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Introduction

Significant internal complexity is characteristic of current organizations. These usually consist of
several units or working groups. This complexity makes some people learn more about workgroups than the
organization as a whole. It is a well-known fact that based on the classical minimalist group model, divisions
between groups lead to intergroup favoritism and intragroup rivalry, so if the aggregate organization is viewed
as an outgroup, the phenomenon of competition may appear which leads to intergroup conflict. In this
framework, the perception of discrimination and group identification may be the seed that leads to the
perception of intergroup conflict.

It is no coincidence that in subsequent years the forms of organization identification have changed,
resulting in a work-related identity crisis. Thus, as much as current precarious conditions discourage courage,
positive identity reversal can be difficult (Fernandez-Salinero, Topa, 2020:1).

The concept of conflict:

Originally meaning fight or conflict, the term "conflict" refers to the disagreement and conflict of
interests between the parties. Conflict is often categorized at three levels: between individuals, between groups,
and within organizations, with most of the literature on organizational conflict focusing on interpersonal
conflict in teams. Traditional theories of organizational conflict have applied the concept of conflict to general
behavior and social interactions that occurred after incompatible values or goals were conceived. By
conceptualizing conflict as a completely negative dysfunctional phenomenon, these theories viewed the
conflict as the opposite of cooperation. However, during the second half of the twentieth century, the emerging
shift led to the view of conflict as an essential mechanism in the positive development of society and
organizations. The view of organizational conflict as potentially functional if the right type of conflict occurs
and is properly handled by inspiring researchers to distinguish between dysfunction and functional conflict. It
identifies the task, process, and relational conflict, and later also the conflict of the situation, as basic models
of conflict. Since the 1990s, much of the research on organizational conflict has focused on developing and
enhancing a conflict pattern framework to determine how these different types of conflict affect processes and
outcomes such as performance and satisfaction. Whether a conflict has negative or positive outcomes depends
on the type of conflict. While the conflict in relationships is generally considered ineffective, the main debate
concerns whether task conflict is beneficial or detrimental to group performance. However, a descriptive
review notes the continuing focus of the conflict-type literature on covert and overt forms of conflict and
confrontation by concluding that “most research on conflict situations looks at a new conflict' (Mikkelsen, &
Humle, 2020:5).

Organizational conflict:

Organizational conflict is defined as a process that begins when one party realizes that there are
differences and opposition with another party regarding interests, resources, practices, beliefs, values, or
anything that concerns both sides of the belief. Also, conflicts between organizations often lead to increased
transaction costs. and thus threaten the survival and development of pivotal organizations (Wu, & Song,
2020:354).

It is also defined as a dynamic process that occurs when individuals working interdependently within
an organization have different values and goals. Organizational conflict has been described as inevitable due
to the innate differences in perceptions, goals, and values of members within the organization. The mismatch
of values between employees and the assigned technology team creates space for such conflict. Models of the
organizational conflict date back to 1967, the systems model of organizational conflict, which is directed to
side conflict, or conflict between the parties in a functional relationship. This model is characterized by the
conflict between two individuals who hold formal positions with intersecting roles within an organization. In
a goal-oriented organization, two persons work interrelated towards different goals. Therefore, aligning values
within an organization so that both parties work toward a common goal is critical in promoting a conflict-free
environment (Bowman, et. al, 2020:1).

When you conflict with someone, there is one factor that can make the difference between damaging
and deepening your relationship, and that factor is behavior. It is a widespread and inevitable part of
organizational life. Defined as a mismatch between two or more parties, conflict tends to make employees less
independent and satisfied with their jobs, re-assigning low performance. As such, it is generally assumed that
conflict is harmful to both employees and organizations. However, as William James suggests, when conflict
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is approached constructively, it can also be beneficial. Employees who deal with conflict constructively tend
to feel more connected to others at work, and conflict-positive organizations that embrace and encourage
constructive conflict can make huge gains (Kay & Skarlicki, 2020:1).

