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Abstract: The success of a good entrepreneur does not depend only on his/her innova-
tiveness, education, specialized knowledge, talent, boldness, similar, but very much so
on his/her abilities to manage people. The aim of this article is to suggest practical rec-
ommendations for entrepreneurs on how to develop or improve their people management
skills. The recommendations are not all-inclusive. They are just a starting point. Each en-
trepreneur should develop from there, based on personal experience.
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Pe3ume: Ycriexor Ha efeH rpetrrnpuemMad He 3aBucu camo o4 HeroBara MHOBAaTUBHOCT,
egykauuja, 3HaeH-e, CMeJIOCT, NoAroTBEHOCT Ha Mpe3emare pusnum, TyKy v o4 HeroBute
CMIOCOB6HOCTM 3a MEHauupawe Ha Jjyre. L{en Ha 0BOj TEKCT € Aa MM fAaje rnperopaxku Ha
MpeTnpueMaymnTe 3a pasBUBaHE M YCOBPLLIYBaHE Ha BELUTUHUTE 3@ MEHalIMparbe Ha Jyre.
lpernopakute He ce ceornigpatHu. VIctute rnpeTcraByBaaTt camo rojgoBHa OCHOBAa, Koja CeKkoj
npetnpuemad Tpeba 4a ja Hagorpaau, corsiacHo HeroBoTo JIMYHO UCKYCTBO.

KnyyHn 360poBu: rnpetripyemMad, MeHaLIepCcKu BeLUTUHU, MOTUBaUuja, LAenernpare,
MHCTPYKUMMN
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I. Introduction

The concept of entrepreneurship has
evolved throughout the years, thus the
terms entrepreneurship and entrepreneur
have many different meanings. To some,
entrepreneur is a person that recognizes
opportunities and takes actual steps to
realize his/her ideas (Ameti, 2007,
p.188), or is an individual who is willing
to bear the risk of a new venture if there
is a significant chance for profit (U.S.
Department of State, 2007). Others
emphasize entrepreneur's role as an
innovator who markets his innovation
(Drucker, 1985).

The ones that are less familiar with the
concept, consider that entrepreneurs are
individuals that work by themselves, i.e.
without a team of people behind them for
support and assistance. However, the
reality is far from this.

Namely, even though an entrepreneur is
a key factor in finding new opportunities
and creating new values, every
entrepreneur will not be able to prosper
without a team that shares the same
vision and is wholeheartedly loyal to the
entrepreneurial idea (Usman, 2010).

In view of all of the above it can be con-
cluded that, every entrepreneur has to
know how to manage, and accordingly
get the best from his/her employees
(Jackson, 2002).

Managing on the other hand requires de-
velopment of very important set of skills
— skills to effectively interact with other
people. An effective employee
management system may make the dif-
ference between below average, average
and above average performance. Even if
an entrepreneur is highly educated,
inventive, talented and capable, if he
does not know how to effectively manage
employees, the venture will remain within
the limits of mediocrity (Chaidaroon,
2003).

To this point, this article will give practical
recommendations and pointers for the
entrepreneurs on how to develop or im-
prove these skills.

I. BoBeg

MonmunTte NpeTnpUeMHULLTBO nnm
npeTnpveMay MMaaT NnoBeKe 3Hauyeha. 3a
efHn, npetnpuvemMad noapasbupa nuue
Koe aktmBHo 6apa w©“ npeno3HaBa
MOXHOCTU M Mnpe3emMa KOHKPETHW 4eKopu
3a oCcTBapyBawe Ha ugeute (Ametn, 2007,
cTp.188). [ApyrMm nak, noa OBOj MNOUM
noapasbupaar nmue Koe e NoAroTBeHo aa
r rnpesemMa pusnLMTE KOWM M HocaT
AenoBHMTEe noTdatu, AOKOAKY nocTojaT
3HauuTenHM waHcm 3a npodwut, (U.S.
Department of State, 2007) wm ja
HarnacyBaaTt yJsiorata Ha npernpuveMadyor
kako uHoBaTop (Drucker, 1985).

OHMe KoM He ce MHOry ynaTeHu, noa
KOHLEenToT NPeTNPUEMHUNLLTBO
nogpa3sbupaar nvue Koe pabotun
CaMOCTOjHO, OAHOCHO 6e3 TMM no3aau
Hero. MeryTtoa, peanHocTa e pganeky og
oBa.

