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I. OBIIA XAPAKTEPUCTUKA HA TUCEPTALIMOHHUSA TPY [

PeneBaHTHOCT M U3CJI€I0BATEICKH KOHTEKCT

VYnpasnenuero Ha yoBemkure pecypcu (YUP) ce ouepraBa xaro equH oT
Hali-pelraBamure (GakTopu 3a  ONpeleisiHE Ha  [POM3BOAWTEIHOCTTA,
KOHKYPEHTOCIIOCOOHOCTTA U aJalITUBHOCTTA Ha OPTaHU3aLMHUTE MPE3 JIBAIECET U
OBPBM  BEK. TBH KaTo TEXHOJNOIMYHHUTE IPOMEHH, Iiiodanu3auusiTa u
nemorpadckara TpanchOpManus NPOMEHST MasapuTe Ha TpPyla, YOBEIIKUTE
pecypcu TIpeACTaBisiBAT HE IPOCTO pasXOJeH LEHTbp, a CTPaTerHyecKu
M3TOYHHMK Ha ch3gaBaHe Ha ctorHOCT (Boxall & Purcell, 2016; Armstrong &
Taylor, 2023). B wukoHOMHKH kKaTo ['BpuHsA, KBIETO HWHIYCTPHUATHOTO
MpecTpyKTypupane u pedopmara B ITyOIMIHHS CEKTOp ca TOCTOSHHH
MOJMUTHYECKH TpEeIU3BUKATeNICTBA OT 90-Te TOOWHM HAa MHHAIHA BEK,
e(heKTUBHOTO yIpaBIeHHE HA YOBEIIKHS KAIUTAll Ce € MPEBbPHAIO B OCHOBCH
(dakTOop 32 HAOMOHAJIHATA KOHKYPEHTOCHOCOOHOCT M YCTOHYMBHS pacTek
(OECD, 2023).

I'ppukaTta UKOHOMEKA CE€ XapaKTepHU3Wpa C JBOWHA CTPYKTypa: MaJbK, HO
IUHAMAYCH WHOYCTPHAJIEH CEKTOp M OOmmpeH amapar Ha MyOnnyHaTta
agMuHUCTparma. YV 1Bata cekropa ca W3NpPaBEeHH Tpex Pa3iIddHd, HO
B3aUMOCBBP3aHU  ITIPEIU3BUKATEIICTBA, CBBP3aHM C YOBEIIKUTE PECYPCH.
[MpomunieHocTTa ce 6OpH ¢ HENOCTHI Ha KBaJM(UIMPAHU KaJIpH, Pa3iIUKu B
IIPOM3BOIMTEIHOCTTA U TEXHOJIOIMYHO N30CTaBaHe, JOKATO IyOIMYHUSIT CEKTOP
€ o0peMeHeH OT OIOpOKpaTHiHAa CKOBAaHOCT, O'PAaHUYEHH CTHUMYJIM 38 MHOBAIMH
W TOCTOSHHU (QuckanHu orpannuenus (Espomeiicka komucus, 2025 1.).
HNxonomuueckure kpu3n oT 2009-2018 r. JOMBIHUTETHO TOAYEpTaxa
KPEXKOCTTa Ha CHCTEMHTE 32 YOBEUIKH PECYpCH U B J1BaTa cekTopa. CBUBaHETO
Ha 3aIUTaTUTEe, PAHHOTO ICHCHOHHUPAHE U 3aMpa3sBaHETO Ha 3a€TOCTTA Ch3/AaT0Xa
WHCTATYLIMOHAHA WHEPIHUS, KOSITO MPOIBIDKABA J1a BIHUIE BbPXY MOTHBALIMATA,
aHTOKHUPAHOCTTA M OpraHu3anmoHHoTo ooydyenne (Karampela et al., 2022).

