuenuuja npaBefHOCTV noBehaBajy aHraxoBaHOCT U
fojanHocT. Y 0BOM CMUCIY KIbYYHO je umaTu paspaheHe cTaHgapae, 3awTtuheHe Ka-
Hane 3a y3bywmBare 6e3 ogmasae, TpaHCNapeHTHOCT Y OAflykama U PYKOBOACTBO
Koje NpumMersyje npaBumia Ha cBe nogdjeaHako. [locnegHa etnyka npakca 4ogartHo ge-
nyje npeko KaHana nosepewa W NpaBefHOCTU Ha OApPXKare NPOAYKTUBHOCTH, LUTO
MOCPEAHO YTWYE M Ha CMakberse OpraHn3aLlnoHnx pusnka (damwarnosuh et al., 2023).

Y ycnosuma ybpsaHe gurutanusauuje, rmobarnHe KOHKYpeHLuje v Hen3BeCHOC-
TV, NUOEpPU MOopajy aHTMLMNMpaT TpeHaoBe, 6p30 OHOCUTY OANyKe U OapXaBaTu
MoMeHTyM npomeHa (Kotter, 1996). Ose 3axTeBe foAaTHO NojayaBa BOjHU KOHTEKCT.
Haunme, nako je HeocnopHa YnMkeHMLa da je Bojcka BUCOKO (DOPManu3oBaH W xuje-
papxujckn CUCTEM, Ca jaCHUM MaHLUEeM KOMaHAoBaka W AWUCUUNINHOM, YTEMErbeH
y NpUMapHoj HaMeHn — opyxaHoj 6opbu (ATaHacueBcku, 2016), unak n3BpLLIaBame
MOCTABMbEHMX 3afaTaka y CaBPEMEHWM YCMOBUMMA TPaXMU PaBHOTEXY: Y3 Hecnop-
He npuHUMne cybopauHaumje cse Bulle ce adupMmuLly CUTyauuoHa afanTauuja u
npodecunoHanHa nHuumjatmea. 360r Tora KBanuTET NMAEPCTBa Y BOjCLUM MPecydHo
3aBUCW Of PasBUjEHOCTY NNAEPCKMX KOMMNETEHLMja KOje OMpeaerbyjy NpUMeHy OAro-
Bapajyher ctuna y npaBo BpeME U Ha NpaBW Ha4uH.

JIngepcke komneTteHumje

3a cBeobyxBaTHO pasymeBatkse KOHLIENTA NNAEPCTBA HEOMXOAHO je carneaatt Tpu
(byHOAMEHTarnHa enemeHTa koju AeduHULY yCnewHor nuaepa: nuaepcke cnocoo-
HoCT, BewwTuHe n komneteHumje (Northouse, 2018). Ou mefycobHo nosesaHu ene-
MEHTV NpeACTaBIbajy OCHOBY eheKTUBHOT NMAePCTBa 1 oapenyjy kanauuTeT nuaepa
[ia yCreLuHo BoaM TUMOBE W OpraHu3aLije Kpo3 KOMMIEKCHO OKPYXKEHE.

JNnpepcke cnocoBGHOCTM cy ypofeHe WM CTeveHe Npeamcnosuuumje Koje OMo-
ryhaeajy nupepy na edukacHo obaBrba ogpeheHe dyHKuuje, nonyT kanauuteta
3a CTpaTeLKko pasmuiurbakbe, CnocobHOCTM aHanmUTUYKOr npuctyna npobnemuma,
€MOLIMOHanNHe WMHTenureHumje, MeHTanHor kanauuteta 3a obpafy uHdopmauuja,
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cnocobHocTn Bp3or yyewa 1 agantaumje, Te NpUpogHe npeamcnosvumje 3a BofCTeo
(Goleman, 2000).

INnpepcke BewwTHe NpeacTaBrbajy cneunmguyHe HayvyeHe TEXHUKE W MpakTU4Ha
3Hakba Koja ce Mory passujatii U yHanpehuBaTtyt Kpo3 npakcy ¥ TPEHWHT, Kao LUTO Cy
TEeXHWKe KOMYHWKaLuje, BeLUTUHE NperoBapara, ynpasrbawe KOHPNUKTUMA, Aeneru-
pame 3afartaka, BeLUTMHE Npe3eHToBakba M TEXHWKEe MOTUBaLMje 3anocneHnx (Katz,
1974).

Nnpepcke KkomneTeHUMje NpeacTaBrbajy CBeobyxXBaTHM CKyn 3Haka, Crnocob-
HOCTM, BELUTMHa W MoHalwaka Koju omoryhasa nuaepy Aa ycnewHo obasrba CBOjY
yrory, ykrbydyjyhu cTpy4yHo 3Hawe 13 obrnactv nocrioBawa, No3HaBamwe OopraHv3a-
LIMOHUX MpoLieca, pasyMeBake cTpaTteruje v ynpasrbama, AEMOHCTPUPAHO UCKYCTBO
y Bohewy, MepsbuBe pesynTarte y npakcu, Kao 1 ceptudukate n hopmanHe Ksanu-
tukauuje (Boyatzis, 2008).

KrbyyHe pasnuke namehy oBa Tpu nojma ornefajy ce y HUxoBoj Npupoau, Ha-
YMHY CTMLaHa, MEPIbUBOCTU NpuMeHmn 1 pas3sojy (Day et al., 2014). Mo cBojoj npu-
poaun CnocoBHOCTM Cy Npeaucrnosuuuje 3a ycnex, BELTUHE Cy HayvyeHa npakThiHa
3Haka, a KOMMNeTeHUuje Cy OOKa3vBe Kpo3 pesynTarte. Y CMUCNY Ha4MHy CTULaHa,
CrnocobHOCTU cy Aenom ypofieHe a JenoM pasBujeHe, BELUTUHE Ce CTUYY KPO3 yuetse
1 Mpakcy, a KomneTeHuuje ce rpage Kpo3 UCKYCTBO 1 obpasoBarse. 1o MeprbMBoOCTH
CMOcoBHOCTU Ce MpoLekbyjy Kpo3 MoTeHumjan, BELITUHE Ce MOTy AMPEKTHO TecTu-
paTtu, KOMNeTeHumje cy MeprbuBe Kpo3 nepdopmaHce. Kaga ce pagy 0 npuMeHM,
CnocoBHOCTM AedMHULLY NOTEHLMjan 3a pa3Boj, BELTMHE omoryhaBajy CBakogHEBHO
pyHKUMOHNCaHEe, OOK KoMneTeHumje ogpefyjy YKYNHy emeKTUBHOCT. Y cMUcny Mo-
ryhHOCTW pasBoja cnocobHOCTY ce Mory yHanpehueaTh y ogpeheHoj mepw, BeLUTUHE
ce mory 6pxxe YCBOjWUTM, @ KOMMETEHLM]e 3axTeBajy AYropoYHM pasBoj.

Os.a Tpu enemeHTa MefycobHO Ccy noBe3aHa Tako LITO CMOCOBHOCTM YMHE OCHOBY
3a pa3Boj BELTWHA, BELUTUHE JONPUHOCE U3rpafkby KOMNETEHLMa, a KOMNETEeHUMje,
Kao Hajwupu nojam, obyxeatajy u cnocobHoctv u BewTuHe (Mumford et al., 2000).
[akne, 3a pasnuky og ypoheHnx cnocobHOCTH, NuaepCcKe BELUTHE Ce KAao KOMMOHEH-
Ta NOepCKMX KOMMeTeHLMja MOry pa3BujaTi Kpo3 UCKYCTBO, 0BYKY U MHTPOCTEKLM)Y.
Pa3Boj nuaepckmx BeLLTUHA KPO3 UCKYCTBO jedaH je of Kiby4HuX hakTtopa 3a nocTu-
3ame ycnexa y Bohery. Kpo3 npakTuiHy NpuMEHy, yyere 13 rpellaka, MEeHTOPCTBO,
TUMCKM paj U NpUnNaroa/bUBOCT NAepU MOry KOHTUHyWpaHo yHanpehueatu CBoje
BELUTMHE U nocTaTh edrkacHUju y CBOM pagy.