Mako npeTnpueMayoT e KaydeH dakTop
BO Mpeno3HaBake Ha HOBW MOXHOCTU W
Kpevpawe HOBM BPEeoHOCTU, Ha CeKoj
npetnpueMady My e notpebeH TUM KOj ja
Jenu HeroBaTa Bu3Mja U KOj e LEeNoCHOo
npefageH Ha npeTnpueMaykuoT notdart
(Usman, 2010). 3aToa, CeKoj
npetnpuveMay Mopa Ja 3Hae Kako Ja
MeHaLmpa Nnyre, OAHOCKO Kako oA CBOUTE
paboTHMUM pa ro wu3ssnedve Hajaobpoto
(Jackson, 2002).

MeHayupaweto 6apa pas3BuBame Ha
BelTUHaTa Ha KOMYHMKauuja co
ocTtaHaTuTe. EdpMKacHOTO MeHalMpawe Ha
paboTHUUMTE MOXe Aa ja Aaje pasnukarta
nomery nognpoceyHaTta, npoceyHata u
Hagnpoce4yHaTta yCnewHocT Ha
npetnpueMayotr. Moxe pga crtaHysa 360p
3a HajeayumpaH, HajuHBEHTUBEH,
HajTasieHTUpaH " HajcnocobeH
npetnpuveMay, HO [AOKONKY WCTUOT TOj
npeTnpueMayd He 3Hae Kako eduKacHo aa
MeHaympa co paboTHMuMTe, AenoBHUOT
notdat Ke oCTaHe BO rpaHMUMTE Ha
npoceyHocTta (Chaidaroon, 2003).

TokMy 3aToa, nogony ce  AadeHu
npenopakM M HaCoOKM 3a pa3BMBaHbe Ha
BEWTUHATa Ha ePUKACHO MEHaLIMpaHse.

Mpenopakute He ce ceondatHn. Uctute
npeTcraByBaaT CcaMO M0jAOBHA OCHOBA,
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The recommendations are not all-
inclusive. They are just a starting point.
Each entrepreneur should develop from
there, based on personal experience.
They are as follows (Stettner, 2003):

e Face you responsibilities

e Think strategically

o Delegate

e Inspire creativity and innovative-
ness

e Give feedback

e Get feedback

e Give effective instructions

e Listen more

e Speak less but with power

e Set high expectations

e Invest in education and training
e Review performance regularly
e Talk to departing workers

e Exert “praise motivation”

e Criticize without criticism

e Plan your meetings

e Beat the clock

o Build alliances

e Prepare for change

¢ Make the best of the bad news
e Mix and mingle

e Other — there is always room for
something more contemporary

This article will focus on only some of the
recommendations stated above.

Il1. Recommendations

Face vour responsibilities as
entrepreneurs and managers

First and foremost, as entrepreneur -
manager you need to face the fact that
you bare the upmost responsibility of
creating a comfortable & inspiring, as
oppose to dull and uninspiring working
atmosphere. Once you accept this, you
can proceed to implementing the rest of

KOja cekoj npeTtnpueMad Tpeba pa ja

Haarpaam CornacHO HeroBoOTO  JIMYHO
NCKYCTBO.
lMpenopakunTte (Stettner, 2003) ce kako

WwTo cnegun.

CooueTe ce BawuTte o4roBOPHOCTHU

Pa3zMmucnyBajTe cTpatewkm

Jenerunpajte

UHcnnpupajTe KpeaTuBHO U

MHOBATMHO pa3MUC/TyBakbe

JaBajte dunabek

Bapajte dumabek

[JaBajTe edurKaCHN NHCTPYKLUMN

Cnywajre BHMMaTeNHO

He 36opyBajTe MHOry

MocTaBeTe BUCOKN OYEKyBama 3a

MCNOMHYBamEe Ha 3a4ayun 3@ TUMOT

e WHBecTupajTe BO enykaumja u
obyka

e PepoBHO eBanyupajte ja paborata
Ha TUMOT

e Pasrosapajte co paboTHMUUTE KOU

CW 3aMMHyBaaTt

MoTtusBupajTe co nocdanbu

“Kputukysajte 6e3 kputnuymsam”