Conflict in organizations takes many forms, from dramatic confrontations during strikes and fires, to
understated differences between work teams, to gossip behind closed doors or private tolerance of perceived
injustice. Despite the different forms that conflict can take, most mainstream scholarship on organizational
conflict has focused on the overt forms of conflict expression and handling. For example, while substantive
research has paid attention to eliminating types of conflict, often making a distinction between how conflict
impacts a task, relationship, or process on work processes and outcomes, recent developments that advocate a
process perspective on conflict focus explicitly on observed expressions of conflict and behavioral
manifestations (however, this narrow focus on confrontation and open disagreement omits many of the private
or hidden forms of conflict simmering under the surface of organizations (Mikkelsen, & Humle, 2020:1).

Etymologically:

Conflict can be explained by difference, contradiction, disagreement, and the presence of tension.
Conflict is a permanent reality of change, change is a permanent fact of life, and arguably the struggle of
change and life will also be permanent. Conflict can spoil the organization, and it can also cause harm to many
good people. Three perspectives on the conflict; (1) traditional views, that conflict is bad; (ii) Behavioral
opinions, this conflict is something that often occurs in organizational life; (3) Views of interaction, this
conflict is inevitable and even necessary because the organization is designed to function, at the institutional
level conflicts often occur asymmetrically. The complexity that often occurs is a matter of human resources,
ranging from duties to position, status, and authority. The conflicts that occur can be overcome or changed into
strengths to improve organizational effectiveness, one of which is conflict management. Although conflicts
are often viewed as negative, research shows that some conflicts can improve organizational effectiveness.
The view of conflict has increasingly shifted from a negative influence to a necessity. According to Robbins,
Stoner, and Freeman, from a social point of view, conflict can have a positive or beneficial effect (Stoner and
Freeman, 2009). Which showed in the relationship between the sub-variables the effect of conflict variables
on the variables of organizational effectiveness. Understanding conflict indicates that an individual behavior
approach is a conflict that occurs within a person, and an understanding of conflict through an organizational
approach is the situation that arises from disagreement to achieve goals and the method used to achieve goals
(Mukhtar, Risnita, & Prasetyo, 2020:4-5).

Conflict—performance link:

With rare exceptions, most studies indicate that inconsistency reduces business performance, to a large
extent viewing conflict as exhaustion of efficiency. We take this as our primary credential. However, while
some studies focus on the performance of individual companies, others look only at the performance of
interconnectedness. However, individual outcomes can be proportional to the cost of joint outcomes, or vice
versa. Unfortunately, the conceptual arguments for this have not yet been settled, and because very few
experimental studies have invested both outcomes together, sorting out between them is difficult. Therefore,
we treat the issue of individual outcomes versus joint outcomes as an empirical issue (Eshghi, & Ray, 2020:7).

Conflict and rigidity in decision making:

When group members work toward a common goal (eg, designing a new product, or maximizing return
on investment), task conflict may arise when members have divergent views of redefining tasks. Our research
focuses on two different causes of task conflict and relationship conflict. First, there may be misinterpretations
of task conflict as relationship conflict. This can happen when a disagreement about a task is taken on a
personal level, causing members of the group to feel that they are also disagreeing on a personal level. Second,
irrelevant relationship conflict can arise during a task conflict, due to disagreements about divergent political
or artistic preferences, or due to incompatible personalities. We suggest that in either case, the presence of
relationship inconsistencies is likely to increase rigidity during task conflict. Task conflicts are easily
misinterpreted as relationship conflicts because task views are often strongly intertwined with group members'
subjective viewpoints, and a sense of ownership of their views quickly develops. Self-validation theory
proposes that scrutinizing and/or rejecting task-related viewpoints can appear to be a negative self-evaluation
and thus, during the inter-task conflict, group members may feel that they are being criticized on a personal
level. As a result, task debates can be viewed as personal attacks and misinterpreted as relationship conflicts
(de Wit, Jehn, & Scheepers, 2013:178).

