CTAHOBMILE

OTHOCHO: JIcepTaloHeH Tpyn 3a npuckxaane Ha OHC ,, JOKTOP*
B ipodecoHaTHO HanpasieHue 3.7. ,,ATMIUHACTPAIUS U yIIpaBlIeHHE
JIOKTOpCKa nporpama ,,Opranusanus 1 ynpasjieHUe U3BBH cepaTta Ha
MaTEpHUaTHOTO MPOU3BOICTBO (MEHUHKMBHT Ha MyOnyHarta chepa)‘

ABTOp Ha nuceptanmoHuus Tpya: Monuka I'eoprueBa UueBa

Tema Ha AUCEpTAIMOHHUS TPYI: OpraHu3anoHHO pa3BUTHE M MOTHBALMS HA
CJYKUTEJNTE B MyOJUYHATA A IMUHUCTPALUS

OT: nou. a-p Anexkcanabp MiBaHoB BbiikoB

YHUBEPCHUTET 32 HAIMOHATTHO U CBETOBHO CTOMAHCTBO - Codus
dakynTeT ,, YIpaBJiIeHHe U aIMUHUCTpALIU
Karenpa ,,[ly0nudna agMuHHCTpaAIUs

OcHoBanue 3a NpEaACTaBsAHC HA CTAHOBUILICTO.

(1) 3amosen Ne 1296/05.07.2024 r. na Pexropa na FOro3zananen yuusepcurer ,,Heodut Puicku®,
bnaroesrpaz 3a yTBbp:k/1aBaHE Ha ChCTAaB HAa HAYYHO JKypH 10 3aIlMTa Ha TUCEPTAL[IOHHUS TPY
u npuckxkaane Ha OHC ,,noktop* u Pemenne Ha @akynreTHus cbBeT Ha [IpaBHO-ucTOpHUYECKH
daxynrer (ITporokon Ne 6/20.06.2024 r.) u

JlaHHY 32 00y4YeHHEeTO 1 32 IUCePTAHTA

Monuka 'eoprueBa Nuesa (27/10/1994) e mnpuera 3a pefoBeH JJOKTOPAHT B Kareapa
,HallMoHaIHa CUTYpHOCT M myOinyHa agMUHHUCTpanus™ kpM I[IpaBHO-ucTOpruecku (haxkyiTer
npu fOrozananen ynusepcuret ,,Heodut Puicku®, brnaroesrpan cbc 3amoBen Ha pekTropa Ha
yauBepcutera Ne 2820/17.12.2018 r. cbc cpok Ha oOydenme 12/12/2018 - 11/12/2021 r.
OOyueHnero B JOKTOpcKa mporpama ,OpraHuzanus M YOpaBlIeHHE HU3BBH cdepaTa Ha
MaTepUATHOTO TMPOU3BOJCTBO (MEHU/DKMBHT Ha myOnudHata cdepa) € YIBIDKEHO ¢ eIHa
rojiiHa, a cjiej u3Th4aHe Ha To3u cpok (11/12/2022 r.) e orymcieHa ¢ MpaBoO Ha 3allUTa. 3a
Hay4YeH PHKOBOJMTEN Ha JOKTOPAHTKATA IO Temara ,,OpeaHu3ayuoHHo pazeumue u MOmueayus
Ha cayscumenume ¢ nyoauyHama aomunucmpayua’ e onpenenex npod. a-p Banentun Ilenuen
Bacwuiies.

OO6pa3zoBaTenHaTa IbTEKa Ha AUCEpTAaHTA € CBbp3aHa ¢ bmaroesrpaa. Cren 3aBbpliBaHe
Ha CpeaHOTO cu obOpa3oBanue B [IpodecnmonanHa rumHaszus no MKoHomuka ,Ban Mnues®,
bnaroesrpan, cbc crnenuaiHocT ,,0aHkoBO neno® (mpe3 2013 r.), TS e mpuera M 3aBbplIBa
I'BJIHUS KypC Ha oOydyeHue B OakalaBbpckara mporpama mo ,JlyOonuunHa agMuHHCTpanus™ Ha
IOrozananen ynuBepcurer (mpe3 2017 r.). [IpogbmxaBa 00pa3oBaHUETO CH B Marucrparypa B
CBIUIUSI YHUBEPCUTET, KBJIETO C€ AUIUIOMHpPAa C MarucTbpcka CTENeH IO ,,YIpaBlIeHHE Ha
YOBEILIKUTE pecypcu B mybauuHara cepa’ (2018 r.).

[Ipodecrnonanuuar npT Ha AUcepTaHTa ChUIO € cBBbp3aH c¢ bmaroesrpan. Ilpes 2021 r.
3amoyBa pabora B OOmmHa bmaroeBrpan, kbAeTo paboTH HA Pa3IUYHU TMO3UIUU U KBM
MOMEHTa. 3a KpaTko paboTH KaTo CHEeNUaIuCT B OTnaen ,,Bpb3ku ¢ oOmecTBeHOCTTA™, Cles
KOETO € Ha3HaueHa 3a MIIAJIIM €KCIepPT IbpPBO B OTHEN ,lIpaBHO-HOpMATHUBHO OOCTYyXBaHE",
nocie B otaen ,,Ona3BaHe Ha OKOJHATa cpeAa‘, a KbM MOMEHTA € MJIAJIIINA €KCIEPT B OTIEN
,»,EBPOINENCKN IPOEKTU U MPOTrpamu*.

Bnanee anrnmiicku e3uk (HuBO B1).

ABToOnorpaduyHUTE JAaHHM MOKA3BaT yCTOWYHMB MHTEPEC Ha JUCEpTaHTa IO TeMaTa 3a
yIOpaBlieHHE Ha YOBEIIKUTE pECypcH B IyOJMYyHATa agMUHHUCTpanus. ToBa ce BMXKIa OT
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©XKEroHOTO ydyacTHe B mpoBexaaHuTe oT [IpaBHO-mcTOpHuecKus (akyaTeT CTYIEHTCKH H
JOKTOPAHTCKH HAayYHH CECHH, B ITyOJIMKAallMOHHATA JEWHOCT IO BpeMe Ha JOKTOPaHTypaTa
(mocovenu ca o0mo 7 Hay4HH MyOJIMKAMU CaMOCTOSTEIHO M B ChaBTOPCTBO). Moke na ce
0000111, Yye TeMara 1o KosATO paboTH € Pe3yaTaT OT YCTOMYMB MHTEPEC M 3HAHMS II0 BpEeMe Ha
o0yuenuero cu B FOrozamnajeH yHUBEpCUTET.

O01ma xapakTepucTHKA HA JUCEPTANMOHHUS TPY/

JucepranmoHHUAT Tpya € B obem oT 193 crpanuim, oT kouto 162 crpaHUIM ocHoseH
meKkcm, CTPYKTypUpaH Taka: YBOJ, TPH TJaBU W 3aKIOYeHHWE. B OCHOBHHS TEKCT Ha
uscienBaHero ca BkiroueHu 9 cxemu, 10 rpaduku u 1 purypa, KOUTO UMaT MIIFOCTPATUBHA 11T
— MPEACTaBAT CTPAaHU OT TEOPETUYHUTE KOMEHTApH M 0000IIaBaT pe3ysiTaTH MPOBEIACHUTE
eMnupuyHu npoydBaHus. CIUCHK HA (UTYpUTE U CHUCHK HA W3MOJI3BAHUTE CHKpAIICHHS ca
000co0eHN B HA4YaJIOTO HA phKOmuUca. B kpas Ha aucepranusaTa ca MoKa3aHu 12 MpUIIoKeHUs,
Cpell KOUTO IMO-BOXKHU W HEOOXOIUMH 3a JUCEepTAIUsATa ca aHKETHATa KapTa M MPEICTABCHUTE
pedepeHIy 3a MPUIOKUMOCT Ha pa3paboTeHUs OT qucepTanTta mojel. [Ipuioxkenus ot Ne2 o
Ne7 (c.181-186) He HOCAT ,,CTOWHOCT™ 3a M3CIEABAHETO M B T.CM. T€ HE Ca HEOOXOIMMH.
Pa3pabotenaTta OT aucepTaHTa aHKETHA KapTa MOJXE Jia Ce OINpENeNn Karo ,,Kbca™ U BKIOYBA
0010 9 BBIIpOCa, KaTo MbpBUTE 4 ca mopTpeTHU. T e pasmonoxeHa B miatdopmara Google
Forms, xbaero mo3Boisia Obp3 10cThI (10 162 pecroOHIEHTH OT pa3IMYHH WHCTHTYIIUU Ype3
MOKaHa Ha €JICKTPOHHUTE UM IOIK) U 00pabOTKa Ha MOJYYCHHUTE JaHHHU. BBIpeku ,,KbcaTa
JMCTa* JAHHUTE OT HEesl MOrar Jia ObJaT M3MOJI3BaHH 32 ChCTaBSIHE HA MOTUBAIMOHHH TIPOQHIU
Ha OCHOBaTa HAa KOWTO Ja OBJAT HICHTHUPUIMPAHU MPOOIEMH M MPOMEHU B MOTHBALIMATA HA
ciykutenute. JJokoakoTo n300pbT Ha aIMUHUCTPAIIMU 32 00EKT Ha MPOYYBAHETO CE OCHOBABa
Ha TOBa, Y€ TE¢ ,,MIOKA3BaT 3HAYMTEJICH HANpPEIbK IMpe3 TOCICIHUTE TOJAWHU B 00JIACTTa Ha
MPOEKTHOTO YIPABICHHE U Pa3BUTHETO HA YOBEUIKUTE pecypcH’ (c. 74) To 3a mocovyeHata Len
TO3W U300p MOXKE Ja ce MpueMe 3a 00OCHOBaH. 3a W3CIEBaHE C MO-TOJIsIM Mamad (M3BBH
obnact bmaroesrpaa, mpeoOnaiaBamio B JUCEPTALUATAa) U CHOTBETHO IMO-TOJSIMA BAJIHMIHOCT
gpe3 BKJIIOYBAHE HA aJIMUHUCTPANMU OT PA3IUYCH paHI, PETHOHH H Jp. € HeoOXOoIuMo
MPOIBIDKABAHE M pasllIMpsiBaHE HA MPOy4BaHEeTo. ToBa OM OCHUTYpPHIIO AOMBIHUTETHO IIEHHA
nH(pOpMaIHsI, HOBH BBH3MOXKHOCTH 33 TO-JCTAWIHO TPO(UIMpaHEe W CHWIHO OW ITOBHUIIIIIO
BaJMJHOCTTA, PE3YylATaT Ha CHOTBETCTBHE MEXKAY EMIIMPUYHUTE ApTYMEHTH U TOTy4EHUTE
pe3yaTaTh B KOHTEKCTa Ha BB3MpHETaTa CTpPAaTerus Ha H3CJelBaHe, C KOETO Ce OCUTypsiBa
Hay4Ha ISUIOCT U 3aBBPIICHOCT Ha U3CIIEBAHUS POOIeM.

Beopekn 3asBeHUTE KOHKPETHM MpPAarMaTUYHU M MPUIOKHM Lenu (CBBP3aHU C
,[IPEJUIAaraHeTO Ha HEeTPaJUIMOHHM METOAM 3a MoTuBauus, c. 11) mucepranusta 3anara u
TEOPETUYHH OYaKBaHUS (,,4a 3aIBJIHM MpPAa3HOTA B pelalusATa OPraHU3alMOHHO DPa3BUTHE —
MotuBanusa“, c. 10). llenTpanHa pons B M3MbIHEHHE HA IOCIEIHOTO € MPOBEXKJIAHETO Ha
KaOMHETHOTO NMpOyyYBaHe, 0a3UPaHO Ha MIMPOK CIUCHK OT MPOYYEHU M OCMHCICHH JTUTEPaTypHU
m3rounnny. CrpaBkara 3a M3MOJ3BaHATa JHUTEparypa € pasfeneHa Ha 4 o000coOeHu U
CaMOCTOSITEITHU YacTH, BCAKA ChCc coOcTBeHa HOMepalust. O0musaT 6poii Ha u3ToyHuuuTe € 151,
OT KOUTO 2/3 ca M3TOYHUIIM Ha ,,0BITAPCKU U HA YYXK]J €3UK", a OT mocnenuurte 1/3 ca u3gaaeHu
B IIOCJIETHUTE 5 T., KOETO € J0OBp aTecTaT 3a 00XBaT M aKTyaJTHOCT Ha U3CJIEBAHETO.