lMnaHnpajte rm coctaHouuTe

MeHalmnpajre ro BpeMeTo

“N3rpagete” cojysHuum

MoaroTeeTe ce 3a NPOMEHN

NckopucteTte ro HajaoobpoTo oa

fowunTe Bectm

Mix and Mingle

e [lpyro - cekoraw noctou npocTop

3a HeWTOo MOHOBO

Bo oBOj TEKCT Ke 6uae paspaboTeHa camo

HEeKOJIKY 04 npenopakute HaseAeHwu
Morope......
1. Mpenopaku

Coouere ce co Bauwiurte oAroBOpHOCTHU
KaKO npernpueMay M MeHalep

3a no4yeTok Tpeba pa ce cooumTe CO
¢daKkTOT pgeka npBeHCTBEHO Bue, Kako
npeTtnpueMay MU MeHallep, CTe 0AroBOPHMU
3a Toa Aann BO BawmoTt genoseH notdart
Ke co3gageTe aTMocdepa Koja cTuMynampa

wnn  gectumynupa. Opgkako ke  ja
noMnMHeTe oBaa dasa, Ke 6ugete
noaroTBeHU na r npuMeHyBaTte
oCTaHaTuTe npenopakm (Bundaleska,
2007).
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the recommendations

2007).

(Bundaleska,

Delegate

Almost all enterpreuners, initially, have
the same problem of not wanting or not
knowing how to delegate. Taking into
consideration that entrepreneurial occu-
pations usually are more attractive for
individuals that have high personal moti-
vation and drive for success and self-
recognition (Holland, 1985), it is natural
for the most of the entrepreneurs to think
that they know best, and that by the time
they explain the task to the employee
they will do the work themselves.

This mindset has to be changed. Effective
entrepreneurs should have faith in their
people. The success of the business
depends in one part on an entrepreneur’s
willingness to rely on the employees to
take initative, solve problems and
produce results (Stettner, 2003).

Although the entrepreneur is crucial for
the success of the business, he/she needs
superior team behind him, enthusiastical-
ly involved in the realization of the idea.
(Redzepi, 2007, p.156).

Andrew Carnegie has said: “The secret of
success is not in doing your own work but
in recognizing the right men to do it.”
Delegating thus requires sound
judgement, i.e. matching the right
employee with the assignments, projects
or responsibilities suited to his/her
interests, strengths and expertise and
handing off tasks to employees that rate
highly in at least two of those three
categories (Stettner, 2003).

Delegating should not be confused with
assigning to employees routine work that
falls within their normal job duties, or
with “dumping”, i.e. tossing the least de-
sirable assignments. Efficient delegation
involves giving someone responsibility
and respective authority to do something.
This however does not mean that once
delegated, the assignment is no more re-
sponsibility of the entrepreneur. The ulti-
mate accountability for non performed or
poorly performed task remains with the

Oenerunpajre

OcHoBHMOT npobneMm KkoOj ro wummaar
npetnpueMaunTe e Jgenernparbe Ha
3afjaun. [lokonky ce 3Hae pJeka 3a
NpeTnpueMHMIUITBO  Kako  WU3BOp  Ha

3apaboTyBayka Hajyecto ce ogsydvysBaaT
vua KoM MMaaT BMCOK CTeneH Ha caMo-
MoTMBaumja u xenba 3a NAUYeH ycnex u
Jokaxysare (Holland, 1985), npupogHo
e npernpveMauuTe ga pasMucayBsaar geka
camMo TMe MoxaT Hajaobpo aa ja 3aspwat
KOHpeTHaTa 3ajaya, Win AeKa 3a BPEMETO
Koe Ke ro “nsrybat" BO MojacHyBare Ha
33/ayaTa caMn Ke ja 3aBplaT 3agavaTta,
CJINYHO.

BakBoTo pasMucnyBartbe Tpeba ga ce

npoMeHu. [lpakcaTa NoKaxyBa AeKa
npeTnprMeMaymTe Mopa ga uMaaT gosepba
BO “cBojoT” TUM. Ycnexot Ha

npeTnpveMayoT 3aBMCKU o4 Bonjata Aa My
BepyBa Ha TMMOT, U Aa MM [03BO/N Ha
paboTHMUMTE Ada wWMaaT uHuMjaTMBa, Aa
pewasaaT npobnemu wnn ga pasaat
0AroBOPU  Ha  KOMMIEKCHW mnpawama
(Stettner, 2003).