Conflict and satisfaction:

Organizational conflict also has a high prevalence in professional contexts. A review of the literature
developed by Kim et al (2017) concluded that perceptions of disrespectful work environment and poor
collaborative work are the main consequences of interpersonal conflict; At the organizational level, the main
sources of conflict are the ambiguity of the role of professionals, the insufficient structure of communication
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channels, and ineffective workflow, which negatively affects the job satisfaction of professionals and the
intention to stay or leave. Although there is evidence of increased satisfaction with low levels of conflict, given
the real potential for resolution. Professionals may experience dissatisfaction for various reasons, which in turn
contribute to increased conflict (or vice versa). It indicates that the main causes of conflict in the organization
are organizational causes and its solution depends on avoidance strategies. In this sense, he asserts that the use
of avoidance strategies in human conflict is associated with a higher level of stress. However, other studies
have concluded that professionals choose constructive, non-avoidant approaches. Regardless of which strategy
is more prevalent, what seems to be proven is that the adopted conflict resolution style affects job satisfaction.
There is also evidence for the relationship between role and role conflict between manipulation and job
satisfaction (Sureda, Mancho, & Sesé, 2019:107).

Organizational Conflict as Functional:

Moving beyond the one-dimensional view of conflict as a system disruptor, researchers are beginning
to focus on its positive dynamics and consequences. We note that this trend began with Coser (1956), who
asserted that conflict is not always socially destructive but is an essential mechanism in the positive
development of society. Others supported and contributed to this changing view of conflict in organizations:
in 1967, Bundy (1992), for example, saw the conflict as upsetting the "balance™ of organizations, but by 1992
he had radically revised his ideas, now seeing conflict as “It is not only functional to the organization but
essential to its very existence.” We note that the change in Bundy's concept of conflict epitomized an emerging
shift in conflict research from viewing conflict as dysfunctional to seeing it as potentially functional if the right
kind of conflict occurred (Mikkelsen, & Clegg, 2019:3).

Sources:

1. Fernandez-Salinero, S., & Topa, G. (2020). Intergroup Discrimination as a Predictor of
Conflict within the Same Organization. The Role of Organizational Identity. European Journal of Investigation
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1059601120961248 .
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Processes.
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faced by collegiate athletic trainers, part Il: treating concussed student-athletes. Journal of athletic training,
55(3), 312-318.

5. Wu, A., Zhong, X., & Song, D. (2020). Entrepreneur’s political involvement and inter-
organizational conflict resolution in China’s transition economy. International Journal of Conflict
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Leadership, Interpersonal Communication, and Organizational Conflict On Organizational Effectiveness.
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of the Academy of Marketing Science, 1-23.

8. de Wit, F. R., Jehn, K. A., & Scheepers, D. (2013). Task conflict, information processing, and
decision-making: The damaging effect of relationship conflict. Organizational Behavior and Human Decision
Processes, 122(2), 177-189.

9. Sureda, E., Mancho, J., & Sesé, A. (2019). Psychosocial risk factors, organizational conflict
and job satisfaction in Health professionals: A SEM model. Anales De Psicologia/Annals of Psychology,
35(1), 106-115.

10. Mikkelsen, E. N., & Clegg, S. (2019). Conceptions of conflict in organizational conflict
research: Toward critical reflexivity. Journal of Management Inquiry, 28(2), 166-179.
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Introduction

Organizations of all types seek to reduce the negative impact of job frustration on the behavior of their
workers. The effect of frustration may appear through the interaction of workers with each other or through
their interaction with the organization and its amenities, which pushes organizations to work hard to achieve
the maximum benefit from their human resources and thus achieve the goals they seek. Frustration is the
hindrance to the individual's achievement of his desires, whether these desires have a reason that justifies them
or not, and this is accompanied by some heartbreak and disappointment. It is a group of painful feelings that
result from the existence of a barrier that prevents the satisfy a need or the treatment of a problem of the
individual. The prevalence of worker frustration in the workplace is a major concern for both researchers and
managers, so there must be a broader understanding of workplace frustration.

The concept of frustration :

The translation of the word (frustration) in al-Mawrid (Baalbaki, 472:2010) means “1. Frustration,
discouragement, nullification. 2. disappointment, failure. 3. discouraging, disappointing: something
discouraging or disappointing.”

