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JlucepTallmOHHUAT TPY.T ChABPKA YBOJI, U3JI0KEHUE B TPU TTIaBU U 3aKITIOUYCHHE.
OO6musaT o6eM Ha Hay4yHaTa pa3paboTka e 284 ctaHgapTHU cTpaHulu. M3non3Banu ca
92 nuTepaTypHU U3TOYHUKA HA OBJITApPCKH €3UK, 98 ca uykaecTpaHHUTE U3TOUYHUIIH, a
UHTEpHET n3TouHuIuTe ca 12. B Tekcra ca Bximouenu 35 tabmunu u 57 Gurypu. Kem
TUCepTaluOHHUS Tpya uMa 17 npunoxenust B o6eM ot 91 crpanuim.

ABTOPBT Ha AWCEPTAIMOHHUS TPYJ € PEAOBEH JOKTOPAHT B Karenupa ,,bu3Hec
MEHHDKMBHT U MapkeTuHr’ npu Cromnancku ¢akynteT Ha KO3V ,Heodur Puncku” —

bnaroesrpan.

3amurara Ha JUCEPTAMOHHUS TPY € C€ ChCTOU HA .... 20...TOJ. OT .... 4aca
B 3ana .... Ha CtomaHckus ¢dakynaTer. MaTepuanuTe 1o 3allliTaTa ca Ha pa3loaokKeHUue
B Karenpa ,,MeHUKMBHT 1 Mapketunr’, Cromancku ¢akynrer Ha O3V ,Heodur

Punckn”, rp. bnaroesrpa.



I. OBIHA XAPAKTEPUCTHUKA HA JUCEPTAIIMOHHUSA TPY [

1. AKTYaJIHOCT ¥ 3HAYMMOCT HA TeMaTa

Pa3BuTreTo Ha 4OBELIKUTE pecypcu U e(eKTUBHOTO yNpaBICHHUE HA XOpara B
chepara Ha OHM3HEca HMAT CBIIECTBEHAa poOJs 3a yclleXa U pacTexa Ha BCAKO
npeanpusitue. B pazpaboTkara 1ie u3nosi3BaMe TEPMUHUTE ,,yIIPaBICHHE HA YOBELIKUTE
pecypcu” U ,,ylpaBI€HUE Ha YOBEIIKUTE Pecypcu’ KaTo CHHOHMMHM, Makap Jia CMe
HAasICHO, Y€ BTOpUs TepMuH ome npe3 1970 roauna 3anmouBa ga ce M3IOJ3BA II0-
WHTCH3UBHO M HIKOW aBTOPH M JO Cera CMsTar, 4e TOW € mo-BceoOxBareH. Hamero
MHEHHUE, Y€ TEPMHHHUTE MOTaT Aa ObAAT yHOTpeOsIBAHU KAaTO PAaBHOINOCTABEHHM, OILE
HOBEYe, Y€ IPU MHOT'O OT BOJCIIUTE aBTOPH JIBaTa U3pa3a ce Bb3IpHUeMaT U MPEACTABAT
C UJICHTUYHA CMHCJIOBA HATOBAPEHOCT M C€ JOIYyCKa TAXHOTO MapajesIHO U3I0JI3BaHE.

VYIpaBieHHETO Ha YOBELIKUTE PECYPCH B OPraHU3aLMUTE 00XBallla MHOKECTBO
aCHeKTH, KOUTO BKJIIOYBAT pa30MpaHe Ha CHIIHOCTTA U CTPATETMYECKOTO 3HAaYCHHE Ha
YOBEUIKUTE pecypcH 3a OuzHeca. OCHOBHHUTE €Taly B Pa3BUTHETO Ha YIPABICHUETO HA
YOBEUIKUTE PECYpCH OTpa3siBaT €BOJIIOLHMATA U 3HAYEHUETO M 3a (OPMHUPAHETO HA
YCTOWYHMBH OpPTaHM3AIMOHHU MOjAeTH. MoTuBamusaTa, Karo KIIOUOB (PAKTOp, CHIIO
3aeMa LIEHTPAJIHO MSCTO B YIIPABJIECHUETO HAa YOBELIKUTE PECYpCU B opranusanuure. Ts
Ce pasriexzaa Karo MNpPEeanocTaBKa 3a pPAa3BUTHETO HAa YOBELIKUTE pECYypcUu U
MOCTUTAHETO Ha NO-BUCOKH HHMBA HA €(PEKTHUBHOCT M MMPOU3BOJUTEITHOCT.

He no-Manko Ba)kxHO MSICTO UMAaT U KOMIIETEHTHOCTUTE, KaTO T€ Ca ChIIECTBEH
MHCTPYMEHT 32 YCHEIIHOTO (YHKIMOHUPAHE M Pa3BUTHUE HA YOBEUIKUTE PECYPCH.
Cp3naBaHeTo Ha eeKTMBHA MOTHBALIMOHHA CpeJa W PaslVIekAAHETO Ha KIIOYOBHTE
KOMITOHEHTH Ha MOTHBAIIMOHHHUS MPOIIEC Ca UKIIOUNUTEIHO BaXKHU 32 CTUMYJIMPAHETO
Ha MO-100pH MOCTIKEHUS M aHTAKUPAHOCT Ha pabOoTEIINTe.

B cpmHOCTTa CHM, YHOpaBIEHHETO HA YOBEIIKUTE PECypCH B MPEANPUSATHETO
IPEJCTABIIsABA CTPATETN4ecKu (aKTop, KOWTO orpeneis ObJIEIIeT0 U pa3BUTUETO Ha
opranuzauusaTa. ToBa U3UCKBa KOMIUIEKCEH MOJXOJ, KOMTO BKIKOYBA U3IPAKIAHE HA
MO/IXO/I111a MOTMBALIMOHHA KYJITYpa U YChBBPIICHCTBAHE HA METO/IM 32 YIIPaBJICHHUE Ha

YOBCIIKHUTC PCECYpCH, KOUTO 1da OTpa3sdaBaT CBBPCMCHHUTC IIPCAU3ZBUKATCICTBA H



noTpebHOCTH Ha OM3HEca B HAIIM JHHU. B HAKOM TEOpHHM MOTHBALMATA CE PA3TIIEKAA
KaTro TIOCJIEIOBATETHOCT OT CBOWTHS, KOWTO WENAT WHAWBHIBT Ja IOCTUTHE
orpeiesieHo 6Jaro, KOETo TOW cUmTa 3a IeHHO. TpsOBa 1a ce nMa IpeIBUI, Y€ TOBa HE
u34yepriBa HelHaTa CHIIHOCT, a CaMO YaCTUYHO ONHUCBA KOMIUIEKCHHS M XapakTep.
Pa3z0Oupanero 3a MoTuBanusATa ce opMupa BbB B3aMMOJACHCTBUE MEXIY WHAMBHIIA U
OKOJIHAaTa cpena, KOETO OT CBOs CTpaHa BIHUSE BBPXY IEICHACOUYEHOTO MOBEICHHE,
OTIPEIETIAIIO C€ KaTOo MOTHBHpAHO moBeAeHue. OT ToBa ciie/Ba, Ye MOTHBAIIUATA HE ©
camMO IpoLeC 3a IMpeciiefiBaHe Ha JKEJaHW eI, HO U Pe3yiaTaT OT CJIO0XKHOTO
B3aMMO/ICHCTBUE MEX]y MHIMBUIA M 3a00MKajsIaTa ro okoigHa cpena. ChIlo Taka,
MOTHBAIIMATA € ¥ BBTPEIIHA OO0y Aa, OCHOBaHA Ha WICHTU(HUIIMPaHE Ha TOTPEOHOCTH,
HO CBHIIEBPEMEHHO IO/ BIUSHUETO HA MHOXKECTBO (PaKTOPH.

[Tpu paznuyHUTE MOIXOIN B YIPABICHUETO Ha YOBEUIKUTE PECYPCH C€ MPOMEHS
OTHOIIIEHUETO KbM MOTHBAIMATA M MPHJIATAaHETO HA MOTHBAIIMOHHUTE BBH3JCHCTBHS B
CBhBPEMEHEH acreKkT. B HayasoTo MmoBe4YeTo MOAXoau ce (POKyCHpaT OCHOBHO BBPXY
MaTepUATHUS CTUMYJI M CAaHKIIMUTE, HO C PA3BUTHETO Ha YIIPABIICHUETO CE TOSBSBAT
HOBH MapagurMu. AKIEHTHT B MMO-ChbBPEMEHEH KOHTEKCT C€ HAacO4YBa KbM HYOBEHIKUTE
B3aMMOOTHOIIICHHUS, KOUTO TO-€()EKTHBHO CTHUMYJHMpAT paboTaTa, KaTo ce Mmojo0psaBa
paboTHaTa u conuanHara cpena. Bee moBede ce Habm0gaBa ¥ BETPEIIHATA MOTHBAIIHS
Ha paOOTHUILIMTE U CITY>KUTEJINUTE, KaTO B HAKOM CIyyau MaTepHUaHUTE CTUMYJIU MOrat
Jla HaMaJIST MOTUBALIMATA.

Temara 3a ynpaBIeHHETO Ha YOBEIIKUTE PECYPCH B IPEINPUATAETO KaTo (PaKTop
32 HETOBOTO Pa3BUTHE M3HCKBA Ja C€ MPOyYHd M pa3depe HE caMO MOTHBAIIMOHHATA
cUCT€Ma, HO W BbBTpEIlIHATa JMHAMHUKA U B3aUMOJCHCTBHETO MEXIYy pPa3IUYHHUTE
(dakTOopH, KOUTO BIUSAT BbPXY €PEKTUBHOCTTA U Pa3BUTHETO HAa paboTHATa cpeaa.

M3ydyaBaHeTo Ha YNPaBICHWETO HA YOBEHIKUTE PECYpPCH, B YacTHOCT,
MOTHBAIIAATA HA YOBEIIKUTE PECypcH B mpeanpusatus B bearapus m Anbanus maBa
BB3MOXKHOCT, JIa CE€ MPOCIEIIT MOTHBAIIMOHHUTE (AKTOPU B Pa3IMYHU COIMAITHU U
KyJITypHU KOHTEKCTU. A IMEHHO TOBa, CIIOpPEJl Hac, BOAM J0 CHIIUHCKOTO pa3OupaHe u
nMpujaraHe Ha TaKWBa METOAW 3a YNPABICHHE HA YOBEIIKUTE PECypcH, KOUTO Jaa

rapanTvupar HCTOBOTO PA3BUTHUEC, JOAIHOCT MW JKCJIAHUC 3a IMOBHUIIABAHC Ha CBOATA



JMYHOCTHA U TpodeCHoHaNHa KBaTH(UKAIHsI, B KOHTEKCTa Ha padoTara, ¢ KOSTO €
aHraxupad. /[BeTe cTpaHu ca ¢ pasTUYHU KyJITypH, HCTOPUU M OW3HEC Cpeau, KOETO
NpPEAOCTaBd OTIMYHA BH3MOXKHOCT 3a CPaBHUTEIHO M3y4yaBaHE Ha MOTHBAI[MOHHHUTE
npakTukd. OCBeH TOBa HMaT CXOJHHU XapaKTePUCTUKH IO OTHOIIEHHWE Ha
MKOHOMHMYECKO Pa3BUTHE, COLUAIHU MPEIU3BUKATEIICTBA U OWU3HEC OOLIHOCTH.
W3cnenBaneTo nMa MOTEHIMAN J1a pa3Kpre OO TeHISHIIUHN WITH Pa3Indus B TOBA KaK
MOTHUBAIIUATA HA YOBEIIKUTE PECypcH ce pazOupa, mpujara U Bb3ACUCTBA B TE3U J1Ba
KOHTEKCTA.

HanpaBeHOTO TEOpEeTHYHO MpOy4BaHE HA PA3IMYHU JIUTEPATYPHU H3TOUYHUIIH
JaBa BB3MOXKHOCT J1a CTUTHEM [0 HM3BOJA, Y€ MOTHBAIUATA € €IMH OT OCHOBHUTE
acrieKTH OT  YOBEIIKOTO TMOBeAeHHE B cdepara Ha  OpraHU3AIMOHHHUTE
B3aMMOOTHOIIEHHS U KIIOYOB (DaKTOp 3a pa3BUTHUETO Ha YOBELIKUTE pecypcu. OcBeH
TOBA € CHJIa, KOSATO MMa CIIOCOOHOCTTA Jla CTUMYJIMpa Xopara fa padoTAT B 032 Ha
Pa3BUTHETO U yCIeXa Ha OpraHu3anusaTa. 1To3u (GakTop MOKe CHIIO Taka Ja M3BEAE
MHIUBUINTE KBbM JIMYHA M ETOUCTHYHH IIeTH, KOWTO, BMECTO Ja ChIeHcTBaT 3a
HampeJabka Ha OpraHu3alusaTa, MOXKE Jla JIOBeJaT 10 MPOTHUBOpPEUMS WIM JIOpU Ja
J0BeAaT 10 HeOnarompuaTHU nociemunu 3a ¢upmara. OT ToBa cieaBa, uye €
HEOOXOMMO MOTHMBALMATA Ja CE€ pasriekaa KaTo HEeOoTAennMa M KII0YoBa 4acT OT
yIOpPaBICHUETO HA YOBEIIKUTE pecypcu Ha opraHuzanuure. PasOupanero u
yIPaBICHUETO HA MOTHUBAIMOHHUTE (DAKTOPH HECHMHEHO MMAT CHIIECTBEHA PO B
Chb3/laBaHETO Ha OmarompusTHa pabOTHa cpeda, KOSATO HE caMO CTHMYJupa
epeKTUBHOCTTa U AaHTAKUPAHOCTTa Ha  CIY)XUTEIUTe, HO W HachbpyaBa
CHTPYJHUYECTBOTO U MOCTUTAaHETO HA OOLIM L€ B OpraHU3alusTa.

[Ipu pasrmexmaHeTo Ha MOTHBAIUATa B KOHTEKCTa Ha YINPABJICHUETO Ha
YOBEUIKUTE PECYPCH, IIPaBH BIleyatiaeHue, ue bearapus u Anbanus He pa3BUBAT CHIIHS
JMHAMHA3BM, KaTO B 3alagHUTE CTpaHW. MHOXKECTBOTO TEOPHH 32 MOTHBAIUATA CE
OCHOBABAT MPEIUMHO Ha n3cienBanus ot 3amagHa Espona u CAlLl, kaTo yecto numncsa
Bpb3KaTa UM CbhC CBUIHOCTTa HAa MOTHBAlMATa B OBJrapCcKus, M OILE IOBEYE — B

AJI0AHCKUSA KOHTEKCT.



B HacrosimieTo u3cneaBaHe HE YCTAHOBUXME JIOCTAThUYHO EMIHMPUYHU JaHHH
OTHOCHO BIHMSHHETO Ha MOTHBalusATa B paboTHATa cpena Ha OBITAPCKU W ajdbaHCKU
paboTtHULM W ciayxuTend. HHTepechT HU ce (OKycHUpa BBPXY EMIHUPUYHOTO
U3Cie/BaHe Ha MOTUBAIMATA B pEATHUTE paOOTHHU yCIIOBHS HA YOBELIKUTE PECYPCH B
Pa3IMYHU NPEINPUATHS U HEHHOTO BIMSIHUE BbPXY TEXHHUS POU3BOCTBEH MOTEHITHAI.

AKTyaJlHOCTTa Ha U3CJICABAHETO CE€ IBJIKU Ha HAKOJKO BaXKHH (aKkTopa:

» B ocHOBaTa Ha Ka4yeCTBEHOTO W CHBPEMEHHO YIPABICHHE HA YOBCIIKUTE
pecypcu CTOH, CIOpel] Hac, €AHa OT Ha-BaXHUTE U 0a30BH YIPaBICHCKU
(GyHKIMM — @ UMEHHO, MOTUBHPAHETO Ha YOBEIIKUTE PECYPCH;

» MortuBanusTa B peaiqHa paboTHa cpena € KIo4doB (HakTop 3a MOCTUTAHE Ha I10-
noOpa paboTHa e(h)eKTUBHOCT U Pa3BUTHE HA YOBEUIKUTE PECYPCH.

» B nepuomy Ha MKOHOMHYECKH KpPW3H, KaTo TO3HM, MOPOACH OT IaHAEeMHUsTa
COVID-19, ce nabmonaBa HEOOXOAMMOCTTAa OT OCOOEHO MOTHMBHpPAaHU U
aHTaXHUpaHU paOOTHUIIH, KOSTO TIPaBU TeMaTa OIIE IMO-aKTyaTHa.

» MoTuBaIusITa Ha YOBEIIKUTE PECYPCH € OT ChIIECTBCHO 3HAYCHHE 32 Pa3BUTHETO
Ha OpraHU3aluUTe, 0COOCHO B YCIOBUATA HA HECTAOMITHOCT U IIPOMEHHU B OM3HEC
cpenara.