PasymeBatbe pasnivka 1 ogHoca NMMAEPCKUX CMOCOBHOCTM, BELUTMHA U KOMNETEH-
LMja KIbY4HO je 3a pa3Boj nuaepa (pokycupare Ha npaee obnactu paseoja, 13bop
ogroeapajyhux mertoga ydvera, edukacHuje nnaHupawe Kapujepe), opraHusauuja
(6orba cenekuuja nuaepa, eUKACHWM Pa3BOjHN Nporpamm, MpeunsHuje oueHu-
Batbe nepopmMaHcy) 1 06pa3oBHUX MHCTUTYLMja (Kpenpare peneBaHTHUX nporpa-
Ma, (hoKyC Ha KrbyyHe obrnacTtu pasBoja, 6anaHc Teopuje u npakce) (Bass & Bass,
2008). Y npakTU4YHO] NPUMEHM MPU CEneKUmju ce NpoLekyjy cnocobHocTH, npose-
paBajy BELITUHe 3a TPEHYTHY CPEMHOCT ¥ eBanyupajy KomneteHuuje 3a Joka3aHe
pesynTare. [pn pa3Bojy kagpa (BewwTnHa) MaeHTUQUKYjy ce NPMPOAHE CNOCOBHOCTK,
LUMrbaHo pasBwjajy NoTpebHe BelTHE U rpafe cBeobyxBaTHE KOMMNETEHUMje, a npu
eBarnyaumju ce Mepy Hanpegak y BeLUTMHama, NpoLekyje passoj CnocobHOCTM 1 eBa-
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nyvpajy aemoHcTpupaHe komneteHuuje (Yukl, 2013). Passojem nuaepckux BewTrHa
KpO3 CTpYKTypvpaHe mporpame obyke, NpakTU4YHO UCKYCTBO U camopedneKkcujy nv-
Zdepu mory ctehu HoBa 3Harba, pasBuUTU CreunduyHe BELUTUHE U YHaNpeauT cBoje
cnocobHocTu Bofera, 0AHOCHO Nuaepcke kKomneTeHumje. Te komneTeHuwje ogpenyjy
ycnex nuaepa y Bofewy TUMOBA U opraHusaumja.

Y cmucny BojHe opraHu3auuje, NMMAEPCTBO je HEMOCPEAHO Be3aHo 3a U3BpLUEH-E
3ajaraka, 04yBatbe X1BOTa W 34paBriba npunagHuka, AUCLMNIUHY U KOXE3Wy jeQUHU-
Le. 36or Tora NaepCTBO M NaepcKe KOMMNETEHLMje UMajy nocebaH 3Hayaj 1 mopajy
ce nocmatpaty Kpo3 cneumndguyHe 3axTeBe 1 yCrnoBe KOMaHaoBaka U pykoBofera Ha
TaKTUYKOM, ONEPATUBHOM W CTPATELLKOM HUBOY.

Y caBpeMeHOj BOjHOj JOKTPUHM Tema nuaepcTBa M NUAEPCKMX KOMMeTeHuuja
HajnoTMNyHWje 1 HajoocnefHuje je paspaheHa y amepuykoj BOjCUM U CUCTEMATCKM
objaBrbeHa kpo3 cepujy nybnukaumja Army Doctrine Publication (ADP). Ose ny6nu-
Kauuje Oajy caxert, ayTopuTaTMBaH OKBUP, AeUHMLLY 3ajedHWNYKM je3nK, NpuHLMne
1 CTaHgapae Koju Bode nnaHupame, 00yKy u npumeHy cHara. OCHOBHU pedepeHT-
HU OKBWP 3a pa3yMeBar-e NUAEPCTBA Y amepuyKoj Bojcum npeacTasrba nybnukauuja
ADP 6-22: Army Leadership and the Profession (U.S. Department of the Army [DA],
2019a). Mopepn we, ADP 6-0: Mission Command: Command and Control of Army
Forces (DA, 2019b) noBe3yje nuaepcTBO Ca KOMaHO4OBaHEM M [OHOLEHEM OFnyKa y
CIIOXEHUM, BULLEAOMEHUM YCIIOBMMA.

DokymeHT ADP 6-22 (DA, 2019a) noctaerba TeMesbe 3a pasBoj NvaepcTsa u
eTWuKe CTaHaapae, Te CryXu kao pedepeHTHN MaTepujan 3a obyky, passoj nuaepa u
ycnocTaBrbake jeJMHCTBEHOT pasyMeBarba NMAEPCTBa y BojcLM. Harnacak je Ha pas-
BOjy edpukacHMX Nnaepa koju cy cnocobHmM Aa Boae, passujajy v MHCMPULLY BOjHUKE,
Y3 NPUMEHY ETUYKMX NPUHLMMA 1 NPOdECMOHANHOr NoHallama.

YMecTo Tpojke ,CNocoBHOCTY — BELUTUHE — KOMMETEHLUMjE” N3 OMNLWTE MEHALMEHT
nutepartype, ADP 6-22 (DA, 2019a) pasnukyje npe csera nuaepcke atpubyte u nu-
[epcke komneTeHuyje. ,BelutnHe” ce nocmarpajy camo kao npuMersvee, TpeHnpajyhe
TEXHWKe KoMaH4oBaHa 1 pykoBohera, a passujajy v BpeaHyjy Kpos cTaHgapgHe npo-
Lece n obyke. Te ,BelwTHE” Cy Hepa3aBoj1BE 04 KOMNETeHUMja 1 aTpubyTta nuaepa.
YMecTo nuaepckmx cnocobHocTu, ocobrHe koje omoryhasajy edmkacHoO genoBawe
noa NpUTMCKOM AedMHNCaHe Cy Kao NMMAEePCKN atpubytu:

e kapaktep (Character) — BpeqHOCTW, €TVKa U OUCLMUNANHA, UHTETPUTET Y A0-
HOLLIekbY OAJTYKa, OArOBOPHOCT M Gpura 3a rbyae;

e npucyTHocT (Presence) — BOJHWYKO ApXawe npodecuoHanua, gusundka
CMPEMHOCT; Camonoy3aake 1 OTMOPHOCT NOA CTPECOM;

e uHTenekT (Intellect) — MeHTanHa arMnHOCT; 34paBopasymMCcko pacyfuBame;
MHOBATUBHOCT; MHTEPMNEPCOHANHa TakTUYHOCT W EKCNEPTCKO 3Hake JOMEHa.

INnpepcke komneTeHuuje NPeAcTaBrbajy Ckyn AOKTPUHAPHO AeUHMUCAHUX NOHa-
Waka Koja omoryhasajy nuaepy Aa noysgaHo oCTBapyje LurbeBe MucHje y gaTom
0nepaTUBHOM OKPYXEHY:

e Boau (Leads) — Boay Jbyae, rpaaun NnoBeper-e, NpoLuMpyje yTvuaj BaH naHua
KOMaHAoBakba, npegradn MMYHUM NPUMEPOM, KOMyHULMPa jacHo 1 Bnaro-
BPEMEHO;
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e pa3ssuja (Develops) — cTBapa NO3MTUBHO OKPYXEHE U HETYje AyX jeANHCTBA,
paam Ha COMCTBEHOM Pa3Bojy, pa3Buja Apyre Kpo3 MEHTOPCTBO U 0Byky, YyBa/
npodecnoHanuayje CTpyky;

e ocTBapyje (Achieves) — nocTmke pesyntate Kpo3 nnaHuparse, npurnpemy,
U3BpLUEHE U MPOLIEHY, NOCTaBIba NpUopUTETE, yNpaBrba pecypcuma u pe-
AyKyje pu3uK.

DokymenT ADP 6-22 (DA, 2019a) pa3agaja oHO WwTO nuaep jecte (atpubytnn) og
OHOra LUTO NAEP pagm 1 noctke (komneteHumje). ATpubytn omoryhaeajy, kKomne-
TeHuuje onepauuoHanuayjy. OBe ABe AVMeH3uje HepackuayBo Cy noBesaHe: aTpuby-
T oMmoryhaBajy n ycMepaBajy KOMNeTeHLmje, LOK Ce KOMMNETEHLM|e MaHUGECTYjy Kao
BMA/BMBA, MepIbMBa NoHaLlaka y 3a4artky.