B epara crmen mammemusta, ydactuero Ha ['spums B Ilmana Ha EC 3a
Bb3cTaHOBsiBaHe M ycTonduBocT (I'bprust 2.0) u maunumatuBata REPowerEU
npeneuHUpa cpemara 3a WHAYCTPHATHO M MyOJMYHO ympaBieHue. Tes3n
mporpaMH  paslpenensT  3HAUWTeNHO  (HUHAHCHpAaHE 3a  TUTHTATHA
TpaHchopMmarysi, TOBUIIABAaHE Ha KBaMU(pHUKAIHMATA W aJAMHHHCTPATHBHA
pedopma (EBponeiicka komucus, 2025 r.). B T031 KOHTEKCT, IPEOCMUCIITHETO HA
MPAKTUKUTE 32 YIPABJICHUC HA YOBCIIKUTE PECYPCH, OT HAOUPAHETO HA MIEPCOHAI
U OLICHKaTa Ha TPYIOBOTO IPEICTABSHE JO OOYYCHHETO M aHTAKUPAHETO HA
CIIy)KUTEIIUTE, CTaBa >KU3HCHOBA)XHO 3a NPUBCKIAHEC HA JBaTa CCKTOpa B
CBOTBCTCTBUC C CBPOICUCKUTE KPUTEPHH 3a C(PEKTHBHOCT, MPO3PAYHOCT M
YCTOMYHUBOCT.

Hacrosmata qucepraius pasriexk/ia yIpaBICHUETO Ha YOBEIIKUTE PECypCH
B HMHIYCTPUAIHUS W NMyONWYHHS CEKTOp Ha ['bpIMs, KaTo akKIECHTUPA BHPXY
TCXHUTC CPABHHUTCIIHU XapaKTCPUCTUKH, TPACKTOPUU HA pa3BUTHE U



MepCTIeKTHBU 3a pedopmu. M3acnemsanero oOxBama nepuoma 2010-2025 r.,
obOxBamiaiiky (hazara Ha MPECTPYKTypUpaHe ciie] kpusata, nepuoaa va COVID-
19 n mpoxawmkaBamiaTa TpaHchopmManus, oO0yCcIoOBEHa OT JWUTHUTAIU3ALUATA U
¢unancupanata ot EC MmonepHmu3arms.

WzcnenBaHeTo pasriexga YOBEHNIKUTE pPECYpCH KaTo CTpaTermdecka
OpraHM3aIlMOHHA CIIOCOOHOCT W W3CNe[Ba TpbIKaTa MKOHOMHKAa KaTo o0ma
WHCTUTYLIMOHAIHA Cpela, B KOSITO NPOMHIUICHUTE MPEIIPUATHS U ITyOJTNIHUTE
OpraHM3allMi MpWjaraT pa3lIudHd aJIMHHACTPATHBHH Tpaaunuu. To3m
CpaBHUTENICH [U3aiiH CBBpP3BAa MAaKpOWKOHOMHYECKOTO TIPECTPYKTypHpaHE,
OpTaHM3AIMOHHUTE CHCTEMH W BB3NPHUATHATA HA CITyKUTeNIUTe. TOH CHIO Taka
IOCTaBs aHAJIK3a B EPHO/ia Ha (PMHAHCOBU KOPCKIUH, MAHICMUYHU CMYIICHHUS,
JMUTHUTAIHA TpaHchopMalMs W CEBPONCHCKH WHBECTUIMM B YMCHHS U
aJMUHUCTPATHBHA MOJCPHHU3AIIHS.

OO0eKT U MpeaMeT HA U3CJeIBAHETO

Tos3n 00xBaT I03BOJISABA Ha HU3CIIEABAHETO na o0eauHn
MaKpPOMKOHOMHYCCKUTE, OPTaHWU3AIMOHHUTE W IIOBEICHYCCKUTC W3MCPCHUS,
WHTETPUPAWKH MEPCICKTUBU OT TEOPUATA HA YIIPABICHHETO, HKOHOMHUKATa Ha
TpyJa U HHCTUTYIIHOHAIHUTE U3CIICBAHHUS.