» B nmHemHO Bpeme, KOraro yIpaBJICHHETO Ha YOBEIIKHTE PECypcH 3aema
LEHTPAIHO MACTO B CTPATErMYECKUTE TUIAHOBE Ha OPraHU3aLUUTE, pa30UpaHeTo
¥ HAaChpYaBaHETO HA MOTHBAIMATA HA CIy>)KUTEJIUTE C€ SBSIBA KaTO KIIOYOB
¢akTop 3a MOCTUTAaHE HA yCTEITHN ON3HEC Pe3yNTaTH U YCTOWIHBO Pa3BUTHE.
Onenkata Ha e(pEKTUBHOCTTa Ha YIMPABICHUETO Ha YOBEIIKUTE PECYpCH H,

CbOTBETHO, NMpWJIAraHUTe MOTUBAILMOHHU METOJIU B Mpenanpustuara B bbiarapus u
Anbanusi € OT M3KIIOUMTENIHO 3HAYCHHE 32 PAa3BUTHETO HA YOBEIIKUTE PECYpPCH H
MOBHIIIABAaHETO HA HEroBara pabOTOCIOCOOHOCT, JOSIHOCT M CTPEMEX KbM HOBH
3HaHWA. T9 maBa BB3MOXKHOCT, J1a CE€ MPENOCTaBIT IEHHW HACOKM 3a TOBAa KaKBH
MOJIXO/IM B YIIPABJICHUETO HAa YOBEUIKUTE PECYPCH Ca HAl-MOAXOAAIIN U e()EeKTUBHU 32
pa3nu4HUTE OM3HEC CPelid U OOCTOSITENICTBA.

M300pbT Ha TeMa Ha AMCEPTALMOHHUS TPYHA C€ 0OOCHOBaBa OT aKTYaJHOCTTA,

HaydyHaTa W IPAKTHUYCCKAa 3HAYUMOCT Ha HpO6J’I€MaTI/IKaTa 3a CBBPCMCHHOTO



yIOpPaBJIEHUE Ha YOBEIIKUTE pECypcH, B YACTHOCT, MOTHUBAIMATA WU HEHHOTO
HEJIOCTaThYHO PA3riiekJaHe U MpoyuyBaHe B bbarapus u AnbaHus, KaKTO U UHTepeca
Ha JOKTOpaHTKaTa KbM €CTECTBOTO Ha IIpoldiieMa.

Ilpeomem Ha HaCTOSIIETO JUCEPTALMOHHO M3CJEABAHE Ca BB3MOYKHOCTHUTE 32
nonoOpsiBaHe HAa MOTHBAIIMOHHATA MOJMTHKA HA MAJIKUTE M CPETHUTE MPEANPUSITHS B
boearapus u AnbGanus.

Obexm Ha U3CIIEIBAHETO € MOTUBAIIIOHHATA [TOJINTUKA HA MAJIKUTE U CPEIHUTE
npennpuatus B beiarapus u Anbanus.

OcHnoeénama nayyna me3a Ha JUCEPTALUOHHUS TPYJ €, Y€ CHILIECTBYBA TACHA
B3aMMOBpB3Ka MEXKIYy YMPABICHUETO HA YOBEUIKUTE PpECypcH, MOTUBALUATA U
pa3BUTUETO Ha MpeAnpusTHeTo. JIMHAMUYHUTE TNPOMEHH, B KOUTO pabOTAT
CbBPEMEHHHUTE  NPEANpPUATUS  HM3UCKBAT  HENPEKbCHATO  IMOJ0OpsSBaHE  Ha
MOTHBAIIMOHHATA TIOJUTHKA, KOSTO € KITF0YOB (haKTOp 3a TSIXHOTO pPa3BHUTHE.

OcHoeéna yen Ha TUCEPTALMIOHHOTO U3CJIE/IBAHE € 1A CE HAIlPaBU CPABHUTEIICH
aHanmu3 Ha MoruBanuoHHaTta nonuTthka Ha MCII B bearapus m AnbGanus u na ce
MpeIokKaT Bb3MOKHOCTH 32 HEHHOTO 1MO00psiBaHe.

3a MOCTUTaHE Ha LIeITa Ha U3CIIEIBAHETO CE IIOCTABST CICIHUTE 3A0auu:

» Cucremarusupase, H3BEXJaHe M 0000IIaBaHe HAa OCHOBHHUTE TEOPETUYHU

HOJXOAM Ha YIIPABJIEHUETO Ha YOBELIKUTE PECYPCH U MOTHUBALIMSATA,;

» [la ce HampaBu XapaKTEpPHCTUKA HA JIGHHOCTTa U MOTHBALMOHHATA TIOJMTHKA HA

MCII ot bbarapus u Anbanus;

» CpaBHHTeNEH aHAIW3 Ha MoTHBanuoHHaTa monuTthka Ha MCII B bearapus u

AnGanus.

» Ilpemnarane Ha BH3MOXXHOCTH 32 MMOJ00psIBAHE HA MOTHUBAIIMOHHATA MTOJUTHKA

Ha MCII B bearapus u AnbGanusi.

H3nonzeanume memooOu 3a TIOCTUMAaHE HA LEIWTE HA U3CIEIBAHETO ca
CIIETHUTE: METOJ] Ha aHAJIU3 U CUHTE3, METOJ Ha HAOJIIOJEHUETO, METO/] Ha MHTyKIUS U
JeIyKIusl, KOHTEHT aHaJlu3, aHKETHO MIPOYYBaHE, MaTEMATHKO-CTATUCTUYECKH METO/IH,

BKJIFOYUTCIIHO CTPYKTYpPHA Ou3Hec CTaTUCTHUKA, MHTYUTHBCH U CUCTCMATHYCH ITOJAXOM.



3a cp3maBaHeTo Ha 0a3a maHHM U 00paboTka Ha mH(opmanusara e u3non3san EXCEL
Ha Microsoft, kakTo u Google ®opmynsipu.

HacTosmoTro u3cnenBaHe e ozpanuueno no epeme, Macmo, Memoooa02us u
ooxeam. Ilpoene ce B nepuoaa 2021 — 2023 roauHu cpep pa3iMyHUA MO CBOSTA
CBIITHOCT, KalmaluTeT U 00eM Ha IMPOU3BOJICTBO, OO0 JECET MPEANPHUATHS OT MAJIKHS U
cpenHus 6usHec, onepupaiiy B bearapus (et ot 1s1x) U B Anbanus (OcTaHaJIUTe TET).
3a olLleHKaTa Ha YNpPaBJIEHUETO Ha YOBELIKUTE PECYPCH, B YACTHOCT, MOTUBALIUATA HA
CIly>)KUTEJIUTE B H3CIEABAHUTE OPTraHU3allMU Ca M3IOJ3BaHW HAYYHO OOOCHOBAHU
METO/IY, KaTO € HaIpPaBeH OIUT Jia Ce J1aJie OTTOBOP Ha Hali-Ba)KHUTE BBIIPOCH, HO 0e3
Jla ce MPeTEHANPa, Y€ ca ONTHUMAITHO H34ePIaHu U pa3paboTeHn. M3noa3BaHnuTe METOIH
UMaT U3BECTHA YCIOBHOCT, Thil KaTO MOAOOHO M3CIE/IBAHE HE € MIPABEHO JJO MOMEHTA.
Baxno e, na ce or0Oenexu, ye € Bb3MOXKHO J1a HE € M3LSAJIO ChbBBPIICHO M HAYYHO

000CHOBAHO.

Ozpanuuenusn 6 npaKMu4ecKOmo u3cnedsane:

Crnen mpoBeIEHOTO MPAKTHUECKO H3CIEABAaHE, HEN30eKHH Ce OKa3zaxa HIKOU
OTPaHUYCHHS, KOUTO 3acsATaT BH3MOKHOCTHUTE 3a 00XBaT Ha JAaHHWTE W IIMPHHATA HA
aHaJIM3MpaHHUTe chepr Ha UKOHOMMKATA:

1. He ce mnpemocraBuxa JaHHU [0 OTHOIIEHWE HAa MHOXECTBO CEKTOPHU OT
MKOHOMUKATA, KAaKTO U PA3JIMYHU MO TUM HA JUIHKHOCTTA 3a€TOCT;

2. IIpoBeneHOTO HpOy4YBaHE B OCHOBATA CU IMPOYYM CTWIA Ha YNPABICHUE U
MOTHBaLMATAa MPEJUMHO Ha aJMUHUCTPAaTUBHUS IIEPCOHAN, TbH KaTo
pa3npoCTpaHEHHETO Ha aHKEeTHaTa KapTa TpsOBaile Ja ce OCBIIECTBH I10
€JIEKTPOHEH ITBT, a TOJIIMA YaCT OT CIIy’KUTEJINTE HAa TEPEH HE Pa3IoyaraT CbC
CITy>ke0€H KOMITIOTHP WM TelNe(OH C UHTEPHET HOCTHIIL.

Wwmarre HanmuIie 1 HAKOUW 3aTPyIHEHUS P Pa3pabOTBaHETO HA AUCEPTAITMOHHHUS
TpyA. OcHOBHHUTE OsXa:

1. TpyaHOCTM B HaMUpaHETO Ha JOCTAaThUYHO TOJSIM OpOM pPECHOHAECHTH U

pasnpamaHeTO Ha AHKECTHU KapTH 3a Y4aCTHUC B U3CJICABAHCTO.



2. HeBB3MOXKHOCTTA, Aa c€ YOEIST MO-TOIsIM Opoil KOMIIAHUU U JIMIIA Jla B3eMaT
y4acTHE B IPOYYBAHETO U HEYCHEXHT B PEATM3UPAHETO HA MO-TOJISIM 00XBaT.

Crnea MHOXKECTBO TMpeABApUTEIHH PAa3TOBOPU M CPEIIM HA MPE/CTAaBUTEIM Ha

rojemMu opranuzanuu u ¢upmu beiarapus u AnbGanHus u pe3yiTaTUTE OT TiIX, CE€ B3€

pelieHrne 3a MPEUMYLIECTBEHO EJIEKTPOHHO MOIMbJIBAHE HAa aHKeTHUTE Kaptu. OT

rojieMusi Opol MOKaHU W HAITBJIHO E€JIEKTPOHHOTO IMOIBJIBAHE HAa AHKETHHUTE KapTH,

UMaxMe OYaKBaHE Jla Ce pealiu3upa Mo-roysiMo NMpoy4YBaHe, HO IOPU U B TO3H MOTYUYEH

o0eM, Morar Ja ce u3BeAaT HeOOXOAUMHUTE U3BOIU U TIPETIOPBKHU.

2. CTpyKTYypa U CbAbpPKaHME HA JHCEPTALMOHHHSA TPY]

JlucepTannoOHHUAT TPy ChABPKA YBOA, U3JI0KEHUE B TPHU IIABU U 3aKIIIOUCHUE.
OO6uusaT o0eM Ha HaydyHaTa pa3paboTka e 286 crangapTHU cTpaHuiy. M3non3sanu ca
92 nuTepaTypHH U3TOYHUKA HA OBJITapCKU €3UK, 98 ca uykKJAeCTpaHHUTE U3TOUYHHULIY, a
UMHTEpHET u3TouHunuTe ca 12. B tekcra ca Bkmodenu 35 tabmuuu u 57 gurypu. Kem

TUcepTallMoOHHUS TpyA uma 17 npunoxenusi B o6eM ot 91 crpanuim.

CrpykTypaTa Ha CbIABPKAHUETO € CIIECIHATA:

YBOJI

I'JIABA 1

TEOPETUYHU OCHOBHU HA YIIPABJIEHUETO HA YOBEHIKHUTE
PECYPCHU B OPTAHU3ALIUATA

1.1. ChIIHOCT Ha yIpaBJIEHHE HA YOBEIIKUTE PECYPCU B OpraHU3aLUATa

1.2. OcHOBHU eTany B pa3BUTHETO Ha yIPABJIEHUETO HA YOBEUIKUTE pECypcU

1.3. YoBemikuTe pecypcu Kato cTpaTernyecku GpakTop B Ou3Heca

I'TABA 11
MOTUBAIMA WU  MOTHUBAIHMOHHATA IIOJIUTUKA  HA
HPEAIIPUATHUETO



2.1. MotuBanusAta Ha 4YOBEWIKUTE pecypcd. (OCHOBHM KOMIIOHEHTH Ha

MOTHBALIMOHHMS IIPOLIEC.

2.2. XapakTepucTUKa Ha IEMTHOCTTa U MOTHUBalMOHHaTa nojutuka Ha MCII ot

bbarapus

2.3. XapakTepucTuka Ha JIeWHOCTTa U MoThBanMoHHata noiutuka Ha MCII ot

AnGanus

T'JIABA 111

Bb3MOXHOCTHU 3A NOAOBPSABAHE HA MOTHUBALIMOHHATA
HOJIUTUKA HA MCII KATO ®AKTOP 3A TAXHOTO PASBUTHUE

3.1. Ananu3 Ha MoTuBanuoHHara noiautuka Ha MCII B bearapus u AnbGanus

MeTtoanka Ha NU3ciIeABaHETO

Eranu Ha u3zciaenBaHeTo

Pesynratu ot uscieaBaHeTo

3.2. ITlomoOpsiBaHe Ha MOTHBAIlMOHHATa TIOJIUTMKA Ha OCHOBaTa Ha
KOMIICTEHTHOCTHHS MOJIXO0/I

3AK/IIOYEHHUE

BUBJIMOI'PAD®USA
Cruchbk Ha TAaOMUIUTE B AUCEPTALIMOHHUS TPY T

Crnucek Ha (purypute B AMCEPTALUOHHUS TPY

HNPUJIOKEHUA

II. KPATKO U3JIO’)KEHUE HA CBbABPKAHUETO
HA TUCEPTAHIMOHHMUA TPY [

I'/TABA ITbPBA: TEOPETUYHHU OCHOBMU HA YIIPABJIEHUETO HA
YOBEHNKHUTE PECYPCHU B OPTAHU3AIIUATA



[IspBa T7MaBa Ha HOUCEPTAIIMOHHUSA TPYya OOXBallla OCHOBHUTE TEOPETUYHH
BBIIPOCH, CBHP3aHU C YIPABICHUETO HA YOBCIIKUTE pecypcu. B mbpBus maparpad ce
pasriekja ChUHOCTTAa M 3HAUEHUETO Ha YNMPABICHUETO HA YOBEIIKUTE PECYpCH, KaTo
ce TMpocleAsBaT pa3IUYHUTE ACPUHUIMH, TPEIJIOKEHH OT H3CIEN0BATEIIUTEe B
oOnacTra. YIpaBIEHMETO HAa YOBEIIKUTE pPECYpCcH € IMpoIec, KOWTO BKIKOYBA
IJIaHWpaHe, OpraHu3vWpaHe, MOTHUBHpPAHE, KOHTPOJI U KOOpJWHAIUS Ha Xopara B
paMKHUTE Ha JaJieHa OpraHu3alys, ¢ LeJ MOCTUraHe Ha HEHHUTE CTPATeTHYEeCKU U
ONEPATUBHU LEIH.

JlokTopaHTKaTa OT/Ieisi BHUMAHUE Ha TOBA, Y€ B OCHOBATA Ha yIPAaBICHUETO HA
YOBEILIKUTE PECYPCH CTOU pa3OMpPaHETOo, Y€ XOpaTa HE ca caMo pPecypc, 8 OCHOBEH aKTHUB,
KOHWTO MOXeE Jia JONpUHECe 3a KOHKYPEHTOCIOCOOHOCTTa W YCTOMYHMBOCTTAa Ha
opranuzanusita. PaznuyHu aBropu mpeasiaraT pa3jidyHU MHTEPIPETAlMU Ha TEPMHUHA
,,dOBCIITKHA PECYPCH’”’, HO 0OIIOTO MEXTY TSIX €, 4e ce (OKyCHpaT BhPXY 3HAYCHHUETO Ha
XopaTa KaTO W3TOYHUK Ha WHOBALUM, KPEATUBHOCT U OPTaHU3allMOHHA CTOMHOCT.
OcBeH TOBa YNPAaBICHHETO HAa YOBELIKUTE PECYpPCH NMPEACTaBIsBA MHOTOILUIACTOBA
byHKIMS, KOSTO 00XBaIlla KaKTO CTpaTeTUYECKUTE, TaKa U OTIEPATUBHUTE acIeKTH Ha
yIpaBJICHUETO.

Crnopen u3cneBaHUsATa YIIPaBICHUETO HA YOBEUIKUTE PECYPCH € MPoliec, KOUTO
BKJIFOUBA MHOXECTBO JIEWHOCTH, HACOYEHH KbM MAKCHUMATHO €(DEKTUBHO H3IOJI3BAHE
Ha TIOTeHIMajda Ha paboremmre. Te BKIIOYBAT MOAOO0p, OOydeHHE, pa3BUTHE Ha
TaJaHTH, MOTHUBUPAHE, OLIEHKA Ha MPEJCTABSIHETO U Bh3HArpaxjaeHue. Te3u QyHKIuu
ca B3aMMOCBbBP3aHH U JAOITBJIBAIIH CE, KATO TSIXHOTO €(pEKTUBHO U3MbIIHEHUE OCUTYPsIBA
MOCTUTAaHETO HA OPTAaHU3ALUOHHUTE LIEIIH.

[TomuepTaHo € OT JOKTOpPAHTKATa €, Y€ yIPaBJICHUETO HA YOBEILIKUTE PECYPCH
TpsiOBa Ja ce pa3riekaa KaTo CUCTEMEH MpoIlec, KOMTO MHTETrprUpa OpraHu3allMOHHUTE
LIETM ¢ UHIUBUIyaTHUTE MOTPEOHOCTH M OYaKBaHUsS Ha choykutenurte. EqHa ycneniHa
opranusanus TpsiOBa Ja cb3ajie yCIOBUs, IPU KOUTO CIY>KUTEIUTE ca MOTUBUPAHU 1A
pa3BUBaT CBOWUTE YMEHHS W CIOCOOHOCTH, 3a Jia JONpHUHEcAT 3a Pa3BUTHUETO Ha

OpraHu3aIusITa.
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BbB BTOpUs maparpad ca pasriegaHH OCHOBHHTE €Tald B Pa3BUTHUETO Ha
yIpaBJICHUETO Ha YOBELIKUTE pecypcu. IIpociensiBa ce MCTOPUUECKOTO pa3BUTHE Ha
yIpaBJICHUETO Ha YOBEIIKUTE pecypcu. JlokTopaHTkara oOpbIlla BHHUMaHUE, Y€ B
HA4aJoTO Ha XXBEK YNPaBJICHUETO HA YOBEHIKUS KAaUTaNI € MPeAUMHO (HOKYCHUPAHO
BBPXY QJIMUHHCTPATUBHU M OIOPOKPATHYHHU 3aJa4d KaTo TMOJ00p M Ha3HaudaBaHe. B
TO3H TICPUO/ OPTaHU3ANUATA CE€ HHTEPECYBA MPEAUMHO OT OCUTYpPsSIBAHE HA TTOIX 0 IAIIA
paboTHa cuia, KaTo OCHOBHUSAT (POKYC € BHPXY MPOU3BOJUTEITHOCTTA U JUCITUTIIINHATA
Ha pabOTHUIIUTE.