YMeHHeTo Ja ce ChCTaBs, MPEACTaBU W KOPEKTHO Ja C€ W3IO0JI3Ba pejeBaHTHA Ha
u3cienBaHata Tema Oubnuorpadus € 3aTbDKUTEITHO YCIOBHE 3a BCAKO JHUCEPTAIIMOHHO
W3CIie/IBaHe, Ha KOETO BCEKHM JOKTOPAaHT TpsiOBa na OObpHE CEpUO3HO BHHMMaHue. Tpu ca
OCHOBHUTEC 66.]'[6)1(1(1/1 KbM }II/ICGPTaHTa B Ta3 HACOKa: H’I)pBO, /:[06paTa aKaCMHN4YHa HpaKTI/IKa HEC
paszzens HaydyHarTa JHMTEparypa Mo TOKa3aHWs (€3MKOB) MPU3HAK, BTOPO, JIMIICBA YEIHAKBEH
CTaH)IapT HpI/I Hpe)ICTaBSIHeTO Ha J'II/ITepaTypHI/ITe N3TOYHUITHN (BI/IHHO oT paSJ'H/I‘-IHOTO J50%¢
MpeJICTaBsHEe B JBaTa ,,63UKOBU OJIOKA™); TPETO, HE ca CIIa3CHU MpaBWIIATa 3a MPEACTABSIHE HA
WHTEPHET U3TOYHHIINTE. 3M0JI3BaHUAT HAUWH 32 padoTa ¢ TUTepaTypaTa € ¢ HHJICKC B TeKCTa U
mo3oBaBaHe ,, o uepra“. ToBa € KOPEKTHO, HO W KpHUE PHCK OT pPa3MHHABAHE MEXITY
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W3TOYHULIMTE B CIIpaBKaTa U Te3u B TekcTa. Hampumep, mocoueHuTe moj yepTa MU3TOUYHUIU C
y4JacTueTo Ha aucepranta Ha ctp. 140, 141, 142 u 145 He ca oTpa3eHM B clpaBKaTa 3a
JuTeparypara.

Bcuuky M3TOYHMIM ca CHOTHOCMMHM C TeMmara Ha auceprainmara. HsMam CcbMHEHHS B
KOPEKTHOCTTa Ha JOKTOPAaHTa MpU M3IOJI3BaHE HA MOCOYEHUTE W3TOYHHUIM. JlHMCepTaHThT e
paboTHII KOPEKTHO C TOCOUEHATa JINTEpATypa U JaHHHU.

AKTYaJIHOCT, NOXXO0/ M IN3aiiH HA U3CJIeIBAHETO

(1) AkryanHOCTTa M 3HAYCHUETO HA TEMaTa 3a POJAMmA HA MOMUBAYUAMA 6 Npoyecd Ha
opeaHuzayuonHomo paszeumue (KaKTO IUCEpTaHTa IMOSACHSABA TemaTa CH U LEJITa Ha CBOETO
u3cieBaHe Ha MHOTO MECTa B TEKCTa) HE MOXe J1a ObJe ocriopeHa. Ta3u cBbp3aHOCT MpUBIAYA
BHUMaHMETO Ha M3CJEI0BATEJINTE HA YIPABICHUETO (MEHUDKMBHTA) OT JECETHIIETUS U MOXKe
Ia ce ,,Knacuuimpa“ B Kareropusra ,,seunu’’. MzcieqsaHeTo Ha Bpb3KaTa MEXy TSAX IMOMAa B
noiemo Ha Op2AHU3AYUOHHOMO nogedenue, B YUUTO O0OXBAT ca U3yyaBaHETO Ha
WHIUBUAYAJIHOTO IMOBEACHHWE W TpyloBaTa JMHAMHUKa B OpraHu3allMOHHa cpena. B pasnuuen
BpPEMEBH, COLIMAJIEH, TEXHOJIOIMYEH, [TOJINTUYECKH, TPEIMETEH, U T.H. KOHTEKCT U3y4aBaHETO U
npeneUHUPAHETO HA Ta3u CBBP3aHOCT, B YMUTO (OKYC HEM30EKHO IMOMaaar ,,BeYHUTE TeMHU
Karo MOTHUBAlMATA, JMIEPCTBOTO, BIJIACTTA, €KMUIIHATa paboTa, OOIIyBaHETO, JUYHOCTTA,
HarjlacuTe, EMOLIMUTE, €TUKATa, MUCIIEHETO, YYEHETO U U3IBbJIHEHUETO, U T.H., OCUTYpsiBa HOBO
pa3bupane (Teopus) U NPUIOKHO 3HaHUE. [Ipe3BUKaTENICTBOTO Mpe/ H3y4yaBaHETO (a 3HAYU U
3a yIpaBJI€HUETO) Ha MOBEJCHUETO Ha XOpaTa B OPraHU3alMUTE, OUEBUHO CIOXKHO U TPYAHO 32
pa3bupane, € HEroBUAT UHTEPAUCLUIUIMHAPEH IPOU3X0/1, KOETO I'0 IIPAaBHU OLIE MO-CI0KHO U I10-
TPYJHO 3a M3y4YaBaHE BbB BpeMeHa Ha NpoMmsiHa. MIHCTpyMEHT 3a pa3uepTaBaHETO Ha IbT 3a
IIPAKTUYECKOTO CIPABSIHE C TA3M 3ajayda € ONUTHT Ja C€ CUCTEMaTU3HMpa BCUYKO TOBA B IIOCOKA
Ha YCBbBBPUICHCTBAHE HA OPraHU3allUUTEe, BUJHO B 3aCHWJIBAHETO HA HHAMBUAYAJIHOTO H
OpraHU3alMOHHO Ojaronosnyuue U epeKTUBHOCT. Cucmemuusam nooxoo Kvm ynpagieHuemo Ha
NPOMAHAMA 6 Op2aHU3AYUUME NPEeOCMABIA6A KOHYENYUAmMA 34 OP2aHU3AYUOHHOMO Pa3eumue.
ToBa pazOupane urpae posisTa Ha MapKep, CIpsIMO KOWTO c€ CbU3MepBa €IMH OT KOMIIOHEHTHUTE
Ha OPraHU3alMOHHOTO MOBEEHUE, MOTHBAIUATA, KOATO € U IPEeIMET Ha TUCepTaLUsATA.

(2) Tlpexn BuA TOPHOTO, B KOHTEKCTA HA OYEPTAHUTE MaIlaOu Ha 3a/a4ara, € OUeBH/IHO - 32
HEHHOTO Mpoyd4BaHe (C MHAWBHUIYAJIHU YCWIMS) € HEOOXOAMMO ONPOCTSBAaHE, PA3TIICKIAHO
KaTro wuscienoBaTencka crparterusa. Kak monaxoxnpa nucepranta? Tol M3Moi3Ba IOHE JIBE
orpannuenus. [IspBoTo, ce chcTOM B M300pa Ha KOHKpETHA MpeaMmeTHa oOnacTt. Makap u He
MHOTO SICHO OIpEJeNIeHO B TEKCTa, B 3arjlaBUTe€ TOBa ca ,,CIY)KUTEIUTE B IyOJUYHATa
aJMMHHCTpaLMs‘; U BBIPEKH MHOTOOPOMHUTE ,,HATHUYaHUS " U 3a€MKU OT IPUCHIIM HA JAPYrH
o0JIacTH pelleHUs,, Hamp. YacTHUS CEKTOp M MEHHU/DKMBHTA Ha YAaCTHUTE KOMIIaHUH,
JUCEPTAaHTHT ce MPHUABbPKA KAaTO 110 B IOCOYEHOTO IPEeIMETHO nosie. BropoTo orpanndenue e
MHCTPYMEHTAJM3UPaHe Ha M3CIICABAHETO; TO NPEANOCTaBs KaTo IENl JKeNaHHeTo jaa OblaaT
MpenoXkKeHun (3a MyOiuyHaTa aJAMHHHUCTpAlys) HETPAAMIIMOHHUM METOIM M TEXHUKH 3a
MotuBaius. Karo ocrtaBs kaTo (QyHIAMEHT Bb3HArpakJIeHHETO (3aIulalllaHeTo), TO Ce
pasriiexaa moBedye KaTo BBHIIHA CHIIA, JUCEPTAHTHT C€ CTPEMHU Ja HM3BEAE HA IMpPEJAEH IJIaH
HENapUYHUTE CTUMYJIH, NICUXOCOLMAIHATa, MEXYyJINYHOCTHATA U MOBEJEHYECKaTa CTpaHa Ha
MoTHBalMATa. B TO3u miaH BaxkHU (MMO-Ba)KHM) CTaBaT aHTa)XKMPAHOCTTa, KOMYHHKAIIUATA,
nu3aiiHa Ha paboTa, paOOTHHUTE MecTa, OIIEHKAaTa Ha M3MBJIHEHHETO M Jp. MOJ CTpaHH Ha
MOTHBAIMATa, KOUTO Morar jaa ObJaT ONUCAaHM KaTO BBTPEIIHWUTE CHJIM, MOAOYKIAIlu
IIpoMsiHaTa (pa3BUTUETO).

