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THE EFFECT OF
TRANSFORMATIONAL
LEADERSHIP PRACTICES ON
STAFFS’ JOB SATISFACTION AT
GEZIRA UNIVERSITY IN SUDAN

Abstract. This study aimed to investigate the effect
of transformational leadership on job satisfaction among
staff of Gezira University. To this end, this study used a
correlational research design. 332 participants were taken
through stratified random sampling techniques. Data were
collected from staff members using a closed-ended
questionnaire. Data were analyzed through descriptive
and inferential statistics like mean scores, one-sample t-
test, Pearson correlation, and multiple regression analysis
respectively. The study found that transformational
leadership was practiced at Gezira University with its
different dimensions. The aggregate level of staff job
satisfaction at Gezira University was high in general. The
results also indicate that there was a positive and
moderate  relationship  between  transformational
leadership practices and job satisfaction at Gezira
University. Besides, transformational leadership effect
the level of job satisfaction at Gezira University. The
study recommended Gezira University should organize
training programs, courses, and workshops aimed at
equipping staff members with leadership skills and

competencies that enhance the practices of
transformational leadership.
Keywords:  transformational  leadership;  job

satisfaction; Gezira University; staff members.
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Introduction

In order to get the things done by others, managers are required to guide and lead
different people. Moreover, leadership is considered as an important element of directing
process. Also, leadership is the ability to influence others (Northouse, 2013). Leadership
quality is required and it plays an important role in the success or failure of an organization.
It depends upon situation; in one situation a leader may be effective whereas in the other,
s/he may not be effective. Accordingly, a leader needs to change his leadership style
considering the needs of the situation. In this regard, Burns' (1978) stated that
transformational leadership styles are the most prominent. He manifested that
transformational leaders are those who involve themselves with others in a certain way in
that both leaders and subordinates can increase motivation and working spirit to a much
higher level.

Transformational leadership is comprised of four dimensions named idealized
influence, intellectual stimulation, inspirational —motivation, and individualized
consideration. It is important to figure which dimension better suits the job satisfaction in
the context of the study. Inspirational motivation refers to the process by which leaders
motivate their followers in achieving organizational goals. An idealized influence
leadership relates to formulation of vision by the leaders to motivate followers. Another
dimension is the individualized consideration where followers act as a mentor or coach and
guides each individual follower. The fourth dimension is Intellectual stimulation which
relates to motivating and inspiring their followers to work in achieving organization’s goals.
This type is highly required in higher education (Avolio, Bass, & Jung (1997). It is
important to view these dimensions in relation to job satisfaction.

Scholar such as Avolio and Bass (1988) believe that transformational leadership is
effective than in achieving higher productivity, higher job satisfaction and lower employee
turnover rates in higher education rather than other styles of leadership. In this respect
transformational leadership allows presidents to establish an ethos of stability while
engaging stakeholders in a meaningful and productive manner. A university president who
demonstrates Transformational Leadership will motivate staff and faculty to achieve
superior performance, higher job satisfaction, and higher levels of commitment to the
institutional goals and vision (Bass & Riggio, 2006).Therefore, appropriate leadership for
managing transformation and change is urgently needed.

Job satisfaction is one factor that contributes to the success of an organization
particularly in managing human resource. Some workers may be satisfied with certain
aspects of their work and feel dissatisfied with other aspects (Munir, Rahman, Malik &
Ma’amor, 2012). In this regard, Locke (1976) stated job satisfaction as a pleasurable or
positive emotional state resulting from the appraisal of one‘s job and job experience. This
results from the perception that an employee‘s job actually provides for what he or she
values in the work situation. These include recognition, pay, supervision, professional
development, autonomy, decision-making and co-worker interrelationships. In study
conducted by (John, 2018) to examine the influence of transformational leadership style on
job satisfaction in a higher education institution, the findings indicates that there is a
positive and significant linear relationship and declares significant impact of
transformational leadership on job satisfaction. It is also proved that the quality of
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leadership will surely improve the level of Job satisfaction. The leader’s personality and
ability have a dominant effect on employees’ morale and commitment to the organization.

For the success of an organization, two factors are fundamental; they are effective
leadership and job satisfaction of an employee. Employees who have high job satisfaction
do more effort in order to perform their assigned tasks and to pursue the interests of an
organization. An organization with employees who have high job satisfaction can retain and
attract employees with the skills that it needs. According to Bogler (2001) leadership styles
affect different working environment, which directly affects the employee’s job satisfaction.
Hence, investigating the relationship between transformational leadership behavior and staff
job satisfaction is important for the success of institutions of higher education. Also it is
necessary to determine whether transformational leadership is an appropriate leadership
style for change management and transformation in the higher education setting in the
Sudan in general and locally in the University of Gezira to achieve staff satisfaction.