[Ipe3 50-te u 60-te roauuu Ha XX BEK HACTHIBAT 3HAYUTEIHU MPOMEHU B
YIPABIICHUETO HA YOBEIIKUTE PECYPCH, KATO OCHOBHATA IIPUYMHA 33 TOBA € PA3BUTHETO
Ha TEOPHHTE 3a OPraHMU3aIlMOHHOTO MOBEJACHHE M MoTHBanuaTa. [lo ToBa Bpeme ce
MIOCTaBs aKIEHT BbPXY 3HAUYEHUETO HA YOBEIIKUTE B3aUMOOTHOIIEHUS, JIUJIEPCTBOTO U
MOTHBAIUSTA HA CIY)KUTEIWTE KATO OCHOBHM (pakTopW 3a TIOCTHTaHE Ha
opranuzaimoHeH ycrnex. Konmeniusra 3a ,,qyoBemkus (pakTop” cTaBa BCe MO-Ba)KHA, a
OpraHM3aIMUTe 3all0YBaT J1a OCh3HABAT, Y€ XOopaTa He ca caMO PeCypcH, KOUTO MOraT
Jla ce U3II0JI3BaT U 3aMEHAT.

JlokTOopaHkara mpocieasBa W CHhBPEMEHHHTE TCHICHIIMM B PA3BUTHETO Ha
YIPaBJIECHUETO Ha YOBEIIKUTE PECypCH, KaTO aKIEHTUpPa BBPXY NMPEMHUHABAHETO OT
aIMUHHCTPATHBEH KBbM CTpaTErMYEeCKd MOJIe]l Ha YympaBieHHEe. B chbBpeMeHHaTa
rodanM3upaHa HMKOHOMHKA, KbJETO KOHKYPEHIMSTA € BCE IO-UHTCH3WBHA,
CIOCOOHOCTTA HAa OpPTaHM3AIlUATA Ja YIPaBIsiBa ¢PEKTUBHO CBOUTE YOBEIIKU PECYPCH
ce BB3MpHEMa KaTo OCHOBEH ¢akTop 3a ycmex. B Tasu Bpb3ka ympaBiICHHUETO Ha
YOBEIIIKUTE PECYPCH CE pa3Tiiek/ia He caMO KaTo 4acT OT YIpaBiIeHCKUTE GyHKIIUU, HO
Y KaTo MHTETPAJIHA YacT OT O0II[aTa CTpaTerys Ha OpraHu3aIusiTa.

IToquepraBa ce, ye yNpaBJICHHUETO HAa YOBEHIKUTE PECYPCH € €BOJIOUPAIO 10
TakaBa CTEMEH, Y€ JIHEC CE Pa3Iiek/ia KaTO OCHOBEH KOMIIOHEHT Ha BCsSIKa OW3HEC
ctpaterus. Karo pe3ynrar Ha Ta3u €BOJIONMS € HAIMIIE MO-TOJIIMO BHUMAHUE BBPXY
Pa3BUTHETO Ha TaJaHTH, CH3JIaBaHETO HA AaHTWKHPAHOCT M MOTHBHpAaHE Ha
CIIy)KUTEJINTE, KAKTO W BBPXY H3MOI3BAHETO HA WHOBAIIMA M TEXHOJOTHUHU 3a

noA00psiBaHE Ha YIPABICHUETO HA YOBEIIKUS KarUTal.
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OTnesneHO € CHelUaHO BHUMAaHHWE HA Pa3IMYHUTE INKOJIH W TCOPHU, KOUTO
JOTIPUHACST 3a PA3BUTHUETO Ha YIPABICHUETO Ha YOBEHIKUTE pecypcH. Hskou oT TsX ce
boKycupar BbpXy MEXaHHCTUYHHS ITOAX0/I, KOMTO pasriieikaa CAyKUTEIUTE KaTo 4acT
OT TIPOM3BOJICTBEHUS MPOIIEC, TOKATO IPYTH MO YepTaBaT BAXKHOCTTA HA MOTUBAITHATA,
aQHTaXUPAHOCTTA U PA3BUTHUETO HA WHIUBUAYATHHTE CIIOCOOHOCTH Ha CITYKHTCIHTE.
ToBa pa3HoOOpa3ue OT TEOPETUUHHU TOIXOIM MTPEIOCTaBs OoraTa OCHOBA 3a pa3OupaHe
Ha pa3IMYHUTE ACIEeKTH Ha YIPaBJICHHETO HA YOBEIIKHUTE PECYPCH B ChBPEMEHHUS
OHM3HEC CBAT.

Tperusat naparpad pasriexaa 4OBEUIKUTE PECYPCH KaTO CTPATETHISCKH (HAKTOP
B Om3Heca. B cbBpeMeHHara rio0anu3upaHa MKOHOMHKA, KbICTO KOHKYpPEHIUSATA €
CHITHA, YIIPABJICHUETO HA YOBCIIKUTE PECYPCH € HE CaMO BBIIPOC Ha €PEKTUBHOCT, HO U
Ha CTpaTern4ecko 3HaYeHHe. JlOKTopaHTKaTa aHaIM3Upa KaK OPraHU3aIlMUTe MOTaT J1a
U3I0JI3BAT CBOUTE UYOBCIIKM PECYpPCH KaTO KOHKYPEHTHO MPEIUMCTBO, dYpe3
pa3paboTBaHe Ha HWHOBATHBHU IIOAXOJM 3a YIpaBJICHHWE, KOUTO OTroBapsT Ha
IPOMECHSIIUTE C€ U3NCKBAHUS Ha Mma3apa.

[IpaBu ce mpersieq Ha pa3IUYHA TCOPCTUYHH MOJCIH, KOUTO Pas3riIekKaar
YOBEIIKUTE PECYPCH KaTO OCHOBEH aKTHB B OpraHu3aiusaTa. B paMkuTe Ha T€3u MOICIIH
YOBEIIKUAT KalUTaJl C€ BB3IpPHEMa HE CaMO KaTO pa3XxoJ 3a OpraHu3alusaTa, a KaTo
WHBECTUIIMSA, KOSATO MOXKE Jia JOBEIE [0 3HAYUTEIHM HKOHOMHYECKH IIOJI3H.
CriocoOHOCTTa Ha OpraHU3aIUATa Ja MPHUBINYA U 3abPKa TAJAHTIUBU CIYKUTCIH €
MPSIKO CBbP3aHa ¢ HEHHMS yCIeX ¥ pa3BUTHE Ha Ma3apa.

Cropesi W3ClIe[iBaHHMATa YCICIIHOTO YIIPABIICHHE HAa YOBCIIKHTE PECYpPCH
W3MCKBA CTPATETMUYCCKH IMOAXO0JI, KOWTO J]a MHTETPUpa YOBEIIKUTE PECypcH ¢ odmiara
OW3HeC CTpaTerus Ha OpraHu3anusATa. ToBa BKIIOYBA pa3pabOTBaHE HA TOJUTHKH U
MpOrpamMu 3a 00yUYCHHE M pa3BUTHE HA MIEPCOHANA, KAKTO M Ch3/I1aBaHE Ha OJIaronpusITHA
paboTHa cpejia, KOITO HachpyaBa HHOBAIIUU M ITPOYKTHBHOCT.

JloKTOpaHTKaTa ImoJyepTaBa BayKHOCTTa Ha MOTHBAIIMATA KaTO OCHOBEH (paKkTop
3a YCIICIIHOTO YIpPaBJieHHE Ha YOBEIIKUTE pecypcu. MoTuBaIusATa Ha CIIYKUTEIUTE €

TACHO CBBbp3aHa C TAXHATa aHTAKUPAHOCT U ITPOU3BOJHUTCIIHOCT. OpFaHI/BaHI/II/I, KOHUTO
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Ch3/1aBaT CTUMYJHUpaIIa ¥ MOJKpersiia padoTHa cpena, yCraBaT Ja yBeIn4yaT KakTo
e()eKTUBHOCTTA HA CBOUTE CIYKUTENH, TAKa U TAXHATA JIOSUTHOCT KbM OpraHU3aLUsTA.

Pasrnexkxnma ce ponsita Ha OpraHu3alliOHHaTa KyjiTypa B KOHTEKCTa Ha
YIPABIEHUETO HAa YOBEWIKUTE pecypcH. Cropel NOKTOpaHTKAaTa OpraHu3allMOHHATa
KyJATypa HMa 3HAQUUTEIHO BIUSHUE BBPXY HAuyuMHA, [0 KOUTO CIIyXKUTEINUTE
B3aMMOJIEHCTBAT IOMEXKY CU U C OpraHu3alusiTa Karo 1su10. OpraHu3aluuure, KOUTO
yCHSBAT J1a U3TPaAT CUIIHA KYJITypa Ha ChbTPYIHUYECTBO, IOBEPUE U B3aUMOIIOMOLII, Ca
[I0-YCIIELIHHU B YIIPaBJICHUETO HA YOBEIIKUTE PECYPCHU U IOCTUIAT MO-BUCOKM HHMBA Ha
MIPOJyKTUBHOCT.

B 3akmroueHneTro Ha mbpBa IlaBa JOKTOpaHTKaTa 000011aBa, 4e yIpaBIE€HUETO
Ha YOBEILIKUTE PECYPCH € MHOTO TIOBEYE OT CaMO aJMUHUCTPATUBHA JIEWHOCT — TOBA €
CTPAaTErM4eCcKu MHCTPYMEHT, KOMTO MMa OCHOBHO 3HAUEHUE 32 IBITOCPOYHMS yCIEX HA
opraHu3alusATa. YIPaBJICHUETO HAa YOBELIKUTE PECypcu TpsiOBa Ja ce MHTErpHupa ¢
oOuraTa OM3HEC CTpaTerusl Ha OpraHu3alusITa, 3a Ja Ce OCUTypU YCTOMYMBO Pa3BUTHE U
KOHKYPEHTOCIIOCOOHOCT. BB3 ocHOBa Ha pasriieaHUTE TEOpPUHM U TNPAKTHKU
JOKTOpPAHTKaTa 3aKJI04yaBa, Y€ yCIEIHOTO YIIPaBICHUE Ha YOBEIIKUTE PECYPCH MOKE
3HAYUTEIHO Ja YBEJIUYM MPOU3BOJUTEITHOCTTA U AHTAKUPAHOCTTA HA CIYKUTEIHTE,
KaTo ChIIEBPEMEHHO [IONPUHECE 3a Ch3JIaBAHETO HAa YCTOMYMBO KOHKYPEHTHO

IMpcaAnuMCTBO.

I'NTABA  BTOPA: MOTHUBAIIUSA U  MOTHUBAIIMOHHATA
MNOJIMTUKA HA ITIPEAIIPUATUETO

Bropara riaBa Ha gucepTallMOHHUS TPYJ pas3IiekJa OCHOBHUTE acCIEKTH Ha
MOTHBALUATA U MOTHMBALMOHHATA IIOJUTUKA HA MAJIKUTE WU CPEIHU IPEAIPUATHS B
bearapust u Anbanus. Ta3u riaBa e cTpyKTypupaHa B TpH OCHOBHH maparpada, KOuTo
pasriekJaT OCHOBHUTE KOMIIOHEHTH Ha MOTHBAI[MOHHHUS MPOILEC U CHEHU(PUKUTE HA
MOTHBAI[MOHHATA MOJIUTUKA B bbirapus u Anbanus.

B mppBus maparpad ce pasriexka ChIIHOCTTa HA MOTHBAIMSATA HA YOBEIIIKUTE
pecypcu M HEHHOTO 3Ha4yeHHe 3a €()EeKTHBHOCTTAa HA JEWHOCTTAa B OPraHU3ALMATA.

MOTI/IBaHI/IHTa CC onpcacid KaTo OCHOBCH MCTO/I 3a ITOBUIIIABAHC HaA e(l)eKTI/IBHOCTTa Ha
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paboraTta B opraHu3anusiTa ¥ 3a MOCTUTaHE HA BUCOKH PE3YyJTaTH OT TEpCcoHaa.
TpynoBata MOTHBaLIMsI, pa3riekaaHa KaTO BbTPEIIHA U BBHHIIHA CHUJIa, € HEOOX0AuMa
3a OCUTYpSBAaHETO Ha YCTOMYMBOCT W TPOAYKTUBHOCT B Tipolieca Ha pabora.
JlokTOpaHTKaTa M3ThKBA, Y€ MOTHBALMATA € CJOXKHO SIBJICHHE, KOETO CE€ BJIUSE OT
MHO€ECTBO (haKTOPH, BKITFOYUTEITHO JTUYHOCTHUTE KAYECTBA HA CITY)KUTEIUTE, TEXHUTE
MOTPEOHOCTH, IIEHHOCTU U BB3MPUATHA 3a padOTHATA Cpeia.

Pazrnexnaliku  pa3iM4HM  TEOPETUYHH MOAXOAM KbM  MOTHBAIIMATA,
JIOKTOpPAHTKAaTa MpaBH ChIIOCTABKA MEXK/Y KIIACHYECKUTE pa3OupaHus 3a MOTUBALIUS Ha
Jlxeiimc Jloubmu mmaamm, J>xon MBanueBny u Jxeitmc ['MOBHC, KOUTO 51 OnIpeIensiT
KaTo CBBKYIHOCT OT BBTPELIHU MOAOYIW U CTPEMEXKH, U T€3U Ha ﬁocmb WnueB un
Tatsna XpuctoBa, KOUTO 5 1epUHUpPAT KaTO CUjia, KOSITO Kapa XopaTa Jia IeicTBaT 1o
TOYHO OIPEJEIEH HaUuH. 3a€JHO C TOBA aBTOPBT U3CieABa oaxoa Ha MapuH [1ayHos,
KOMTO pa3riiek/1a MOTHBALMATA KATO ChbBKYIHOCT OT NICUXWYHH MPOLIECH, HACOUBALIU
MOBEJICHUETO Ha YOBEKA KbM JOOPOBOJIHM U 1I€JICHACOUEHU JEHCTBHUS.

JlokTopaHTKaTa akIeHTHpa BBPXY HEOOXOAMMOCTTa OT SICHO pa3OupaHe Ha
MOTHUBALMOHHUSA MPOLEC KATO UHTErPaJ€H €JIEMEHT OT YIIPABJICHUETO HA YOBELIKUTE
pecypcu. MoTuBanmsTa € pasriefjaHa HE CcamMO Karo CPEACTBO 3a MOCTUIaHE Ha
KOHKPETHU pe3ydTaTH, HO M KaTO IBITOCPOYEH HMHCTPYMEHT 3a 3aabpKaHE Ha
MepcoHaJla B OpraHu3anusaTa. B TO3W KOHTEKCT MOTHBAIUSITA € CBbp3aHa C
pa3paboOTBaHETO HAa aJ€KBAaTHU HWHCTPYMEHTH M MEXaHU3MH 3a MOTHUBUpaHE Ha
CIyKUTEJINTE, KOUTO BKJIFOYBAT KAKTO BHHIIIHH CTUMYJIH, TaKa U BHTPEIIHHA TO0Y/IH.
Cnopen aBTopa OCHOBHATA 11€J1 HA MOTHBAIMOHHUS TPOIIEC € J1a CE OCUTYpH OayaHc
MEXy TUIHUTE MOTPEOHOCTH HA CITY>KUTEIIUTE U IICJINTE HAa OpraHu3aIusaTa, KaTo TOBa
€ ChIIECTBEH (haKTOp 3a YCIEemHOTO (YHKIMOHUPAHE HA TIPEANIPUSITHETO.

[TomuepraBa ce, ue MoTHBaIUsATa TpsAOBa Ja Ce YIpaBisiBa AKTUBHO OT
PBHKOBOJICTBOTO HA OPTraHU3ANUATA, KATO CE OTYUTAT UHANBUIYATHUTE OCOOCHOCTH HA
BCEKH CIYXXUTEN. BBBEXIaHETO Ha MOTHUBAIlMOHHM CTpaTeruu, OasupaHu Ha
crienupUIHUTE MOTPEOHOCTH U HHTEPECH Ha CITYKUTEIUTE, € OT ChIECTBECHO 3HAUCHHE
3a mocturade Ha eQEeKTHUBHOCT B YIPABICHHETO Ha YOBEIIKUTE PECYPCH.

MOTI/IBaI_[I/IOHHI/ITC MOJICJIN, M3TIO0JI3BAHW B OpraHu3anusiaTa, TpH6Ba Jda Cca aJganThupaHu
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KbM JUHAMUYHO IPOMEHsIATa ce pabOTHA cpeda W Jla OTpassiBaT ChbBPEMEHHUTE
M3UCKBaHUS Ha Tazapa Ha TpyJa.