[Ile OBAe rpemka ako H3CIEIBAHETO OBJE CBEACHO 0 HMIACHTU(PHUIIMPAHE HA HOBH H
MOMYJISIpU3MpaHe Ha JIOKa3ald Ce YCIEIIHW NPaKTUKU Ha yrpaBieHue (MOTHBAIM) Ha
YOBELIKUTE PECYPCH, B HAKOW MYOJIMYHU U YACTHHU OpraHu3anuu. BaxxHUAT HaydeH mpoliem,
KOHTO M3CIIEBAHETO BCBIIHOCT IOCTaBs M KOWTO MMa 3HAauMMa HayyHO-TEOPETUYHA H
METOA0JIOTHYeCKa CTOMHOCT € CBBp3aH C npomsanama Ha momusayusma (pa3dupaHa KaTo
¢dakTopu, mpolec, MEXaHW3MH, HWHCTPyMEHTH U 1p.). [IpoMsHata € HOpMa B TOBEYETO
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OpraHu3alyy, aJanTallMOHEH HMIEpPaTHB, HATHUCKHT KbM KOWUTO c€ MpeAu3BHKBa (U) OT
MIOCOYEHUTE MOTHBAIMOHHU (akTopu. TpsadBa ga ce AbpPKHU CMETKA, Y€ OPraHU3aldOHHOTO
pa3sBUTHE M MOTHBAIMOHHUTE MPOMCHH Ca peyunpounu: TPOMsHA Ha MoOTUBarusITa (e
00EKTHBEH IpoLIec), IPOMEHsI OPraHU3alUUTE U 00PaTHOTO, 32 Ja c€ MPOMEHST OpraHU3aIUUTE,
TpsaOBa 1ga ce mMpoMeHAT W xopara. Kiacuueckurte pa3Oupanus (T€OpHUHM) M MOJEIU 3a
MOTHBAIIMATA JaBaT OTIPaBHA TOYKA 3a Pa3ChXKACHUS M PELENTH 3a MEHUKMBHTA, HO
KOHCTPYMpPAaHU TpPEAH BEK, B HUCTOPUYECKH Jpyra cpela, M3BJICUEHU B JPYTU YCIOBUS, B
pas3nuyHa TEXHOJIOTMYHA U pabOTHA cpena, MpeAHa3HaueHa 3a APYTU CTPYKTYpH, 3a JIPYrd
MOKOJICHUSI, HACOYEHU KBbM pa3liduyHa OpraHu3allMOHHA KYJTypa, Ka3aHO C JApPYyrd AYMU B
HaITBJIHO PA3JIMYEH UCTOPUYECKU KOHTEKCT. /lucepranTkara OyKBaJlHO B Kpasi Ha PBHKOIIKCA, B
3aKJII0UYEHHEeTOo, 0000111aBa MPO3PEHUETO CU B Ta3U MOCOKA, Kako 0000111aBa 4ye ,,MOTHUBAIUsTa CE
MPOMEHS™, pa3riekaaHa Karo 1sutocteH ,,mind-set” (c. 159). ToBa pa3bupaHe € OCHOBHHUSAT
Hay4eH MpoOJeM Tpe/l KOWTO € U3MPaBEHO M3CICIBAHETO, Pa3MUCaHo (32 ChKaJICHUE) ,,MEXK Iy
penoBeTe, KOETO CTOM JATEHTHO B JUCEPTAIUATAa M OT KOWTO CIeABAT MHOKECTBO 3HAUMMHU
BBIIPOCH, OuYepTaBaly OyKBaJIHO HOBA Mporpama 3a Hay4yHHW u3cienBanus: Kak ce mpomeHs
MoTHBanuATa B qHemHO BpeMe? Kowm ca HoBute dakropu? KakBa e TsaxHara ,,apXUTeKTypa’?
KakpB € HOBHUAT ,,MOTHMBAaMOHEH JIOrOBOpP MEXIY CIYXUTeIUTe U opraHusanuute? Kak
MOTHBAlIMOHHUTE TMPOMEHU pedeKTUpaT BBPXY OpPraHU3aIMOHHOTO moBeaeHue? Kak
HachpyaBaMe CIYKUTEIUTE Ja JAeWCTBAaT E€THYHO, Ja ObJaT COLMANTHO aHTaXUpaHu, JAa
HaJICKauaT OHOBA, KOETO CE M3UCKBA OT TAX, JIEMOHCTPUPANKU M3KIIOUUTEITHO MPEICTAaBIHE? U
MH. Ap. OTroBopuTe Ha T€3U U MHOTO IPYTH BBIIPOCH 33/IBMKBAT KAKTO MAJIKU MOAU(DHUIIMPAIIH
(MHKpPEeMEHTaTHW) TPOMEHH, Taka W IIHPOKOMAamaOHu TpaHC(hOpMAaIlUU, C MPUCHIIUTE HM
CTUMYJIH U J1a He 3a0paBsiMe, ChIIPOTHUBA, HO, MO-BAYKHOTO, BCUUKH €IIEMEHTH Ca YacT OT MI'b3bia
Ha CHUCTEMHHS TOAXOA KbM MIAHUPAHA OP2AHUBAYUOHHA NPOMAHA, T.€. OPraHU3aIMOHHOTO
pa3BUTHE.

W3noxenure TyK, HAKpaTKO W HE aHTAKUpAIIM aBTOpPA, Pa3CHKICHUSA, 3a HAYIHHS
mpo0yieM M CBBP3aHUsl ¢ HEro MOAXOJ Ha M3CIe/lBaHe, OYepTaBaT Mo-MaiiadHa OCHOBAa U TO-
Pa3HOOOpa3HU MEPCIEKTUBH B OBJEHIO MPOIbJDKABaHE HA M3CieaBaHeTo. B koHuenuusTa 3a
OpPraHU3allMOHHOTO pPAa3BUTHE, pa3riiekJaHa KaTo CHUCTEMEH U HENpeKbCHAT MpoleC Ha
MpOMsIHA, HACOUYEHAa KBbM TMO-edeKTHUBHO (YHKIMOHHWpAHE Ha OpraHW3allduTe, 3ajadara 3a
W3BJIMYaHE Ha ,,HETPAIMIIMOHHN METOIU U TEXHHUKH 3a MoTHBaIus ™ (c. 11-12) e manka gact ot
HAaCOYCHHUTE KbM YOBEKA yCHIIUS.

(3) Hamuiie ca OCHOBHM €JIEMEHTH OT IUTaHA Ha H3CJIEBAHETO, BUAHH B yBOJa Ha
JUCepTaIsITa U B IJ1aBa 2-pa.

- Axmyannocmma ¥ 3HAYMMOCTTa Ha W3CJIEBAHETO Ca pas3lHCaHM IIpe] BHJ
IpakTHYecKkaTa HEeOOXOIUMOCT Ha MyOJMYHOTO YIpaBlieHHE Ja IMOJ00pH YNpaBICHHUETO Ha
YOBEIIKUTE PECYpPCH, Na Pa3HOOOpa3w MOTHBAIIMOHHHTE MEXaHW3MH H Ja TH ChOOpasdu ¢
HYXKJWTE Ha CIIy)KUTENIUTe, KaTO Ha Ta3W OCHOBA Jia MPEO0JI0Jiee MHOXKECTBOTO U E€HJIEMHYHU
npo6yieMu B Ta3u obusacT y Hac. OOeKTHBHA OlLIEHKATa 3a CTENEHTa Ha pa3paboTEeHOCT Ha TeMaTa
B HayyHara jureparypa (y Hac W B 4yxOWHA) HE € MOCTaBeH (AKLEHTHT BBPXY HAy4YHO-
u3cneaoBarenckaTa JeWHocT camo Ha llpaBHo-uctopuueckusi ¢akylTeT He MOXe aa Obie
npuera cepuo3Ho). IIpakTuueckaTa aprymMeHTanus, BUJHA W Ha JAPYrH MecTa B TEKCTa, €
CbOTHOCHMMA C HACATAa Ha JUCEpTalusATa — YCTAHOBABAHCTO Ha IMO3WUTHBHH IIPAKTHKU Ha
MOTHUBAIUS HA CITY>KUTEIUTE.

- B TO3u muaH ca ompeneneHu obekmvm W npeoMemvm Ha HU3CIEIBAHETO, KOUTO
HaMHpaM 3a IPUIIOKpHUBAIIXU CC. Kakso Apyro ca ,,MCTOAUTEC W TCXHUKUTC 3a MOTHBALlUA Ha
ciyxurenute’ (neuHUpaHu KaTo OOEKT Ha MU3CIEABaHE), aKo HE ,,(pYHKIHMITa MOTUBAIUS KaToO
4acT OT YMPaBJIEHUETO Ha YOBEIIKUTE pecypcu™ (medrHUpaHa KaTo MPEeaMET Ha U3CIIC/IBAHE).
HPCHMCT Ha JUCCPTALIMOHHO H3CJICABAHC CJICABA [a 6’5,[[8 HayUHUAT HpO6J’I€M, Ha 4YHUCTO
pemaBaHe TS € TocBeTeHa (BX. mo-rope). ChriacHo GUKcHpaHaTa B 3arjiaBHETO TeMa TOBA €
MOTHBaIUATa (a 3HAUM M HEHHUTE MHCTPYMEHTH, TEXHHUKHM U METOAU M Tp.) Karto (akTop 3a

4



OpPraHU3alMOHHOTO pa3BUTHE Ha myOnuyHata anMuHucTtpanms. [lomoOHO (yHKIHOHAIHO
pa3OupaHe AUCEPTaHTHT NPEICTABI HA PA3IMYHU MECTa B TEKCTa.

- OcHoBHaTa yen JaBa KpaeH M3pa3 Ha MparMaThyHata HAes — Ja c€ Mpejioxkar
HETPATUIIMOHHA METOJIY M TEXHHKH 32 MOTHUBAIUS HA CIYXHUTCIUTE B IYOIUYHHS CEKTOP.
Hesicen e onpenensimusT TEpMHUH ,,HETPAIUIIMOHHU " (nanm € Oerer 3a yecrtoTara, 00XBaT WU
apyr Oener Ha mpuiaraHero). B nuceprammara Toil He € HIGHTH()HUKALMOHEH KPUTEPUH.
JleBeTTe 3aaun pa3umIMpsBaT O4aKBaHUATA U B T€OpeTHUYEH IulaH. [Ipennsupanero Ha jucTaTa
Ha 33/1a4iTe ¥ TAXHOTO MOJPEkKAaHe W 0OBbP3BAaHE B JIOTMKATa HA TEKCTa OW 33/1aJI0 ISUIOCTCH
Y KOHKPETEH IJIaH Ha u3cieaBaHeTo. HeoOXoauMocT OT nmpenu3upaHe uMa U 1o OTHOIICHUE Ha
BOJIEIIaTa XHUIIOTE3a, KOSATO NPABHUIIHO € OpPHUEHTHpaHa KbM IIPEACTABIHETO Ha 00O0OIIEeHO
pelieHue Ha HaydHus mpoOiieM (Bpbh3KaTa MEXKIYy MOTHBAIMATA W OPraHU3AIMOHHOTO
paszButue). Te3aTa, ciieqiBa 1a pa3BrMBa OCHOBHATA 1€ M J1a ITPAaBU BPb3Ka MEKIY OINPEACIICHUTE
B LIETa ,,METOJM W TEXHUKH 32 MOTUBAIUA" U ,,eEeKTHBHATA MOTHBAIIMOHHA MOJUTHKA®. B
ceramiHata peAakius Ha JUCepTaHTa Bpb3KAaTa MEXIY ,.epeKmusHama MOmMueayuoHHA
noaumuka* M ,,YsnoCmHOmo Op2aHUu3ayuoHHoO pazeumue® € BUIHA OT caMO cede CH M HE ce
HYX/1ae OT JI0Ka3aTeJCTBO, Thi KAaTO MOTHBALUATA € ONpeleeHa OT JUCEPTAHTa 3a 4acT OT
OpPraHU3aIMOHHOTO Pa3BUTHE.

- MuHuUMaIHO MSCTO € OTAENIEHO (BbB BBBEJACHUETO) HA MEeMOO0N02UAMA U Memooume
Ha wu3cienBaHe. ToBa ce KOMIEHCHpa OT HMOAPOOHOTO ONMCAHWE HAa AHKETHO IPOYy4YBaHE
U3JI0%k€HO B TT. 2.1 1 2.2 (r1. 2). TpaOBa na oTdenexum, ue eMIUPUIHOTO AHKETHO MPOYyUBaHE
€ caMo 4YacT OT JMCEepPTallMOHHOTO M3CJe/lBaHe M CJIeJOBaTeNHO: (a) LenuTe Ha
JUCEPTAlMOHHOTO U3CJIE/IBaHE M3JI0KEeHU Ha c. 11-12 He crneaBa a ca UIEHTUYHHU C LEJIUTE U
3aJjauuTe Ha aHKETHOTO mpoyuBaHe (c. 78) m (0) Te3aTa M M3CIENOBATEICKUTE XUIIOTE3U Ha
JMCEePTALlMOHHOTO M3CIIe/IBaHE HE OM CIIEIBAIO Jla Ca MICHTHYHH U Ja U3YEePIBAT MTOCOUCHUTE
3a aHKeTHOTO Ipoy4BaHe (c. 78). Hamupam, ye neuHupanaTa 3a aHKETHOTO MPOYYBaHE Te3a €
3HAUUTENIIHO TMO-Ao0para penakuus OT Ta3W Ha JucepTalusTa IocoyeHa Ha c. 12.
AprymMmeHTanusaTa npu u300pa Ha KOHKPETHH METOAM TPsiOBa J1a clie/iBa MOCTAaBEHUTE 3a/1a4M 110
OIMCaHaTa JIOTHKa Ha U3CJIe/IBaHE.