A review of relevant literature reveals various relationships between transformational
leadership and job satisfaction. In study conducted by Tucker et al. (1992) argued that
leaders who wanted to enhance their subordinates’ satisfaction should exhibit
transformational leadership behavior. Hetland and Sandal (2003) revealed a modest
relationship was found between transformational leadership and personality. Sung’s (2007)
found that, the faculty members working with the leader who was exercising
transformational leadership behavior showed more satisfaction. Hukpati (2009) investigated
the relationship between transformational leadership style of the heads of departments and
employee job satisfaction in tertiary institutions in Ghana. Moreover, universities must
retain satisfied employees to enhance productivity and reduce turnover. Hence,
transformational leadership was the factor that best explained the job satisfaction (Webb,
2009; Bateh, 2013; Amir Sadeghi and Zaidatol, Pihie, 2013; Nazim and Mahmood, 2016;
Ali, Said, Yusof, and Mat, 2016).

Thus, to create a positive organizational climate, reach goals more easily, you need to
employ a leadership style to achieve this, may be transformational leadership can be the
best style to do that (Aydin, Sarier, &Uysal, 2013). Chipunza (2010) found that
transformational leadership style has shown significant achievement in growth and
improvements in mergers and policies and for the development of innovative higher
education. Likewise, transformational leadership acts as a driving force for organizational
performance and innovation side by side job satisfaction of employees as transformational
leader interact with subordinates to motivate them, and facilitate employees to work up to
mark (Hussain et al., 2014). This is because the job satisfaction level may contribute more
positively to the owverall success of institutions of higher education. In this respect
examining the transformational leadership style to attain the job satisfaction among the staff
of the Gezira University in the Sudan motivated researchers to conduct this study.
Therefore, the current study seeks to investigate the effect of transformational leadership on
staff job satisfaction. Accordingly, the study is successfully seeking answers to the
following research questions:

1.  What is the extent of transformational leadership practice at Gezira University
as perceived by its staff?

2. What is the level of job satisfaction among the staff at Gezira University?
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3. Is there a significance relationship between transformational leadership and job
satisfaction among the staff of the Gezira University?

4. To what extent does transformational leadership affect job satisfaction among
staff members of GU?

Methodology

The correlation research design was applied in this study. A correlational design
provides an opportunity for you to predict scores and explain the relationship among
variables. In correlational research design, investigators use the correlation statistical test
to describe and measure the degree of association (or relationship) between two or more
variables or sets of scores (Cresweel, 2012). Therefore, it was used to investigate the
relationship and effect of transformational leadership on job satisfaction at Gezira
University.

The population for this study comprises of all teachers in different 20 colleges in
the Gezira University. The number of teachers in the university is 1226. In this study, the
teachers of Gezira University were selected through stratified random sampling technique
because it allows the researcher to select the participants from each category that leads to
create sample representative of a given population. The estimated size of sample from the
target population of 1226 teachers, at 95% confidence level with 5% level of precision is
found to be 332 teachers. The researcher applied Yamane’s (1967) formula to determine

the sample size: n =

1IN/ (22) where: n = sample size, N = Population size 2146, and e =

level of precision 0.05. Hence, n = —122,6 =302.
141226/ (0.0025)

After added 10% from the sample, the estimated sample size becomes 332 respondents
to compensate for persons who the researcher is unable to contact (Israel, 1992).

In this study, the questionnaire was used as a data gathering tool which consists of
two parts. The First part of the questionnaire is Multifactor Leadership Questionnaire
(MLQ) Form 6S in order to rate the four dimensions of transformational leadership
contains of 12 items (3 items for each dimension) with five points scale (1= strongly
disagree, 2 = disagree, 3 = partially agree, 4 = agree, 5 = strongly agree). The
questionnaire is designed to identify the staffs’ perceptions of Transformational
leadership at the Gezira University and the staff views about the implementation of
transformational leadership in the institution. The second part of the questionnaire will be
related to job satisfaction of the staff members. It will be used to identify and measure the
levels of job satisfaction among the staff in Gezira University. The questionnaire will be
developed from the Minnesota Satisfaction Questionnaire (MSQ) and Lester (1987)
Teacher Job Satisfaction Questionnaire (TJSQ); for measuring the satisfaction of
individuals having twenty aspects of working environment with five points scale (5 =
very satisfied, 4 = satisfied, 3 = natural, 2 = dissatisfied, 1 = very dissatisfied).