BaxeH acriekT Ha MOTMBALIMOHHUS MIPOLIEC € U POJIATa HA MEHUKbPUTE, KOUTO
TpsiOBa J]a OCUTYpSIT MPABWJIHOTO NpUJIaraHe Ha MOTHBAIMOHHHUTE CTPATErvH U Ja
CTUMYJIUpAT CIIYXXKUTEJIUTE J1a TIOCTUTAT BUCOKH pe3ynraTu. JlokTopaHTkara oOpbIa
BHUMaHHWE Ha 3HAYEHHUETO Ha JHJAEPCTBOTO U YMPABICHHUETO KAaTO OCHOBHHU
WHCTPYMEHTH 32 MOTUBHpaHE Ha MepCcoHala, KaTo MOIYepTaBa, e yCIelHUTe JIUIepU
ca Te3W, KOMTO YCISIBAT Ja BIBXHOBST U HACHPYAT CBOUTE CIIY>KUTEIU Ja NOCTUTHAT
MaKCUMyMa OT CBOSI IOTEHI[UA.

Hamnpaen e u3BoAbT, Y€ MOTHUBAIIUSATA HA YOBEIIKUTE PECYPCH B OpraHU3AIUATA
ce 6a3upa Ha pazHooOpa3HU (HaKTOPH, BKIIOYUTEIHO YCBOSBaHE HAa MOTHUBALIMOHHU
TEOPUH, KPUTUYHO OCMHCIISIHE HA ONUTAa HAa MEHUDKBPUTE, U3MOJI3BaHE Ha
TIOJIOKHUTEJNICH ONHMT W WHTYUTUBHU CIIOCOOHOCTH HAa MEHHDKBpuUTe. JloBepuero B
yIpaBJICHUETO HA OpraHU3AIMATa € OT ChIIECTBEHO 3HAUCHUE 32 aHTAKUPAHOCTTA Ha
YOBEIIKUTE pecypcu. B Kpu3ucHU Tepuoau, yHpaBlIEHHETO TpsiOBa Ja MposBsiBa
pemUTEeTHOCT W TpodecCHOHANTU3bM, HWH(DOPMHUPANKN YOBEIIKUTE pecypcu 3a
MpOoOJIEMHUTE U Pa3NpPEACIIUKN TEKECTUTE paBHOMEPHO. BaXXKHO € MECHHDKMBHTHT J1a
OTNpEJENIN CBOATA OPUEHTALMSI KbM ONPENEJIeH MOJEN U Jia IpaJd MOTHUBALMOHHUS

IIponuec B CbOTBECTCTBHUC C HCTO.

BB BTOpUst naparpach aBTOPBT PAsriexn/Ia T MATKH M CPEIHH NIPEIPUSTHS OT
Brirapus, Kato OCHOBHHMST aKIEHT ¢ BbPXY TEXHUTC MOTHBALMOHHM NONHTHKH
_ MoTuBallMOHHATa TOJMUTHKA HA YOBEIIKUTE PECypcH €
KJIFOUOB €JIEMEHT 3a yCIeXa Ha BCSIKa OpraHu3alus, BKIFOUUTEIIHO U Ha PasTIeKIaHUTE
ovsrapcku npeanpustus — ,,T/[” EOO/, ,,l'ormap” EOO/, ,.Bmagmiact” OO/,
»AUMUTBp Mamxkapos-2” EOO/] u ,,Koncyn” OO/l. Besika oT T€3u KOMIIaHUM NTpUjiara
Pa3IUYHY CTPATETHH 32 CTUMYJIUPAHE HA CBOUTE CIIYXKHUTEIH, KAaTO OOIIMTE YEepPTH B
MOTHBAIIMOHHUTE UM TMOJIMTHKU CE OTIMYABAT C BUCOKA CTEMEH Ha IICHTpalIU3aIus Ha
yrnpaBjieHHeT0. MOTHBAIIMOHHUTE CUCTEMH, Oa3upaHU Ha MOCTUTHATU PE3yJITaTH, ca
CBIIECTBEHU 3a MOJIBPKAHETO HAa BHUCOKA MPOU3BOJAUTEIHOCT M AHTAKUPAHOCT Ha

YOBCIIKHUTC PECYypPCH. Bb3MoxxHOCTHTE 32 Hpoq)eCHOHaHHO pPasBUTUC W COLMUATTHUTC



npugoOMBKH Ca KITIOYOBM (PaKTOPH, KOUTO YBEIMYABAT YJIOBJIETBOPEHOCTTA H
JOSUTHOCTTa Ha ciykutenute. Te3u (upMu AEMOHCTPUPAT YCHEIIeH MOAXOJ KbM
MOTHBAIMATA Ha YOBELIKUTE PECYpPCH, KOETO KM IIO3BOJISIBA Jla OCTaHar
KOHKYpPEHTOCIIOCOOHM Ha Masapa M Jia NMPHUBIWYAT TAJaHTIUBU IpodecuoHanuctu. B
TabJIMYEH BUJ Ca MPEACTaBeHN MOTUBAIIMOHHUTE npodunu Ha pasriexaanute MIIC B

boirapus:

Tadimua 1. MoruBannonsu npopuiau Ha pasriexaganure MIIC B bearapus
HATI” EOOJl | IlommBaneHTHa cucTema 3a 3aruianiaHe, J00aBKH 3a
IPOCIY’)KEHO  BpeMe€ M  cheuu(puyHu  3a1add,

HHAWBUIYAJIHA I[I/I(l)epeHHI/IaHI/IH Ha 3aIl1ammaHCToO.

wlormap” [TonuBanenTHa cucTeMa 3a 3arvlaliaHe, OOHycH U
EOOJ N00aBKH 3a OCTUXKEHUS, TPO(ECHOHAIHO pa3BUTHE.

wBiaaamiaact” | KoHKypeHTHO Bb3HarpaxkjaeHue, OOHYCHa CHCTEMa,

1010 I'bBKaBO pabOTHO BpeMe, MHAUBUAYATHHU Pa3rOBOPH 32

KapuepHO pa3BUTHE.

»AUMHUTBP dukcupaHu 3araaTi, 00HYCH U COLIMATTHU TPUI0OUBKH,
MagkapoB-2” | cTUMyJUpaHe Ha JIOSUTHOCT M yJOBJIETBOPEHOCT,

EOOJ NoJTbpyKaHe Ha BUCOKU CTaHJIApTH Ha paboTa.

»Koncya” OO/l | KoukypentHa paboTHa 3amiiata, Oe3IUlaTHa XpaHa U
TPaHCHOPT, O€3IUIATHU  TAKCUMETPOBU  YCIYTH,

0e3ruIaTHA MPOPIIAKTHYHA MEAUITMHCKU TIPETIIC/IH.

Bcenuku ¢upmu npuiaraT MOTUBAIlMOHHM CHUCTEMU, Oa3WpaHU Ha MMOCTUTHATH
pe3ynTaTu, BKIOYBAIIY pa3InyHu (OPMU Ha TOMBIHUTEIHN Bh3Harpaxaenus. ,, 1T/
EOO/, ,,J'ormap” EOO/l u ,,Bnanmnact” OO/l npegocraBstT O0HyCH U JOMBIHUTEIIHA
BB3HArpakJIcHUs Ha 0a3aTa Ha MHIWBHIYATHUTE ¥ KUITHUA PE3YJITaTH Ha CITY)KUTEIHTE,
CTUMYJIMPAK BUCOKAaTa MPOJAYKTHBHOCT M e(PEeKTUBHOCT Ha paboTtarta. ,,JIUMUTHP

Mamxapos-2” EOO/I u ,,Koucyn” OO/] cbiio u3non3Bart noJ00HU CUCTEMH, HACOUEHHU
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KbM Ch3/IaBaHETO HAa CTHUMYJIHUpaia paboTHA cpe/ia, KOSITO MOTUBUPA CITYKUTEIIUTE 1A
MOCTUTAT BUCOKH PE3YJITaTH U J1a IONPUHACST 32 ycrexa Ha KoMnaHusiTa. Te3u cucreMu
MoJYepTaBaT aHraXMMEHTA Ha TMPEANpHUsITHSATa KbM HachbpyaBaHE Ha BHCOKH
MIOCTHKEHUS 1 eKUITHA padoTa.

Pasrnexxpanurte pupmMHu MHBECTUPAT B MPOTPAMU 32 O0yUCHHE U KBaNIU(pUKAIHS
Ha YOBEILIKUTE PECYpPCH, MPEIOCTABINKN Bb3MOKHOCTH 32 MPO(ECHOHATIHO Pa3BUTHE
Ha cBoute ciayxurenu. ,,UTJ[” EOO/, ,l'ormap” EOOJ u ,Bnagmiact” OO/J]
OCHUTypsIBAaT BBTPEITHU OOYYEHHS U BHHIITHU KypCOBE M CEMHHApH, MO3BOJSBAIIN HA
CIY>KUTEJIUTE Ja pa3BUBAT CBOMTE YMEHHUS M Jla TOBHUINABAT EKCIEpTH3aTa CHu.
HAUMuTep  Mamxapos-2” EOO/J wu ,Komcyn” OO/l cwmo wuHBEeCTHpaT B
poeCHOHAITHOTO pa3BUTHE HA CBOUTE KaJIpH, CTUMYJIMPAHKH KapUEePHOTO U3paCTBaHE
U CTpEMEKa KbM MOCTUTaHE HAa BUCOKU pe3yNTaTu. BloXEHHETO B YOBEIIKUS KanuTajl
€ CTpaTeruyeckd Ba)XHO, IOMPHUHACSIHUKH 3a U3TPAXKIAHETO HA KOMIIETEHTEH |
MOTHBHPAH €KHUII, KOWTO MOJKE Jla ce CIIPaBU ¢ MpEeIU3BUKATEIICTBaTa Ha Ma3apa.

[TerTe pasriesaHu ONpeaNnpuATHS MpeaaaraT pa3IMuHA COIMATHU TPHUI00HBKH,
KOUTO MOAOOPSIBAT KAYECTBOTO HAa PaOOTHHS >KMBOT M MOBHUIIIABAT aHTAXXUPAHOCTTA U
nosutHOCTTa Ha ciyxutenute. ,,UT” EOO/, ,l'otmap” EOO/] u ,,.Bnagmnnact” OO/]
MPEAOCTABAT 3JPAaBHO OCUTYpSBaHE, MEHCUOHHU CXEMH W JOMBIHUTEIHU OTITYCKH.
WAUMUTEp Mamxkapos-2” EOOJ] u ,,Koncyn” OO/ cblio mpeaocTaBAT MOI00HU
COIMAJTHU PUIOOMBKHU, KOUTO UTPASAT KIIFOUOBA POJISl B MOTUBAIIMOHHATA TIOJIUTHUKA HA
dbupmure, ch3naBallku JOMBJIHUTEIHM CTUMYJIHW 32 CIYXKHTEIUTE Ja OCTaHaT
JTBJITOCPOYHO BBB (Qupmarta. JIeMOHCTpHpAT aHTraXMMEHTa Ha (GUPMUTE KbM
0JIaroChCTOSTHUETO HAa CBOUTE CIY)KUTENH, BAXKHO 32 M3TPAXKJAHETO HAa TO3UTHBHA
KOpIIOpaTUBHA KyJITypa U MPUBIMYAHETO HA HOBU TaJaHTH.

JlokTopanTkara 0000IaBa, 4¢ MOTHBAI[MOHHATA TOJUTHKA HA Pa3TIICKIAHUTE
dbupMu € HacoueHa KbM CTHUMYJIMPAHE Ha MPOU3BOIUTEIHOCTTA, MPO()ECHOHATHOTO
pa3BUTHE U 33IbP)KaHETO HA KBATU(UIIMPAHH KaJIpH Upe3 pa3HOOOpa3HU CTUMYJIHPAIIN
METO/IM M CcOoIMaHU Npuo0uBku. LleHTpanu3upanara opraHu3allMOHHO-YIIPaBICHCKA
CTPYKTypa U CUCTEMUTE 3a JAOIIBIHUTEIHN Bh3HArPAKICHUS, 0a3upaHn Ha TOCTUTHATH

pe3yiTratd, ca OCHOBHM €JIEMEHTM Ha MOTHBAllMOHHATAa CTpaTerus Ha (QUpMHUTE.

17



OcurypsiBaHeTO Ha BH3MOXXHOCTH 32 MPOQECHOHATTHO PA3BUTHE U MIPEIOCTABIHETO HA
COITMATHU TTPUAOOMBKH CHIIO Ca KIFOUOBH KOMIIOHEHTH, KOUTO JTOMPUHACSAT 3a ycrexa
U YCTOMYMBOTO pa3BUTHE HA pa3riieJaHUTE MAJIKU U CPEIHU MpeaAnpusitus B buarapusi.
Te3n MOMUTUKM HE camMO TMOBUIIABAT MOTHUBALMATA M YJIOBJIECTBOPEHOCTTa Ha
CIIyKUTEJIUTE, HO U Ch3/I1aBaT KOHKYPEHTHO MPEIUMCTBO 3a (UPMUTE, MO3BOJISIBANKI
YM JIa IPUBIIMYAT U 33IbPKaT Hal-TOOpUTE KaJpH Ha ma3apa.

Tperusar naparpad pasriexaa neT MaJKi U CPEeIHU TPeanpusTus oTAnoaHus,
NPEACTABIABAILM  PA3JIUYHU HHIYCTPUH — »,KOCMOITJNTIACTHUKA” OO/,
,»CETOIUIACT” OO/, ,,EBEPECT” OO/, ITOJIUNTIJIACT” OO u ,,®PYTUBECT”
OO/l.Pazrnenanure mner mnpeanpustas oOT AnbaHus uWMar peauua o0
XapaKTepUCTUKH U 3aKOHOMEPHOCTH B CBOUTE OPTraHMU3aIlMOHHO-YIIPaBICHCKU
CTPYKTYpU ¥ TPOU3BOJCTBEHH JeHHOCTH. Bcuuku ca CcbCpeAoOTOYEHU B
MTPOU3BOJICTBOTO ¥ THPTOBHATA HA TUTACTMACOBH M3CIINS K MAaTEPUAIIH, KOSTO 00yCaBs
TAXHATa TMPUHAMIEKHOCT KbM €IUH W ChII HHIYyCTpUAJeH cekTtop. M3momssar
ChbBPEMEHHHM TEXHOJOTHU M BUCOKOKAYECTBEHU MaTepuajv, KOeTO UM TO3BOJIABA Ja
npejuiarat yCTOMYMBY U HAJSKIHU IPOYyKTH Ha Tas3apa.

Kovnmanmure ,KOCMOIUIACTUKA” OO wu ,CEIOINIACT” OO/
JEMOHCTPUPAT SICHA OPTaHU3AI[MOHHO-YIIPaBJICHCKa CTPYKTYpa, XapaKkTepu3upaila ce ¢
JMHENHA U IeHTpanu3upana cucreMa Ha yrpasienue. B ,,KOCMOIUIACTUKA” OO/
YIOPaBJICHUETO € HACOYEHO KbM ONTHUMM3ALUITA HA MPOU3BOJCTBEHUTE MPOLECU U
rapaHTUPAHETO Ha BUCOKO KauyeCTBO Ha KpailHUs MpoayKT. B cTpykTypara Ha Ta3u
dbupma e HaiHile CUITHO LIEHTPAIU3UPAHO PHKOBOJCTBO, KOETO OCUTYpPsiBa €(heKTHUBEH
KOHTPOJ BbPXY BCHUKH €Tal Ha MPOU3BOJICTBOTO, OT CHAOASIBAHETO C MaTEepHAIU J10
KpaitHus uzxoaeH npoaykrt. Cxoana e curyauusta u B ,,CEI'OIIIACT” OO/, kbrero
LIEHTpaJu3upaHaTa CTPyKTypa Ha yIpaBJ€HUE CHIIO € OCHOBHA 3a MOCTUTAaHETO Ha
BHCOKM CTaHJapTH B TMPOMU3BOJICTBOTO Ha IIJJaCTMAcOBM MaTepHaid. Ta3u
[EHTpaJIM3UpaHa CUCTeMa MO3BOJIsIBa ObP30 U €PEKTUBHO B3eMaHe HA PEHICHHs], KOETO
€ OT ChIIECTBEHO 3HAUEHHUE 32 KOHKYPEHTOCIOCOOHOCTTa Ha upmara B JUHAMUYHO

MPOMCHAIINA CC IMMa3apCH KOHTCKCT.
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,EBEPECT” OO/l, 6a3upana B Tupana, criofensi CXOJHU OPraHU3aIMOHHO-
ynpasnencku npuHiunu ¢ ,,KOCMOIUUIACTUKA” OO/ u ,,CEI'OIIIACT” OO/.
LlenTpanu3zupanuar xapakrep Ha ynpasieHuero B ,,EBEPECT” OO/l e nHacoueH KbM
nocTUraHe Ha e()eKTUBHOCT M BUCOKO KaueCTBO B MPOECKTHUPAHETO, IPOU3BOJICTBOTO U
thproBusita Ha PVC mnpodwmm. OcBeH ToBa IEHTPAIU3UPAHUAT TMOAXOA B
YIOPaBJICHUETO OCHUTYpsBa CTPOT KOHTPOJI BBPXY BCHUKH OH3HEC TMPOIIECH,
BKJIFOYMTEIHO WMHOBALMUTE U PEUUKIMPAHETO HAa MaTepHAId, KOETO JOIpPHUHACA 3a
YCTOMYMBOTO Pa3BUTUE HA KOMITAHUSITA.