MNako npeTnpueMayoT e gpmxedkarta cumna
3a yCnexoT Ha npeTnpuMeMayvykmoT notdart,
Ha NpeTnpMeMavoT My e noTtpebeH TUM Koj
€ LenocHo rnpefajeH Ha pesnuslauunjata
Ha noTtdartoT... (Peyenu, 2007, cTp.156).

Cnopen Andrew Carnegie “TajHara Ha
ycrexor He e BO Toa camute fga ja
3aBplilyBaTe paborara, TYKy Aaa
rpero3Hare Koj € BUCTUHCKMOT YOBEK KOj
Hajaobpo Ke ro cropu TOa.” 3Hauw,
penervmpawweto 6apa pobpa npoueHka,
OAHOCHO noBp3yBakbe Ha paboTHMUMTE CO
3aga4um n o06BpCKM KoM Hajaobpo wum
npuneraat, 3aBUCHO OO WHTepecuTe,
ekcrnepTusata, U KapaKTEPHUTE OCOOBMHU
Ha cekoj paboTHuk (Stettner, 2003).

Oenervpawetro He Tpeba pa ce
noucTtoBeTyBa CO  AoAefnyBakbe  Ha
PYTUHCKM paboth kom u 6e3 Toa
BfleryBaat BO [JOMEHOT Ha peaoBHMU

3ajaum Ha paboTHUKOT, HUTy Tpeba Aa
3Hauu “ocnoboayBare" oA Haj340AEBHUTE
n/vnu HajManky nocakyBaHWTe 3ajayu 3a
npertnpveMadoT. EdwukacHo penervpame,
nokpaj OBO3MOXYyBare Ha COOABeTHa
cnobofa, BKIy4dyBa W MNpeHecyBamwe Ha
OArOBOPHOCT M aBTOPUTET 3a 3aBpllyBame
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entrepreneur (U.S. Federal Deposit Insur-
ance Corporation, 2002).

When delegating the goals and expecta-
tions should be clearly defined. It should
not be explained how to do it, letting oth-
ers discover for themselves how to follow
through (Stettner, 2003).

The following pointers should contribute
to efficient delegation:

Select Methodically: Make a list of all
the things that you are doing. Mark the
things that must be done only by you.
Select tasks that employees can run and
implement on their own. Make sure they
exercise judgment and autonomy (Helle-
ron, 2008).

Clarify the Assignment: Confirm that
employees understand the purpose, the
goal and the performance measures you'll
use to assess success. Remove ambigui-
ties and set clear deadlines (Stettner,
2003).

Run an “lI am not here” Test: Identify
key aspects of your job and decide who
could handle those responsibilities in your
absence. By anticipating what you want
employees to do when you are not there,

you can delegate pieces of your
managerial duties to them now, so they
are ready to step in later (Stettner,
2003).

Monitor, but Carefully: Helleron (2008)
says that an entrepreneur has to
determine how to monitor those to whom
things are delegated without stifling them
(p. 36, par. 7). Helleron (2008) further
states that once the process of delegation
has started, the challenge becomes how
to prevent back-sliding. Entrepreneurs
have to resist the temptation to jump
back in and take things over (p. 36, par.
15).

“Strange as it sounds, great leaders gain
authority by giving it away.” James B.
Stockdale

Ha JenervpaHaTa 3ajadva. MeryTtoa, Toa
HEe 3Hauu Jeka CO AeferMpameTo Ha
3ajjayaTa npernpuemMadyoT ce ocnoboaysa
04 wuCTaTa, 30WTO JAenerMpameTo He ja
ocnoboaysa cTpaHaTa KoOja Aenervpa oA
OArOBOPHOCT 3a Heu3BpwyBakwe Ha
obBpckaTa/3anavaTa (U.S. Federal
Deposit Insurance Corporation, 2002).

Mpu penervpareto Tpeba jacHO pa ce
AeduHMpaaT uUenmMTe M o4vyeKkyBamaTa, HO
He Tpeba Aa ce nojacHyBa Kako ga ce
n3Beae KOHKpeTHaTa 3agada, Tpeba pa ce
OCTaBM Ha KpeaTMBHOCTA Ha OHOj Ha KOj
My 6una penervpaHa 3agadarta (Stettner,
2003).