OCHOBHHU MOCTHIKEHU A

Hucepranusita € opopmena B 3 rnaBu. CTpyKkTypara € jJoruyHa u obocHoBaHa. [IbpBa
rjlaBa MMa 3a/adyata Jia TeOpeTH3Wpa Bpb3KaTa MEXIY MOTHBAIMATA W OPraHU3aIMOHHOTO
pa3Butue. BTopa riaBa mpenocTaBs eMIMpPUYHU MOTBBPXKAEHHS Ha 0a3aTa Ha pe3yinTaTu OT
MIPOBEJICHO aHKETHO TpoyuBaHe. Tpera riaBa JaHCHpa pa3padOTeH ¢ y4acTHETO Ha JWCepTaHTa
MOTHUBALIMOHEH MOJIEJ KaTO Ha Ta3u OCHOBA c€ WAEHTU(UIMpAT J0OpHU MPAKTUKH ¢ TOTEHIUAT 3a
MPOBEX/1aHe Ha e()eKTHBHA MOTHBAIIMOHHA TIOJIUTHKA B TTyOJIMYHaTa aqMUHUCTpanus. OCHOBHHUTE
MOCTHKEHMs B IUCEPTALIMATA MOr'aT Jia ce 0000IIAT HAKPATKO TaKa:

- B rnaBa ubpBa (,,7eopemuunu ocHO8U HA OP2AHU3AYUOHHOMO pa3eumue U
Momusayusima Ha  Cayjcumenume 6 nyonuuHama aomuHucmpayus’) Ha OCHOBaTa Ha
3HAQUEHHETO Ha YOBEIIKUTE PECYpCH 3a OpraHu3alMUTe € I[I0KAa3aHO 3HAYEHUETO Ha
MOTHBAIMATA KaTO (aKTOp 32 OPraHU3alMOHHOTO pa3BuTHe. ChC 3HAUEHHE 3a JUcepTalusiTa ca
cienaute 0b6oowenus: (1) OpraHU3allMOHHOTO Pa3BUTHE € CUCTEMEH YIPABJICHCKH TPOIEC W
CTpaTernyecka opraHu3alMoHHa IIeJl, 32 YMETO MOCTUTaHe OCHOBHA POJIsSl UTpae MOTHBAIIUATA HA
YOBEIIKUTEe pecypcH (pas3rienaHo B Jpyr acrlekT ToBa O3HA4aBa: B KOHTEKCTa Ha
OpPraHU3aIMOHHOTO Pa3BUTHE YOBEIIKUTE PECYPCH Ce TpaHCHOPMHUPAT B YOBEIIKH KaruTain); (2)
Opranu3aliioOHHOTO Pa3BUTHE HA MyOJUYHHUTE OPTaHMU3AIMH € MPOIBIDKUTENCH, CTPYKTYpUpPaH
U HOPMATHBHO peryjiupaH (MHCTUTYLHMOHAIW3UpPAH) MpOLEC Ha HM3rpaKJaaHe, YKpenBaHE U
noo0psiBaHe Ha aJMUHUCTpAaTUBHUS KamaiuTet; (3) B KoHTekcTa Ha ChbBpeMEHHATa MyOJIUYHA
aJIMUHUCTpalMs HsMa YHUBEPCAJTHO MPHJIOKMMHU MOTHBALIMOHHA TEOpUS M MOTHUBAIIMOHEH
Mojzen, a B OajaHca Ha MOTHMBAaIlMOHHMTE (pakTOpH HapacTBa pojsiTa M 3HAUYEHHETO Ha
HEBUIUMHUTE MOTHBaTtopH; (4) MOTHBAallMOHHUTE pEHICHHS HE ,paboTar camu —
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OpPraHU3aIMOHHOTO Pa3BUTHE WM3KCKBA ISUIOCTHA M TUIAHUpaHA TpaHCopMalus Ha MyOIudHaATa
amqMHUHHUCTpaIus (BJIacT, CTPYKTYpPH, MpoliecH, KoMyHuKaius, pecypcH); (5) OpranusanuoHHaTa
KylITypa € TpPaHCMUCHSA, KOSTO YCWJIBAa MOTHUBAIMATA (HEBHIMMUTE MOTHBATOpPH) U IpaBU
CIIY’)KUTENIUTE T[0-aHTAKUPAHU KaTO TOAKpEIs TIXHATa OpPraHM3allMOHHA HJIEHTUYHOCT,
pa3OupaHe, LIECHHOCTHA ITOJIKpena U KOHTPOI.

- Bropa raaBa (. /Ipoyusane Ha enuAHUEMO HA OP2AHU3AUYUOHHOMO pa3gumue u
MOMUBAYUSAMA 8bPXY OCUHOCMMA HA CIYICUmMenume om nyoiuuHama aomMunucmpayus ‘) uein
Ha OCHOBaTa Ha EMIUPUYHH OLICHKH 33 MOTMBHUPAHOCTTA Ha CIYXXKUTEJIUTE J1a ajJie OTrOBOp Ha
BBIIPOCA, ,,BH3MOXHO JIM € MPWIAraHeTO Ha HETPAJUIMOHHU METOAM M TEXHHUKHU 33 TAXHOTO
MotuBHUpane™ (c. 73). OTroBOpbT HA TO3U BHIIPOC U3UCKBA MPOYIBAHE M 0000IIaBaHE HA JaHHU
o JBe JMHUMU: (a) Ha MOTUBAllMOHHATAa Cpelga, KOETO Ce€ IOCTHra upe3 ChCTaBsHE Ha
MOTHBAIIMIOHHU TPOMUITN HA CITYKUTEINUTE B aIMUHUCTPALIUUATE OT U3CIIeBAHATA CHBKYITHOCT U
(0) Ha ymOBIETBOPEHOCTTA OT KIIOYOBM acCMEKTH Ha OpPraHu3allMOHHOTO pa3Butue. Ha Taszu
OCHOBA TMO-BaXXHHU ca cieauute oooduenus: (1) Hali-3HaunM ¢ MOTHBallMOHHUAT ISPHULIUT Ha
CII>)KUTEJIUTe MO OTHOIICHHE Ha (HaKTOPHUTE ,,BH3MOXKHOCT 3a oOyueHHe M KBamupuKamus‘,
,,BB3MOKHOCT 33 BKJIFOYBaHE B OJaropojHW MHHWIIMATUBH | ,,JOOBp OayiaHc Mexmy paborta u
andeH KUBOT; (2) ChOTBETHO Ha TAX MOTHBALMOHHHAT MOpTdeiin TpsiOBa Aa akieHTHpa Ha
o0ydeHUsI M KypCcOBE, HACOUYCHU KBbM MPHUIOOMBAHETO HA ,,MCKU YMCHHS‘, THBKABO YIIPABJIICHHE
Ha mpoiiecu/paboTa U Bpeme, U YIpakHsABaHE Ha colaiHa otroBopHocT; (3) Kopnoparusnara
collMajHa OTTOBOPHOCT € YIPaBJIE€HCKAa MHOBAlMA IOJIoMaralia OpraHu3aliOHHOTO pa3BUTHE,
KOSITO TIPEIOCTaBsi MOTUBALIMOHHU PELIECHUS C IIUPOK CHEKThpP Ha Bb3ACHCTBHE (MEHTOPCTBO,
ONIaroTBOPUTENHOCT, OTBOPEHA KOMYHHUKAILUs, COIMAIM3alMsi, OjarompusTHa padoTHA U
MEXIYIUYHOCTHA cpeda M J1p.). TSIXHOTO eAHOBpEeMEeHHO (TaKeTHO) MpujaraHe IpaBU
MOTHUBHPAIIUTE BB3IEUCTBUS ,,[I0-TBJIOOKU " B MHIUBUIYAJICH U OPTaHU3allMOHEH TUIaH.

- Tpera raaBa (,/lpunoosicenue Ha 000pu npakmuku u 6HeOpsi8aHe HA MOOeI
., Momusayus 4.0 6 nybauunama aomunucmpayus 6 bvieapus) npencTaBsi aBTOPCKO peIIeHHe
3a MOTHBAIIMOHHA TUTaT(hopma B MyOIUYHATA aIMUHHUCTpAIHs. B ThbpceHeTo Ha (IOMbIHUTEIHH)
CTUMYJIU 332 UHANBUIYATHOTO TOBEACHUE MOJETBT ,,MoTuBanus 4.0 komOuHMpa perieHus B 4
OpraHM3aIoHHU nepcrekTuBU. OCHOBaHUS 32 TOBa MOTaT Jla ObAaT HAMEPEHU B MPEIXOTHUTE
JBe yacTH Ha aucepranusTa: (a) [llupokoro cnogensHe U U3NoI3BaHE Ha ,,JOOPH MPAKTUKU' €
M3pa3 Ha OTBApSHETO, IPBKABOCTTA M aJalNTHBHOCTTA Ha aJMUHHUCTpanudara; (0) YmpasieHue,
KOETO CTUMYJIHpa COLMajiHaTa OTTOBOPHOCT OCMUCIIS IOBEIEHUETO, UHTErpHUpa U aHTakupa
IBITOCPOYHO CiyxuTenute; (B) BximrouBanero Ha VYIHpakHSIBaHETO Ha €MOI[MOHATTHATa
UHTEJIUTEHTHOCT € KII0Y KbM JIMYHOCTHO M TNPOQECHOHATHO HW3pacTBaHE, CTAOWIHU
B3aMMOOTHOIICHUS] U OnarompusiTHa/moAKpensima padotHa cpena; (r) HacbppuaBaneto Ha
YCTOMYMBOTO YIpaBJieHUE/pa3BUTHE Ha XopaTta (,,3eJIEHO YIpaBJICHHE * HAa YOBEUIKUTE PECYPCH)
U IIMPOKOTO M3MOJI3BaHE HAa HOBUTE TEXHOJOTMM € MOILUEH JIBUTaTesl 3a OpraHu3alMOHHa
npoMsHa u pa3Butue. [lociegHOTO € BBH3MOXKHO c€aMO B YyCIOBHUSTA Ha €(EKTUBHO
MOTHUBALIMOHHO YIpaBJI€HUE, KOETO CHOPE] IUCEPTAHTa, MPEICTABIsABA CUCTEMEH U YUKIUUEH
mpouec. B To3m mporec BcekH €IeMEHT OT Bepurara: pPbKOBOIUTENN — BU3MS M CTUJI Ha
yIpaBlIeHHE — CIYKUTEIU — NOTPEOUTENN/TpaKIaHu — OPTaHU3AlMOHHO pa3BUTHE —
OpraHM3alloHHa KYJATYypa, ca €JHOBPEMEHHO KaTaJu3upallyd IpuyruHa U pe3yaTar.

Hay4Hu 1 HAy4YHO-TIPUIIOKHH MPHUHOCH

B aBropedepara (c. 46-47) e HampaBeH ONMT 3a 00OOIIEHA CAMOOIIEHKA Ha OCHOBHUTE
HayuyHu pesyntatn. [locouenm ca o00mo S5 Hayunu npuHOca. [IppBusT, cropen
MOCTIeIOBATETHOCTTa B aBTOpedepara, € TMpeACcTaBeH Karo HaydyHa HOBOCT C TEOpETHYHA
3HaYMMOCT. BTopusrt, O MOI'bJ J1a ce OIpeaesin KaTo METOI0JIOTHYEH, a CIEABAIUTe TPU UMar
MPaKTUYECKO, HAYYHO-TIPUIJIO’KHO 3HAUYEHUE.