Ot npyra crpana, pupmurte ,,JIOJIUTTJIACT” OO u ,,®OPYTUBECT” OO/]
JIEMOHCTPUPAT Pa3IWyEH MOIX0]I B CBOSITA OPTaHU3AIMOHHO-YTIPABICHCKA CTPYKTYpa,
koiito e geueHtpanmsupadn. B IIOJIMIIVIACT” OO/l ympaBieHHUETo €
JNEUEHTPAIN3UPAaHO, KOETO TMO3BOJISIBA MO-TOJsSIMA T'bBKABOCT W AJANTUBHOCT KbM
MIPOMEHUTE B MPOU3BOJICTBEHUTE MPOIECH U TTA3apHUTE YCIIOBUsl. JlelleHTpain3upaHaTa
crpykrypa B ,,J[IOJIMIUIACT” OO/ ynecHsiBa ”HOBAIIMUTE U BHEAPSIBAHETO HA HOBU
TEXHOJIOTUM, KOETO € OT ChIIECTBEHO 3HAYEHHWE 3a YCIeXa Ha KOMIIaHUATA B
MPOU3BOJICTBOTO HA MJIACTMACOBH Bapeiu, TPHOU U pe3epBOapHu.

CxonHa € W opraHu3alMOHHO-yNpaBiieHCKaTta cTpykrypa Ha ,,OPYTUBECT”
OO/, kosiTo CchIIO € AeueHTpan3upana. KoMmnanusta u3noia3Ba ACHEHTPATU3UPAHUS
NOAXO0J, 32 Ja CTUMYJIMpAa WHUIMATUBAaTa U MOTUBAIUATA CPEJ CBOUTE CIIYXKUTEIU.
Ta3u cTpykTypa MO3BOJISIBA Ha pPa3IUYHUTE OTAECIM U 3BEHA B KOMIIAHUATA Ja
(GYHKIIMOHMpPAT aBTOHOMHO, KOETO cromara 3a MO0-€(eKTUBHOTO YyIpaBJICHUE Ha
IIPOU3BOJICTBEHUTE U THPIOBCKU JEHHOCTH.

N3BoauTe, KOMUTO aBTOPHT MPAaBU 3a OPraHU3ALMOHHO-YIPABICHCKUTE
CTPYKTYpH Ha pasrienaHure GUpMH, ca, 9€ BBIPEKU pa3InYUsITa B MOJXOJIUTE KbM
YIPABIICHUETO, BCUUKHU pas3riiefaHu (GUPMH JEMOHCTPHUPAT CUJICH aHTAXUMEHT KbM
KaueCTBO U HWHOBAallMM B CBOWTE TMPOU3BOJICTBEHU mpoliecu. JIuHelHuTe U
neHrpanmusupanu crpykrypu B ,,KOCMOIIUIACTUKA” OO/, ,,CET'OIUIACT” OO/
u ,,EBEPECT” OO/] ocurypsiBat cTabUIHOCT M KOHTPOJI, JJOKATO JICIIEHTPAITU3UPAHUTE
ctpykrypu B, JIOJIUTUIACT” OO u ,,JPYTUBECT” OO/l no3BoJisiBaT I'bBKaBOCT U

aJanTUBHOCT. Te3u pa3nuuuss B OPraHU3ALMOHHO-YIIPABICHCKUTE CTPYKTYpHU ca
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choOpa3eHu ¢ 0COOCHOCTUTE HA TEXHUTE JCWHOCTH W TMa3apHU CTPATETHH, HO BCUYKHU
CTOJIEINIAT 00IIaTa IIeJT 32 TOCTUTaHe Ha BUCOKO Ka4eCTBO W KOHKYPEHTOCITOCOOHOCT.
Bcesika oT Te3u koMnaHuM mpuiiara pa3jindyHy CTpaTeruy 3a MOTUBALIMS Ha CBOUTE
CIyKUTEJIU, KOUTO CHOJEISIT peauiia OOlM XapaKTEPUCTUKH U 3aKOHOMEPHOCTH.
BaxxHu acniekTy Ha T€3W MOJIMTUKY BKIFOYBAT MOTUBAIIMOHHUTE CUCTEMHU, Oa3UpaHu Ha
MOCTUTHATH PE3YNTaTH, BB3MOXHOCTH 3a MPO(ECHOHATHO Pa3BUTHE W COIMATHH
npugoOuBKUA. Te3u eNeMEeHTH He camMoO CTHUMYJIUpPAT MPOU3BOJUTEIHOCTTa U
YAOBJIETBOPEHOCTTAa HA CIIYXKUTEIUTE, HO U Ch3/1aBaT KOHKYPEHTHO IMPEIUMCTBO 3a
¢upmure. Crnenpamarta Ta0nWma JeTaM3upa OCHOBHHUTE  €IEMEHTH  HA

MOTHBAaIlMOHHATA INOJHUTHUKA Ha BCAKAa KOMIIaHHA IMTOOTACIHO:

Tabauna 2. MoruBaunonnu npodpuiau Ha pasriaexaanure MIIC B Andoanus

IIpeanpusitue OCHOBHH eJIeMEHTH HA MOTHBAIIMOHHATA

NMOJIMTHKA

»KOCMOIIVIACTUKA” | boHycM W  JOI'BJHUTEIIHUM Bb3HArpa)KJIcHHUs,
0ooJ O0asupaHW Ha pE3yNTaTH; BBH3MOXKHOCTH 3a
npodeCHOHATHO PAa3BUTHE 4Ype3 BBHTPCIIHU U

BBHHIITHHU O6y‘leHI/I}I; COIIMaJIHH HpI/II[O6I/IBKI/I.

»CETI'OIIVIACT” OO | boHycM W JOI'BJIHUTEIIHU Bb3HArPaXKJICHHUS 3a
WHJWMBHUAyalHAa M  CKUMHA MPOJAYKTHUBHOCT;
MporpaMu 3a MpU3HAHUE U HArpajau; OOydYeHHs U

KBaJII/Iq)I/IKaI_II/II/I; coMaJIHHu HpI/II[O6I/IBKI/I.

»EBEPECT” OO/ Bo3narpaxnaenusi, 0Oa3supaHu Ha  pe3yiTary;
npo()eCHOHATHO pa3BUTHE 4Ype3 OOy4YeHHs U
KBalu(UKaLUY; CTUMYJMpaHe Ha CEKUIHATa

pa60Ta 1 MHOBAIIUMUTC, COLIMAITHN HpI/I,II06I/IBKI/I.

HIHHOJIUIIJIACT” OO/ | [IpuzHanvue u Harpaau 3a MOCTH)KEHUS; I'bBKaBH
paboTHU YyCNOBUS; BBTPEIIHA MOTHBALUS Ha
CIIyXKUTENUTe; OO0yueHuss U KBaTUUKAINH,

COIMAITHU TIPUIOOUBKHU.
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»@PYTUBECT” OO/l | KoHKypeHTHH 3aiylaTU M Bb3HArpakJAcHUs,
O0azupaHu Ha  pe3yJaTaTH; MOporpamMud  3a
npo¢eCHOHATHO PAa3BUTHE; BHTPEITHU U BBHHIITHU

00y4eHHUs; COIUATTHH MPUIOOUBKH.

Beuuky pasriexnaHu mpeAnpusiTHS MOpuiaraT CUCTEMHU 3a JIONBIHUTEIHU
BBb3HATPAXKEHUS, KOUTO C€ OCHOBABAT HA PE3yJTaTUTE, IOCTUTHATH OT CIIYKUTEIIUTE.
»~KOCMOIIUJIACTUKA” OO4 u ,,CEI'OIUTACT” OO/ upenoctaBsT OOHYyCH U
JOMBJTHUTEIIHA BB3HATPAXKICHUS, KOUTO CTHUMYJIHPAT CIYXKUTEIHUTE Ja PadOTAT 3a
MocTUrane Ha BUcoku pesynratu. ,,EBEPECT” OO/l cbiio n3non3Ba TakuBa CUCTEMHU,
KaTo MpEeJOoCTaBsd Bb3HArPAXKICHUS Ha Oa3aTa HAa HHIUBUIYATIHUTE U EKUITHUTE
noctuxenus. LIIOJIUTIUIACT” OOH u ,®PYTUBECT” OO/ cbmo mnpunarat
NMOoJIOOHM MOTHUBAIIMOHHU CHUCTEMH, KOWUTO HachpyaBaT KaKTO WHJIMBHyaJIHATA
MPOIYKTUBHOCT, TaKa U €KUITHATa paboTa.

3a meTTe MpeAnpusTUs € XapakTepHO, Y€ MHBECTHPAT B PA3IMUHU MPOTPaAMU 3a
oOyuenue u kBanudukanus Ha yosemkure pecypeu. ,,KOCMOITIJIACTUKA” OO/ u
»CEI'OIUIACT” OO/l opranu3upar BBTPEIIHH W BBHIIHA OOYYEHHS, KOUTO
MO3BOJISIBAT Ha CIIYXXKUTEIUTE Ja pa3BUBAT CBOMUTE YMEHHUS U Jia TOBHUIIABAT CBOSITA
kBanupukamus. ,,EBEPECT” OO/l ocurypsiBa BB3MOXHOCTH 3a MpOo(dhecHOHAITHO
pa3BUTHE, KaTOo Mpejyiara nporpamu 3a 00yueHue 1 KBaTuPuKaIus, KOUTO CTUMYITUPAT
CTpeMeka KbM IOCTMraHe Ha Bucoku pesynratu. ,,J[IOJIUIIJIACT” OO wu
»OPYTUBECT” OO/l cblilo MHBECTUpAT B PA3BUTHETO HA CBOUTE CIIY>KUTEIU 4YpE3
paznuyHu GopMHU Ha 00ydYeHHE U KBaMU(UKAIHS, KOETO € OT CTPATerHuecKo 3HAaUCHUe
3a TAXHOTO YCTOWYMBO PA3BUTHE U KOHKYPEHTOCIIOCOOHOCT.

Pasrnexxnanure npeanpusitas oT AnOaHUs MPEAOCTABAT Pa3IUYHU COI[UATHHU
NpUI0OMBKH, KOUTO MOAOOpPSIBAT KAadeCTBOTO Ha pabOTHUS >KMBOT M IOBUIIABAT
aHrakupaHoctra u JosHocTTa Ha cayxkurenure. ,,KOCMOIUIACTUKA” OO/ u
»CET'OIUTACT” mpemyiarat 3ApaBHO OCUTYpsSBaHE M TICHCMOHHU CXEMH, KOHUTO
Ch3/1aBaT JOMBIHUTEIHU CTUMYJIH 3a CIY>XUTEJIHWTE Ja OCTAaHaT IBITOCPOYHO BHB

¢upmara. ,,EBEPECT” OO/] npenocTtaBs conpainy Ipua00OMBKH, KOUTO MOA00psBaT
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paboOTHUTE YCIOBHSI U CTUMYJIHUPAT JABITOCPOYHATA AHTAKHUPAHOCT HA CIY>KUTEIHUTE.
HHOJUTUIACT” OOH4 u ,®PYTUBECT” OO/l cbmo ocurypsiBar Mnog00HU
MpUA0OUBKH, KOUTO Ca B)KEH aCIEeKT Ha MOTHUBAIIMOHHATA UM TOJIUTHKA.

ABTOpBT 0000111aBa, Y€ MOTHUBALIMOHHUSAT MPOQPUI HA YOBEIIKUTE PECYpPCH 3a
¢upmure ,,KOCMOIUUIACTUKA” OO/, ,,CET'OIUIACT” OO/, ,,EBEPECT” OO/,
HIOJUTUIACT? OO wu ,OPYTUBECT” OO/l BxiatouBa pa3zHOOOpa3HU
CTUMYJIMPAIIHA METOJIU U COLIMAIHUA MPUI00UBKH. [IpeanpusaTusta u3noi3BaT CUCTEMHU
3a JIOMBJIHUTEIHA Bb3HATPAXJACHUS, Oa3upaHU HaA TMOCTUTHATH pE3ydTaTH, 3a Ja
MOBUILIAT  TPOUZBOAUTEIIHOCTTA W AHTAKUPAHOCTTA  HA  CIIY>KUTEIIUTE.
[IpodecronanHoTO pa3BUTHE Ce€ HachpyaBa uYpe3 BBHTPELIHM M BBHIIHU OOyuYEHUs,
KOHWTO IMOBHINIABAT KBATU(UKAIIAATA HA YOBEHIKHUTE pecypcu. ColnaaHuTe MpUI00MBKH
KaTo 3/IpaBHO OCUTYPSIBAHE U IEHCUOHHH CXEMU UTPASIT BaKHA POJIS B 33bPIKAHETO HA
KBMPUIMpaHd Kaapu. Te3W TONWTHKU Ch3JaBAT KOHKYPEHTHO TMPEAUMCTBO 3a
dbupMuTe, KaTO UM IO3BOJISIBAT Ja MPUBIAYAT U 3aqbpKaT Hal-TO0OpUTE KaJpu Ha

nasapa.

I''TABA TPETA: BB3MOXHOCTHU 3A IIOJOBPABAHE HA
MOTUBAIMOHHATA TIOJIUTUKA HA MCII KATO ®AKTOP 3A
TAXHOTO PABBUTHUE

Tperata rmaBa OT OUCEPTALMOHHUS TPy € HACOYEHA KbM aHAJIU3UpPAHE U
MpeajaraHe Ha Bb3MOKHOCTH 3a MOAOOpsiIBaHE HAa MOTHBALMOHHATA IOJUTHKA Ha
MaJIKUTE U CpeAHU npeanpusatus B bwiarapus u Anbanus. Llenta e na ce mogobpu
yIPaBICHUETO Ha YOBEIIKUTE PECYPCH, C AKIIEHT BbPXY MOTHBALUATA KaTO (akTop 3a
YCTOMYMBOTO Pa3BUTUE HA NIPEATIPUATHUATA.

B mppBus maparpad e HampaBeH aHaiuM3 Ha MOTHMBAallMOHHATA IOJIUTUKA Ha
MaJKUTE€ M CcpeaHu npeanpustus B bwiarapus m Anbanus. OcHoBHaTa Len Ha
IIPOYyYBAHETO € Jla C€ M3CJIe[BAa MOTHMBALlMOHHATA IOJUTHUKA HA MAJIKUTE M CPEIHU
npeanpusatus B bearapus nu Anbanus, 1a ce yCTaHOBH POJIsiTa HA MEHUKBPA B TO3U

nmponec n 1a CC HalipaBu CPaAaBHUTCIICH aHAJIU3.
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3a nenTa ca M3IO0JI3BaHU CIECJHUTE METOAM: METOJ HA aHAJIU3 U CHUHTE3, METOJ
Ha HaOJIOJEHUETO, METOJl Ha HMHIAYKUUS M JEAyKIUs, KOHTEHT aHaJih3, aHKETHO
IpOoy4YBaHe, MaTeMaTUKO-CTATUCTUUECKH METOM, BKIIOYUTEIIHO CTPYKTypHa OH3HEC
CTaTUCTHKA, MHTYUTUBEH U CUCTEMAaTHUYEH MOAXO0J]. 3a Ch3/IaBaHETO Ha 0aza JaHHU U
obpabotka Ha mH(popmarmaTa ¢ m3noBaH EXCEL na Microsoft, kakro u Google
Dopmysipu.

Pa3pabotena e aHkeTHa KapTa, KOATO ChIAbpxkKa 00110 86 BBIPOCa C Bb3MOKHOCT
3a OTTOBOP OT 3aTBOPEH THII, pA3NpEIETICHU B 5 pa3jienia B 3aBUCUMOCT OT aKILIEHTa Ha
nscnenBaneto. [lupoxusT HaOOp OT BBIPOCH BBHB BCSKA CEKIUS IMO3BOJISIBA /I CE
MOKPUAT BCUYKU ACMEKTH Ha Ja/ieHaTa o0JIacT Ha M3CIIe[IBaHE, KaTo Ce rapaHTtupa
BHCOKa HA/ICKTHOCT Ha MOJYUYEHUTE pe3yiaTaTi. AHKETHATA KapTa € CTPyKTypUpaHa 1o
Ha4yuH, KOWTO MaKCUMaJIHO [la yJIECHSBA CIY>KUTEJIUTE HA MPEANPUATUATA, KAKTO U
aHanM3a Ha mnojydyeHuTe pesyaTtaTd. [lopaayu ecTecTBOTO Ha CTENEHUTE HA OLEHKA ca
Pa3IUYHM CKAJIUTE HA OTTOBOPH B OTJICITHUTE Pa3JICiH.

Paznen 1 cpabpxka 11 BeIpoca u nenu ga aajne odbma uHbopMainus 3a camaTa
opraHu3anys, KakTo 1 3a CTaTyca Ha PbKOBOAUTEIISI, KOUTO s MPeICTaBIISABA.

Paznen 2 e HacoueH KbM UACHTH(PUITMPAHE HA BAXXKHU CTPAHW HA MOTHUBAIIHSITA B
u3clieIBaHUTEe (GUPMH OT TJIeJJHA TOYKAa Ha MeHHKbpUTe. CheTou ce oT 20 BBIIpoca C
BB3MOYKHOCT 3a u300p Ha nudpu ot 1 10 7.

Paznen 3 ce ceeTou oT 9 BhIpOCca M MMa 3a 1en aa Aane ooma nHpopMaus 3a
poJisiTa, KOSITO MEHUDKBPBT MPEANOUNTA J1a U3ITBIIHABA BHB (pupmara.

Pa3nen 4 e cberaBeH oT 14 BbIpoca u 1enu 1a HASHTUPUIMpa HHANBUAYaTHATa
MOTHUBAIIMOHHA OPUEHTALlMS IPU MEHUI)KbPUTE.

B Pazgen 5 uma HanuuaM 32 BhIIpoca U ONpEesl IUYHOCTHUA TUIl o Maiiepc-
Bbpurc (Marcic, 1992), kaTo ce u3moyi3Ba TECTOBH METO/I.