Bbuno ga ce nuaepcTBo nocmarpa Kpo3 TPOjKy ,KOMMEeTeHUmMje — cnocobHocTH —
BELUTMHE” UNW KPO3 NAepcke KoMneTeHumje n atpubyTe, 3ajeqHNYKO cxBaTtake oba
npucTyna je Aa ce nuaepcke KomneTeHumje AeMHULLY Kao CKyNn 3HaHa, BeLTUHa 1
MeprbMBMX NOHaLLaHa Koja Bode A0 pesynTtata. OHe npeacTassbajy WTa nuaep 3Ha u
MOXe [a ypaau (MeprbuBa noHallawa 1 cnocobHOCTW). JInaepcku CTUM je HauMH Ha
KOju Te KoMNeTeHLUWje NpUMekbyje y Aatoj cutyauuju. Hajborbu pesyntarti nocTuxy ce
kafa cy KOMNeTeHUMje, CTUM U KOHTEKCT ycknaheHw.

Jlnpepckun ctun

Y nuTepatypu je NpenosHaTo HEKONMKO TUMOBa NUAEPCTBA, KOju ce pasnukyjy no
npucTyny, MeTogama 1 yTuuajy Ha YnaHose Tuma. PasymeBare OBUX CTUNOBA KIbyY-
HO je 3a mgeHTUdUKaumMjy Kako nuaepu Mory Hajborbe MOTMBMCATM U yCMepaBaTu
cBoje crnenbeHuike.

Y 0CHOBW CTWUNOBU NAEPCTBA Aene Ce Ha ABe MaBHe rpyne: AUPEKTUBHU U nap-
TULMNATUBHW. Y3 HUX NOCTOjW M TPaHCPOPMALIMOHM CTUM, KOjU Ce He MOXE CTPUKTHO
CBPCTaTW HW Y jedHy of Te ABe kaTeropuje.

[JvpekTuBHE NpUCTyNe KapakTepuLle BUCOKa YCMEPEHOCT U HU3aK CTeneH yyelha
NOTYMHEHMX Y oaflykama. Hajuelwhe HaBofeHn npuMepy OBOr NpUCTyna y nutepary-
PU Cy ayTOKPATCKM, TPAHCAKLIMOHM N BMpOKpaTCKu CTUI. AyTOKpaTCKU NMAEPU OOHOCE
onnyke 6e3 koHcynTaumja ca ynaHosuma Tuma. OBaj cTun Moxe GUTn edukacaH y
cuTyauujama koje 3axTeBajy 6p3e oanyke, anu Moxe [OBeCTV [0 HE3a0BOMbCTBA
1 cMamera MoTuBaumje mehy sanocnenuma (Lewin, Lippitt, & White, 1939). Tpah-
CaKLMOHW CTWN KapakTepuLle nuaepe Koju KOpucTe Harpage v ka3He kako 6w Mo-
TvBMUCanu YnaHose Tuma. OBaj CTUN OCnawa Ce Ha jacHO AedMHUCAHE LUIbEBE U
ouveKkmBaa. Mlako Moxe BUTK edbrkacaH y NoCTMU3aky KPaTKOPOYHUX LMIbEBa, TpaH-
CaKLMOHM CTUN MOXeE OrpaHNYUTK KpeaTMBHOCT M MHoBaumje (Bass, 1990). Bupokpart-
CKW CTWI Y YCIOBKMA CTPOrO PerynmcaHor OKpy»Kera 3axTeBa CTPUKTHO OCMaake
Ha npaswna/npoueaype, Npu Yemy cy NMAEPU YeCTO BPRo AMPEKTUBHU Y NPaKCH.

MapTuumnatvieBHe NpUCTyne NUOEPCTBY KapakTepuile BULWK cTeneH yyelha yna-
HOBA TMMa ¥ 3ajeQHUYKO OAJTyYMBaH-€. Y OBY rpyny nugepa Mory ce yBpCTUTU: fe-
MOKpaTCKU1, NApTULMMNATUBHIN U CEepBaHT nuaepu. [eMoKpaTckm v napTuumMnaTMBHK
nuaepu ykIbydyjy YnaHoBe TMMa y NpoLec JOHOLWeHa oanyka. Noactuye ce kpea-
TWBHOCT 1 MHOBaLMje, jep YnaHoBM TMa ocehajy ia Cy HWXO0BU JONPUHOCKU LieHEHN.
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WcTpaxunBarba nokasyjy Aa OeMOKpaTCku CTU Moxe nosehaTty 3agoBOSbCTBO M aH-
raxoBaHoCT 3anocneHux (Gastil, 1994). CepaHT nuaepu cTaerbajy notpebe cBOjUX
cnenbeHvka Ha npeo mecto. OBaj CTMN hoKycupa ce Ha pa3Boj 1 [oBpobuT ynaHo-
Ba TUMa, LUTO MOXe JOBECTW [0 javarba TMMCKe Koxeauje 1 noBeharba NnojasiHocTu
(Greenleaf, 1977). CepBaHT NnaepcTBO YECTO Ce NOBE3Yje ca NO3UTUBHIUM OpraHn3a-
LIMOHUM MCXoaMMma.

TpaHcdopmauvonn nuagepy (TpaHcOpMaLUyoHN CTUM) MHCAMPULY W MOTMBW-
Wy cBoje cnegbeHunke Ja NOCTUrHY Buwe of odekvBaHor. OBaj cTun cokycupa ce
Ha NPOMEHY W pas3Boj, Kako MnojeguHala, Tako 1 opraHusauuje. TpaHchopmMaLlmoHo
NUAEepCTBO je NoBe3aHo Ca BULLMM HWBOMMA 3a0BOSbLCTBA U NepdopMaHcu y TuMy
(Bass, 1985). TpaHcthopMaLmMOHK CTUI Ce He CBPCTaBa CTPOro HW Y AUPEKTUBHM, HI Y
naptuuunatueHu. To je ,Tpeha aumeHsunja”, koja je ycmepeHa Ha BU3Ujy, HCMpauujy
1 NPOMEHY, U MOXe Ce UCMOrbUTU KPO3 BULLIE UNW Makbe ANPEKTUBHA UK napTuumna-
TVWBHa NOHaLlama Y 3aBMCHOCTY O KOHTEKCTA.

OnuncaHn cTunoBu NuAepcTBa UMajy pasnuunte edgekte Ha TUMCKY AMHAMUKY,
mMoTVBaUujy 1 nepopmaHce. PasymeBare 0BMX CTunoBa omoryhasa nuaepumMa fa
npunarofe CBOj MPUCTYN CUTyaumju Kako 61 nocTurnu Hajborbe pesynrtate y CBOjUM
opraHusauujama. CutyaumoHun nuaepw npunarofasajy CBOj CTUN NUAepcTBa npema
notpebama Tuma n cutyauujn. OBaj NpUCTyN NpenosHaje Aa He NOoCTojW jeAMHCTBEHM
CTWUI KOju ofroBapa CBMM cuTyaumjama, Beh ga nuaepw Tpeba aa oyay dpnekcnbunHm
n npunarogybuem (Hersey & Blanchard, 1969).

Y BOJHOM KOHTEKCTY NMUAEPCKN CTUM je Y BEeNnuKoj Mepu odpeheH KapakTepom u
MPUPOZOM BOjHE OpraHu3aLimje, WTO ra YuHK cneundudHum. Jingepu goHoce oasny-
Ke y YCNoBMMa Koje YecTO KapaKkTepuile BUCOK PU3MK 1 NpUTUCaK BpeMeHa (oanyke
noA, CTPECOM, Hekaj ¥ ca HENOTAYHWUM MHGopMaumjaMa), jacHa xujepapxuja 1 oaro-
BOPHOCT (NaHaL, koMaHZoBaka), Npasuia 1 npaso (YCBOjeHe AOKTPUHE Koje orpaHu-
yaBajy onuuje), cTaHgapansaumja n nHTeponepabunHoct u apyro. Camum Tm nu-
[EpCKN CTUN Y BOjCUM je MPETEXHO AMpeKTuBaH. MefyTuM, CaBpEMEHO OKpYyXere,
OKapakTepPUCaHO BUCOKMM HMBOOM KOMMMEKCHOCTW, AMHAMUKE Y TEXHOMOLLKUX UHO-
BauMja, 3a ycrneLHo Bofjere 3axTeBa WHTerpauujy TpaauumoHarHux BojHUX BPeaHO-
CTU 1 CaBpeMeHWX Nnuaepckux Mogena, O4HOCHO KOMBMHaLWjy CTUoBa nuaepcTsa.
3aTo HajemKacHWjM NMAEPN CBECHO MEeh-ajy CBOj CTUM CXOZHO CUTyauwju, HUBOY U
CTakby TUMa.