A pilot study was conducted prior to the final administration of the questionnaires
with all respondents. In order to check the reliability of the researcher instruments a pre-
test was carried out on 40 teachers in a faculty of education in (Hantoub), those who were
not involved in the respondents. The results of Cronbach's alpha was 0.939 for
transformational leadership and 0.879 for job satisfaction.
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Findings
This section mainly concerns the presentation of the study results based on the
data collected using a questionnaire.

1. The extent of transformational leadership practices at Gezira University

To examine the transformational leadership practices at Gezira University, one
sample t-test analysis was employed for aggregate transformational leadership practices
and their sub-dimensions. Hence, the mean scores, test values, and standard deviations
of the variables were computed, and the result is shown in Table 1.

Table 1: One sample t-test of the extent of transformational leadership practices at
Gezira University

Dimensions N Mean Test Std. T df Sig. (2-
Value Deviation tailed)
Idealized influence 332 9.4828 6 2.86659 22.138 331 .000
Inspirational motivation 332 9.6045 6 2.69672 24354 331 .000
Intellectual stimulation 332 8.8439 6 3.14506 16.476 331  .000
Individual consideration 332 8.9611 6 2.87164 18.788 331  .000

Overall transformational

leadership practices 332 36.8923 24 9.93150 23.653 331 .000

As it is clearly indicated in Table 1, the mean values of each dimension of
transformational leadership practices (idealized influence m = 9.4828, inspirational
motivation m = 9.6045, intellectual stimulation m = 8.8439, and individual consideration
m = 8.9611) were significantly higher than their respective test values which were (6) for
all of them at their respective t (331) = 22.138, 24.354, 16.476, and 18.788 at p < 05. The
results imply that idealized influence, inspirational motivation, intellectual stimulation,
and individual consideration were practiced at Gezira University.

Besides, the mean of the aggregate score of transformational leadership practices
(36.8923) was also significantly greater than the expected test value (24) at t (331) =
23.653, p < .05. Since the aggregate mean value was significantly higher than its test value,
the result shows that the transformational leadership was practiced at Gezira University with
its different dimensions.

2. The level of job satisfaction among the staff at Gezira University

To describe the level of staff job satisfaction at Gezira University, a one-sample
t-test was employed, and the result is shown in Table 2 below.
Table 2: One sample t-test of the level of job satisfaction among the staff at Gezira

University
Factors N Mean Test  Std. T df Sig. (2-
Value Deviation tailed)
Work itself 332 11.9418 12 2.67830  -.396 331 .692
Pay 332 8.6225 12 3.53653  -17.401 331 .000
Promotion 332 144580 12 2.99075 14.975 331 .000
Work Condition 332 119075 12 3.02930  -.557 331 .578

Supervision and Coworkers 332 15.7682 12 3.00761 22.828 331 .000
Overall staff job satisfaction 332 62.6980 60 10.45617 4.702 331 .000
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The result in Table 2 shows that the mean scores of the promotion (14.4580), and
supervision and coworkers (15.7682) were found to be significantly higher than the
respective test values (12) at t (331) = 14.975, 22.828, and p < 0.05. The meaning is
that the staff of the Gezira University was demonstrating high level of job satisfaction
in these two dimensions. On the other hand, the mean score for work itself, pay, and
work condition dimensions of job satisfaction was (11.9418, 8.6225, and11.9075) was
lower than the expected mean (12) at t (331) = -.396, -17.401, and -.557 at p < 0.05.
This indicates that the staff members were not satisfied in dimensions. In addition, the
overall mean score of job satisfaction (62.6980) was also significantly more significant
than the expected test value (60) at t (331) = 4.702 and p < .05. This means the
aggregate level of staff job satisfaction at Gezira University was high as a general.

3. The relationship between transformational leadership and job satisfaction

To investigate the relationship between transformational leadership practices and
job satisfaction, the Pearson correlation coefficient was used. Considering that
correlation of 0.90 to 1.00 Very high correlation; 0.70 to 0.89 High correlation; 0.50 to
0.69 Moderate correlation; 0.30 to 0.49 Low correlation; and 0.00 to 0.29 little if any
correlation. The results are shown in Table 3.