[Topaau ecHrs HAYMH 3a KOMYHHUKAIMS MKy aBTOpa U aHKETHpaHaTa CTpaHa,
Jurcata Ha BB3MOXKHOCT 3a BIMSHHME OT CTpaHa Ha aHKeTHpalus, a CbhII0 U
MHUHHMAJIHOTO BPEMETpPAcHE 3a INOMNbJIBAHE HA AaHKETaTa, MPOYyYBAHETO CE€ IPOBEIE

onnaifg. [1o To31 HaUMH U3ClIeIBAHETO HE U3UCKBA TOJIEMU (PMHAHCOBH PECYPCH, JIECHO
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€ 3a agMUHHCTPUpAaHE W JaBa BB3MOXKHOCT Ja c€ ChOepe TOIsIMO KOJIHMYECTBO
uHdopmarus.

HeraTtus, KOHTO aBTOPBT IIOCOYBA B KOHKPETHUSA ClydaH, €, 4e € OrpaHudYcHa
BB3MOXKHOCTTA J1a C€ MOCOYBAT PAa3JIMYHU OTITOBOPH U Jia C€ MPABU MHTEPIIPETALIMS Ha
BbIIpOcUTe. TOBa € pe3yaTaT OT CTPYKTypHUpaHOCTTa Ha aHkertara. OCBEH TOBa HE €
BB3MOXKHO BCEOOXBATHO Jla CE€ aHAJIU3UPaT Pa3IMYHUTE aCTIEKTH Ha U3CIIEIBAHETO.

N3cnensanero e nposeaeHo B nepuosa 2021 — 2023 roauHu cpes pa3iudHu 1Mo
CBOSITA CBIIHOCT, KalauTeT U 00eM Ha MPOU3BOACTBO OOIIO AECET MPEeIIpUATUS OT
MaJIKUsi U cpenHusi OmsHec, omepupamy B bbiarapus (met ot 1ax) u B AnbaHus
(ocrananure mer).

ETanu Ha u3cieaBaHero:

II'spBu eran (2021 — 2022 r.) - npoydYBaHE Ha JUTEPATYPHUTE U3TOUHULIU IO
temara. CpOupaHe, pasmIeKAaHe W aHAIM3HpPAHE Ha BB3TIEAHM, Kacaeld
pasriexaanaTa npobnemaruka. Odopmu ce mppBaTa rjiaBa OT AUCEPTALMOHHUS TPY,
KaTo B Hes ce Wu3BenoXa, CHCTeMaTu3upaxa U o0oOmmMxa Hai-3HaYUMHTE U
OCHOBOIIOJIaralid TEOPETUYHU aCNEKTH Ha YIPABJIEHUETO HA YOBELIKUTE PECYpPCH Ha
opranuzauusta. CplIo Taka ce MU3Clie[Ba MOTUBALIMATA HA YOBEUIKUTE PECYPCU KATO
0a30B €JEMEHT B YIPABJICHUETO HA YOBEIIKUTE PECYPCH U IPEANOCTaBKa 3a pacTexa u
ycmexa Ha OpraHu3alMuTe, aHajJlu3upaxa Cc€ OCHOBHHTE KOMIIOHEHTH Ha
MOTHBALIMOHHMS TIPOIIEC U C€ MPEACTAaBU KaK ce Ch3JaBa €(peKTUBHA MOTHBALMOHHA
cpena. IIpe3 To3u nepuos ce cbcTaBU U U3rOTBU aHKETHATA KapTa.

Bropu eram (2022 — 2023 r.) - npoBexJaHe HA aHKETHOTO TPOYYBAHE OHJIAKH.
He3aBucumMo OT MHOKECTBOTO JIMYHU CpPEUIM U MPOBEACHHU PAa3rOBOPH, CE HAJOKHU
M3CJIeIBAHETO Jla ce€ OrpaHnyd B paMkute Ha 10 ¢upmu, KOUTO ca yacT OT MalKuUs H
cpenen 6usnec B bearapus u Anbanus. Ot te3u 10 ¢pupMu B H3CiIeABaHETO B3exXa
yuactue 254 cmyxurtenu. IlombiBailkm aHKeTHaTa KapTa, CIY)KATEIUTE Ha
OpraHU3alMUTE CE CHIJIACABAT Ja y4acTBAaT B HAYYHOTO M3CIIEABAHE, KaTO IIPEIOCTABAT
roJisiM 00eM OT HH(pOpMaITHSL.

Tpern eran (2023 r.) — manHuTe ca 00pabOTEeHHW C MOMOINTA HA Pa3TUYHU

CTaTUCTMYECKH METOJM KAaTO METOJ| Ha IpylupaHe, aHAIUTUYEH METOA U TrpaduyeH
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meTo/. HanpaBen e ananu3 u 0060011aBaHe Ha NOTYyYEHUTE KOJTUYECTBEHU U KAUYECTBCHH
pe3ynTaTy.

B uscneaBaHeTo B3emar yuyacTue PbKOBOJHUTE KaJpu OT METTE PA3IIICKITAHU
ObATapcKu PUPMHU, KAKTO U TE3U OT alIOAHCKUTE PUPMH.

[Ipn wu3cnenBaHeTO HA JAHHUTE OT AaHKETaTa Cc€ M3I0JI3BAaT Pa3IudyHU
CTaTUCTHUYECKH METOAM, BKIFOUUTEITHO:

» I'pynupaHe Ha CTAaTHCTUYECKHUTE JaHHU 3a TIOJPOOCH aHAIIN3;

» W3non3BaHe Ha TaONMYHM M TpadUIHH METOAU C IEJI BU3yalM3UpaHE Ha

CTaTUCTHUYECKUTE PE3YJITATH;

» W3non3BaHe Ha MeTona Ha CpaBHEHHE, KOWTO MO3BOJIIBA CPaBHEHHE Ha

pPa3TUYHUTE JaHHU;

» Ilpunarane Ha CTpyKTypHa OM3HEC CTATUCTHKA 33 aHAJIU3 HA OpTaHU3AIUUTE.

OcBeH Te3u METOU, B HACTOSIIIOTO JUCEPTALMOHHO U3CIIEIBAHE CE U3MO0J3BAT U
METO/IM Ha aHAJIMU3 U CUHTE3. Te Mo3BoJIsABAT U3BBPIIBAHE HA MHOTOIUIACTOB aHAIN3 Ha
dakTopuTe, CBBp3aHU C paA3IUYHUTE AaCHEKTH IO TeMaTa, KakTO M OIICHKa Ha
BB3MOKHOCTUTE 32 pa3BUTHE HA KOHKPETHUTE OPraHU3AIMHU B KOHTEKCTAa HA YOBEILIKUTE
pecypcnu.

AHKETHpaHETO € OCBIIECTBEHO B Iepuoaa ot meceln GpeBpyapu 2022 roauHa 10
Kpag Ha Mmecen toHu 2023 ronumHa. B Hero B3emar yudactue 254 ciyxuTenu M
PBHKOBOJUTENN B Pa3jIMYHU MO CBOSATA CHIIHOCT, KAMAUTET U 00EM Ha MPOU3BOICTBO
MPEANPUATUS OT MAJIKUS U CpeaHusl Ou3Hec, onepupaiiu B brarapus (meT oT TAX) U B
AnGanus (oCTaHATUTE TIET).

JlaHHMTE OT WM3CJENBaHETO ca MOJUIOKEHW Ha cleluanHa oOpaboTka M ca
pa3zielieHd Ha JBE YaCTU C LIEJI MO-JIECHO MPEACTABSIHE HA PE3yJITATUTE OT aHKETHATa
KapTa.

OO61muaT Opoii Ha u3cienBanuTe nuua e 254, karo ot Tsx 145 nymu ca padoremu
Ha TepuTopusaTa Ha bbiarapus, koeTo kaTo oTHOcHUTeNeH 15171 € 57,1% OT BCHUKH, 10KaTo
ocrananute 109 yyacTHMIIM ca TPEACTABUTEIM HA MAaJKU U CPEIHU NPEANpPUSIITHS,
(bupMH 1 OpraHU3aINH, YUATO JSHHOCT Ce M3BBPIIBA HA TepuTOpUsATa Ha Anbanus (42,9

%).

25



Crnen pasriexiaHeTO W aHAIM3UPAHETO HA BBIPOCHUTE OT METTE Pa3IUYHU
paszena Ha aHKeTaTa, € YCTaHOBEHO, Y€ CBIIECTBYBa TSACHAa B3aMMOBpPB3Ka MEKIY
YIOPaBIEHUETO HA YOBEHIKUTE PECYpPCH, MOTHBALMATA HA YOBEIIKUTE PECypcH U
Pa3BUTHETO Ha MPEANPUATUETO KaKTO B bbirapus, Taka u B Anbanus. Uudopmanusita,
KOSITO € CUHTE3MpaHa U aHallu3upaHa OT pe3yJITaTUTe Ha MEHUIKbPUTE OT aHKETHATa
KapTa, MOa4YepTaBa Ba)XHOCTTA HA HHIMWBUAYaJHUA TMOJIXO0Jl KbM MOTHBaLMITA M
Pa3BUTHETO Ha YOBEUIKUTE PECYPCH.

Pa3bupaneTo Ha JWMYHOCTHUTE TWUIIOBE HA MEHHUKBPUTE CcliOMara 3a
MEPCOHATM3UPAHETO Ha MOTHBAIMOHHUTE CTPATETMH W 3a Ch3JaBaHETO Ha paboOTHA
cpena, KOsiTO OTroBaps Ha MHIWBHUAYATHUTE MPEANOYUTaHUS U HYK/IU Ha CITY>KUTEITUTE.
To3um moaxom sICHO mMog4yepTa, 4e MOXKE Ja TMOBHIIM HHBOTO Ha MOTUBALUS U
AHTQXXUPAHOCT HA YOBEUIKUTE PECYPCH.

[loBuilleHaTa MOTHBAIMA M AHTAXKHUPAHOCT HA YOBEIIKUTE PECYpCH MoOraT Ja
J0BeaT A0 MO-BHCOKAa MPOM3BOAMTENIHOCT, MOJOOPEHO KadecTBO Ha paboTara u
nocturaHe Ha OusHec wnenute. OcCBEeH ToBa, pa30UpaHETO HA JUYHOCTHUTE
XapaKTEPUCTUKN HA MEHUKbPUTE MOXE Jla CIOMOTHE 3a MOJXO/IAIIOTO Pa3BUTUE HA
TEXHUTE JIMJIEPCKU YMEHHS M YCHBBPIICHCTBAHE HA KOMYHHUKAIIMITA U YIIPABIECHUETO
Ha KOH(MIUKTU B opraHuzauusta. [lomydeHure cTOHHOCTH JOBeaOxa /10 M3BOJA, ye
WHTErpUpaHeTo Ha uHGOpMalusITa 3a JUYHOCTHUTE TUIIOBE B YIIPABICHHETO Ha
YOBEUIKHA PECYPCH MOKE Ja € KJIF0UOB MHCTPYMEHT 3a MOJIIOMaraHe Ha pa3BUTHUETO Ha
MPEANPUITUETO, KATO CHIIEBPEMEHHO MOI00psIBAa MOTUBAIIMATA U yIOBIECTBOPEHUETO
Ha YOBEILLKUTE PECYPCH.

ABTOpPBT cTura J0 0000IIeHneT0, 4Ye pa3doupaHeTo Ha JUYHOCTHUTE
XapaKTePUCTUKN HA MEHUKHPUTE U MOBUIIABAHETO HA MOTHUBAIMATA HA YOBEIIKUTE
pecypcH UMaT ChILIECTBEHA POJIs 32 Pa3BUTHETO HA MPEANPUATHITA KakTO B bbirapusi,
Taka U B Anbanus. [lepcoHanu3upanuTe MOTHUBAIMOHHU CTPATETHUH, UHTETPUPAHU B
YIPaBIEHUETO HA YOBEIIKU PECYPCH, Ch3JlaBaT MO-NPOJYKTUBHH, YAOBIETBOPEHU U
AHTQKUPAHU  CIYXKUTEJIM, KOUTO JONPHUHACAT 3a MHOBALMUTE, pacrexka U

KOHKprHTOCHOCO6HOCTTa Ha IMpCANpUuATHATA. Tscnara BPpBb3Ka MCKIYy MOTUBAUATA U
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PAa3BUTUCTO HA YOBCIIKUTC PCCYPCH NPCACTABISABA ChIIICCTBCH ACIICKT 3a IIOCTUT'AHC HA

ycnex BbB pupmuTe KakTo B bbirapus, Taka u B Andanusl.

3AKVIIOYEHHUE

|
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CIIPABKA 3A ITPUHOCUTE B IUCEPTAIMOHHUSA TPY ]

BbB Bpb3ka c pa3paboOTBaHETO Ha AMCEPTALMOHHHUS TPYyJ Morat na ObaaT
U3BEJICHNU CJIEIHUTE IPUHOCH:

1. Cucrematu3upanu, M3BEIEHW M OOOOIICHM Ca OCHOBHHUTE TEOPETUYHH
MO/IXO/IM Ha YTPABIEHUETO HA YOBEIIKUTE PECYPCH U MOTHUBALIUATA.

2. HampaBeHa € XxapaKTepucTUKa Ha IEWHOCTTa 1 MOTUBAIIMOHHATA MOJUTHKA Ha
MCII B bwarapus u AnGanus.

3. Hanpagen e cpaBuutesnen ananus Ha MCII B boiarapust u Anbanusi.

4. IlpennoxxeHn ca BB3MOXKHOCTH 3a TNOJOOpsSBaHE HA MOTHBALMOHHATa

nosmtrka Ha MCII B beirapus u Anbanusi.

29



CIIMCBK HA ITYBJIMKAIMUTE 11O AUCEPTALIMOHHUA TPY [

Konferenca — Abstract Book

1.C
(S
n
a
j 2.C

d_.. (2024) The Essential Impact of Human Resources in Business - comparison between
Albania and Bulgaria. 5 International Conference on Engineering and Applied Natural
aciences - “ICEANS 2024”, August 25-26, 2023, Konya, Turkey. Abstract book: 220.
JSBRulD Peqoe5-6314-29-0.https://www.iceans.org/

L. (2024CEncouraging Businesses Classified as Medium and Small, for Albania and
Bulgaria. 5 International Conference on Engineering and Applied Natural Sciences -
WICEANS 20247, August 25-26, 2023, Konya, Turkey. Abstract book: 221. ISBN: 978-
625-6314-29-0.https://www.iceans.org/

i 4.C

d_.. (2024) The Essential Impact of Human Resources in Business - comparison between
Albania and Bulgaria. International Journal of Advanced Natural Sciences and
kngineering Researches (IJANSER), Vol.8 (7); 241-246. ISSN: 2980-0811. https://as-
proceeSint enaii;nfle (20240 -MoTrmaiis vHav@ P 0T MalIKus U CcpeqHus Ou3HeC B
Hu(2(G94) The Bsseatial Imp dctpofifturnayRes oumesareB i egexaymppomen betyean
Kdbdrepermndt Bulbariomintern¥tipaatiedaernainypbdvaiceduiNatirdD Saipmee (it
Engprerring [ReseatRBIN1J AONSIOR Y- FARB-35)5 et 52e SN n @98t i klikiorpmika-
ppravienie=sigurnodtpdfip/ijanser/article/view/1993

6. Ymesa M., JI. Ilenait (2024) YoBemkure pecypcu Karo CTPaTErnyecKH

daktop B OumsHeca. XIXMexayHaponHa HaydHa KoHpepeHuus ,,JIkoHOMUYECKH
pacTex, OM3HeC MepCIeKTHBH, Ta3apPHO MO3UIIMOHUPAHE B YCIOBHATA Ha Kpu3a, Codust

12-13 Anpun 2024.

30


https://www.iceans.org/
https://www.iceans.org/
https://as-proceeding.com/index.php/ijanser/article/view/1992
https://as-proceeding.com/index.php/ijanser/article/view/1992
https://as-proceeding.com/index.php/ijanser/article/view/1993
https://as-proceeding.com/index.php/ijanser/article/view/1993
https://techtos.net/sbornik/ikonomika-upravlenie-sigurnost.pdf
https://techtos.net/sbornik/ikonomika-upravlenie-sigurnost.pdf

7. Henait, JI. (2021) IlpakTuku 3a ynpaBieHHME HA YOBEIIKUTE PECYPCH U
YIOBJIETBOPEHOCT HA CIyKUTENUTe B OaHKOBHs cekrop B rp. Embacan, PemybOnuka
AnGanus. ,, XXX IOOuneiiHa MexIyHapoAHa HayyHa KOH(epeHIMs 3a CTyAeHTH U
minagu ydenu. lIlocBerena Ha 45 romumHara OT cb3fgaBaHeTo Ha FOrozamanex

yHuBepcurer ,,H.Puncku* bnaroesrpan na 7-8 okromspu 2021

31



SOUTH-WEST UNIVERSITY "NEOFIT RILSKI"

FACULTY OF ECONOMICS

Department of ““ Management and Marketing ,,

LINDITA CENAJ

MOTIVATION OF HUMAN RESOURCES

AS A FACTOR FOR THE DEVELOPMENT OF THE ENTERPRISE

AUTHOR'S ABSTRACT

For the dissertation work towards the award of the academic degree "Doctor"

Doctoral program: Economics and Management / Industry/

Scientific supervisor
Assoc. Prof. Dr. Marianna Usheva

International Business School, Sofia

Blagoevgrad, 2024



The dissertation includes an introduction, a body divided into three chapters,
and a conclusion. The total volume of the scientific work is 286 standard pages. It
utilizes 92 Bulgarian-language sources, 98 foreign sources, and 12 internet sources.
The text includes 35 tables and 57 figures. The dissertation is accompanied by 17

appendices, totaling 91 pages.