CnegHunte Hacokm Tpeba ga npuaoHecart
KOH edurKacHO Aenervpame:

CenekTMBHOCT: Hanpasute Jncra Ha
cuTe  3ajaum KoM ™M uU3BpllyBare.
Ob6enexeTte M oHMe kKo Mopa ga bugat
M3BpLEHN UCKTyunBO oA Bac. OctaHaTtute
3aflaun  genernpajte M. 3a  MNOYeToK
cefleKTMpajTe 3aaym 3a KOU Ke OLEeHUTe
Jeka TUMOT MOXe jJa rI'Mm u3BpuwyBa
caMmMocTojHo. [agete WM MOXHOCT Ha
ysieHoBuUTE Ha  TMMOT  3a JINYHO
paccynyBake W aBToHOMMja (Helleron,
2008).

MojacHyBamwe: Ocurypajte ce pgeka
TMMOT ja pasbpan 3agayata, M ywTe
MOBaXHO OYEKyBaHUTe pe3yntatm U
nokasaTe/nm KOWM Ke TI'M KOpUCTUTE 3a
Mepere Ha YCrewHOCTa Ha 3aBplueHaTa
3afjava. [loctaBeTe pokosBu (Stettner,
2003).

Tect “"OT1cycTBO”: NaeHTudukysajte mm
KJIly4yHUTE acrnketm Ha Bawarta pabota u
oanydete Koj 6u Moxen ga ce crpasu €O
ncTmuTe  BO Bawe  oTcycTBO. Moa
npernocrtaBka wTo 6M cakane pa ce
pabotn BO Bawe oTcycTBO, Aenermparte
aenosu o o6BpcKMTE BO MOMEHTOB, Kako
paboTHMunTe 6M 6une noaroTBeHM 3a

npeseMawe Ha WUCTUTE BO MAHMHA
(Stettner, 2003).

HaanepyBajte, HO BHUMATEJIHO:
Helleron (2008) Benu heKa
npetnpmeMavoT Tpeba na BpLUM
MOHWUTOPUWHI Ha AeflermpaHuTe 3a4aym, HO
MHOrY BHMMaTeNHO Kako He 6u i
“3arywnn”’ nnu JeMoTuBupan

paboTHuumte (p. 36, par. 7). Helleron




Elena Bundaleska

| nspire creative and innovative
thinking

"The definition of insanity is doing the
same thing over and over and
expecting different results." (Albert Eins-
tein)

This recommendation is related to dele-
gation. When delegating an entrepreneur
should take a step further, i.e. detect and
eliminate the "fear" that employees may
have towards creative and innovative
thinking. The term "fear" in the context of
this recommendation, includes not only
insecurity, but also lack of motivation and
ambition. For instance, some people lack
confidence to believe in their capabilities
for creative thinking. Some are afraid of
the reaction of their superior. Others
simply lack initiative.

The following guidelines should contribute
towards inspiring creative and innovative
thinking:

Encourage: According to Marsha Myers
of Lee Hecht Harrison "Managers usually
overlook the company’s most valuable
asset and source of information - their
employees.” Being privileged to have this
information, use it. Encourage your em-
ployees. Provide free and open atmos-
phere that stimulates employees to offer
ideas and give suggestions, no matter
how impractical they may seem at first
glance. Give them control over the work
they have to perform (Stettner, 2003).
Appreciate effort. For instance, some
companies have created annual awards
for 'the best idea that didn't work', which
is just one example of not only how to
encourage successful innovation, but how
to reward effort as well.

No Hasty Criticism: Refrain from criti-
cism when an employee offers poor idea.
Instead, praise him/her for the idea, note
the positive points of the same and pro-
vide sound arguments why the idea can
not be implemented at this point (Stett-
ner, 2003).

(2008) NCTo Taka BENn aeka
npetnpueMadoT Tpeba ga BHMMaBa ga My
ojofiee Ha WHCTUHKTOT Ha MOBTOPHO
npeseMemne Ha 3agadunte Bp3 cebe (p. 36,
par. 15), wTo 0ocobeHO 4yecTo ce cny4yBsa
Kora paboTHMKOT HaBuayM “nma
npobnemn” wnm 6aBHO ja u3BpwyBa
JenernpaHaTa 3agava.