ToBa u3ciieiBaHe MMa TCOPETUIHO, EMIIMPHUYHO U MPAKTHYCCKO 3HAYCHUE.
Ha TeopeTH4HO HUBO TO JOMPHHACS 332 OTPAaHHYCHHS 00EM H3CIICABAHUS BBPXY
YIPaBJICHUETO HA YOBCIIKHTE PEeCcypcH B ['bplus, MO-CIEUAIHO MpecevHaTa
TOYKA MEKAYy CHUCTEMHUTEC 3a YIOpPaBICHHE HA 4YOBCHIKUTE pECypcH B
WHIYCTPUATHUS U IyONUYHUS ceKTop. [JoKato MHOTOOPOWHU MEkTyHAapOIHH
M3CJICBAHMS Ca aHAJHM3UPAIN YIPABICHUCTO HA YOBEIIKHTE PECYPCH KAKTO B
4yacTHUS, Taka U B myOnununus cextop (Paauwe & Farndale, 2017; Guest, 2017),
MAaJIKO Ca M3CJCABAIN KaK CEKTOPHUTE Pa3Indus B3aMMOJICHCTBAT B PAMKHTE Ha
€IMH HAI[MOHAJIEH KOHTEKCT, Oejs3aH OT HMKOHOMHYECKA HECTAOMIHOCT H
HHCTUTYLHOHAIHH pehOpMHU.

EMnupuyHO, IPOyYBaHETO MPEAOCTABS OPUTHHAIHY JAHHU OT MPOYYBaAHUS,
cHOpaHN OT MEHHUUKBPH 1T0 YOBEIIKH PECYPCH H CIYXKHUTEIH B IPON3BOICTBEHH
MPEINPUATHA U ITyOIMIHY areHIwuy. Upes u3noI3BaHe Ha KOJIMIECTBEH aHAN3 H
TECTBaHE Ha XHIIOTE3H, TO HACHTH(PHINpPA KOpETalldh MEXTy MPAaKTHKHUTE 3a
YOpaBJICHHE Ha YOBEIIKUTE PECYpCH M PE3YITAaTHTE Ha CIYXKHUTEIHTE, KaTo
MOTHBAINSI, AHTAKUPAHOCT W BB3IMPHEMaHa CIPABEUIMBOCT, IpeIIaraiKu
MPEMOPHKH, OCHOBAaHM Ha JOKA3aTENICTBA, 3a IOA0OpSBAaHEC HA MOJUTUKUTE U
YIPaBJIEHUETO.

[IpakTH4YeCKUAT MPUHOC HA U3CIICBAHETO BKIIOYBA HACOKHU 3a MOJUTHIIUTE
1 PBKOBOJIUTENUTE TIPH Pa3pabOTBAHETO HA HHTETPHPAHH CTPATETHH 32 YOBEIIKH
pecypcH, KouTo 6anaHcupar e)eKTUBHOCTTA M PAaBSHCTBOTO. 3a MHYCTPUATHUS
CEKTOp Cce MpeJytaraT paMK{ 3a pa3BUTHE HA TAJlAHTHTE, HATPaad, OOBBP3aHU C
pe3yNnTaTuTe, U KyJITypa, OPUCHTHPAHA KbM UHOBAIMHUTE. 3a MYOIUYHUS CEKTOP
ce mpeiaraT MEXaHU3MH 32 Pa3BUTHE Bb3 OCHOBA Ha 3aCiIyrH, OTUETHOCT U



npueMaHe Ha HU(QPOBH MHCTPYMEHTH 33 YOBEUIKH PECYPCH, ChOTBETCTBALIM HA
anqmuHucTpaTuBHUTE ctangaptu Ha EC (OUCP, 2023; SEV, 2025).

OO0ekThT Ha wUW3CIeABAaHE OO0XBalla OpraHW3anud, padoTemy B
WHIYCTPUATHUS U TyOIrmaHust ceKTop Ha ['bpums. [IpeMeThT HA U3CIIEIBAHETO
ce OTHacs A0 TPAKTHKUTE 3a YIpaBlieHHE Ha YOBEIIKUTE PECYpCH B Te3u
OpraHu3aliy, ¢ OCOOCH aKUEHT BHPXY TOBa Kak HAaOMpaHETO Ha MEPCOHA,
00y4YeHHeTO, OLEHKAaTa Ha TPYIOBOTO MPEACTaBIHE W MOTHBAIMATA Ha
CIIy)KUTEIINTEe BJIMSAT BBPXY HWHIMBHUAYATHOTO TPYAOBO IPEACTABSHE,
OpraHM3alMOHHATA  AHTAXHPAHOCT W IUIOCTHATA  OpraHU3alMOHHA
e(exTuBHOCT.