Table 3: Pearson correlation for the relationship between transformational
leadership and job satisfaction among the staff of the Gezira University

Variables 1 2 3 4 5 6
1. Idealized influence 1

2. Inspirational motivation 6367 1

3. Intellectual stimulation 581" 694" 1

4. Individual consideration 5747 664™ 7307 1

5. Transformational Leadership 811™ 867" .884™ .866™ 1

6. Job Satisfaction 546™ 399" 386"  .414™ 508" 1

**_Correlation is significant at the 0.01 level (2-tailed).

Table 3 presents the result obtained from correlation analysis of the transformational
leadership practices and job satisfaction. The results of correlation analysis revealed that, at
0.01 alpha level, the dimensions of transformational leadership practices (namely idealized
influence, inspirational motivation, intellectual stimulation, and individual consideration)
were positive and moderately correlated with the job satisfaction at their respective r values
(r=.546",.3997, .386 ", .4147) and (p < 0.01). Moreover, in the same table, the result of
correlation analysis revealed that the scores of the dimensions of transformational
leadership were positive and significantly high correlated among themselves.

Table 3 also indicates that the overall transformational leadership practices were
positive and moderately correlated with the job satisfaction at r =.508" and p < 0.01. This
indicates that there was positive and moderate relationship between transformational
leadership practices and job satisfaction at Gezira University.

4. The effect of transformational leadership on job satisfaction

To answer this question multiple regression analysis was used to analyze the
relationship and to see the significant effect of the transformational leadership on job
satisfaction. Multiple regression analysis was used after confirming the conditions of its use.
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Table 4: Model Summary
Model R R Square  Adjusted R Square Std. Error of the Estimate
1 5602 313 .305 8.71811
a. Predictors: (Constant), Individual consideration, ldealized influence, Inspirational
motivation, Intellectual stimulation

Table 4 shows that the value of R = .560 is the level f prediction, and R? = .313,
which is the proportion of variance in the dependent variable that the independent
variables can explain. The meaning is that independent variables (dimensions of
transformational leadership) explain 31 % of the variability of the dependent variable
(job satisfaction).

Table 5: ANOVA test

Model Sum of Squares df Mean Square F Sig.
Regression 11334.956 4 2833.739 37.283  .000P
1 Residual 24853.786 327 76.005
Total 36188.742 331
N =332

a. Dependent Variable: Job Satisfaction
b. Predictors: (Constant), Individual consideration, ldealized influence, Inspirational
motivation, Intellectual stimulation

Table 5 shows that the dimensions of predictors' variables of transformational
leadership practices are entered into the regression model. The regression results
indicated that the dimensions of transformational leadership practices jointly
significantly predicted the job satisfaction (F (4, 327) = 37.283; p < 0.05). Therefore,
the result of ANOVA is significant. This means that the regression is significant, and
there is a relationship between transformational leadership practices and job
satisfaction. To identify the predictor variables that explained a significant amount of
the variance in the dependent variable (job satisfaction), significance tests of the
regression coefficients were conducted. The results of these significant tests are shown
in Table 6 below.

Table 6: Test of Significant Predictors of the job satisfaction

Model Unstandardized Standardized t Sig.
Coefficients Coefficients
B Beta
(Constant) 41777 21.790 .000
Idealized influence 1.646 451 7.255 .000
1 Inspirational motivation .037 .010 133 894
Intellectual stimulation .060 .018 245 .807
Individual consideration 494 .136 1.889 .060

R? = .313; Adjusted R? = .305
a. Dependent Variable: Job Satisfaction

To explore the predictive ability of dimensions of transformational leadership
practices; Individual consideration, Idealized influence, Inspirational motivation,
Intellectual stimulation on job satisfaction, stepwise multiple regressions were
employed. As shown in Table 6, only the idealized influence dimension was significant
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predictor of job satisfaction. This dimension of transformational leadership practices
accounted for a statistically significant amount of variability in the job satisfaction (R?
=.305, F (4, 327) = 37.283; p <0.05).

Thus, it was likely to see that 31% of the variance in the job satisfaction is
explained by the contributions of the idealized influence dimension. For instance, the
Beta coefficient (B) of 0.451 suggests that for every one-unit increment of the idealized
influence, there was a 0.451 unit of increment in the job satisfaction. In other words, it
was revealed that the job satisfaction increased by 45.1% when the contribution of
idealized influence increased by a wunit. The rest three variables; individual
consideration, inspirational motivation, intellectual stimulation was excluded by the
model since it had no contribution to the job satisfaction at their respective (p = .010,
.018, .136, and sig = .894, .807, .060 > 0.05).