3ano3HaBaHETO MU C IpeJICTaBeHaTa JUCEpTallvs MU J1aBa OCHOBAHHUE Ja 51 OMpeesisi KaTo
uscienBaHe ¢ (okycupaHa NpaKkTUYeCKa OpHEHTAlUsl W pe3yATaTd C HayYHO-TIPHIIOKHO
3HaueHue. JIOKOJIKOTO CBBP3aHOCTTa MEXKIY YOBEIIKUTE PECYPCH, a 3HAUM U MOTHUBAILUATA, OT
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€/lHa CTpaHa ¥ OpraHu3allMOHHOTO Pa3BUTHE, OT Apyra CTpaHa € JoKa3aHa B Hay4yHaTa JIUTepaTypa
[0 ynpasiieHHe (B T.4. U B LUTUPAHUTE OT aBTOpA U3TOYHMIIM), TO HE CIIOAENISAM IPETEHLUTA,
ype3 (popMyarpoBKaTa 3a ,,0TKPUBATEICTBO , HA ITBPBUSAT IIPUHOC (BXK MO-TOPE).

be3 mpereHuusATa 3a IBJIHOTA W B ONUT 3@ IO-Pa3MY€H M CHHTE3UPAaH IPOYUT Ha
pe3yaTaTtuTe, MOCTUTHATH B XOJa HAa JMCEPTAllMOHHOTO HU3CJIEIBAaHE MOrarT Ja ce ThPCST B
CIICZIHUTE HANpaBlIeHUA: (a) ¢ TEOPETHYHO 3HAUCHUE: M3BEIECHU Ca TEOPETUYHU U EMIUPUYHU
apryMeHTH B TMOJIKperna Ha BKJIIOYBAHETO HAa KOPIOpAaTHBHATa COLIMAJIHA OTTOBOPHOCT KaTo
CHBPEMEHEH MOTHBAI[MOHEH MEXaHU3bM; (0) ¢ METOA0JIOTHYHO 3HAYCHHE: 0OOCHOBAH € U3BO/Ia,
ye MOJEeNbT Ha KOPHOpaTHBHA-COI[MAIIHA OTTOBOPHOCT M3UCKBA AHTQKUPAHOCT KbM
CIIY>)KMTEJIUTE, OTTOBOPHOCT KbM OOILIECTBOTO M MPUPOATa; pa3paboTeH € Moies 32 MOTHUBALIUS
Ha CIY)KUTENHUTE B myOonuyHara aamuaucTpanus (,,Motusaius 4.0°); mpeioxKeH € BapuaHT 3a
Huknuyen moaen Ha CyOEKTHUTe M OOEKTHUTE B MOTHBAIMOHHATa CTpATErus; MpPEICTaBeH €
aBTOPCKM BapHaHT Ha MOTUBALMOHHA CTpATErus; (B) ¢ HAYYHO-NIPUJIOKHO 3HAUYEHUE: OLIEHEHU
ca OCHOBHM (HEMapW4yHH) MOTHUBALIMOHHU (AKTOPH B aaMUHHUCTpAIUATA; amnpoOupaH B
IIpaKTUYeCKa cpefa MOJEN 3a MOTUBaUusa Ha ciayxutenure (,MortuBauus 4.0%); eMoupuyHO
M3BEJICHU ca pemaBamy (OT IJ1.T. HA MOTHUBAlMATA) O0JAcCTU Ha YNpaBICHHE HA YOBEIIKHUTE
pecypcu B aIMUHHCTPALUATA; WACHTH(PHUIMPAHW ca, B KOHTEKCTa Ha OPraHU3alMOHHOTO
pasBuTHE, 100pU MPAKTUKYU B aIMUHUCTPALIUATA.

ITocouenure pe3yiITaTu U MPHUHOCHU Ca ACJIO HAa AUCCPTAHTA. Hanuie ca Bb3MOKHOCTH 3a
pasmIpABaHC U MMPOABJIDKABAHC HA HAYYHOTO U3CJIICABAHC.

IMy6amkanuu, yuacTue B Hay4HH GopyMH, IPAKTHYECKO NPHIIOKEHUE

Paznuyen e Oposr Ha nyONMKalMUTE HA JUCEpPTaHTKaTa, IOCOYEHH B pa3IMUHUTE
JOKYMEHTH TI0 3alUTara: B aBToOMorpaduuHara crnpaBka ca 7, B aBTropedepara ca 10, kato ot
TO3u 001 Opoit B Chmpaskama 3a usnviHneHue HA HAYUOHATHUME MUHUMAIHU USUCKBAHUS CA
MOCOYEHH 5 MyOJIMKAllMK [0 TeMara Ha JucepTanusara, Kouto odxsamar nepuona 2019-2021 r.).
Tyxk ce cniupam Ha myOnaMkanuuTe, nocoueHu B CripaBkara.

Beuuky oneHsBaHM myONMKalMM ca CTaTUM B HayyHa IEPUOJMKA, JBE OT KOMTO ca B
ChaBTOPCTBO C HAay4YHMsI PHKOBOJIUTEN Ha JoKTopaHTa. Ha Obirapcku e3uk ca myOJuKyBaHu 3
CTaTHHM, a OCTAHAJIMTE 2 ca Ha PYCKU M Ha aHTIMIckU e3uk. Hanmuue e nocmosnna nyonukayuonna
akmueérocm Ha JOKTOpaHTKaTa 1o TeMaTa Ha M3ClieIBaHeTo. Beruku myOnukanum ca B mepuoja
Ha JOKTOpaHTypara. OOLIMAT TOYKOB aKTHB Ha JMCEPTAHTa OT MyOiMKanuu (MoKa3aTeiauTe OT
rpyma I', or CnpaBkara) e 40 1., koero HamxBbpisg 1,33 MbTH MUHHMATHHUTE HAIIMOHATHU
M3UCKBaHMUS 3a IMyOJIMKAIIMK OT CTPpaHa Ha JIcepTaHTa.

[Tocouenute myOMMKAIMKM OTpa3sBaT XPOHOJOTUYHO OTIACIHU €Tald W Pe3yiaTaTd oOT
JMCEPTAIMOHHOTO U3CIIe/IBaHe. 3aM03HAT ChM C ITyOIMKAIUUTE Ha 6a3aTa Ha MyOIMYeH TOCTHITHU
10 CchOTBEeTHUTE m3maHus. [lyOnukanuuTe ocurypsiBaT HEOOXoqumara HaydyHa BHUIUMOCT Ha
paborara Ha aucepranTa (upes pedepupanero uM B 6asure manau Ha CEEOL).

Cratusta , Konyenyusma 3a Op2anu3ayuoOHHO pazeumue U HNPUTOICEHUEMO U 8
nyonuunama cgepa* (2019) mpencraBs pa3paboTeHHss B JAWCEpTAlUsITa BB3MVIET 34
OpPraHM3alMOHHOTO pa3BUTHE B IMyOimuHata cdepa, KaTo ouepTaBa Ha Ta3d OCHOBA HIKOU
HEIOCTaThIIM Ha TMyONMYHaTa agMuHUCTpanus. CrenBamure TPH CTAaTHH, IMyOIHKYBaHH TIpe3
2020-2021 r. pa3paGoTBaT TemaTa 3a collMajHaTa OTTOBOPHOCT. Karo mpeacTaBst mpakTHKH Ha
COLIMAJIHO-OTTOBOPHO OpraHM3allMOHHO mNoBeAeHue B cratuute ,.Kpusuc Covid-19 u ypoxu
qUdepcmea, COYUaIbHoUu omeemcmeeHHocmu U sggdexmuenon kommyHukayuu' (2021) u
,Coyuannama omeogoprocm u ynpagienue Ha Kpusu. Ypoyume 3a menuoxcmvruma om Covid-
19 (2020) ce akueHTHpa Ha BBH3MOXKHOCTTA Ype3 I'bBKABO W aJalTUBHO YIPAaBICHHE Jla Ce
MoJTyyaBaT TIO3UTHUBHU pe3yaTaTu B YCIOBHSTA HAa Kpu3a. Te3ara, ye mpuaraHeTo Ha MOJIUTHKHY,
OCHOBaHM Ha TNPHUHLUMIHNTE HA KOPIOpaTMBHATA COLMAIIHA OTTOBOPHOCT IOBHUINABA JIMYHATA
MOTHBAIlUSl U AHTQXUPAHOCT B OpraHU3alMHTe, KaTo Mpeiara Mo-7o0bp OamaHC Mexay
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npodecroHaTHUS W JIMYHHS XKMBOT € CHHTE3UpAHO pas3BuTa B crarusra ,,Corporate Social
Responsibility, Motivation and Organisational Identity — Fundamentals for Stability in
Uncertain“ (2020). TIlocnennata cratust ,,Poasima Ha KOpnopamusHama COYuaIna
omeosoprocm 6 nyoauunama aomunucmpayus* (2021) o6o61maBa pa3dupaHeTo Ha aBTOpa, 4e
COILIMAJIHO-OTTOBOPHOTO TOBEJCHHUE (HA CIY)KUTEIUTE M HAa PHKOBOAMTEIUTE) € KPEaTHBEH
MOTHBAIIMOHEH M YIPABICHCKU MEXaHU3bM 33 OPTaHU3AIOHHO Pa3BHUTHE.

be3 nma mpaBst chabpkaTeneH nperien, oroenszBaMm, de cien 2021 r. 1o cera nucepraHrta
myOJIMKyBa TI0 TeMara oIle 5 mMyOJIMKaIuy, KaTo 3 ca CTaTHH B ChaBTOPCTBO M 2 CAMOCTOSITEIIHU
nyOJIMKaluy, eqHaTa oT TSIX € KHIKHO M3JlaHue, HapedyeHo ,,Komnenouym. Jobpu npakmuxu.
Vnpaenenue na uoeewikume pecypcu, opeaHu3sayUOHHO pazeumue U COYUAIHA OMe08OPHOCH”,
ITponenep, Codus, 2022, ISBN 978-954-392-678-7, 26 c.).

He mo-manoBakHO OT Hay4HUTE MyOJUKAIIMU MO TeMaTa € MPAKTHYECKOTO NMpUJIaraHe
Ha pe3yiTaTu OT pa3paboTkara B paboTara Ha KOHKPETHH aIMUHUCTPAIUH, YIaCTHE B KOHKYPCH
u gap.noxa. IlomuepraBam TO3M acnekT Ha (IIPaKTUYECKO) BIMSHUE, Ype3 TECTBaHE W
pasnpocTpaHeHHEe Ha UICH U Ha PE3YyITaTH OT AUCEPTALUATa KaTO CPaBHUTEIHO PSIIKO ChOUTHE,
KOETO IMO3BOJIsIBA J]a ce chOepar ,,B €AHO™ HayKa W NpakTuka. Paborara Ha mucepranTa (v Ha
HEroBUs HAay4YeH pPBHKOBOAWUTEN) HaMHpa U3pa3 B CIHOJEICHOTO CbhaBTOPCTBO IPH
pa3zpaboTBaHeTo Ha Mojgen 3a MoOTHBanus Ha ciyxurenud ,Motupamus 4.0, Cemuar e
MPEJICTaBsSH U anpoOupaH KaTo MOJEITHO YIPaBJICHCKO pelleHue (MOTHBAI[MOHHA CTpATErus) B
obmmanTe KapnoBo, Cromuwuna oOmuHa, paiion ,Umuamen”, OOmuHa MBrmmK, oOmIMHA
HuxomnaeBo (Bx. Ilpunoxxenms, pedepenmuute Ha c¢. 187-193). IlpakTtuueckara pabota 1o
anmpoOupaHeTo Ha MpeJlaraHusi MOTHBAIIMOHEH Mozen (B obmmua KapioBo) e orOensizana B
TOJUIIIHATA Cpellla Ha CHEIHATUCTUTE MO YyIpaBJICHHE Ha YOBELIKUTE PECYPCH, B KaTeropus
,»YTIpaBjeHUE Ha Xopara“, opraHuzupana ot MHcTuTyTa 3a myOiauM4HA agMUHUCTpAIUsS KbM
Munuctepcku cbBet (2022 r.). Ilpe3 crnenpamata roauHa JpyTd JABE MOCOYSHH OOIIMHH —
Myrimmxk u paiios ,,Ununaen*, ca HarpageHu 3a ot MHcTuTyTa 110 myOaudyHa aiMUHUCTpAIUs 3a
MpUJIaraHeTo Ha MoJiena.