The author of the dissertation is a full-time doctoral student at the Department
of "Management and Marketing" at the Faculty of Economics at the South-West
University "Neofit Rilski" in Blagoevgrad.

The defense of the dissertation will take place on [date], at [time], in [room] at
the Faculty of Economics. The materials related to the defense are available at the
Department "Management and Marketing", Faculty of Economics and Business

Administration, "Neofit Rilski", gr. Blagoevgrad



I. GENERAL CHARACTERISTICS OF THE DISSERTATION

1. Relevance and Importance of the Topic

The development of human resources and the effective management of people
in the business sector play a crucial role in the success and growth of any company.
In this work, we will use the terms "human resource management" and "management
of human resources" as synonyms, although we are aware that the latter term has
been used more intensively since 1970, and some authors still consider it to be more
comprehensive. Our opinion is that the terms can be used interchangeably, especially
since many leading authors treat both expressions as having identical semantic

meanings and allow their parallel use.

Human resource management in organizations encompasses multiple aspects,
including understanding the essence and strategic significance of human resources
for business. The main stages in the development of human resource management
reflect its evolution and importance in shaping sustainable organizational models.
Motivation, as a key factor, also occupies a central place in human resource
management within organizations. It is considered a prerequisite for the development
of human resources and the achievement of higher levels of effectiveness and

productivity.

Equally important are competencies, as they are an essential tool for the
successful functioning and development of human resources. Creating an effective
motivational environment and examining the key components of the motivational

process are crucial for stimulating better performance and employee engagement.

In essence, human resource management in an enterprise represents a
strategic factor that determines the future and development of the organization. This
requires a comprehensive approach, including the establishment of an appropriate
motivational culture and the improvement of human resource management methods,
reflecting the modern challenges and needs of business today. In some theories,

motivation is seen as a sequence of events aimed at enabling the individual to achieve



a certain benefit that they consider valuable. It should be noted that this does not
fully capture its essence, but only partially describes its complex nature. Motivation
is shaped through the interaction between the individual and the environment, which
in turn influences goal-directed behavior, known as motivated behavior. From this,
it follows that motivation is not only a process of pursuing desired goals, but also the
result of the complex interaction between the individual and their surrounding
environment. Moreover, motivation is an internal stimulus, based on the

identification of needs, but at the same time influenced by multiple factors.

Different approaches to human resource management alter the attitude toward
motivation and the application of motivational influences in a modern context.
Initially, most approaches focused primarily on material incentives and sanctions,
but as management developed, new paradigms emerged. In more contemporary
contexts, the focus shifts to human relationships, which more effectively stimulate
work by improving the work and social environment. Increasingly, internal
motivation among workers and employees is observed, with material incentives

sometimes even reducing motivation.

The topic of human resource management in the enterprise as a factor in its
development requires not only studying and understanding the motivational system
but also examining the internal dynamics and interactions between the various

factors that influence the effectiveness and development of the work environment.

The study of human resource management, particularly the motivation of
human resources in companies in Bulgaria and Albania, provides an opportunity to
trace motivational factors in different social and cultural contexts. This, in our view,
leads to a genuine understanding and application of human resource management
methods that ensure its development, loyalty, and a desire for personal and
professional qualification enhancement in the context of the work to which the
individual is committed. The two countries have different cultures, histories, and
business environments, which provides an excellent opportunity for a comparative

study of motivational practices.  Furthermore, they share similar characteristics



regarding economic development, social challenges, and business communities. The
research has the potential to reveal common trends or differences in how human

resource motivation is understood, applied, and influences these two contexts.

The theoretical review of various literary sources leads to the conclusion that
motivation is one of the main aspects of human behavior in organizational
relationships and a key factor for the development of human resources. Additionally,
it is a force with the ability to motivate people to work for the development and
success of the organization. This factor can also lead individuals towards personal
and selfish goals, which, instead of contributing to the progress of the organization,
may result in contradictions or even adverse consequences for the company. From
this, it follows that motivation should be viewed as an inseparable and key part of
human resource management within organizations. Understanding and managing
motivational factors undoubtedly play a crucial role in creating a favorable work
environment that not only stimulates employee effectiveness and engagement but
also fosters cooperation and the achievement of common goals within the

organization.

When considering motivation in the context of human resource management,
it is striking that Bulgaria and Albania do not exhibit the same dynamism as Western
countries. Many motivation theories are based primarily on studies from Western
Europe and the USA, often lacking connection to the essence of motivation in the

Bulgarian context, and even more so in the Albanian context.

In the present study, we did not find sufficient empirical data regarding the
influence of motivation in the work environment of Bulgarian and Albanian workers
and employees. Our interest focuses on the empirical study of motivation in real
working conditions of human resources in different enterprises and its impact on

their production potential.

The relevance of the study is due to several important factors:



» At the core of quality and modern human resource management, in our
opinion, lies one of the most important and fundamental management
functions—namely, the motivation of human resources

» Motivation in a real work environment is a key factor for achieving better
work efficiency and the development of human resources..

» During periods of economic crises, such as the one caused by the COVID-19
pandemic, the need for particularly motivated and engaged workers becomes
evident, making the topic even more relevant

» Motivation of human resources is crucial for the development of
organizations, especially in conditions of instability and changes in the
business environment.

» Nowadays, when human resource management occupies a central place in the
strategic plans of organizations, understanding and promoting employee
motivation emerges as a key factor for achieving successful business results

and sustainable development.

The evaluation of the effectiveness of human resource management and,
accordingly, the motivational methods applied in enterprises in Bulgaria and
Albania, is of critical importance for the development of human resources and the
improvement of its productivity, loyalty, and pursuit of new knowledge. It provides
valuable insights into which human resource management approaches are most

suitable and effective for different business environments and circumstances.

The choice of topic for the dissertation is justified by the relevance, scientific
and practical significance of the issue of modern human resource management,
specifically motivation, and its insufficient examination and study in Bulgaria and

Albania, as well as the doctoral candidate's interest in the nature of the problem.

The subject of this dissertation research is the possibilities for improving the
motivational policy of small and medium-sized enterprises (SMEs) in Bulgaria and

Albania.



The object of the research is the motivational policy of SMEs in Bulgaria
and Albania.

The main scientific thesis of the dissertation is that there is a close
interrelation between human resource management, motivation, and the
development of the enterprise. The dynamic changes in which contemporary
enterprises operate require continuous improvement of the motivational policy,

which is a key factor for their development.

The main goal of the dissertation research is to make a comparative analysis
of the motivational policy of SMEs in Bulgaria and Albania and to propose

opportunities for its improvement.
To achieve the research goal, the following tasks are set:

» Systematizing, deriving, and summarizing the main theoretical approaches to
human resource management and motivation;

» Characterizing the activities and motivational policies of SMEs in Bulgaria
and Albania;

» Conducting a comparative analysis of the motivational policies of SMEs in
Bulgaria and Albania;

» Proposing opportunities for improving the motivational policies of SMEs in

Bulgaria and Albania.

The methods used to achieve the research objectives include: the method of
analysis and synthesis, the observation method, induction and deduction methods,
content analysis, survey research, mathematical and statistical methods, including
structural business statistics, as well as intuitive and systematic approaches. For
creating a database and processing the information, Microsoft EXCEL and Google

Forms were used.

This study is limited in terms of time, location, methodology, and scope.
It was conducted between 2021 and 2023 across ten different enterprises from the

small and medium-sized business sector, operating in Bulgaria (five of them) and



Albania (the remaining five). For the evaluation of human resource management,
particularly employee motivation in the studied organizations, scientifically
grounded methods were used, and an attempt was made to answer the most important
questions, though without claiming that they have been exhaustively and optimally
developed. The methods used are somewhat conditional, as such a study has not been
conducted before. It is important to note that the study may not be entirely perfect or

scientifically comprehensive.
Limitations in the Practical Research:

After conducting the practical research, certain limitations inevitably arose,
affecting the scope of data coverage and the breadth of the analyzed economic

sectors:

1. Data were not provided regarding multiple sectors of the economy, as well as
different types of employment positions.

2. The study primarily examined the management style and motivation of
administrative staff, as the distribution of the survey questionnaire had to be
done electronically, and many field employees did not have access to a work

computer or internet-enabled phone.

There were also some difficulties in developing the dissertation. The main

challenges were:

1. Difficulties in finding a sufficiently large number of respondents and

distributing the survey questionnaires for participation in the study.

2. Inability to persuade a larger number of companies and individuals to

participate in the research and failure to achieve a broader scope.

After numerous preliminary conversations and meetings with representatives
from large organizations and companies in Bulgaria and Albania, and based on the
results of those discussions, the decision was made to primarily collect the survey
responses electronically. Despite the large number of invitations and fully electronic

completion of the surveys, we had expected to achieve a larger-scale study, but even



with the data we obtained, it is possible to draw the necessary conclusions and

recommendations.
2. Structure and Content of the Dissertation

The dissertation includes an introduction, a body divided into three chapters,
and a conclusion. The total volume of the scientific work is 286 standard pages. It
uses 92 Bulgarian-language sources, 98 foreign sources, and 12 internet sources. The
text includes 35 tables and 57 figures. The dissertation is accompanied by 17
appendices, totaling 91 pages.

The structure of the content is as follows:

INTRODUCTION

CHAPTER I

THEORETICAL FOUNDATIONS OF HUMAN RESOURCE
MANAGEMENT IN THE ORGANIZATION

1.1. The Essence of Human Resource Management in the Organization
1.2. Key Stages in the Development of Human Resource Management

1.3. Human Resources as a Strategic Factor in Business

CHAPTER 11

MOTIVATION AND THE MOTIVATIONAL POLICY OF THE
ENTERPRISE

2.1. Motivation of Human Resources. Key Components of the Motivation

Process.

2.2. Characteristics of Activities and Motivational Policy of SMEs in Bulgaria

2.3 Characteristics of Activities and Motivational Policy of SMEs in Albania

CHAPTER III



OPPORTUNITIES FOR IMPROVING THE MOTIVATIONAL
POLICY OF SMEs AS A FACTOR FOR THEIR DEVELOPMENT
3.1. Analysis of the Motivational Policy of SMEs in Bulgaria and Albania

Research methodology

Stages of the Research

Results of the Research

3.2.  Improving the Motivational Policy Based on the Competency

Approach

CONCLUSION

BIBLIOGRAPHY

List of Tables in the Dissertation

List of Figures in the Dissertation

APPENDICES

II. BRIEF OVERVIEW OF THE CONTENT OF THE DISSERTATION

CHAPTER ONE: THEORETICAL FOUNDATIONS OF HUMAN
RESOURCE MANAGEMENT IN THE ORGANIZATION

The first chapter of the dissertation addresses the key theoretical issues related
to human resource management. In the first section, the essence and importance of
human resource management are discussed, with an overview of various definitions
proposed by researchers in the field. Human resource management is a process that
involves planning, organizing, motivating, controlling, and coordinating people

within an organization to achieve its strategic and operational goals.



The author emphasizes that at the core of human resource management lies
the understanding that people are not just resources, but a key asset that can
contribute to the competitiveness and sustainability of the organization. Different
authors offer varying interpretations of the term "human resources," but the common
thread is that they focus on the importance of people as a source of innovation,
creativity, and organizational value. Moreover, human resource management is seen
as a multifaceted function that encompasses both strategic and operational aspects.

According to research, human resource management involves a variety of
activities aimed at maximizing the potential of the workforce. These include
recruitment, training, talent development, motivation, performance evaluation, and
compensation. These functions are interconnected and complementary, and their
effective implementation ensures the achievement of organizational goals.

It 1s highlighted that human resource management should be considered a
systematic process that integrates organizational goals with the individual needs and
expectations of employees. A successful organization should create conditions in
which employees are motivated to develop their skills and abilities, contributing to
the development of the organization.

In the second section, the key stages in the development of human resource
management are examined. The historical evolution of human resource management
is traced. The author notes that at the beginning of the 20th century, human capital
management was primarily focused on administrative and bureaucratic tasks, such
as recruitment and appointment. During this period, the organization was primarily
concerned with securing an appropriate workforce, with the main focus on worker
productivity and discipline

In the 1950s and 1960s, significant changes took place in human resource
management, driven by the development of theories on organizational behavior and
motivation. At this time, attention shifted to the importance of human relationships,
leadership, and employee motivation as key factors in achieving organizational

success. The concept of the "human factor" became increasingly important, and
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organizations began to realize that people were not just resources to be used and
replaced.

The author also traces modern trends in the development of human resource
management, emphasizing the shift from an administrative to a strategic
management model. In today's globalized economy, where competition is
increasingly intense, the ability of an organization to effectively manage its human
resources is viewed as a critical factor for success. In this context, human resource
management is seen not only as part of managerial functions but also as an integral
part of the overall strategy the organization.

It is emphasized that human resource management has evolved to such an
extent that it is now regarded as a core component of every business strategy. As a
result of this evolution, there is greater attention given to talent development,
employee engagement and motivation, as well as the use of innovation and

technology to improve the management of human capital

Special attention is paid to the different schools and theories that have
contributed to the development of human resource management. Some of them focus
on the mechanistic approach that views employees as part of the production process,
while others emphasize the importance of motivation, commitment and the
development of individual abilities of employees. This variety of theoretical
approaches provides a rich basis for understanding the different aspects of human
resource management in the modern business world.

The third paragraph examines human resources as a strategic factor in
business. In today's globalized economy, where competition is fierce, human
resource management is not only a matter of efficiency, but also of strategic
importance. The doctoral student analyzes how organizations can use their human
resources as a competitive advantage by developing innovative management
approaches that meet the changing demands of the market.

A review of various theoretical models that consider human resources as a key

asset in an organization is made. Within these models, human capital is perceived
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not only as a cost for the organization, but as an investment that can lead to significant
economic benefits. The ability of an organization to attract and retain talented
employees is directly related to its success and development in the market.

Research shows that successful human resource management requires a
strategic approach that integrates human resources with the organization's overall
business strategy. This includes developing policies and programs for training and
development of personnel, as well as creating a conducive work environment that
encourages innovation and productivity.

The doctoral student emphasizes the importance of motivation as a key factor
in successful human resource management. Employee motivation is closely linked
to their engagement and productivity. Organizations that create a stimulating and
supportive work environment manage to increase both the effectiveness of their
employees and their loyalty to the organization..

The role of organizational culture in the context of human resource
management is examined. According to the doctoral student, organizational culture
has a significant impact on the way employees interact with each other and with the
organization as a whole. Organizations that manage to build a strong culture of
cooperation, trust, and mutual assistance are more successful in human resource
management and achieve higher levels of productivity.

In the conclusion of the first chapter, the doctoral student summarizes that
human resource management is much more than just an administrative activity — it
is a strategic tool that is fundamental to the long-term success of the organization.
Human resource management must be integrated with the overall business strategy
of the organization to ensure sustainable development and competitiveness. Based
on the theories and practices reviewed, the doctoral student concludes that successful
human resource management can significantly increase employee productivity and

engagement, while contributing to the creation of sustainable competitive advantage.

CHAPTER TWO: MOTIVATION AND THE COMPANY'S
MOTIVATION POLICY
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The second chapter of the dissertation explores the main aspects of motivation
and the motivational policies of small and medium-sized enterprises (SMEs) in
Bulgaria and Albania. This chapter is structured into three main sections, which
address the fundamental components of the motivational process and the specific
features of motivational policies in Bulgaria and Albania

In the first section, the essence of motivation for human resources and its
significance for organizational effectiveness are discussed. Motivation is defined as
a key method for enhancing job performance and achieving high results from the
workforce. Work motivation, regarded as both an internal and external force, is
essential for ensuring sustainability and productivity in work processes. The author
emphasizes that motivation is a complex phenomenon influenced by multiple factors,
including employees' personal qualities, needs, values, and perceptions of the work
environment.

The author compares various theoretical approaches to motivation,
contrasting the classical views on motivation by James Donnelly Jr., John
Ivancevich, and James Gibbons, who define it as a set of internal drives and
ambitions, with those of Yosef Iliev and Tatyana Hristova, who define it as a force
that causes people to act in specific ways. The dissertation also explores the approach
of Marin Paunov, who views motivation as a set of psychological processes guiding
individuals toward voluntary and goal-directed actions
The author stresses the necessity of clearly understanding the motivational process
as an integral element of human resource management. Motivation is examined not
only as a means of achieving specific results but also as a long-term tool for
employee retention within the organization. In this context, motivation is linked to
the development of appropriate tools and mechanisms for motivating employees,
which include both external incentives and internal drivers. The main goal of the
motivational process is to ensure a balance between the personal needs of employees
and the objectives of the organization, as this is a critical factor for the successful

operation of the enterprise.
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It is highlighted that motivation must be actively managed by the
organization's leadership, taking into account the individual characteristics of each
employee. Implementing motivational strategies based on the specific needs and
interests of employees is crucial for achieving effectiveness in human resource
management. Motivational models used in the organization must be adapted to the
dynamically changing work environment and reflect contemporary labor market
demands.

A key aspect of the motivational process is the role of managers, who must
ensure the proper application of motivational strategies and encourage employees to
achieve high results. The author notes the importance of leadership and management
as primary tools for motivating the workforce, emphasizing that successful leaders
are those who can inspire and encourage their employees to realize their full
potential.

The conclusion drawn is that motivation within the organization is based on
various factors, including the application of motivational theories, critical reflection
on managerial experience, the use of positive experiences, and the intuitive abilities
of managers. Trust in the management of the organization is essential for employee
engagement. In times of crisis, management must demonstrate determination and
professionalism, informing employees about issues and distributing burdens
equitably. It is vital for management to define its orientation toward a specific model
and build the motivational process accordingly.