Y cknagy ca ADP 6-0 (DA, 2019b), mucujcko komaHzoBawe (Mission Command)
06e36efyje OKBMp y KOME Ce NAEPCKM CTUIIOBU Yjeamnmyjy Kpo3 KoMaHaoBawe, oa-
HOCHO AMPEKTUBHO Y3 AenermpaHo v AUCUMnnnHoBaHy nHuumnjatney. KomaHgaHTy jac-
HO (OMPEKTVBHO) MPOMWUCYjy ,LWTa 1 3alTo” (KOMaH4AHTOBa HaMepa, Kiby4HU 3adaum,
XErbeHo Kpajtie CTakbe, OrpaHnyer-a) u genernpajy ,kako” Kpo3 Mmucujcka Hapehera
¥ AUCLMMIIMHOBAHY MHULMjATMBY NOTYMHeHMX. OBaj NpUCTYN nogpasymMeBa KynTypy
yderba U agantauuje, ykibyyyjyhn noctakumoHy aHanmay (After Action Review — AAR)
1 UTEpaTMBHO Npunarofaeare nnaHa pparmeHTapHum Hapehewuma (FRAGO), 6e3
n3page NoTryHO HOBOT MnaHa. Y TOM OKpyxeky ce, npema ADP 6-22 (DA, 2019a),
nuaepcke KomneTeHumje n atpubyTi KOHKPETU3Yjy Kpo3 noHallaka, OO4HOCHO CTun
nuaepcTea y kojem je nuaep AOBOSbHO AvpekTMBaH Aa 06e3beam npaeal 1 rpaHuLe,
a [0BOSbHO MapTMLMNAaTMBaH @ OCHaXW ekcnepTudy u arunHocT jeauHuue. Crora,
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Mission Command ¢yHKUMOHANHO NoBe3yje (U ypaBHOTEXYje) pasnuymTe nuaepcke
npucTyne Kpo3 KOMBUHaLMjy HaMepe, MUCHjCKIX Hapefhera 1 ANCLMMNIIMHOBAHE UHH-
umnjaTmee.

MpakTuHa MoryhHOCT Aa nuaep Mewa v npunarohasa CBOj CTUM YBENUKO 3aBu-
CV Of} H-eroBMX KOMMETEHLWja, anu UCTO Tako AOCNeaHa nNpumeHa usabpaHor cTuna
3ay3BpaT pasBuja cneuudmnyHe KomneteHumje. 3ato ce moxe pehu ga namehy nu-
[AEepCcKor CTuna 1 KOMNeTeHUyja NoCToju ABOCMEPHA CHaXXHa MeRy3aBUCHOCT, Tako Aa
nuaepcke KomneteHumje omoryhasajy Aa ogpefeHn ctun 3ancta (yHKUMOHMLWE, a
n3abpaHu cTun 3ay3BpaT akTUBMPa U OCHaXYje creundnyHe KOMNETEHLM]E.

Mehy3aBMCHOCT NnMaepcKnx KOMMNeTeHumja,
cTuna n cutyaumje (KoOHTekcTa)

INnpepcke KOMNETEHUMje 1 CTUN y3ajaMHO CYy YCMOBIbEHM 1 AyOOKO NpoxeTn, na
nx 3aTto He Tpeba pasmaTtpaTi OABOJEHO HWUTU U3BaH KOHTEKCTA Y KOjeM ce AOoHOoce
oAasyke. Y npakcy KOMNeTEHLMje 1 CTUN Aenyjy CUHEPrUjCKU U CUTYaLIMOHO.

INnpepcke komneTeHumje omoryhasajy ga ogpeheHn ctun 3amcta U PyHKUMOHN-
we. [upekTvBH1 NPUCTYN 3aXTeBa jacHy KOMYHMKaLWjy o4eKkuBatba, bp3anHy npoueHe
1 [OHOLLEH:A 0fJyKa Te Npey3uMarbe OArOBOPHOCTU. Bea Tora AVPEKTUBHM CTUM Nako
noctaje rpybo HapefuBare 1 MrkpomeHalMeHT (Yukl, 2013). MapTuumnateum ctun
TPaXW eMOLIMOHANHY WHTEMUreHUMjy, akTUBHO Cryllawe, dauunutauujy auckycuje
1 NocTaBrbake OKBMPA 3a JOHOLLewe oafyka. bes Tux komneTeHumja TM ynaga y
GeckpajHe pacnpase u guckycuje (Goleman, 2000). Y norvum ga KomneTeHuUmje oMo-
ryhaeajy cTun, nuaep npeo 06e3behyje ,Temers” (KOMyHUKaumja, oanyymBame, EMo-
LIMOHanHa MHTenureHumja), na Tek oHaa bupa oproBapajyhu UHTEH3WUTET OMPEKTUB-
HOCTW mnu HUBO yyewwnha (Yukl, 2013).

INnpepcku cTvn 3ay3BpaT akTuBMpa 1 jaya cneundguyHe nuaepcke KOMNeTEHLMje.
OVpekTUBHM CTUN KOjW KapakTepuLue 6p30 ycMepaBatse, LOHOLLEHEe oanyKa Nnog npu-
TWUCKOM, jacHO AiedpnHMCaHe yrore, akTMBMpa KOMNeTeHUuje: O41y4HOCT, MPUopUTETU-
3auuja, KpM3Ha KoMyHukauuja, ynpasrbake BpeMmeHoM (Yukl, 2013). TpaHcakumoHm
CTUM UCTMYe OnepauMoHanHe v KOHTPOMHE KomneTeHuuje. MapTiumnatueHm Ctun,
4Mju je POKyC YKIbyuMBar-e YnaHoBa TUMa y pellaBare npobrema n ognyunBare,
aKTUBMpa KOMNETEHLMje: hauununTaLmja, KokpeaLmja, HTerpauuja pasnuauTx nepc-
NeKTMBa, narpagma nosepewa (Vroom & Jago, 1988). TpaHchopmaLmoHm cTun no-
Bflayn kOMNeTeHUyje BM3mnje, MoTvBauuje n npomeHe (Bass & Riggio, 2006).

KoHTeKCT, 04HOCHO cuTyalmja je Ta Koja CBe TO MOAepMpa, OQHOCHO oapeheHe cu-
Tyauuje Tpaxe pasnuumte kKoMbUHaLmje CTUIoBa U KOMNETeHUmMja da Ou ce nocTurm
pesynrartu.