Quoting Harrison (2020:3), the psychological concept of frustration is based on “failure to satisfy the
impulse” (Underwood, 1949). Frustration occurs when an individual is prevented from achieving a certain
goal. Thus, the frustration stems from the failure to satisfy a conscious or unconscious desire. This centrality
of desire is of crucial importance because it indicates that the individual will not feel frustrated about something
he does not care about, or go a little further, as the probability of frustration increases the more the individual
is interested (or cares about) something. Lacan has redefined the psychoanalytic concept of frustration and its
relationship to desire through three layers:

Symbolic, Imaginary, and Real (Lacan, 1994). The corresponding level of satisfaction or frustration is
directly related to the strength of the need (Harrison, 2020:3).

The concept of job frustration:

There may be a limited amount of literature available that explains functional frustration. However,
frustration was originally defined as occurring when an individual, who is striving for a goal, encounters an
interruption that interferes with the achievement of that goal. For example, in the context of employment, an
employee's obtaining of favorable performance evaluations may be thwarted by a variety of situational and
relational constraints. Frustration has been defined as “interference with the timely occurrence of a target-
provoked response in the sequence of behavior” (1939 Dollard et al.,). Studies have found that individuals will
become frustrated if they are taken away from the satisfaction they expected because of their goal-directed
behavior. Subsequent research has treated frustration as an emotional response motivated by frustrating events
(Crawford, 2015:8).

As reported by Avey et al. (2014:3), it can be defined as a negative emotion in response to negative
events in the workplace (Spector 1978; Storms and Spector 1987). While job frustration does not necessarily
target a specific person or entity, it is a common emotion in abusive supervisor-subordinate relationships (Clore
and Centerbar 2004; Storms and Spector 1987; Weiss et al. 1999).

Work-related frustration refers to an individual's physical and emotional ability to engage in and
complete a particular task. This level of frustration is influenced by willingness, communication of
information, organizational support, and interest in the task. The social level of frustration refers to individuals
feeling socially connected in their volunteer work and can be influenced by feelings of belonging, achievement,
and appreciation (Sheptak & Menaker, 2016:10) .

As described by Hanratty et al. (1972) Frustration is 'expected reinforced withdrawal'. Regarding the
characteristics of frustration, Brown and Farber (1951) identified two requirements for an event to qualify as
frustration in the sense of definition: (1) the achievement of the goal must be significant or relevant to the topic
and (2) the achievement of the goal must be viewed as a possible outcome by the subject (Breuer & Elson,
2017:4).

Frustration is widely understood as a negative cognitive and emotional state that arises when people
feel that the demands placed upon them outweigh their ability to cope (Lazarus and Folkman 1984). A person
whose needs are frustrated experiences discomfort, pain, and unhappiness (Snyder et al. 2002). Frustration is
often experienced when people feel out of control due to circumstances or the behavior of others (Lawrence
2006) (Zajenkowska et al., 2019:771).
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: Factors causing job frustration

The literature and studies have indicated many reasons for frustration in the workplace, some of which
are personal reasons and others are functional, specific to the work climate, the manager, and co-workers, and
some attribute them to financial conditions. We refer to some of these literature and studies:

As reported by August (August, 2009:30), a lack of motivation leads to frustration with stress that
arises in the workplace through job dissatisfaction, job anxiety, material conditions, or the people who work
there. It has a clear link to low morale in the workplace. The frustration manifests itself through the
unwillingness to work. High rate of absenteeism and labor turnover, poor quality of supervision, the difficult
relationship between employees, concern about salary, security, and status are among the symptoms of lack of
motivation and thus lead to frustration in the workplace.