In the second section, the author examines five small and medium-sized
enterprises from Bulgaria, focusing on their motivational policies and management
structures. Motivational policies for human resources are a key element for the
success of any organization, including the Bulgarian enterprises studied — "ITD" Ltd,
"Gotmar" Ltd, "Vladplast" Ltd, "Dimitr Mladzharov-2" Ltd, and "Consul" Ltd. Each
of these companies employs different strategies to motivate their employees, with
common traits in their motivational policies, such as a high degree of centralized
management. Motivational systems based on achieved results are crucial for

maintaining high productivity and employee engagement. Opportunities for
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professional development and social benefits are key factors that increase employee
satisfaction and loyalty. These companies demonstrate a successful approach to
motivating human resources, which enables them to remain competitive in the
market and attract talented professionals. The motivational profiles of the Bulgarian

SME:s studied are presented in tabular form.

Table 1. Motivational profiles of SME considered in Bulgaria

Enterprise Main elements of the motivation policy

"ITD" Ltd. A multi-faceted remuneration system, bonuses for
length of service and specific tasks, individual

differentiation of remuneration.

"Gotmar" Ltd. | A multi-faceted remuneration system, bonuses and

bonuses for achievements, professional development.

"Vladplast" A competitive remuneration, bonus system, flexible

Ltd. working hours, individual discussions on career
development.

"Dimitar Fixed salaries, bonuses and social benefits,

Madzharov-2" | stimulating loyalty and satisfaction, maintaining high

Ltd. standards of work.

"Konsul" Ltd. | A competitive salary, free food and transport, free taxi

services, free preventive medical examinations.
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All companies implement motivational systems based on achieved results, which
include various forms of additional rewards. "ITD" Ltd., "Gotmar" Ltd., and
"Vladplast" Ltd. provide bonuses and additional rewards based on individual and
team performance, encouraging high productivity and work efficiency. "Dimitar
Madjarov-2" Ltd. and "Consul" Ltd. also use similar systems aimed at creating a
stimulating work environment that motivates employees to achieve high results and
contribute to the company’s success. These systems emphasize the companies'

commitment to promoting high achievements and teamwork.

The companies in question invest in training and qualification programs for
human resources, providing opportunities for professional development for their
employees. "ITD" Ltd., "Gotmar" Ltd., and "Vladplast" Ltd. offer internal training,
as well as external courses and seminars, allowing employees to develop their skills
and increase their expertise. "Dimitar Madjarov-2" Ltd. and "Consul" Ltd. also invest
in the professional development of their staff, encouraging career growth and striving
for high results. Investment in human capital is strategically important, contributing
to the formation of a competent and motivated team capable of facing market

challenges

The five companies reviewed offer various social benefits that improve the
quality of work life and enhance employee engagement and loyalty. "ITD" Ltd.,
"Gotmar" Ltd., and "Vladplast" Ltd. provide health insurance, pension schemes, and
additional leave. "Dimitar Madjarov-2" Ltd. and "Consul" Ltd. also offer similar
social benefits, which play a key role in the companies’ motivational policies,
creating additional incentives for employees to stay long-term with the company.
These benefits demonstrate the companies' commitment to the well-being of their
employees, which is important for building a positive corporate culture and attracting

new talent.

The doctoral student concludes that the motivational policies of the reviewed
companies are focused on stimulating productivity, professional development, and

the retention of qualified staff through a variety of incentive methods and social
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benefits. The centralized organizational-management structure and reward systems
based on achieved results are key elements of the companies’ motivational strategy.
Providing opportunities for professional development and offering social benefits are
also essential components that contribute to the success and sustainable development
of the reviewed small and medium-sized enterprises in Bulgaria. These policies not
only enhance employee motivation and satisfaction but also create a competitive
advantage for the companies, enabling them to attract and retain the best talent on

the market.

The third paragraph discusses five small and medium-sized enterprises from
Albania, representing different industries: "COSMOPLASTIKA" Ltd.,
"SEGOPLAST" Ltd., "EVEREST" Ltd., "POLYPLAST" Ltd., and "FRUTIBEST"
Ltd. The five companies reviewed in Albania share a number of common
characteristics and patterns in their organizational management structures and
production activities. All are focused on the production and trade of plastic products
and materials, which places them in the same industrial sector. They use modern
technologies and high-quality materials, allowing them to offer sustainable and

reliable products on the market.

The companies "COSMOPLASTIKA" Ltd. and "SEGOPLAST" Ltd.
demonstrate a clear organizational-management structure characterized by a linear
and centralized management system. At "COSMOPLASTIKA" Ltd., the
management is focused on optimizing production processes and ensuring high
product quality. The company has a highly centralized leadership, which ensures
effective control over all stages of production, from material procurement to the final
output. A similar situation exists at "SEGOPLAST" Ltd., where the centralized
management structure is also essential for achieving high standards in the production
of plastic materials. This centralized system enables quick and effective decision-
making, which is crucial for the company’s competitiveness in a rapidly changing

market environment.
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"EVEREST" Ltd., based in Tirana, shares similar organizational and
management principles with "COSMOPLASTIKA" Ltd. and "SEGOPLAST" Ltd.
The centralized nature of management at "EVEREST" Ltd. is aimed at achieving
efficiency and high quality in the design, production, and trade of PVC profiles.
Moreover, the centralized management approach ensures strict control over all
business processes, including innovations and material recycling, which contributes

to the sustainable development of the company.

On the other hand, the companies "POLYPLAST" Ltd. and "FRUTIBEST"
Ltd. demonstrate a different approach in their organizational management structure,
which is decentralized. At "POLYPLAST" Ltd., the management is decentralized,
allowing for greater flexibility and adaptability to changes in production processes
and market conditions. The decentralized structure at "POLYPLAST" Ltd. facilitates
innovation and the implementation of new technologies, which is crucial for the

company's success in the production of plastic barrels, pipes, and tanks.

The organizational-management structure of "FRUTIBEST" Ltd. is similar,
as it is also decentralized. The company uses this decentralized approach to
encourage initiative and motivation among its employees. This structure allows
different departments and units within the company to operate autonomously, which

helps in more effective management of production and business activities..

The conclusions drawn by the author regarding the organizational-
management structures of the reviewed companies are that, despite the differences
in their approaches to management, all of the companies demonstrate a strong
commitment to quality and innovation in their production processes. The linear and
centralized structures at "COSMOPLASTIKA" Ltd., "SEGOPLAST" Ltd., and
"EVEREST" Ltd. provide stability and control, while the decentralized structures at
"POLYPLAST" Ltd. and "FRUTIBEST" Ltd. allow for flexibility and adaptability.
These differences in organizational-management structures are aligned with the
characteristics of their activities and market strategies, but all share the common goal

of achieving high quality and competitiveness.
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Each of these companies applies different strategies for motivating their
employees, which share a number of common characteristics and patterns. Key
aspects of these policies include motivational systems based on achieved results,
opportunities for professional development, and social benefits. These elements not
only stimulate productivity and employee satisfaction but also create a competitive
advantage for the companies. The following table details the key elements of each

company's motivational policy individually:

Table 2. Motivational profiles of SME considered in Albania

Enterprise Main elements of the motivation policy

"KOSMOPLASTIKA" | Bonus and additional remuneration based on
LTD results; opportunities for professional
development through internal and external

training; social benefits.

"SEGOPLAST" LTD Bonuses and additional remuneration for
individual and team productivity; recognition and
award programs; training and qualifications;

social benefits.

"EVEREST" LTD Results-based remuneration; professional
development through training and qualifications;
stimulation of teamwork and innovation; social

benefits.

"POLIPLAST" LTD Recognition and awards for achievements;
flexible working conditions; internal motivation
of employees; training and qualifications; social

benefits.

19



"FRUTIBEST" LTD Competitive salaries and remuneration based on
results; professional development programs;

internal and external training; social benefits.

All the reviewed companies implement reward systems based on the results
achieved by employees. "COSMOPLASTIKA" Ltd. and "SEGOPLAST" Ltd.
provide bonuses and additional rewards that encourage employees to work towards
achieving high results. "EVEREST" Ltd. also uses such systems, offering rewards
based on individual and team achievements. "POLYPLAST" Ltd. and
"FRUTIBEST" Ltd. also apply similar motivational systems that promote both

individual productivity and teamwork.

The five companies share a characteristic investment in various training and
qualification programs for their human resources. "COSMOPLASTIKA" Ltd. and
"SEGOPLAST" Ltd. organize both internal and external training programs that
enable employees to develop their skills and enhance their qualifications.
"EVEREST" Ltd. provides opportunities for professional development by offering
training and qualification programs that motivate employees to strive for high results.
"POLYPLAST" Ltd. and "FRUTIBEST" Ltd. also invest in the development of their
employees through various forms of training and qualification, which is strategically

important for their sustainable development and competitiveness

The reviewed companies from Albania provide various social benefits that
improve the quality of work life and increase employee engagement and loyalty.
"COSMOPLASTIKA" Ltd. and "SEGOPLAST" Ltd. offer health insurance and
pension schemes, creating additional incentives for employees to stay long-term with
the company. "EVEREST" Ltd. offers social benefits that improve working
conditions and promote long-term employee commitment. "POLYPLAST" Ltd. and
"FRUTIBEST" Ltd. also provide similar benefits, which are an important aspect of

their motivational policies.
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The author summarizes that the motivational profile of human resources in
the companies "COSMOPLASTIKA" Ltd., "SEGOPLAST" Ltd., "EVEREST" Ltd.,
"POLYPLAST" Ltd., and "FRUTIBEST" Ltd. includes a variety of stimulating
methods and social benefits. The companies use reward systems based on achieved
results to increase productivity and employee engagement. Professional development
1s encouraged through internal and external training, which enhances the
qualifications of the human resources. Social benefits such as health insurance and
pension schemes play an important role in retaining qualified personnel. These
policies create a competitive advantage for the companies, allowing them to attract

and retain the best talent in the market.

CHAPTER THREE: OPPORTUNITIES FOR IMPROVING THE
MOTIVATIONAL POLICY OF SMEs AS A FACTOR FOR THEIR
DEVELOPMENT

The third chapter of the dissertation is focused on analyzing and proposing
opportunities for improving the motivational policy of small and medium-sized
enterprises (SMEs) in Bulgaria and Albania. The aim is to improve human resource
management, with a focus on motivation as a key factor for the sustainable
development of the enterprises.

The first paragraph presents an analysis of the motivational policy of small
and medium-sized enterprises in Bulgaria and Albania. The main goal of the study
1s to investigate the motivational policies of SMEs in both countries, identify the role

of managers in this process, and conduct a comparative analysis.

The following methods were used for this purpose: analysis and synthesis
method, observation method, inductive and deductive reasoning, content analysis,
survey research, mathematical-statistical methods, including structural business
statistics, as well as an intuitive and systematic approach. For database creation and

information processing, Microsoft EXCEL and Google Forms were used.
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A survey questionnaire was developed, consisting of a total of 86 questions
with closed-ended response options, distributed across 5 sections depending on the
focus of the study. The wide range of questions in each section allows for covering
all aspects of the given area of research, ensuring high reliability of the results
obtained. The questionnaire is structured in a way that maximizes ease of use for
employees of the companies and facilitates the analysis of the results. Due to the
nature of the evaluation scales, the response options vary across the different

sections..

Section 1 contains 11 questions and aims to provide general information

about the organization itself, as well as the status of the manager representing it.

Section 2 focuses on identifying important aspects of motivation in the
surveyed companies from the perspective of managers. It consists of 20 questions

with the option to choose numbers from 1 to 7.

Section 3 consists of 9 questions and aims to provide general information

about the role the manager prefers to play in the company.

Section 4 includes 14 questions and aims to identify the individual

motivational orientation of managers.

Section 5 contains 32 questions and determines the personality type according

to the Myers-Briggs model (Marcic, 1992), using a testing method.

Due to the ease of communication between the author and the surveyed party,
the lack of influence from the interviewer, and the minimal time required for
completing the questionnaire, the survey was conducted online. This approach does
not require significant financial resources, is easy to administer, and allows for the

collection of a large amount of information.

A limitation highlighted by the author in this specific case is that the ability
to provide alternative responses and interpret the questions is restricted. This is a
result of the structured nature of the survey. Furthermore, it is not possible to

comprehensively analyze the different aspects of the research.
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The study was conducted over the period from 2021 to 2023 among a diverse
range of small and medium-sized enterprises, differing in nature, capacity, and
production volume. A total of ten companies participated in the study, with five

operating in Bulgaria and the remaining five in Albania.
Stages of the research:

First stage (2021 — 2022) - This stage involved a review of the literature on
the topic. It included gathering, examining, and analyzing various perspectives
related to the addressed issues. The first chapter of the dissertation was developed,
where the most significant and foundational theoretical aspects of human resource
management within organizations were identified, systematized, and summarized.
Additionally, the motivation of human resources was studied as a fundamental
element in human resource management and a prerequisite for the growth and
success of organizations. The key components of the motivational process were
analyzed, and the creation of an effective motivational environment was discussed.

During this period, the survey questionnaire was also created and prepared.

Second stage (2022 — 2023) - The online survey was conducted during this
period. Despite numerous personal meetings and discussions, it became necessary to
limit the research to 10 companies that are part of the small and medium-sized
business sector in Bulgaria and Albania. A total of 254 employees from these 10
companies participated in the study. By completing the survey questionnaire, the
employees of the organizations agreed to participate in the scientific research,

providing a large volume of information.

Third stage (2023) — The data were processed using various statistical
methods, such as grouping, analytical methods, and graphical methods. An analysis
and summarization of the obtained quantitative and qualitative results were carried

out.

The study involved managerial staff from the five Bulgarian companies as

well as those from the Albanian companies.
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The following statistical methods were used in the data analysis from the

survey:

» Grouping of statistical data for detailed analysis

» Use of tabular and graphical methods to visualize the statistical results

» Comparison method, which allows for the comparison of different data
sets

» Application of structural business statistics for organizational analysis

In addition to these methods, the dissertation also employed methods of
analysis and synthesis. These allowed for a multi-layered analysis of the factors
related to various aspects of the topic, as well as an evaluation of the opportunities

for development of the specific organizations within the context of human resources.

The survey was conducted from February 2022 to the end of June 2023, with
the participation of 254 employees and managers from small and medium-sized
enterprises of various natures, capacities, and production volumes, operating in

Bulgaria (five of them) and Albania (the remaining five).

The data from the study were subjected to special processing and divided into

two parts to facilitate the presentation of the results from the survey.

The total number of individuals surveyed is 254, with 145 individuals working
in Bulgaria, which accounts for 57.1% of all participants, while the remaining 109
participants represent small and medium-sized enterprises, companies, and

organizations operating in Albania (42.9%).

After reviewing and analyzing the questions from the five different sections
of the survey, it was found that there is a strong interconnection between human
resource management, employee motivation, and the development of the enterprise
in both Bulgaria and Albania. The information synthesized and analyzed from the
results of the managers' responses highlights the importance of an individualized

approach to motivation and human resource development..
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Understanding the personality types of managers helps personalize
motivational strategies and create a work environment that meets the individual
preferences and needs of employees. This approach clearly emphasized that it can

enhance the level of motivation and engagement of human resources

Increased motivation and engagement of employees can lead to higher
productivity, improved work quality, and achievement of business goals. Moreover,
understanding the personality traits of managers can contribute to the appropriate
development of their leadership skills, as well as improve communication and
conflict management within the organization. The obtained results led to the
conclusion that integrating information about personality types into human resource
management can be a key tool for supporting the development of the enterprise,

while simultaneously improving employee motivation and satisfaction.

The author concludes that understanding the personality traits of managers
and enhancing the motivation of human resources play a crucial role in the
development of enterprises both in Bulgaria and Albania. Personalized motivational
strategies, integrated into human resource management, foster more productive,
satisfied, and engaged employees who contribute to innovation, growth, and the
competitiveness of businesses. The close link between motivation and human
resource development is a key aspect of achieving success in companies both in

Bulgaria and Albania.

CONCLUSION
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This section of the dissertation summarizes the main findings and
recommendations made during the study of the motivational policies of small and
medium-sized enterprises (SMEs) in Bulgaria and Albania. It emphasizes the
importance of motivation as a key factor for effective human resource management

and the long-term development of these businesses.

The research shows that the motivational policies of SMEs in the two
countries differ significantly in terms of priority incentives and approaches. In
Bulgaria, the main focus is placed on professional development and social benefits
such as health insurance and pension schemes. On the other hand, in Albania, the

main driver of motivation is financial incentives and job security.

The comparative analysis of motivational practices reveals that leaders in
both countries adopt different approaches to human resource management, due to
varying economic and cultural contexts. While Bulgaria emphasizes long-term
strategies for staff development, Albania exhibits a short-term focus on financial

rewards as the primary method for employee retention.

A key contribution of the dissertation is the proposal of a new model for
improving motivational policy through a competency-based approach. This approach
is based on the development of key competencies in employees and leadership skills
in managers, ensuring greater adaptability of the enterprise to market conditions and

fostering innovation processes.

In conclusion, the dissertation highlights the importance of personalized
motivational strategies tailored to the individual needs of employees in different
cultural and economic contexts, as a means of improving the effectiveness and

competitiveness of SMEs in Bulgaria and Albania.

REFERENCE TO THE CONTRIBUTIONS IN THE DISSERTATION
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In connection with the development of the dissertation, the following

contributions can be outlined:

1. The main theoretical approaches to human resource management and

motivation have been systematized, deduced, and summarized.

2. A characterization of the activities and motivational policies of SMEs in

Bulgaria and Albania has been made.
3. A comparative analysis of SMEs in Bulgaria and Albania has been conducted.

4. Opportunities for improving the motivational policies of SMEs in Bulgaria and

Albania have been proposed.
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