Hactaerbajyhu ce Ha Tesy fia ce nuaepcke KOMMNeTEHUMje U CTUM He MOTY BarbaHo
nocmatpaTi OABOjEHO, HUTW U3BaH CUTYaLMOHOr OKBMPA, BOJHO OKpYXeHe AodaTHO
Harnmawasa ornepaTuBHY HYXHOCT Te 3aBUCHOCTW. [peTXo4HW Aeo paja ucTakao je
BE3y KOMMETEHUMja — CTUM — YYUHaK, Koja PYHKLMOHULLE Y peanHOM KOHTEKCTY Ao-
HOLLEeHa oaJ1yKa. BOjHM KOHTEKCT Taj O4HOC 3a0LTpaBa 360r BPEMEHCKOT MPUTHCKA,
HEW3BECHOCTM 1 BUCOKMX Nocreauua oanyka. Ynpaso 3aTo ,TeMerb npe cTuna” Huje
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camo AupakTuyka npenopyka Beh nmnepatus: 6e3 jacHe koMmyHukauyje, 6p3se u etu-
YHe ofnyKe, eMOLMOHAIHE UHTENUIEHLM|E U CUTYaLMOHE CBECHOCTU, AMPEKTUBHOCT
CKIW3He Yy MMKPOMEHALIMEHT, a napTuumMnaumja y ,napanudy aHanusom” (Goleman,
2000; Yukl, 2013). Ctun nuaepa je Ha4yuH Ha Koju nuaep NpUMetbyje Te KOMMeTeHLuje
Y KOHKPETHOM KOHTEKCTY. AKO OCHOBE HUCY U3rpafeHe, CTUn ce CBOAW Ha TOH W Nny-
HM yTucak, 6e3 noysgaHor yTuuaja Ha pesyntate. Kaga cy komneteHuuje passujeHe,
nuaep Moxe CBECHO Aa Mewa NpUCTyn (BULLE ANPEKTUBAH UNW BULLE napTiumMnaTy-
BaH, MEHTOPCKM, YCMEPEH Ha pa3Boj) y Cknady ca CuTyauujoM, a Aa 1 Jarbe ocTaHe
ycknafeH ca Hamepom 1 cTaHgapauma npodecuje. Opyrum peynmma, KoMmneteHuuje
omoryhaBajy n3bop n npebaumBarbe (Mewsarbe) cTuna 6e3 rybutka KOHTpone Hag
npasuem u ncxoguma. Mission Command ynpaBo TO 3axTeBa: jaCHO ,LiTa 1 3awTo”
(OVMPEKTUBHO) 1 NaMETHO MpenyLuTake ,Kako” Kpo3 Aenermparke U AUNCLMNIMHOBaHY
nHnumjatmey (naptuumnatueHo) (DA, 2019b). Kaga cy komneTeHumje pa3sujeHe, nu-
[ep Moxe fa Oyae OHONMKO AMPEKTMBaH KOSMKO je moTpebHo aa 06e3beam npaealy
1 rpaHuLe, Te OHOSMKO MapTULMNATUBAH KOSMKO je KOPUCHO Ja OTKIbyva ekcnepTuay
TWMa, a Ja NPUTOM OCTaHe eTUYaH, padymaH y NpoLeHn pusnka u 6p3 y JOHOLLEHY
oasfyka. Tako ce NOCTUxe OHO BUTHO: ycknaheHOCT KOMNeTeHumja, CTuna u KoHTe-
KCTa, LWTO AOCNEAHO BoamM 6orbmMm pesyntatuma.

C ppyre cTpaHe, ©360p 1 ynopHocT y ogpefeHoM CTuUIy BpeMeHOM yTudy Ha3aa
Ha came komneteHuuje (Day et al., 2014). MNMoHawara Koja cTun NpousBogu obnu-
Kyjy Knumy, pyTvHe, noBpaTHe MHOopMaLmMje 1 WaHce 3a Bexbarbe, Yume ce jadvajy
ogpeheHe KoMneTeHUuje 1 UCTOBPEMEHO 3aHemapyjy Apyre. Tako HacTtaje nospart-
Ha crpera: CTUN — MoHallaka/knma — noBpaTHe UHGopMaLje — n3MeHal/javarbe
komneTeHuuja — notepaa/kopekuuja ctmuna (Argyris & Schon, 1978).

JNnpepckn ctun Hajnpe obnukyje opraHM3aumoHy KnuMy (noBeperse, KOXesnjy U
0e30eqHoCT y4yersa). MicToBpemeHo, cTun obnukyje wra ce Hajsuwe yBexbaea. [u-
PEKTUBHMjI NPUCTYN ja4a ONepaTUBHY AMCLMNIMHY, OCUrypaBa NoLIToBake cTaHaap-
[a ¥ jacHohy KoMyHUKauuje, AOK NapTULMNATUBHUU NOACTUYE Pa3Boj APYrMX U LUK-
pewe yTuLaja Ha CTaBoBe, OAJyKe U NOHaLlaka Jbyau BaH CBoje hopMarnHe nuHuje
aytopuTeTa.

MNMoBpaTHe uHbopmauumje ycmepasajy 6p3uHy v npaeal y4era. Hbuxosa KBanuTeT-
Ha ¥ NpaBOBpPeMEHa NprMeHa yop3aBa KopeKLyjy 1 pa3Boj KOMNETeHUMja, AOK HUXOB
u3ocTaHak LemeHTupa noctojehe obpacue (Kluger & DeNisi, 1996).

YKpatko, Nnaepcku cTun yHKLMOHULLE Kao nonyra 3a pa3eoj koMmneTeHumja (Day
et al., 2014). YcknahuBawe cTvna ca NpuHUMNUMA jacHUX LWIbeBa U UTepaTuBHOM
yyerba reHepuiLle NO3UTUBHY MOBPATHY NETIbY Koja BPEMEHOM LMpy nopTders nu-
aepckux komneteHumja. OBaj npucTyn je y cknagy ca Mogenom ,Boau — passuja —
octapyje” (DA, 2019a).

Ha kpajy BaXHO je youmnTn Ja KOHTEKCT (CUTyaumja) LOHOLWeHa oaJlyKa 1 Bofewa
HUje NPOCTO No3aamHa, Beh MoAEPaTOp KOju aKTUBHO yCMepaBa HauuH Ha Koju ce TUM
BOAM, Ha KOra WU YMMe ce yTuye, Te Koje KOMMETEHUMe HajBuLle Hanpeayjy y npak-
cu. Bpeme 1 pusuk, HUBO 1 hasa onepauyje, 3penocT 1 Koxesunja jeauHuue (Tuma),
KYNTYPHW KOHTEKCT AenoBarba W NpaBHW OKBMPU NpeacTaBibajy cuTyauuoHe gakTo-
pe KOju 3Ha4ajHO yTW4y Ha nmuaepcke koMmneTeHumje n u3bop ctuna (DA, 2019a; DA,
2019b).
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Kaga cy XMTHOCT 1 OMacHOCT BWUCOKM, Y NPBM MfiaH 13nasu KombuHaumja ampek-
TWMBHOT M TPaHCAKUMOHOTr CTUMa: KpaTke, HEABOCMMUCIEHe KOMaHae, bp3e ognyke u
jacHO fedMHMCaHEe KOHTPOSTHE Tauke CMakbyjy KOTHUTMBHO onTepehere 1 rpeLuke y
n3spLeny (Goleman, 2000; House, 1971). Uinak, fa 6u ce odvyBana uHuumjatuea u
Crpeyunno ,rywewe” Tuma, NPecyaHo je fa cBaka AMPEKTUBa CafpKM CaxeTo ,3alto”
(Hamepy ¥ KpuTepujyMe ycnexa), Kao 1 camo MUHUMAsHO HeonxodaH Haasop. Takas
ofHoc un3meny jacHohe un aytoHomumje omoryhaBa ga ce koMmneTeHuuja ,0cTBapyje”
(6p30 fOHOLWEHE OanyKa, M3BPLLEH:E NOA NPUTUCKOM) jaya, a Aia Ce UCTOBPEMEHO He
MOTUCHY ,BOAW” 1 ,pa3Buja’, jep Jbyau 3agpxaBajy pasyMeBake Lurba u cnobogy Aa
apantupajy noctynke y xogy (DA, 2019a; DA, 2019b).

LUTO je KOHTaKT ca NpOTUBHWMKOM Bnvxu 1 HenocpedHuju, To je Beha notpeba 3a
AupekTmBHoLhy 1 Bp3nM, jeOHO3HAYHKUM 3afaBakeM 3afaTaka. Y TakBoj CUTyaLuju
KOLITa cBaka CekyHAa W rpellka y uHTepnpetaumju. CynpoTHO ToMe, Yy wTabHOM
nnaHvpamwy 1 npunpeMn edekTUBHWM Cy NapTULMNaTUBHWU U TpaHCHOpMaLMOHK
MPUCTYNK, jep KBanNWUTET peLlera 3aBUCK Of AMBEep3nTeTa NepcnekT1ea, KpeaTusHe
TeH3unje 1 Kokpeauuje nnaHa (Vroom & Jago, 1988; Bass & Riggio, 2006). OBaj npe-
na3 namehy KoHTakTa 1 npunpeme nomepa oKyc KomneTeHumja. Y KOHTaKTy JOMU-
Hupa ,ocTBapyje” (TeMno, 0AMYyYHOCT), a Y NNaHunpaky 1 yBexxbasamy jadajy ,Boan” 1
,passmja” (ycmepaBame Kpo3 BU3Wjy, U3rpadt-a 3ajeqHNYKOr pasyMeBata 1 BELLTMHA)
(DA, 2019a; DA, 2019b).