Ouenka Ha aBropedepara

ABTOpedepaThT € Ipe0CTaBeH B €NEKTPOHEH GopMmar U € B oomr ooem ot 50 cTpaHuIm.
Karo vact or marepuanuTe 3a MOATOTOBKAa HAa CTAHOBUIIETO MOJYYMX CaMO H3JaHMETO Ha
Obarapcku e3uk. Pa3zpa®oTeH € Ha OBJrapCckM M Ha aHIVIMHCKU €3uK. Tol e camocTosTeneH
TEKCT, KOUTO MOXe Jla ce OIpeNeNd KaTo pPe3toMe Ha OCHOBHUTE YaCTH OT JUCEPTALIMOHHOTO
n3cnenBaHe. ChIbpiKaHUETO Ha AWUCEPTALUATA € IMPEICTaBeHO CHHTE3HpaHO, B JIOTHYECKaTa
CBBP3aHOCT Ha OTAETHHUTE YacTH, MOJYEPTAaHH Ca OCHOBHHUTE pe3yiTaTH 3a BCEKM €Tan Ha
n3cneaBaHero. Hanuie ca cnpaBku 3a HaydHUTE HOBOCTH/TIIPUHOCHUTE M 33 MYOJIMKALUUTE IO
TeMara Ha JUCEepPTaLllMOHHUS TPY/I.

Benexku u npenopbKu

BaxnocTra Ha Temara U paboTa Ha aBTOpa ca OCHOBA 3a AMCKycHs (BXK. M mo-rope). Kem
HalpaBeHUTE KOMEHTapH MOXe Jla ce J00aBU:

- Ilo cmpykmypama: (a) ChObpKaHHETO Ha AWCEpTAIHMATa HE HABCSAKBAEC OTpas3siBa U
pa3BuBa IMOCJICAOBATCIIHO LCHTPAJIHATA HACA: MOTHBaLUATA (HpaKTI/IKI/I, METOAH, TEXHUKHU U
T.H.) KaTo (akTop 3a OpraHu3alMoOHHOTO pa3BuTHe. OT Ta3W TILT. HEKOPEKTHO €
HaWMEHOBaHHMETO Ha T. 1.3, B k0sATO 00pBhIIa Ha 180° ocHOBHATa (GyHKIIMOHATHA 3aBUCUMOCT.
HaumenoBannero Ha 2-pa TiaBa, MOCTAHOBSIBA HOBA 3ajlada — Ja H3CIE[BA BIMSHHETO Ha
OpraHnu3allMOHHOTO Pa3sBUTUC W Ha MOTHBaUuATa ,,BbpXYy ,ZICI\/'IHOCTTa Ha CIYXUTCIUTE OT
myOarYHAaTa aIMUHUACTPALIMS, KOETO HE Ce MOTBBpPIKIAaBa OT TeKCTa,; (0) BiausHuero Ha kpu3uTe
(Covid-19) e e mnanmpana 3amaya; (B) HemoOpe e MIIOCTpHPAaHO W3BEXKIAHETO HA KIIOYOBU
pe3yiTar, Halp., HC € ICHO Ha 6a3aTa Ha KO CMITMPUYHU PE3YJITATHU CThIIBA MOJCII MOTI/IBaI_II/IH
4.0 u kak ToW camus € cBBp3aH ¢ lluxkmmunus wmogmen. IlpencraBsHero Ha ,,J00pUTE
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npaktiku (Bk. &3.1.2) He € BBIPOC Ha CIy4ailHOCT; TAXHOTO ONHMCaHWe Ou TpsOBaio na
ciesBa JOTWKa, Hail-1o0pe € Te Ja ce rpynupar mo 4-te cTpaHd Ha MOTHBALMOHHHS MOJIEII.
Bcunuko ToBa 1o3BoJIsIBa ,,0NTUMH3MpaHe’ Ha TeKcTa (peHapeXJaHe M ChKpalllaBaHEe Ha HAKOH
qacTH) — Harp. Hamupam &1.3.4, 3a U3NHIIEeH; UCTOPHYECKHUAT 0030p HAa MOTHBAIIMOHHUS MOJIEI
123-126); noBTapsimara ce MeTo0I0Tus B 2.2.

- Ilo memooonocuama. EMnupudHaTa apryMeHTalUsl Ha HW3CIEABAHETO ce Oas3mpa
(OCHOBHO) Ha JaHHHUTE OT AHKETHOTO IMpOy4YBaHe OT M30paH KpbI' agMUHHCTpauuu. Hammpam
ChAbpKaTelnHUTe IaHHU B Hes (Bbmpocu NeNe 5-8) 3a HemocTtaThyHM, IO ce Kacae 0
BB3MOKHOCTTA J1a ObJIe ChbCTaBEeH MO-II'BJICH M PEJICBAHTEH HAa aJAMUHUCTPAIMATAa MOPTQEHa oT
MOTHBALMOHHH (haKTOPH, OCHOBA 3a IOCJIEABAIIO U3CJIEABAHE TI0 OTHOLICHUE HA NpEIaraHuTe
MOTHBALIMOHHN WHCTPYMEHTH U TEXHUKU. AHAIM3BT Ha JAHHHUTE OT aHKETAaTa € ONUCATEeNIeH U
001, He € HampaBeHa IudepeHIUanus Ha JAHHUTE CHPSMO pPa3IMYHHU LEJIEBH TPYNU —
CITY)KHUTEJIM ¥ PHKOBOJMTENH, KAKTO M aHAIN3 HA 3aBUCUMOCTH (Ype3 KPbCTOCBAHE HA JaHHH),
KOETO CBMBA HETOBUS MoTeHIMal. Hamupam 3a criopeH, TOpW M3IHILIEH HOCIECTHHS BBIIPOC B
AaHKETHOTO TPOYyYBaHe.

benexkure Tyk U mo-rope ca 4acT OT J0OpOHAMEpPEeH IUaJIor C JUCEePTaHTa U MMaT 3a Ie
Ja odeprasT HAacoku 3a Obaema pabora. Te He HapymaBaT IUIOCTHOTO M TIO3UTHBHO
BIICUATIICHNE OT IIPEACTaBeHaTa AUCePTaLus.

Bbnpocu

a) Bceku mpomec Ha TpOMsHA B OPraHM3alMUTE CE HATHKBA W/WIH IPEAN3BHKBA
conpomuea. CHUCBKBT Ha BB3MOXKHUTE ,,ONOPTIOHUCTU € JIBJIBI: WHIUBUAW, TPYIH,
OpraHM3alUK, UHCTUTYLUH, CIY>KUTEIH, PbKOBOJUTENHN, I'PaXKAaHH, KIMEHTH, 3aUHTEPECOBAHU
CTpaHH, OOIIecTBOTO W Jp. MoTHBamusTa HE C€ IMpHeMa ETHO3HAYHO. TpyIHOCTUTE IpH
npuiaraHe OW  ciegBajlo 3aJb/DKUTENHO Jla C€ OT4yeTaT Ipu IMPOMEHM B YCIOBUS Ha
,»3aTBOPEHOCT", KAKTO HEEHOKPAaTHO XapaKTepH3upa MyOJMYHaTa aJMUHHCTPALUs JHUCEpTaHTa
(pa3nmu4HO OT HepapXUYHOCT, (OPMAIHOCT, OIOPOKPATUYHOCT, BX. C. 68, ). Mos, mbpBo,
JTUCEPTaHTHT Jla pa3mudpoBa MOHATHETO ,,3aTBOPEHA™ TMPHJIOXKEHO KbM IyOJIMYHATa
aIMHUHUCTpanus. Bropo, kak e u3cienBaH BIPOCHT 3a ,,ChIIPOTHBATAa™ BbB Bpb3Ka C TEMara 3a
MOTHBalUsITA HAa CIYKUTEIUTE M IO OTHOLIEHWE Ha OCHOBHAaTa IeNl - ,JIpujaraHe Ha
HETPaJUIIMOHHU METOJM M TEXHUKH 3a MOTUBAIMA“? AKO HOBM MOTHBALIMOHHU METOJM ca
IpUjIaraHy Ipy MpHJIaraHeTo U Ha mozena ,,Mortusanus 4.0 B pa3nuyHu aJMUHUCTPALUU, TO
KaKBO TOZICKa3Ba B Ta3M MOCOKA mexHusm ONUT? BCBIIHOCT IIOM TO3M MOJIEIN € YCHEelleH, 3aIlo
HE C€ eKCIUIMLIMpAT NpPAaKTHUKUTE, MOKa3Balld YCIEIIHOTO My I[pHJIaraHe B ChOTBETHHUTE
aJIMUHUCTpaIu’?

b) Kaksa e Bpp3kara Mexay gBata mojena - ,Morusanus 4.0° u [{UKIMIHAAT MOIENT Ha
cybexkTuTe U 00EKTUTE B MOTHUBAllMOHHATa crparerusi? Mods aucepTaHTa Ja ONHUIIE HAKPATKO
HeroBara paboTa Ha IpUMepa Ha eluH HUKBI? Ha ocHOBaTa Ha KakBO € M3BeJeHa IpUMEpHaTa
,,CTPATETUs 32 MOTHBAIIHSI HA CITY)KUTETUTE (OCBEH BUIUMHUSAT aKPOCTHX)?

3akjao4YeHue

I'opensnnokeHoTo MU JaBa OCHOBAHUE Ja JaM HOJIOKHTETHA OUEHKA Ha JUCEpTallMOHHUS
Tpya. IlpenopbuBam Ha yBa)kaBaHMTE WIEHOBE HAa HAYYHOTO XYpU Ja MOJKPEMST peuieHue 3A
npucbxkgane Ha OHC ,JJOKTOP* no ,Opranuzanus u ymnpaBieHUE H3BBbH cdepara Ha
MaTepHATHOTO TPOM3BOACTBO (MEHHDKMBHT Ha mybOiauuHata cdepa)® B mpodecroHaTHO
HarpasieHue 3.7. Anqmunuctpanus u ynpasienue Ha MOHUKA TEOPI'MEBA NYEBA.

21.08.2024 . (n):

Codus nou. 1-p Anekcanabsp Bbeiakos



STATEMENT

By:  Assoc. Prof. Alexander Ivanov Valkov, PhD
University of National and World Economy
Professional field 3.7. Administration and Management

Regarding:  Dissertation for the award of PhD degree
Professional field 3.7. Administration and Management

Author of the dissertation: Monika Georgieva Icheva

Dissertation thesis: Organizational development and motivation of
employees inthe public administration

Grounds for presenting the statement: participation in the scientific jury for the defence of the dissertation
according to Order Ne Ne 1296/05.07.2024 of the Rector of Southwestern University “Neophyt Rilsky” -
Blagoevgrad

Training in the PhD programme and PhD student data

Monika Georgieva Icheva (27/10/1994) was accepted as a full-time doctoral student in the
Department of "National Security and Public Administration” at the Faculty of Law and History
at Southwestern University " Neophyt Rilsky", Blagoevgrad by order of the rector of the university
No. 2820/17.12.2018 with a study period of 12/12/2018 - 11/12/2021. The training in the doctoral
program "Organization and management outside the sphere of material production (management
of the public sphere)" has been extended by one year, and after the expiration of this term
(11/12/2022) is deducted with the right of defense. Prof. Dr. Valentin Penchev Vasilev has been
appointed as the scientific supervisor of the doctoral student on the topic "Organizational
development and motivation of employees in the public administration”.