Affective event theory (Weiss and Cropanzano, 1996) states that significant workplace events help
shape employees' feelings and attitudes related to work. This approach suggests that individuals assess relevant
personal events in the workplace (that is, those that affect the achievement of personal goals and values) and,
based on a cognitive assessment of the causes, consequences, and context of the event, form emotional
reactions to the events. Psychological merit leads to the expectation that qualified employees will perceive a
relatively large number of negative personal events in the workplace and analyze them in a way that produces
job-related frustration. These frustration-inducing events may include promotions being overridden in favor of
co-workers that psychologically qualified employees feel are less deserving or receiving fewer raises or less
positive feedback than employees feel they are entitled to. As noted, those with a strong sense of entitlement
typically feel deserving of higher levels of reward and praise than would be indicated by objective truth,
reinforcing unfulfilled expectations. As such, they are likely to perceive inaccurately that their rewards and
reactions are inadequate, leading to perceptions of abuse and frustration (Harvey & Harris, 2010:5).

Severe job frustration has also been linked to physical health problems, intention to quit, and employee
withdrawal (Spector, 1997). Workers with higher job frustration tend to have higher work anxiety and lower
job satisfaction. Frustration is generally considered a precursor to abuse (Lewandowski, 2003). For those who
stay in their jobs while experiencing frustration, the consequences can be detrimental not only to workers but
also to co-workers, management, and customers (Perkins & Oser, 2013:719).

According to the emotional literature, there are two main causes of functional frustration: (1) abuse,
and (2) interruption of goal achievement (Spector 1978; Weiss et al. 1999). For example, a worker who is
verbally abusive to his supervisor will experience severe job frustration as will a worker who constantly suffers
from stunted career growth due to the interference of his abusive supervisor (Avey et al., 2014:3). As evidenced
by the current literature on abusive supervision, the personal abuse and lack of purpose experienced by abusive
supervisors have the potential to create strong feelings of isolation and job frustration for the employee (Tepper
2007; Padilla et al. 2007) Avey (Avey et al., 2014: 3).

One prominent cause of personal frustration that has led to widespread scrutiny in the field of social
psychology is competition between multiple parties (Deutsch, 1949, 1993). Berkowitz (1989) asserted that
“competitive confrontations are at least partially frustrated in which the contestants block each other’s attempts
to reach the contested goal and threaten each other with complete loss.” (Breuer & Elson, 2017:5).

The effect of job frustration:

Several studies of psychology have found a close association between aggression and frustration, in a
study (da Gloria, 1984) asserting that aggression can be functional, something that also has implications for its
association with frustration. Given this, Ichheiser (1950) suggested. Some aggressive actions in response to
frustration are better understood as defense (Breuer & Elson, 2017:3). The negative feelings experienced by
the employee after frustrating events are key to the aggression and frustration hypothesis (Fox & Spector,
1999), (Crawford, 2015:13).

Psychology research has identified three main types of human responses to frustration. Sargent (1948)
describes a series of behaviors characterized by emotion as the central dynamic of three major behavioral
consequences of frustration: withdrawal, anger, and aggression. These three potential responses to frustration
have been repeatedly confirmed in the psychology literature (Harrison, 2020:6).

Dollard et al. suggest (1939) that deviance can also serve as an indicator of employee frustration. In a
woworkingelationship, employees may become frustrated after the goal achievement is interrupted. Goal
achievement, in the context of employment, can be associated with getting quality work assignments, increased
vacation time, favorable performance appraisals, and subsequent rewards. The employee may feel frustrated
because it may become difficult to obtain positive results if the supervisor views him as a deviant. Employees
may be reluctant to acknowledge their deviant behaviors out of fear of the consequences (Crawford, 2015:13).

That there are many parallels between job frustration and burnout. Therefore, job frustration is
associated with conditions that interfere with an individual's job performance (Spector, 1997). The term job
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frustration is important for a greater understanding of burnout because self-reporting of burnout is often
described as a feeling of frustration (Perkins & Oser, 2013:719).

It is also important to understand the employee's perceived risks associated with direct expression of
negative emotions, such as frustration, to learn the motivation for deviation and withdrawal of citizenship
behaviors. According to the cognitive resource theory (Kanfer and Ackerman 1989) and the cognitive-affective
theory of emotional labor (Rupp et al. 2007), experienced job frustration over long periods can harm an
employee's ability to regulate their desire to engage in deviant behaviors or recall necessary cognitive resources
to engage in citizenship behaviors (Avey et al., 2014:4).