“3ByyYn 4yaHO, HO rojsemute Jsumgepu ce
3406mBaat co aBTOPUTET CO OTCTaryBame
Ha aBToputet.” James B. Stockdale

UHcnupupajTe KpeaTuBHO M
MHOBAaTUBHO Pa3MUCIIYyBatbe

“Hema niocurypeH curHasa Ha Jyauio o4
rnocTojaHo rMoBTOpyBak-€ Ha ucra pabora,
a o4ekyBame pe3ynraror pjga buge
rmonHakos.” (An6epT AjHWTAjH)

OBaa npenopaka MOXe Ja ce rnoBp3e U co
npouecot Ha henernpame. Mpwn
jenernpamero Ha 3agauymte Tpeba pa
OoTUAEeTe Yyekop rnoHaTaka, OAHOCHO Aa ro
jeTekpuTtaTte, CNeAcTBEHO eflIMMUHuparte
“CTpaBoT” KOj BpaboTeHMTe MOXe Aa ro
MMaaT o4 KpeaTUBHO U  MHOBATUHO
pasmucnyBsame. log “cTpaB” BO KOHTEKCT
Ha oBaa npenopaka ce noapasbupa
HenoBosIHA camogosepba, HeCUrypHocT,
HO M HeaMbMLUMO3HOCT N HEMOTUBUPAHOCT.
Kako Ha npumep: oapedeHu nyre HemaaT
AO0BONHO camogoBepba fa mucnaTt Aeka ce
CNOCobHM 3a KpeaTMBHO pa3MUCyBaHE.
Opyrn ce nnawat oa Bawata peakuuja.
TpeTn nak HemaaT AOBOJIHO MHUMjaTUBA,
OAHOCHO Ce eAHOCTaBHO HenOBOJIHO
3anHTEepecnpaHu.

CneaHuTe Hacoku Tpeba Ada npuaoHecat
KOH WHCNuMpupare Ha KpeaTUBHO W
WHBATMHO Pa3MUC/yBame€:

OxpabpyBambe: OxpabpeTe ™
paboTHuumnTe. CrtBopeTe cnobogHa U
oTBOpeHa aTtMocdepa, Koja rm CTuMmynupa
paboTHUUMTE Jda noHydaT uMaem WU
npeanosn 6e3 ornesq Ha Toa KOMKY
HenpakTU4YHM MOXe WUCTUTEe Aa marnepaar
Ha npB nornea. Jagete MM KOHTpona Bp3
pabotaTa wTo ja Bpwart (Stettner, 2003).
MocTtojaT KOMMaHMM KOW  pojenysaat
roauLLIHN Harpagu 3a “Hajoobpa
HeMMnieMeHTMpaHa uaeja “, WTO e caMo
efieH NpuMep 3a HarpagyBare Koe Mnokpaj
TOa WTO BpeAgHyBa YCMewHu uaew,
BpeaHyBa M BUCTUHCKW BJIOXEH Hanop.
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Implement: Implement good ideas and
appropriately award the employees. The
employees should know that you truly
listen their ideas and that you value and
reward good - well thought ideas
(Bundaleska, 2007).

Give effective instructions

“ONE of the biggest traps entrepreneurs
fall into is failing to communicate exactly
what they want, thus getting anxious
when they don’t get it.

What is said and how it is said wildly de-
termines whether and how well some-
thing gets done.

Entrepreneurs need to “strike the right
tone” when giving instructions. If tasks
are over explained, it can result in slug-
gish and uninventive employees. On the
other hand, if the tasks are not explained
well enough the employees may wind up
confused and unsure what is required
from them or where to begin.” (Stettner,
2003)

Employees might not know as much
about a situation as the entrepreneur.

Entrepreneurs need to speak in simple
and straightforward terms. They should
not assume that employees will identify
with their ways of thinking. The instruc-
tions should be customized to fit the per-
sonality and knowledge level of the em-
ployees. If an entrepreneur knows that an
employee tends to skip ahead, thus miss
key communication, he/she may choose
to number the step to be taken and en-
sure the employee takes notes (Stettner,
2003).