The educational path of the dissertation student is connected to Blagoevgrad. After
completing her secondary education at Ivan lliev Vocational High School of Economics,
Blagoevgrad, majoring in banking (in 2013), she was accepted and completed the full course of
study in the Bachelor's program in Public Administration at Southwestern university (in 2017).
He continued his master's education at the same university, where he graduated with a master's
degree in "Human Resource Management in the Public Sector” (2018).

The professional path of the dissertation student is also connected with Blagoevgrad. In
2021, he started working in the Municipality of Blagoevgrad, where he is currently working in
various positions. She briefly worked as a specialist in the "Public Relations" department, after
which she was appointed as a junior expert first in the "Legal and Regulatory Services"
department, then in the "Environmental Protection” department, and is currently a junior expert
in the "European projects and programs'.

Fluent in English (B1 level).

The autobiographical data show the dissertation's sustained interest in the topic of human
resource management in public administration. This is evident from the annual participation in
the student and doctoral research sessions conducted by the Faculty of Law and History, in the
publication activity during the doctoral studies (a total of 7 independent and co-authored scientific
publications are listed). It can be summarized that the topic on which he works is the result of
sustained interest and knowledge during his studies at Southwestern University.

General characteristics of the dissertation

The dissertation consists of 193 pages, of which 162 pages are the main text, structured as
follows: introduction, three chapters and conclusion. The main text of the study includes 9
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schemes, 10 graphs and 1 figure, which have an illustrative purpose - they present aspects of the
theoretical comments and summarize the results of the conducted empirical studies. A list of
figures and a list of abbreviations used are provided at the beginning of the manuscript. At the end
of the dissertation, 12 applications are shown, among which the most important and necessary for
the dissertation are the questionnaire and the presented references for the applicability of the
model developed by the dissertation. Applications Ne2 to Ne7 (p. 181-186) do not carry "value™
for the research and in the same see. they are not necessary. The question card developed by the
dissertation can be defined as "short" and includes a total of 9 questions, the first 4 of which are
portrait. It is located on the Google Forms platform, where it allows quick access (up to 162
respondents from different institutions by invitation to their e-mails) and processing of the
received data. Despite the "short list", the data from it can be used to compile motivational profiles
on the basis of which problems and changes in employee motivation can be identified. Insofar as
the choice of administrations as objects of the study is based on the fact that they "show significant
progress in recent years in the field of project management and human resource development™ (p.
74), then for the stated purpose this choice can be considered justified. For research with a larger
scale (outside Blagoevgrad district, predominant in the dissertation) and correspondingly greater
validity by including administrations of different ranks, regions, etc. continuation and extension
of the study is necessary. This would provide additional valuable information, new opportunities
for more detailed profiling and would greatly increase the validity, a result of correspondence
between the empirical arguments and the obtained results in the context of the adopted research
strategy, which ensures scientific integrity and completeness of the researched problem.

Despite the stated specific pragmatic and applied goals (related to "offering non-traditional
methods of motivation", p. 11), the dissertation also sets theoretical expectations ("'to fill a void
in the relationship organizational development - motivation”, p. 10). A central role in the
implementation of the latter is the conduct of the office study, based on a wide list of researched
and meaningful literary sources. The reference to the literature used is divided into 4 separate and
independent parts, each with its own numbering. The total number of sources is 151, of which 2/3
are "Bulgarian and foreign language" sources, and of the last 1/3 were published in the last 5
years, which is a good certificate for the scope and relevance of the research.

The ability to compile, present and correctly use a bibliography relevant to the researched
topic is a mandatory condition for any dissertation research, to which every doctoral student must
pay serious attention. There are three main notes to the dissertation in this direction: first, good
academic practice does not divide the scientific literature according to the indicated (linguistic)
feature; secondly, there is a lack of uniform standard in the presentation of the literary sources
(visible from their different presentation in the two "language blocks™); thirdly, the rules for
presenting Internet sources have not been followed. The used way of working with the literature
is with an in-text index and "underline™ citation. This is correct, but it also runs the risk of a
discrepancy between the sources in the reference and those in the text. For example, the underlined
sources involving the dissertation on pages 140, 141, 142, and 145 are not reflected in the
bibliography.

All sources are relevant to the thesis topic. | have no doubts about the correctness of the PhD
student in using the sources indicated. The dissertation student has worked correctly with the indicated
literature and data.

Relevance, research approach and study design

(1) The relevance and importance of the topic of the role of motivation in the process of
organizational development (as the dissertation explains his topic and the purpose of his research
in many places in the text) cannot be disputed. This connectivity has attracted the attention of
management researchers for decades and can be "classified" in the "eternal™ category. The study
of the relationship between them falls within the field of organizational behavior, which includes
the study of individual behavior and group dynamics in organizational settings. In different
temporal, social, technological, political, subject, etc. the study and redefining of this
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interconnectedness, which inevitably focuses on "eternal” topics such as motivation, leadership,
power, teamwork, communication, personality, attitudes, emotions, ethics, thinking, learning and
performance, etc., provides a context new understanding (theory) and applied knowledge. The
challenge to the study (and therefore to the management) of people's behavior in organizations,
apparently complex and difficult to understand, is its interdisciplinary origin, which makes it even
more complex and difficult to study in times of change. A tool for charting a path for the practical
handling of this task is the attempt to systematize all this in the direction of improving
organizations, evident in the strengthening of individual and organizational well-being and
effectiveness. The systems approach to managing change in organizations represents the concept
of organizational development. This understanding plays the role of a marker against which one
of the components of organizational behavior, motivation, is measured, which is also the subject
of the dissertation.

(2) In view of the above, in the context of the outlined scale of the task, it is obvious - its
study (with individual efforts) requires simplification, considered as a research strategy. How does
the dissertation approach? It uses at least two constraints. The first consists in choosing a specific
subject area. Although not very clearly defined in the text, in the titles these are "employees in the
public administration”; and despite numerous "peeks" and borrowings from solutions inherent in
other areas, e.g. the private sector and the management of private companies, the dissertation
student generally adheres to the specified subject area. The second limitation is the
instrumentation of the study; it presupposes as a goal the desire to propose (for public
administration) non-traditional methods and techniques of motivation. By leaving reward (salary)
as a foundation, it is seen more as an external force, the dissertation seeks to bring to the fore the
non-monetary incentives, the psychosocial, interpersonal and behavioral side of motivation. In
this plan, engagement, communication, job design, jobs, performance evaluation, etc. become
important (more important). under aspects of motivation, which can be described as the internal
forces inciting change (development).

It would be a mistake if the research was reduced to identifying new and promoting proven
successful practices of human resource management (motivation) in some public and private
organizations. The important scientific problem that the research actually poses and that has a
significant scientific-theoretical and methodological value is related to the change of motivation
(understood as factors, process, mechanisms, tools, etc.). Change is the norm in most
organizations, an adaptive imperative, the pressure to which is caused (and) by the stated
motivational factors. It should be kept in mind that organizational development and motivational
changes are reciprocal: changing motivation (is an objective process) changes organizations and
vice versa, in order to change organizations, people must also change. Classical understandings
(theories) and models of motivation provide a starting point for reasoning and recipes for
management, but constructed a century ago, in a historically different environment, derived in
other conditions, in a different technological and working environment, intended for other
structures, for other generations, aimed at a different organizational culture, in other words in a
completely different historical context. The dissertation literally at the end of the manuscript, in
the conclusion, summarizes her insight in this direction, how she summarizes that "motivation
changes”, considered as a complete "mind-set™ (p. 159). This understanding is the main scientific
problem facing the study, spelled out (unfortunately) "between the lines", which lies latent in the
dissertation, and from which a number of significant questions follow, outlining a literally new
research agenda: How is motivation changing today ? What are the new factors? What is their
"architecture™? What is the new "motivational” contract between employees and organizations?
How do motivational changes reflect on organizational behavior? How do we encourage
employees to act ethically, to be socially engaged, to go above and beyond what is required of
them, demonstrating exceptional performance? and many etc. The answers to these and many
other questions drive both small incremental (incremental) changes and large-scale
transformations, with their inherent incentives and not to forget, resistance, but more importantly,
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all pieces are part of the puzzle of a systems approach to planned organizational change. change,
i.e. organizational development.

The reflections presented here, briefly and not involving the author, about the scientific
problem and the related research approach outline a larger scale basis and more diverse
perspectives in the future continuation of the research. In the concept of organizational
development, seen as a systematic and continuous process of change aimed at making
organizations function more effectively, the task of deriving "non-traditional methods and
techniques of motivation” (pp. 11-12) is a small part of human-centered efforts.

(3) There are basic elements of the research plan, evident in the introduction of the
dissertation and in chapter 2.

- The relevance and significance of the research are described in view of the practical need
of public administration to improve the management of human resources, to diversify
motivational mechanisms and to adapt them to the needs of employees, and on this basis to
overcome the numerous and endemic problems in this area in our country . An objective
assessment of the degree of development of the topic in the scientific literature (at home and
abroad) has not been made (the emphasis on the research activity of the Faculty of Law and
History alone cannot be taken seriously). The practical argumentation, visible in other places in
the text, is relevant to the idea of the thesis - the establishment of positive practices of employee
motivation.

- In this plan, the object and the subject of the research are defined, which | find
overlapping. What else are "methods and techniques of employee motivation” (defined as an
object of research) if not "the function of motivation as part of human resource management”
(defined as an object of research). The subject of a dissertation research should be the scientific
problem to which it is dedicated (see above). According to the theme fixed in the title, this is
motivation (and therefore its tools, techniques and methods, etc.) as a factor for the organizational
development of public administration. The dissertation presents a similar functional
understanding in various places in the text.

- The main goal gives the ultimate expression of the pragmatic idea — to propose non-
traditional methods and techniques for motivating employees in the public sector. The defining
term "unconventional” (whether a marker of frequency, scope, or other application marker) is
unclear. In the dissertation, it is not an identification criterion. The nine tasks expand the
expectations in a theoretical plan as well. Refinement of the task lists and their arrangement and
binding in the logic of the text would set a comprehensive and concrete plan of the study. There
is also a need for clarification regarding the leading hypothesis, which is correctly oriented
towards the presentation of a generalized solution to the scientific problem (the relationship
between motivation and organizational development). The thesis should develop the main
objective and make a connection between the "methods and techniques of motivation” defined in
the objective and the "effective motivational policy". In the present edition of the dissertation, the
connection between “effective motivational policy” and “total organizational development"” is
self-evident and needs no proof, since motivation is defined by the dissertation as a part of
organizational development.

- Minimal space is allocated (in the introduction) to methodology and research methods.
This is compensated by the detailed description of a survey set out in pt. 2.1 and 2.2 (ch. 2). We
should note that the empirical survey is only a part of the dissertation research and therefore: (a)
the objectives of the dissertation research set out on pp. 11-12 should not be identical to the
objectives and tasks of the survey (p. 78) and ( b) the thesis and research hypotheses of the
dissertation study should not be identical and should not be exhaustive of those specified for the
survey (p. 78). | find that the thesis defined for the survey is a significantly better version than
that of the dissertation indicated on p. 12. The argumentation when choosing specific methods
must follow the tasks set according to the described research logic.