Measures of job:

The 22-item Job Frustration measure was adopted for your frustration with independence, competence,
and affiliation at work (developed and validated by Van den Broeck et al., 2010:1002). Seven elements were
tapped to frustrate independence (eg, 'l feel like | can be myself at my job"), and competence frustration was
measured by six items (eg, 'l don't feel competent at my job'). And nine items measure frustration with
belonging (for example, “I don't feel connected to other people at my job.

1. Autonomy frustration:

Hackman and Oldham (1976) defined autonomy in terms of “the intrinsic freedom, autonomy, and
discretion of the individual in scheduling work and in determining actions to be used in carrying it out.” The
need for autonomy represents the intrinsic desire of individuals to feel a will and to experience a sense of
choice and psychological freedom when undertaking an activity (Decharms, 1968; Deci & Ryan, 2000).
Although related to SDT, the concept of autonomy differs somewhat from the typical conceptions of autonomy
in organizational psychology (Van den Broeck et al., 2010:982).

The frustration of autonomy is an objective functional characteristic that entails personal experience.
The need for independence takes on a broader perspective. Low levels of functional autonomy and
participation in decision-making may add to frustration with the need for autonomy: employees with low levels
of functional autonomy and participation in decision-making, for example, may have few possibilities to make
their own decisions or express their opinions. However, when following the requests of others, employees may
feel low frustration with autonomy if the rationale behind the request is beneficial to them (Vander et al.,
2012:254).

2. Competence frustration :

The need for competence has been defined as individuals' inherent desire to feel effective in interacting
with the environment (Deci & Ryan, 2000; White, 1959), and it is an innate need. It is notable in the tendency
to explore and manipulate the environment and to engage in challenging tasks to test and extend one's skills.
Satisfaction with competence allows individuals to adapt to complex and changing environments, while
frustration with competence is likely to lead to helplessness and a lack of motivation (Deci & Ryan, 2000).
Much like, but distinct from, concepts such as self-efficacy and the expectation of valuable results, the need
for competence is somewhat undisputed in organizational psychology. (Van den Broeck et al., 2010:982)

The need for competence refers to the tendency of individuals to influence the environment and obtain
desired results (White, 1959; Deci & Ryan, 2000). Efficiency frustration occurs when employees feel that they
are ineffective and cannot achieve desired end states in their work. Self-efficacy and outcome expectations
represent the perception gained regarding employees' abilities to succeed. Accomplish specific future tasks. In
contrast, the need for competence refers to a more general emotional experience of effectiveness as a result of
mastering the environment (Vander et al., 2012:255).

3. Belongingness frustration

The need for affiliation is defined as individuals' inherent tendency to feel connected to others, ie to
be members of a group, to be loved, cared for, loved, and cared for (Baumeister & Leary, 1995). The need to
belong is fulfilled when people experience a sense of connection and develop close and intimate relationships
with others (Deci & Ryan, 2000). The assumption that individuals have a natural tendency to integrate into the
social matrix and to benefit from care is equally emphasized in developmental approaches. It is compatible
with concepts in organizational psychology such as social support and loneliness at work (Vander et al.,
2012:255).

It seems important that policymakers provide other ways to meet the psychological needs of
employees. This can be achieved when employers invest in support of autonomy (Liu & Fu, 2011), for
example, when employee sentiment is not recognized, clear organizational communication is not provided,
and by not allowing employee participation, especially in uncertain times of change. This can lead to
employees not feeling understood and thus frustrated with belonging. Frustration of affiliation may be
associated with a breach of the psychological contract, because broken expectations regarding employee-
employer exchange may create mistrust in social relationships at work (Vander et al., 2012:266).
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Dimensions Items

| feel free to express my ideas and opinions in this job.*

| feel like | can be myself at my job.

At work, I often feel like I have to follow other people’s commands (R).
If | could choose, | would do things at work differently (R).