Any ambiguity should be cleared up. If
instructions have multiple meanings, the
odds of misinterpretation increase. There-
fore, entrepreneurs have to be even more
specific when giving such types of in-
structions.

be3 us6bpsaHa kputuka: Bo3gpxeTte ce
o4 KpuTMka Kora paboTHWK Ke page
HemsapxaHa maeja. Hanpotus, nodanete
ro 3a uaejata, nsasoute rm MO3NUTUBHUTE
e/lIeEMEeHTH Ha ncrarta n nobpo
aprymeHTMpajtTe rm nNpuymHuMTEe 30WUTO BO
MOMEHTOT Taa uaeja He Moxe ga buge
npudateHa (Stettner, 2003).

CnpoBepyBajte: CnpoBegyBajte ™
nobpute maem v cooaBeTHO HarpajeTte.
BpabotaHnte Mopa g4a 3HaaT [Aeka
HaBUCTMHA TU CNywaTe HUBHUTE UOEN U
AeKa 'y BpedHyBaTe M HarpagyBaTe OHUue
Kou ce mn3gpxaHu (Bundaleska, 2007).

JaBajTe edpMKaCHU MHCTPYKLIUM

“EpHa o4 HajronemMuTe 3aMKM BO KoOja
naraat npetTnpuemMadunTe e
MpeTnoCTaByBatbeTO JAeka paboTHuuute
3HaaT WTO Ce o4yeKyBa O HMB U Ha KoM
CTaHdapan 3a pabota v ogHecyBame [Aa
ce npuapxysaar.

OAroBopHOCT 3a jacHO UM NpeumsHo
nednHupame Ha o4yeKkyBaHbaTa n
CTaHgapaute 3a paboTta, OAOHOCHO 3a
M3BpLUYBakE Ha KOHKPETHA 3aJadya exu
BO MPeTnpnemMayor.

Opn Toa WTO € KaXaHOo M Kako e KaxaHo
BO Hajronem Jen 3aBUCW Janv U Kako
3apaunTe Ke 6uaaT 3aBpLlueHun. MpetepaHo
nojacHyBarbe€ Ha 3ajaunte MoOXe JAa
pe3yntupa BO Cfieno WCNOJSIHyBare Ha
3ajlaunTe, U HeJOCTaTOK Ha MHUMjaTMBa U
NpOaKTUBHOCT on CcTpaHa Ha
paboTHUuUnTE. On apyra CTpaHa,
HEeLOBOJIHOTO MOjacHyBake Ha 3a4auuTe,
MOXe pga pe3yntmpa BO  3byHeTu
paboTHMUM, KOWM He 3HaaT WTO BO
cywTuHa ce 6apa og HMB UM 04 Kaje Ada
noyHat.” (Stettner, 2003).

3a pasnunka o4 npeTrnpmMeMayoT,
paboTHMUMTE HajyecTo He ce LUenoCHOo
3ano3HaeHn co cocrtojbata, noTpebute
WKW NpUopUTETUTE Ha AENOBHMOT noTdar.
3aTtoa, npeTtnpueMadyor He Tpeba naa
NMpeTnocTaBu geka paboTHMUUTE Ke ce
NaAeHTUPUNKyBaaT CO HEroBMOT HA4YMH Ha
pasMucnysare. NHCTpykumunte Tpeba na
bungat agekBaTHM Ha NIMYHOCT@ Ha OHOj
koj Tpeba aa rm cneam (Stettner, 2003).

HejacHoTumute He Tpeba pa ce ocrtaBaart
HepacuymncTeHn. MHCTpyKUunmM Ko Moxart aa
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The following pointers should contribute
to giving efficient instructions:

Be Transparent: Understanding the “big
picture” will help your employees to
achieve the end result (Stone, 2003).

Don’t Offer Your Opinions: Giving your
opinion how it should be done as you at-
tempt to give instructions will muddy
your message (Stettner, 2003).

Step into the Employees Shoes: To
make sure employees understand what
you want to convey, you have to put
yourself in their situation (Bundaleska,
2007).

Try Using DAD’s Method: This method
states that when giving instructions the
three steps should be used as follows:

=D = DESCRIBE
= A= ASK
=D = DIRECT

DESCRIBE the problem situation (1) ob-
jectively, (2) specifically, and (3) simply.
ASK if the employee understands what is
to be done, ask for suggestions. DIRECT
the employee in simple, concrete terms,
considering his or her suggestions, when
possible (Firkins, 2006).