3penocT, KOMNETEHTHOCT 1 KOXe3uja jeAMHNLE CHaXHO YCNOBIbaBajy noTpebHy Ko-
NUYUHY CTPYKTYpe 1 cynepauaunje. Kog Marbe 3penux nnu HoBohopMmpaHmx TMMoBa
KOpWCHWje je MOCTaBUTU jacHe npoueaype, KpaTke MHTepBarne npoeepe U yewwhe nH-
CTpyKUMje, jep TO CMamyje HeM3BECHOCT 1 yop3asa dhopMmuparbe cTaHaapaa (Hersey
& Blanchard, 1969). Kako 3penocTt v nosepere pacTy, npenasak ka sehem generu-
pakby, CaMOCTalTHOM peLLaBaky Npobriema u ykIbyunBary y Offiyke nocraje ontu-
MarnHuje, jep ocnobaha kanauuTet byam 1 yop3asa yyewe kpo3 0aroBopHocT (Yukl,
2013).

Y KynTypHO Pa3HOMUKAM OKpYyXekuma (HauMoHamHW, MyNTUHALMOHAMHW MK
MefyCeKTOPCKM TUMOBM) PasfuKyjy ce o4eKkMBaka, OQHOC Npema ayTopuTeTy, Tone-
paHumja Ha Hen3BeCcHOCT 1 obpacuy ognyymBarka. 360r Tora pacte notpebda 3a ekc-
MAMLUTHUM JOrOBOPOM O TEPMUHKMA, MPOLIECMA 1 CUrHan1Ma, Kao v 3a CTaHgapaun-
3aLMjoM OCHOBHUMX NpOoLieaypa, Kako 61 pasnuyuTii CTUIOBK MOMK Aa (YHKLMOHULLY
3ajegHo 6e3 rybuTka koxeauje. Y TakBOM OKpYxXeky BOfa CBECHO rpaayu 3ajeqHnuKM
je3VK 1 NoBepeH-e Kao OCHOB 3a edhekTBHO U3BpLeH-e (Hofstede, 2001; DA, 2019b).

MpaBHK okBMPU, MEfYHAPOOHO XyMaHWTapHO MPaBO U LUMPU LIMBUITHO-BOjHW Of-
HOCW NOCTaBSbajy peariHe rpaHuLe CTuna 1 npoueca ognyyvsarba. Yak v kaga cuty-
aumja Tpaxu Bp3nHy, oanyke Mopajy 0CTaT 3aKOHWUTE W NPOMOPLIMOHAITHE, @ KIby4HU
kopaum Buty OKYMEHTOBAHM 1 0BpasfnoxeHn y cknagy ca npouedypama. Y npakcu
TO AMCUMNNMHYje ,0CTBapyje” Kpo3 NpaBHe U eTUYKE OKBUPE, anv UCTOBPEMEHO CTU-
mynuiie ,Boan” 1 ,pa3sumja’, jep TUM yuu fa aHTULMIUpa NpasHe nocneauue, pasyme
penyTauuoHe pusunke 1 npunarofjaesa TakTuke 6e3 yrpoxaeama unrbesa (DA, 2019a;
Krulak, 1999).

Csu oBM MoaepaTopy page 3ajeqHo kao cucteM nonyra. Bpeme u pusuk ogpehyjy
KOMWKO NuAep CyxaBa Unu WMpu NpocTop 3a UHULMjaTKBY, HUBO U (ha3a onepaumje
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MeHsajy 0dHOC M3MeRy KoMaHZe W KOHCynTauwja, 3penoct Tuma auktupa Mepy ge-
nervMpama, KOanuUMOHW KOHTEKCT TPaXwW eKCMIUUMTHUje LOroBope W cTaHaapze,
a npaeBHU U penyTaunoHM OKBUP MOCTaBiba jaCHe rpannue nermTMMHoOr gernosama.
Kaga wx nugep ceecHo npenosHaje u npunarofjaesa CTUN TUM YCNoOBUMAa, penepToap
NUOepcKUX KOMMEeTEHLMja He camMo [ia OCTaje y paBHOTexU Beh ce M NporpecuBHoO
LUMpW KPO3 UCKYCTBO, MOBpaTHe MHGOPMaLIMje U 3ajeQHNYKO yYeHbe.

[MpakTnyHe nMmnnunkauuje no HUBOMMa KOMaH4oOBaHa

Ha TakTnukom HMBOY, rge cy cuTyauuje obuyHO obenexeHe BWUCOKAM TEMIOM,
HENocpeaHWM KOHTaKTOM M OrpaHWYeHUM BPEMEHOM W UHGOpMUCcaHOLWRy 3a AOHO-
weke oanyka (DA, 2019a; DA, 2019b), ZOMUHAHTHO OMPEKTMBAH CTWN Ca TPaHCaK-
LIMOHMM enemeHTMMa 06e3behyje Bp3anHy u jacHohy. BaxHo je y cBako Hapehere
yrpaguTi KpaTko ,3alTo” Kako 6u ce odyBana uHuupjatnea (Goleman, 2000; House,
1971). KrbyuHe KoMneTeHuUmje YKIby4yjy 04ny4YHOCT Nog NPUTUCKOM, KPU3HY KOMYHM-
Kauujy, TpMopuTETU3aLMjy U ynpaBrbake pu3nkoM y peanHom spemeHy (DA, 2019a).
NHCTpYMEHTUN nMnnemMeHTaumje Cy KOMaH4aHTOBa Hamepa Ha HUBOY 3ajaTka, jacHe
KOHTpOnHe Tauke, kpatke AAR ogmax nocne maspluetsa n FRAGO 3a 6p3o npuna-
rohaearse nnaHa (DA, 2019b). OyekvBaHM eheKTU Cy CMarberEe rpeLliaka, ogpxarke
Temna, o4yBare Koxesuje y CTpecy U MUHUMAnHO HEONXOAaH Haa30p Y3 AncuMnau-
HOBaHy MHMLMjaTMBY noT4nkeHunx (DA, 2019a; DA, 2019b).

Ha onepaTMBHOM HMBOY, KOjU CE OAJMUKYje NMaHMpaweM 1 KOOPAMHALMOM BuULLE
TaKTUYKMX aKuuja, nHTeponepabunHowhy n pagom wWrabosa, npenopyyyje ce kombu-
HOBaHW MapTMLMNATUBHO-TPAHCHOPMAaLIMOHN CTUM Y hasama nnaHuparba v npunpe-
Me, Kao 1 AMPEKTVUBHUjWU CTUI TOKOM Npenacka Ha M3BpLUEH:E 1 ypaBrbaka TavykaMa
ognyymBarba (Vroom & Jago, 1988; Bass & Riggio, 2006). KrbyuHe komneTeHuuje
obyxBaTajy u3rpafmy 3ajedHUYKOr pasyMeBarba, yeMepaBake MynTuaucLmnimHap-
HUX TUMOBA, MHTErPaLVjy pasnuunTUX NEPCNEKTMBA U yNpaBIbake OAHOCMMA M3MeRy
jeovHmua (DA, 2019a). MHCTpymMeHTM uMnnemeHTauumje cy opmanunsoBaH npoLec
nnaHupama, ,KOMaH4aHToBa HaMepa” U KpUTepujymu ycnexa, CTaH4apan30BaHN pey-
HULWM, MefypecopHe 1 MyNnTUHALMOHarHe CTaHdapAHe OnepaTuBHe npoueaype, pe-
foBHe AAR u utepatmsan FRAGO (DA, 2019b). OueknBaHu pesyntati cy KBanuTeT-
HVje oanyke 3axBarbyjyhu pasnuunTuM nepcnekTuBama, 6orba MHTEpOnepabunHocT
1 Bpxe npunarofaBare TOKOM U3BPLUEH-A.