The tasks | have to do at work are in line with what | want to do.

| feel free to do my job the way | think it could best be done.

Autonomy frustration
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7 | Inmy job, I feel forced to do things | do not want to do (R).
8 | I don’t feel competent in my job* .
9 | I master my tasks at my job.

Compete for | 10 | | feel competent at my job.

frustration 11 | I doubt whether | can execute my job properly*.

12 | I am good at the things I do in my job.

13 | I have the feeling that | can even accomplish the most difficult tasks at work.
14 | 1 don’t feel connected with other people at my job (R).

15 | Atwork, I feel part of a group.

16 | I don’t mix with other people at my job (R).

17 | twork, I can talk with people about things that matter to me.
18 | I often feel alone when | am with my colleagues (R) .

19 | t work, people involve me in social activities*.

20 | At work, some people understand me*.

21 | Some people | work with are close friends of mine.

22 | At work, no one cares about me (R)*.

Beongingness
frustration

Appendix:

Note. (R) Reversed item. *Item not included in the final scale. The current study reports on the Dutch
version of the W-BNS, the validity of the English version remains to be studied. The items were translated
using the translation/back-translation procedure. The French version of the W-BNS is available upon request
from the corresponding author.

AFBLIIIBIH TIJII CABAFBIHJIA O3IHJIK )KYMBICBIH YUBIMJIACTBIPY
JAYTOBA Acem MyxTapoBHa
Kazak yITTBIK KbI31ap TIeNaroruKaiblK YHUBEPCUTETI
Anmatel, Kazakcran
dautova.asem97@gmail.com

Anjaarna

Illeren TimiHmE OpTYpJIi TamCBIpMalIapasl OpPBIHAAY Ke31HAE O3IHIIK KXYMBICTHIH Yieci Kasipri
3aMaHFbI TAJIAanTapra 6aaHeICTE apTaapl. JKorapsl OUTiM jkoHEe VIHTEpHETTIH TaHBIMAIIBIFBIHBIH apKaChIHIA
CTYIEHTTEp opTYPIi IIeT TUTiIHAer: MaTepuannapasl o3 Oerinme Tada anaapl. Kasipri oKy yaepiciniH Tarsl Oip
epeKIIeNiri — COHFBI JKBUINAPHI MIBIKKAH KONTEereH OpPUTAHABIK OKYJIBIKTapAa WHTEPHETKE HEeTi3JeNreH
TanceipManap 6ap. JlereHMeH, Ke3 KeNreH IIeT TUTIHACT1 YH TalChIpMachl, COHIai-aK CBIHBIITAFBI KYMBIC
Oenrim Oip mopekene KaMTHIBI: MYFadiMMEH KapbIM-KaThIHAC, alAbIMEH TallChlpMa KOWFaHIa, COHBIHIA
TaJKpUTaFaH/a JKoHe OHIMAUTIKTI Oaranay. Ocbutaiiia, OYTiHTT KYHI ©31HAIK )KYMBIC YVIIiH TallChIpMaap >Kui
Ke3zecei.

KiaT ce3mep: e3iHIIK XKYMBICHI, IIETEN TiJi, 9MIICTEME, OKY Yepici

Cabaxkra e31H/IIK KYMBICTHI YUBIMIACTHIPY — opOip MYFaIiM YIIIiH KayanThl 1a KABIH KYMBIC.

MekTen moHAepi OOHBIHINA, OHBIH IMIHAE MIET TUTI OOWBIHIIA 3aMaHayd OKYy Oargapiamanapbl
aKaJIeMHSITBIK AepOecTiKTi TopOueney XoHe OKy KaOUIeTiH KalbIITacThIpy TaNanTapblH KaMTHIBL O3IHIIK
YKYMBICTBI YHBIMIACTBIPY, OHBI Oackapy opOip MyFalliMHIH jKayanTsl Ja Kypaeni )KyMbIckl. byt Minaer opOip
MYFaJiMHIH aJIbIHIa MaHBI3Ibl MIHACTTEPIIH KaTaphIHIA TYPAIbL.

OicKepiepAiH