Scientific achievements

The dissertation is structured in 3 chapters. The structure is logical and grounded. Chapter
One is tasked with theorizing the relationship between motivation and organizational development.
The second chapter provides empirical confirmations based on the results of a survey. The third
chapter launches a motivational model developed with the participation of the dissertation, and on
this basis, good practices with the potential for conducting an effective motivational policy in public
administration are identified. The main achievements of the dissertation can be briefly summarized
as follows:

- In chapter one ("Theoretical foundations of organizational development and employee
motivation in public administration”), based on the importance of human resources for
organizations, the importance of motivation as a factor in organizational development is shown.
The following summaries are relevant for the dissertation: (1) Organizational development is a
systemic management process and a strategic organizational goal, for the achievement of which
the main role is played by the motivation of human resources (considered in another aspect, this
means: in the context of organizational development, human resources are transformed into
human capital); (2) The organizational development of public organizations is a continuous,
structured and normatively regulated (institutionalized) process of building, strengthening and
improving administrative capacity; (3) In the context of modern public administration, there is no
universally applicable motivational theory and motivational model, and in the balance of
motivational factors, the role and importance of invisible motivators is increasing; (4)
Motivational solutions do not "work" alone - organizational development requires a
comprehensive and planned transformation of public administration (power, structures, processes,
communication, resources); (5) Organizational culture is a transmission that enhances motivation
(invisible motivators) and makes employees more engaged by supporting their organizational
identity, understanding, value support and control.

- The second chapter ("Study of the influence of organizational development and
motivation on the activity of public administration employees™) aims, based on empirical
assessments of employee motivation, to answer the question, "is it possible to apply non-
traditional methods and techniques to motivate them " (p. 73). The answer to this question requires
the study and summarization of data along two lines: (a) the motivational environment, which is
achieved by compiling motivational profiles of the employees in the administrations from the
studied population and (b) satisfaction with key aspects of organizational development. On this
basis, the following summaries are more important: (1) The most significant is the motivational
deficit of employees regarding the factors "opportunity for training and qualification”,
"opportunity to be involved in noble initiatives" and "good balance between work and private life
", (2) Accordingly, the motivational portfolio should emphasize training and courses aimed at
acquiring "soft skills", flexible process/work and time management, and exercising social
responsibility; (3) Corporate social responsibility is a management innovation supporting
organizational development, which provides motivational solutions with a wide range of impact
(mentoring, charity, open communication, socialization, favorable working and interpersonal
environment, etc.). Their simultaneous (packaged) application makes the motivational effects
"deeper" in individual and organizational terms.

- The third chapter ("Application of good practices and implementation of the
"Motivation 4.0" model in the public administration in Bulgaria®) presents an author's solution
for a motivational platform in the public administration. In the search for (additional) incentives
for individual behavior, the "Motivation 4.0" model combines solutions in 4 organizational
perspectives. Reasons for this can be found in the previous two parts of the thesis: (a) Wide sharing
and use of "good practices” is an expression of the openness, flexibility and adaptability of the
administration; (b) Management that stimulates social responsibility makes sense of behavior,
integrates and engages long-term employees; (c) Embedding Practicing emotional intelligence is
key to personal and professional growth, stable relationships, and a supportive/supportive work
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environment; (d) Promoting sustainable people management/development (‘'green human resource
management') and the widespread use of new technologies is a powerful driver of organizational
change and development. The latter is possible only in the conditions of effective motivational
management, which, according to the dissertation, represents a systematic and cyclical process.
In this process, each element of the chain: leaders - vision and management style - employees -
consumers/citizens - organizational development - organizational culture, are both catalyzing
cause and effect.

Scientific and scientific-applied contributions

In the abstract (pp. 46-47) an attempt is made to summarize the main scientific results. A total
of 5 scientific contributions are indicated. The first, according to the sequence in the abstract, is
presented as a scientific novelty with theoretical significance. The second could be defined as
methodological, and the next three have a practical, scientific-applied meaning.

My acquaintance with the presented dissertation gives me reason to define it as research with
a focused practical orientation and results with scientific and applied significance. To the extent that
the connection between human resources, and therefore motivation, on the one hand, and
organizational development, on the other hand, is proven in the scientific literature on management
(including in the sources cited by the author), | do not share the claim, through the formulation of
"discovery", of the first contribution (see above).

Without the pretense of completeness and in an attempt for a different and synthesized reading
of the results achieved in the course of the dissertation research can be sought in the following
directions: (a) with theoretical significance: theoretical and empirical arguments have been
presented in support of the inclusion of the corporate social responsibility as a modern motivational
mechanism; (b) with methodological significance: the conclusion that the model of corporate
social responsibility requires commitment to employees, responsibility to society and nature is
justified; a model for motivation of employees in the public administration was developed
("Motivation 4.0"); a variant for the Cyclic Model of subjects and objects in the motivational
strategy is proposed; an author's version of a motivational strategy is presented; (c) with scientific
and applied significance: basic (non-monetary) motivational factors in the administration were
assessed; a model for employee motivation tested in a practical environment ("Motivation 4.0");
decisive (from the point of view of motivation) areas of human resources management in the
administration are empirically derived; good practices in administration are identified in the context
of organizational development.

The stated results and contributions are the work of the dissertation student. There are
opportunities to expand and continue scientific research.

Publications, participation in scientific forums, practical applications

The number of publications of the dissertation student indicated in the various defense
documents is different: in the autobiographical reference there are 7, in the autobiographical
reference there are 10, and of this total number in the Reference for the fulfiliment of the national
minimum requirements 5 publications on the topic of the dissertation are indicated, which cover
period 2019-2021). | confine myself here to the publications referred to in the Reference.

All evaluated publications are articles in scientific periodicals, two of which are co-authored
with the PhD student's supervisor. 3 articles have been published in Bulgarian, and the remaining 2
are in Russian and English. There is a constant publication activity of the doctoral student on the
topic of the research. All publications are during the PhD period. The dissertation candidate’s total
point asset of publications (group D indicators, from the Reference) is 40 points, which exceeds
1.33 times the minimum national requirements for publications by the dissertation candidate.

The mentioned publications reflect chronologically separate stages and results of the
dissertation research. | am familiar with the publications on the basis of public access to the relevant



editions. The publications provide the necessary scientific visibility of the dissertation's work (by
referencing them in the CEEOL databases).

The article "The concept of organizational development and its application in the public
sphere” (2019) presents the view of organizational development in the public sphere developed in
the dissertation, outlining on this basis some shortcomings of public administration. The following
three articles published in 2020-2021 elaborate on the theme of social responsibility. By presenting
practices of socially responsible organizational behavior in the articles "Covid-19 crisis and lessons
for leadership, social responsibility and effective communication” (2021) and "Social responsibility
and crisis management. Lessons for management from Covid-19" (2020) emphasizes the possibility
of obtaining positive results in crisis conditions through flexible and adaptive management. The
thesis that the implementation of policies based on the principles of corporate social responsibility
increases personal motivation and commitment in organizations by offering a better balance
between professional and private life is synthesized developed in the article "Corporate Social
Responsibility, Motivation and Organizational Identity - Fundamentals for Stability in Uncertain'
(2020). The latest article, The Role of Corporate Social Responsibility in Public Administration
(2021), summarizes the author's understanding that socially responsible behavior (of employees and
managers) is a creative motivational and managerial mechanism for organizational development.

Without making a substantive review, | note that after 2021, until now, the dissertation
student has published 5 more publications on the topic, 3 of which are co-authored articles and 2
independent publications, one of them is a book publication called "Compendium. Good practices.
Human resource management, organizational development and social responsibility", Propeller,
Sofia, 2022, ISBN 978-954-392-678-7, 26 p.).

No less important than scientific publications on the subject is the practical application of
development results in the work of specific administrations, participation in competitions, etc. |
emphasize this aspect of (practical) influence, by testing and disseminating ideas and dissertation
results as a relatively rare event that allows science and practice to come together "in one". The
work of the dissertation student (and his supervisor) finds expression in the shared co-authorship
in the development of the Employee Motivation Model "Motivation 4.0". The same was presented
and approved as a model management solution (motivational strategy) in the municipalities of
Karlovo, Stolichna municipality, llinden district, Maglizh municipality, Nikolaevo municipality
(see Appendices, references on p. 187-193). The practical work on testing the proposed
motivational model (in the municipality of Karlovo) was noted at the annual meeting of human
resource management specialists, in the "People Management" category, organized by the
Institute for Public Administration under the Council of Ministers (2022). In the following year,
two other mentioned municipalities - Maglizh and "llinden" region - were awarded by the Institute
of Public Administration for the implementation of the model.

Abstract

The abstract is provided in electronic format and has a total volume of 50 pages. As part of
the materials for the preparation of the opinion, | received only the edition in Bulgarian. It was
developed in Bulgarian and English. It is a self-contained text that can be defined as a summary
of the main parts of the dissertation research. The content of the dissertation is presented
synthesized, in the logical connection of the individual parts, the main results for each stage of
the research are highlighted. References are available for scientific novelties/contributions and for
publications on the subject of the dissertation work.

Critical notes and recommendations

The importance of the topic and the work of the author are a basis for discussion (see also
above). To the comments made can be added:



- On the structure: (a) The content of the dissertation does not everywhere consistently
reflect and develop the central idea: motivation (practices, methods, techniques, etc.) as a factor
for organizational development. From this chapter the name of item 1.3, in which it turns 180° the
main functional dependence, is incorrect. The title of the 2nd chapter establishes a new task - to
examine the influence of organizational development and motivation "on the activity of public
administration employees”, which is not confirmed by the text; (b) The impact of crises (Covid-
19) is not a planned task; (c) The derivation of key results is not well illustrated, eg, it is not clear
on which empirical results the Motivation 4.0 model is based and how it itself relates to the Cyclic
Model. The presentation of "good practices” (see &3.1.2) is not a matter of chance; their
description should follow logic, it is best to group them according to the 4 sides of the motivational
model. All this allows for "optimization™ of the text (rearrangement and shortening of some parts)
- e.g. | find &1.3.4 redundant; the historical overview of the motivational model 123-126); the
repetitive methodology in 2.2.

- On the methodology: The empirical argumentation of the research is based (mainly) on
the data of the survey from a selected group of administrations. | find the content data in it
(questions No. 5-8) to be insufficient as far as the possibility of compiling a more complete and
administration-relevant portfolio of motivational factors, a basis for subsequent research
regarding the proposed motivational tools and techniques, is insufficient. The analysis of the
survey data is descriptive and general, there is no differentiation of the data with respect to
different target groups — employees and managers, as well as dependency analysis (by crossing
data), which reduces its potential. | find the last question in the survey questionable, even
redundant.

The notes here and above are part of a good faith dialogue with the dissertation and are
intended to outline directions for future work. They do not disturb the overall and positive
impression of the presented dissertation.

Questions

a) Every change process in organizations encounters and/or causes resistance. The list of
possible "opportunists” is long: individuals, groups, organizations, institutions, employees,
managers, citizens, customers, stakeholders, society, etc. Motivation is not assumed uniquely.
Difficulties of implementation should necessarily be taken into account in changes in conditions
of "closedness", as the dissertation repeatedly characterizes public administration (different from
hierarchical, formal, bureaucratic, see p. 68, ). First, | ask the dissertator to decipher the concept
of 'closed’ as applied to public administration. Second, how is the issue of "resistance" explored
in relation to the topic of employee motivation and in relation to the primary goal of "applying
non-traditional motivational methods and techniques™? If new motivational methods have also
been applied in the implementation of the Motivation 4.0 model in different administrations, what
does their experience suggest in this direction? In fact, if this model is successful, why not
highlight the practices showing its successful implementation in the respective administrations?

b) What is the relationship between the two models, Motivation 4.0 and the Cyclical
Model of Subjects and Objects in Motivational Strategy? Would the dissertator please briefly
describe his/her work using the example of a cycle? On what basis is the exemplary "strategy" for
employee motivation derived (apart from the visible acrostic)?

Conclusion

The above gives me reason to give a positive evaluation of the dissertation. | recommend to the
esteemed members of the scientific jury to support the decision FOR awarding the PhD in
"Organization and management outside the sphere of material production (management of the public
sphere)” in the professional field 3.7. Administration and Management to MONIKA GEORGIEVA
ICHEVA.

21.08.2024 . (sig):



Sofia Assoc. Prof. Alexander Valkov
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