Discussion

Based on the findings of this study, the Gezira University demonstrated
transformational leadership behavior. To elaborate, the dimensions of transformational
leadership; idealized influence, inspirational motivation, intellectual stimulation, and
individual consideration was practiced in the Gezira University. This result agreed with
the Daniels and GooDboy (2014) revealed that transformational leadership is an
important predictor of student learning in the U.S. college classroom. Basham (2010)
asserts that the elements of transformational leadership, specifically motivating and
stimulating followers toward the collective mission, must be combined with a
university presidents “individual quality of commitment demonstrated with passion,
intensity, and persistence” in order for that institution to achieve success.

According to the finding of study, the staff of the Gezira University was
demonstrate low level of job satisfaction in factors; work itself, pay, and work
condition. This result seems to agree with Tai (2014) who explored the levels of job
satisfaction among staff of public and private universities in Taiwan and how they
differ in their satisfaction levels regarding salary, work environment, and others.
Hanaysha (2016) found that work environment and organizational learning have
significant positive effects on job satisfaction. Mateko and Nirmala (2017) highlighted
salaries as a factor influencing job satisfaction. Further, insufficient financial resources
to support teaching, learning and research at the NUL affected job satisfaction. On the
other hand, the findings of the study revealed high level of job satisfaction in factors;
promotion, and supervision and coworkers. This result agree with the Fessehatsion and
Bahta (2016) revealed that co-workers relations, and training and development have
strong positive and significant contributions to job satisfaction of the faculty in
institutions of higher education in Eritrea.

Furthermore, as a study of Syed, Bhatti, Michael, Shaikh, and Shah (2012)
identified that college satisfaction is the most significant aspect in higher education and
is important for the improvement, efficacy and effectiveness of the higher education
system, the staffs of Gezira University demonstrates a high level of job satisfaction.
This result agree with result of Boyer et al. (1994) explored that in 14 countries among
other factors, the professors had a high sense of satisfaction with their intellectual lives
and the courses they taught as well as their relationships with colleagues. Duong (2016)
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showed that most respondents were satisfied with their jobs, and that faculty job
satisfaction varied with age and discipline. This result differ from result of Shafi,
Memon, Fatima (2016) who found that teachers are not satisfied their job because of
factor considered for promotion is fully dissatisfied of teachers and working place,
training and outcomes of training only satisfied issue of teachers.

Moreover, the finding of this study noted that, the dimensions of transformational
leadership practices (namely idealized influence, inspirational motivation, intellectual
stimulation, and individual consideration) were positive and moderately correlated with
the job satisfaction. This indicates that, there was positive and moderate relationship
between various dimensions of transformational leadership and level of job satisfaction
at Gezira University. This finding is consistent with the study of Hetland and Sandal
(2003) revealed a modest relationship was found between transformational leadership
and followers rating on satisfaction. Sung’s (2007) found that, the faculty members
working with the leader who was exercising transformational leadership behavior
showed more satisfaction as compared to the followers whose leader was practicing
transactional and laissez-faire leadership behavior. Hukpati (2009) showed a positive
correlation between transformational leadership and employee job satisfaction. Nazim
and Mahmood (2016) found that there is a significant relationship between
transformational leadership style and job satisfaction.

In addition, the findings of the study indicated, most of the change in job
satisfaction is explained by the variables including in the regression model (dimensions
of transformational leadership). The meaning is that there was positive effect of
transformational leadership on level of job satisfaction at Gezira University. This result
consistent of the result of Sadeghi and Zaidatol, Pihie (2013) found out that
transformational leadership was the factor that best explained the variance of most
satisfying variables of lecturers job satisfaction. Ali, Said, Yusof, and Mat (2016)
revealed that the leadership styles, namely charismatic/inspirational, individualize
consideration and intellectual stimulation were found to be significant drivers of the
employees’ job satisfaction. Thus, research findings confirmed that there are positive
relationships between leadership style and job satisfaction. The most salient finding was
that individualized consideration leadership strongly affected their job satisfaction.

Conclusion and recommendations

This study was assessing the relationship between transformational leadership
practices and job satisfaction in the Gezira University and to understand the effect of
transformational leadership on staffs’ job satisfaction at the same university in Sudan.
To meet the objectives of the study, different literatures that pertinent to the study were
reviewed. To this end, the study has been guided by a correlation research design.