Ha ctpartelukom HUBOY, rae Cy NPUCYTHW BULLEOOMEHO OKPYXeHe, LBUIMHO-BOjHU
OQHOCK, NPaBHK M penyTaLyoHn pu3numM 1 MeflyHapoaHo XxymaHutapHo npaso (Krulak,
1999), Hajborbe pesynTate OOHOCK TPaHCHOPMALMOHO-NAPTULMNATABHU CTUN Y
opmynucarby BU3Mje, HaMepe U rpaHuLa AenoBaka, Y3 jacHoO AUPEKTUBHO Aedu-
HUCaHEe NPaBHUX, ETUYKMX U PenyTaLMOHMX orpaHuyetsa. KrbyuHe KoMneTeHumje cy
cTpaTellka KOMyHuKaumja, eTMyKo pacyfjuBarbe, ynpaBrbake penyTauvoHUM puan-
koM n koanuuujcko BohcTeo (DA, 2019a). MHCTpyMEHTU nMnneMeHTauumje YKibyudyjy
[OKTPUHAPHY OCHOBY KOMaHAe MUCHje, EKCIIMLUMUTHE MOMUTKKE 3aKOHUTOCTU W NPo-
MOPLMOHASHOCTH, TPAHCMApPEHTHY AOKYMEHTaLM]y O4STyKa v NoBe3nBake ca LMBUII-
HUM akTepuma. OyeknBaHW pesynTaTy Cy NEerMTUMHOCT, OAPKMBOCT U ycknaheHocT

/52



Mef]y3aBVICHOCT n ynora nmaoepckmx KOMI'IeTeHLl,VIja, CTuna nugepcrea...

cTpaTernjcke HaMepe Kpo3 CBE HMBOE, Y3 O4yBate NPOCTOpa 3a AELeHTpanM3oBaHy
MHWUmMjaTmBy y nsspLuety (Krulak, 1999).

EdukacHoCcT nuaepcTBa Ha pasnmMunTMM HMBOMMA KOMaHAoBaka nobosbLiasa ce
npunarofaBarwem cTuna cneunduyHuM notpedama cBakor HMBoa. Ha TakTuyYkoM Hu-
BOy Op3uHa 1 jacHoha Cy Krby4HW, 4OK ONepaTyBHW HMBO 3aXTeBa NapTULMNATUBHM
MPUCTYN paau KBanuUTETHWjUX OAJyKa, Y3 ANPEKTUBHOCT Y KPUTUYHUM CUTyaLujama.
Ha ctpateLukom HuBOy hokyc Tpeba aa byae Ha BM3uju, geduHncarby rpaHuua geno-
Bakba, T€ NPaBHOj 1 penyTaLyoHOj OCNIeAHOCTH.

WHTerpucare caxetor objalliera Hamepe (,3aWwTo”), ogpXKaBare OTBOPEHUX
KaHana KoMyHuKauuje, CTaHaapamsaumja TepMUHONOrvje 1 npoueaypa y MynTuHa-
LIMOHAITHM OKpY>KeHsKMa, Kao U JOKYMEHTOBaHE KibyYHMX OAslyKa, AONpuUHoce yc-
knafuBary KOMMETEHUMja NMMAepa, CTUMAa U KOHTEKCTa, LUTO pesynTupa borbum nep-
¢hopmaHcama Ha CBMM HMBOMMAa KOMaHaoBawa. Pa3Boj nnaepa ctora nogpasymesa
00n1KoBak-e afanTyBHOr pernepToapa yTeMerbeHOr Ha BPeaAHOCTMa, KOMMETEHLyja-
Ma 1 JOKTPUHM.

3akbyyak

Y caBpeMeHOM OKpYXehy, 06enexeHOM BUCOKOM KOMMIEKCHOLRY, AMHaMUKOM
1 ybp3aHMM TEXHOMOLLKMM NpOMeHama, MMAEPCTBO Y BOjHOj OpraHm3auuju Huje ckyn
30MTOBAHMX BEWTWHA HUTU U300p ,jegHor npaeor’ ctuna. To je HenpekuagHa UHTe-
rpauuja nuaepckmMx KomneteHumja, CTUICKMX NpedepeHLmja u CUTyaLMOHNX 3axTeBa.
KOHTEKCT Huje no3aguHa, Beh akTUBHM MOZepaTop: OH MCTOBPEMEHO CyxaBa U OTBa-
pa NpocTop 3a UHWLMjaTUBY, NOCTaBIba rpaHuLe NermMTMMHOr AenoBarka 1 npeycme-
paBa Harmnacke yHyTap peneproapa nuaepckux komneteHuyja.

BojHu koHTEKCT He ogbaLyje nogeny Ha AMPEKTMBHO M NapTuuMnaTMeHO. Hanpo-
TVB, MpeLu3mpa je 1 YHKLUMOHAIHO KOMOMHYje Kpo3 jacHO AedrHMcaHy Hamepy, Kpu-
Tepujyme ycnexa u rpaHule aenoeara. Kaga cy 0BY €NemMeHTU jaCHO NMOCTaBIbEHH,
nuaep Moxe CMeNo a Bapupa CTUIIOBE 1 anate. Y KOHTakTy ca NPOTUBHUKOM Harna-
LuaBa ce AMPEKTUBHOCT M TEMNO, AOK Y NNaHWpaky 1 npunpemn Beha naptuumnaumja
1 TpaHcdopmMaLumoHn enemeHTn obesbefyjy kBanuteT ognyke. Tume ce msberasa
naxHa gunema Mnv—unu” n rpagu cnocobHoOCT -1, 0OQHOCHO: Bp30 1 3aKOHUTO,
AUCUMNIIMHOBAHO W afanTWBHO, LEHTPan/®3oBaHO N0 Hamepu ¥ AeLeHTpanM3oBaHo
Mo U3BpPLUEHSY.

MpeoycnoB 3a TakBy (NIEKCUOMIHOCT Cy CTAbWNHE TEMErbHEe KOMMeTeHuuje:
CWUTYyaLMOHa CBECHOCT, €TWYKO pacyfuBake, KOMyHUKaUWja yCMepeHa Ha cMmucao
(,3aLLTO"), JOHOLLEHE OfnNyKa nog NPUTUCKOM M M3rpaata noseperba. Kaga cy Te oc-
HOBE YBPCTE, NMAEP MOXe CBECHO Aa KanmbpuLLe U CekBeHLMpa CTUINOBE Y cknagy ca
BPEMEHOM U1 PU3NKOM, HUBOOM M ha3oM onepauuje, 3penolhy 1 Koxe3wjoM jeanHu-
Lie, K0 W KOanuLUMOHUM, OOHOCHO KyNTYPHUM OKpY>KeeM. YNpaBo TO Kanubpucare
npeTBapa CTWN U3 NUYHE CKMOHOCTW y NpodheCUOHanHM anat Koju ce npunarofasa
KOHTEKCTY, @ He 0BPHYTO.

OBakaB npuctyn Makcumuampa jacHohy, 6p3uHy W AUCUMMIIMHY, a UCTOBPEMEHO
4yBa MHULMjATMBY, yYEHE 1 €TUYKM KoMnac. JacHa Hamepa v kpaTke noBpaTtHe cnpe-
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re cmamyjy rpeluke n ybpsasajy npunarohaeamwe. CtaHgapan3oBaHu NOjMOBHULM 1
yBexbaBarba CMatbyjy KynTypHe pasnvke y MynTUHaLMOHANMHUM 1 MefyCeKkTopCKum
okBupuma. CenekTUBHO Aenernpamwe M OAroBOPHOCT Ha HajHWxem Moryhem HuBOy
MoACTWYY Pa3Boj Jbyau M OTMOPHOCT cucTeMa. Ha Taj HauMH KOMNeTeHumja ,0cTBa-
pyje” ocTaje 4OCNEAHO AMCLMNNMHU MUCKje, AOK ,Boamn” 1 ,pa3Buja” 06e36ehyjy ayro-
POYHY CNOCOBHOCT jeaunHuLEe Aa yum Bpxe o NpoMeHe.

lpaHnue Te cnekcnbunHocTy ogpefyjy NnpaBHW OKBMPKU, MERYHAPOAHO XyMaHu-
TapHO NPaBOo ¥ WMPK LIMBUITHO-BOjHW OAHOCK. YaK 1 Kada cuTyauuja Hanaxe Op3uHy,
OAJTyKe MOpajy OCTaTh 3aKOHWUTE, MPOMNOPLIMOHANHE U TPAaHCNAPEHTHO 06pasnoXeHe.
To Tpaxw naxrbuB M3bop peun, JocneaHo Bohewe eBnaeHLUMje, jacHe eckanaunoHe
MyTeBE U CBECHO 3aApXaBatbe NojenHNX OfnyKa Ha BULLEM HUBOY.