Organize in Advance: Organize your
thoughts in advance. Plan what to say,
and what you want your employees to get
out of it. Summarize what was decided.

Start Simply: Move from basics to the
complex. Give employees a chance to ask
questions along the way, so they under-
stand what is required from them
(Stettner, 2003).

I11. End Note

The rest of the recommendations stated
above, such as giving and getting feed-
back, listening, reviewing performance
regularly, “praise motivation”, time man-
agement, other are also very much im-
portant, especially if combined, but in or-
der to avoid superficiality, taking into

6upat  NpOTONIKYBaHW  Ha  pas/iMyHKU
Ha4ynMHW, MMa TOJIEMM LIAHCK aa buaat
MorpeLwHo MnpoTosiKyBaHU. 3aTtoa, Tpeba
0cobeHO Aa ce BHMMaBa Npu AaBake Ha
BaKBW YHCTPYKLNK.

CoseTunte nogony Tpeba ga nocoyaT Kako
Aa ce gaBaaT edMKaACHN UHCTPYKUNU:

bupete TpaHCNapeHTHMU: Jokonky
paboTHMuUMTE ja 3HaaT W pasbupart
"ronemata cnuka" MOJSIECHO Ke Tu

NOCTUrHAT pe3yaTtaTuTe Kou ce bapaaT of
HuB (Stone, 2003).

He Hynete Bawe Mmucnemwe: [JOKOJKY
Nnpu AaBarbeTO Ha WMHCTPyKUMUTE HyauTe
Bawe Mucnerwe 3a Toa Kako 3ajadyaTa
Tpeba pa ce u3Beae ja orpaHunysate
KpeaTMBHOCTa W  WMHBATUBHOCT@  Ha
paboTHuunTe (Stettner, 2003).

CraBete ce “"BO ueBnute" Ha BawwuTte
paboTtHuumu: 3a ga bugete curypHu geka
paboTHMUMTe ja pasbepaaT nopakaTa Koja
cakaTe fa ja npeHeceTe, NoTpyaeTe ce Aa
rn pasbepete (Bundaleska, 2003).

O6upete ce aa ro kopucrure “ONMH”
MeTtopoT: CornacHo oBOj MeTon, nocrojaT
Tpu 4yekopu Kou kom Tpeba pma ce cnepart
Kora ce gaBaaT MHCTPYKUMK K Toa:

" 0 = OMULLETE
" = MPALIAITE
" H = HACOYETE

OcHocHo, OMWULUETE ro npobnemot (1)
objektmBHo (2) KOHKpeTHO, u (3)
efHocTtaBHo. MPALUAJTE ganu paboTHMKOT
pa3bupa wTo ce 6apa og Hero, nobapajre
npegno3m. HACOYETE ro paboTHuKOT
3eMajku rm npeasua Herosute npensiosu,
AOKOJIKY BO3MOXHO (Firkins, 2006).

OpraHumsumpajte ™ Bawunte mMucnm:
OpraHusupajte m BawwuTe MUCAN
oaHarnpea.

3anoyHeTe eaHOCTaABHO: [IBMxeTe ce o4
OCHOBHMU KOH KOMIJIEKCHM 3a4a4u
(Stettner, 2003).

OcTaHaTuTEe Npenopaku HaBedeHM Mnorope
Kako, JnOaBakwe un bHapamwe dunabek,
cocnyuyBawe, pPedoBHO eBanynmparbe Ha
pabotata Ha  TMMOT, MOTMUBMPaHE CO
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consideration the time and paper limits,
the same will not be discussed in this ar-
ticle.

nodanbu, KputTuKyBare 6e3 Kputmumsam,
NOArOTBEHOCT 3@ MPOMEHU, MeHalumpare
Ha BpeMeTo, ApYru, ce UCTO Taka 6uTHu,
0Co6eHO nMpaKTUKyBaHW 3aefHO, HO CO
uen ga ce msberHe noBpLIHOCT, MMAjKK ja
npeaBnz BpeMeHCKaTa  OrpaHWYeHOoCT,
UCTUTE Ke 6maaT paspaboTeHn BO Apyra
npuroaa.
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