Depending up on the results of data analysis, the transformational leadership
practiced at Gezira University in all its dimensions. The staffs of Gezira University
demonstrate high level of job satisfaction. Therefore, there was positive and moderate
relationship between various dimensions of transformational leadership and level of job
satisfaction at Gezira University. Besides, transformational leadership effect level of
job satisfaction at Gezira University. This implies that most of the change in job
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satisfaction is explained by the variables including in the regression model i.e.
dimensions of transformational leadership.

Based on the findings of the study, the following possible recommendations are
forwarded. The Gezira University should organize training program, courses and
workshops aimed at equipping staff members with leadership skills and competencies
that enhance the practices of transformational leadership. Gezira University also should
look for sources to increase the income for its staff members and provide opportunities
for the staff to develop themselves. The Gezira University must improve the work
condition for the staff by providing work facilities and improving the work environment
as whole. Besides, in order to promote teacher satisfaction, university' leaders ought to
create open and collegial climate in their institutions in which teachers can freely
express and share their opinions and collaborations on important decisions.
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BILIUB TPAHC®OPMAIIMHOI' O JIJJEPCTBA HA
3AJOBOJIEHHSA YMOBAMM ITPALI CEPE/]
CHIBPOBITHUKIB YHIBEPCUTETY I'E3IPA B CYJIAHI

Caiigpanodin Idpic Onia, noneHT Kadeapu OCHOB OCBITH Ta YIPaBIIHHS
ocpitoro, Ilemaroriuyamii  ¢akynprer, VYHiBepcurer Xapryma, Cynan,
saifoniaB9@gmail.com

Amenv @apaodrxc Pmaoan, nouent xadenpu ocBiTHIX Hayk, [legaroriunmit
daxynbTer, YHiBepcutet ['e3ipa, Cynan; amelfarag99@gmail.com

Anomauia. ILle oOocnioxcenns mano Ha Mmemi O0CAIOUMU  GNIUS
mpaucghopmayitinoco nidepcmea HA 3a0080JEHICb YMOBAMU Npayi cepeo
nepconany Yuieepcumemy Ilezipa y Cyodaui. 3a0ns yvbo2co 00CHiOHCEHHI
BUKOPUCMOBYBABCS KOPENAYIUHUL OU3AtH 00CHiodceHHs. 332 yuacHuku Oyau
8i0IOpaHi 3a 00ONOMO2010 Memoodie cmpamughikosanoi 6unadkosoi eubipku. /lani
Oynu 3i6pani 8i0 CniBPOOIMHUKIE 30 0ONOMO20I0 3aKpumoi ankemu. /lani 6yau
NpOaHanizo8ani 3a O0ONOMO20K ORUCOB0I mMa IH@epenyiunoi cmamucmuxu,
30Kpema cepedHix banis, 00HOB8UOIPKOBO2O t-Kpumepito, kopenayii Ilipcona ma
MHOJNICUHHO20 pecpeciliHo20 aHanizy 6i0N0GIOHO.

Jocniosxcenns nokazano, wo 6 Yuieepcumemi Ie3ipa npakmukyemvcs
mpancgopmayitine  1idepcmeo 3 piBHUMU  PIGHAMU. 3a2albHULl  PIBeHb
3a0080]1eHOCMI nepconany pobomoio 6 yHieepcumemi [esipa 0y8 3acanom
sucoxkum. Pezynomamu makoowc ceiouamo npo nosumuHull i NOMIpHULL 36 130K
MidC  npakmuxolo  mpaucgopmayilinoco aidepcmea  ma  3a00804EHICMIO
pobomoro 6 yuieepcumemi I ezipa. Kpim moeo, mpancgopmayiiine nioepcmeo
8NIUBAE HA piBeHb 3a0080]eHOCmi pobomolo 6 VHieepcumemi I esipa.
Hocniosicnuku maxodic pexomenoyeanu Yuieepcumemy [esipa opeanizysamu
HABYAIbHI Npo2paMu, KYpPCU MaA CeMiHapu, CNpsaMo8aHi HA Qopmy8awHs y
CniBPOOIMHUKIE I0ePCbKUX HABUYOK MA KOMNemeHyill, fAKi NOKpaujyiomo
NPAKMUKY NPO8AONCEeHHs. MPAHCHOPMAYIHO20 idepcmaa.

Knwuoei cnoea: mpancghopmayiiine nioepcmeo;  3a00801eHHA  6i0
pobomu,; Yuieepcumem I 'ezipa; cniepobimnuxu.
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