3a opraHu3aumjy MmnnMKaumja HaBedeHor je jacHa: pa3Boj nuaepa He Moxe ce
CBECTU Ha yCBajarbe jeqHor cTuna, Beh Ha obrnmkoBake adanTUBHOT peneproapa yTe-
MerbeHor Ha BPeAHOCTMMA, KOMMETEHLMjaMa 1 JOKTPUHK. To nofgpasymesa:

+  cenekumjy 1 obyKy kagpa Koje CHaXKHWje CTaBrbajy akLEeHaT Ha Hamepy U CUTy-

auvoHo npocyhmBake Nof HenssecHoLLhy, a He Ha nyko npahere npoueaypa;

« Bexbe M cuMmynaumje Koje CMCTEMAaTCKU MOBeE3yjy TaKTWUYKW, OnepaTtuBHU U
CTpaTeLlKu HUBO, Kao W pasnuyuTe HauMoHarHe U opraHu3auuoHe KynType,
paau 3ajeqHUyKor pasyMeBatba U MHTeponepabunHocTy;

* CTPYKTyMpaHe MexaHu3me noBpaTHux mHopmaumja (AAR, MEHTOPCTBO, pas-
BOjHE eBarnyaumje) koju npenosHajy 1 Harpahyjy He camo AUCUMMNWHY Y U3BP-
Wweky Beh 1 NPOMULLIBEHY, OKTPUHAPHO YTEMETbEHY UHULMATUBY;

¢ Mporpamcke Moayrne 3a pa3Boj KibyYHUX KOMMNETeHUMja (CUTyaLmoHa CBECHOCT,
eTu4Ko pacyhuBame, cTpaTtellka KOMyHuKaLmja, KpU3HO OanyymBame) nHTe-
rpucaHe y CBe HMBOE KapujepHor ycaBpLLaBama;

*  KOHTWHympaHy obyKy 1 NpodhecnoHanHo ycaBpluaBake KOMaHAaaHaTa u wra-
6oBa, ca hoKycOM Ha apTvKynauujy Hamepe, CTaHZapAU3aLunjy TEPMUMHOIO-
rmje u NpuMeHy KOMOUHOBaHMX CTWUIIOBa NAEPCTBA Y PEANUCTUYHUM CLEHa-
pujuma.

TakaB npucTyn cnaja TpaguLMoHanHe BojHe BpeOHOCTH ca CaBpeMEHUM Nnuaepc-
KM mogenuma v omoryhasa Aa ce pasnuka uamehy OMpekTUBHOr U napTuLMnaTuBHOr
MpucTyna NpakTUYHO NPEMOCTU Y CKMaay ca CuTyaLmjoMm.

3aKrby4Ho, NPeaHOCT Y CaBPEMEHWUM OnepaLujaMa He NPou3nasmn U3 purnaHe Bep-
HOCTM jegHOM cTuny Beh 13 cnocoBHOCTM fia ce KOHTEKCT Bp3o NpoTymaym, Hamepa
jacHO apTuUKynuLle 1 NPUCTYN CBECHO B1pa, KOMOUHYje N MeHa TOKOM AieNnoBaksa, Npu
4yeMmy Mefy3aBUCHOCT KOMMNETEHLM]ja, CTUa U KOHTeKcTa omoryhasa kanubpucarse y
CKnagy C BpPeMEHOM, pM3nKoM, 3penoLwhy jeanHuLe 1 KynTypoM, Y3 ovyBakse jacHohe,
Op3viHe, AVCUMNIMHE, UHULMjaTUBE, YYerba M ETUYKOT KoMnaca.
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Pe3sume

pagy ce aHanuaupa mehy3aBMCHOCT W yrora NUAEPCKUX KOMMeTeHuuja, cTu-

na NaepcTBa U CUTYaLMOHOT KOHTEKCTA y BOjHOj OpraHmsaLuju 1 nokasyje ga
eeKTUBHO NMOEPCTBO HUje u3bop ,jedHor npasor” ctuna, Beh HempekugHa UHTe-
rpauuja KomneteHumja, CTUICKMX NpedepeHLmnja 1 3axTeBa OKpyxera. KOHTeKkCT je
TPETUPaH Kao akTUBHW MOAEPATOp KOj MCTOBPEMEHO CyXaBa M O0TBapa npocTop 3a
MHULMjaTVBY, NOCTaBIba rpaHuLEe NerMTMMHOr AefnoBaka U NnpeycMepasa Harnacke
YHyTap peneproapa nuaepckux komneteHuuja.

Cspxa paga je 4a pasjaCHM Kako ce KOMMEeTeHUuje, CTUI U KOHTEKCT Mefycob-
HO YCIOBIbaBajy 1 Kako Ce y npakcy Kanmbpuly y pasnmyumtum azama genoBama.
MpucTyn ce 3acHMBa Ha KOHLIENTYaslHOj CUHTE3W peneBaHTHUX NMAEPCKUX Moaena v
[OKTPUHAPHUX YBKAA, Y3 KOMMapaT1BHO carnegaBake AMPEKTUBHOTN U NapTuumMnaT-
BHOT NPUCTYNa y NnaHupatby, NPUNPeMn 1 N3BPLLEHY.

KrbyyHn Hanaau nokasyjy Aa ce hnekcubunHocT CTuna ocnaka Ha ctabuHe Te-
MerbHe KOMMNeTeHuuje, Kao LLITO Cy CUTyaLMoHa CBECHOCT, ETUYKO pacyfhuBarse 1 cu-
TyaumnoHo npocyfhvBare nopg Hen3BecHoLWy, KOMyHUKaLUmWja yCMepeHa Ha cM1cao 1
[OHOLLEHE oafyKa nof NPUTUCKOM, Y3 CBECHO rpafjerwe nosepewa. JacHa Hamepa,
KpuTepujymu ycrexa u rpaHule aenosakwa oMoryhasajy fa ce CTUNoBM CBECHO 6u-
pajy, KOMOWHYjy 1 MeHajy TOKOM 13BpLUEHa. KpaTke noBpaTHe cnpere, cTaH4apam3o-
BaHW NOjMOBHULM 1 yBexXOaBara ymamyjy hpuKUvjy Y MynTUHALMOHAMHUM 1 Mehy-
CEKTOPCKMM OKBUPKMA, OK CENEKTUBHO Aenervpame ca o4roBopHoOLUNY Ha HajHUXeM
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moryhem HVWBOY noacTuye pa3Boj Sbyau U OTNOPHOCT cucTeMa. ictoBpemeHo, rpaHu-
e crnekcmbunHocTn 06e306efyjy NpaBHM OKBUPKW, MeRyHapOLHO XyMaHUTapHO NpaBo
1 LMBWITHO-BOjHW OHOCM.

Nmnnukauuje 3a opraHmsauujy ynyhyjy Ha cenekuujy n obyky Koje CHaxHuje ak-
LIEHTYjy HaMepy 1 CUTyaLmMoHO npocyhuBake Noa Hen3BecHoLny y OAHOCY Ha Myko
npaheke npoueaypa, Ha yBexbaBara Koja CUCTEMAaTCKU MOBEe3yjy pasnuunTe ella-
NOHe 1 KynType pagy 3ajedHWYKOr pasymeBaka W MHTeponepaburiHocTH, kao 1 Ha
MexaHu3me MoBpaTHUX MHGOpMaLWja Koju jedHako NpenosHajy AUCUMNNNHY U3Bp-
LUeHa 1 NPOMULLIbEHY MHULM]ATMBY.

3akrbyyHo, NpeaHOCT y CaBpEMEHNM onepaLmjama NpoucTuye U3 cnocobHocTy Aa
Ce KOHTEKCT 6p30 NpoTymadun, HaMmepa jacHO apTUKYIMLLIE U CTUM CBECHO KanubpuLue
y CKnagy ca BpeMeHOM, pr3nkom, 3penoLuhny jeauHuLe v KynTypom, Yyume ce ctoBpe-
MEHO MaKkcummuayjy jacHoha, B6p3unHa 1 gucumnnmHa y3 ovyBake UHUUMjaTBe, yyerba
1 eTuYKor Komnaca.

KrbyyHe peun: BOjHa opraHu3auuja, NMaepcTBo, Naepcke KOMNETEHUMje, CTUM
nuaepcTBa, CMTyaLmMoHn hakTopu
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