ITo chIIECTBO U3CIACIBAHETO H3C/IEABa KaK CEKTOPHHUSAT KOHTEKCT
(MHIYCTpHUANeH cpenry myomnaeH) ohopMs IPHUIIOKESHHETO U e(PEeKTUBHOCTTA Ha
MPaKTUKHUTE 32 YIPABJICHHE HA YOBELIKMTE PECYPCH U KakK Te OT CBOSI CTpaHa
BIUSIAT BBPXY HArJACHTE HAa CIY)KUTCIUTE W OPraHU3AIMOHHOTO TPYIOBO
MIPEICTaBSIHE.

Ta3u Te3a mnpexmnonara, ye KOraTo ca CTPATETHYECKH IPOCKTHPAHU H
BHEIPCHH, QYHKIMHTE 32 YIpaBJIeHHEe Ha YoBenikuTe pecypcu (YUP) morar ma
MPEOIOJICAT CTPYKTypHATa HEC(CKTHBHOCT, JOPH B TPAJAMIMOHHO HEI'bBKABU
nyONMYHM WMHCTUTYIMHM WIM HWHIYCTPUU C OrpaHMYeH kamutayn. OOpaTHO,
JIUTICATa Ha ChIIIACYBAHH CHCTEMHU 32 YIIPABICHHE HA YOBCIIKHTE PECYPCH BOIU
JIO HUCKA MPOU3BOIUTEIHOCT M HCAHTAXKUPAHOCT Ha CITY)KUTEIIUTE.

OcHOBHAaTa 1IeNI € J1a C€ AHAIM3UPAT U OLEHSIT NPaKTHUKHUTE 3a yIpaBJICHUE Ha
YOBEILIKUTE PECYPCH B MHAYCTPUAIHHS U IMyOIMYHUS ceKTop Ha ['bpiys U na ce
OLICHH TAXHOTO BB3/ICHCTBUE BBPXY AHTKMPAHOCTTa M MOTHBaLUsITa Ha
CITyKUTENUTE.

CrnenoBatenHo, 00EKTHT Ha U3CICIBAHE CE CHCTOU OT IPBIIKU OPraHU3alUH,
paboTeny B UHAYCTPUATHIS U Ty OnudaHus ceKTop. [IpeIMeThT Ha U3CIeIBAaHETO
oOxBala MPaKTUKUTE, Ype3 KOUTO TE3W OPraHM3al[UM IPUBJIMYAT, Pa3BUBAT,
OIICHSBAT, Bh3HATPAXKAABAT U 3aJbPXKAT CIIY)KUTEIH, KAKTO U BPB3KaTa Ha TE3H
MPAKTUKUA C aHTKUPAHOCTTA M MOTHUBAIMATA HA chyxurenute. L{eHTpamHusT
aHAMTHYCH HMHTEPEC € B KAueCTBOTO M HANCKAHOCTTA Ha CHCTEMaTa 3a
yIpaBJeHHE Ha YOBEHIKUTE PECYpCH, a HE BBHB (DOPMAIHOTO CHIICCTBYBaHE Ha
M30JIMPaHU IPOLIEAYPH.

HN3caenoBaTesicKu 3a1a4n:

. I[a CC U3BBPINU IPETIICA, aHATIN3 U CUCTEMATHU3alUuA HAa OCHOBHUTE TCOPCTUYHN
KOHICIIUHA, IMOAXOAW W MOACIN, CBbP3aHU C MNPAKTHUKHUTE IO YIIPABJICHUC Ha
YOBCHIKUTE PpECYpPCHU, BKIIOYUTCIHO CBBPECMCHHUTE MCTOJAMW 3a OLICHKAa Ha
TPYAOBOTO NPEACTABAIHE Ha CITYKUTCIIUTEC,

M ,Z[a CC uscjeaBaT UCTOPUYCCKOTO PA3BUTUC U CbBPEMCHHUTC XAPAKTCPUCTUKU
Ha MHAYCTpHUAJIIHUA U Hy6J'II/I‘IHI/IH CCKTOp B F’LpHI/IH C eI I/I[[CHTI/I(I)I/IHI/IpaHC Ha



KOHTEKCTyalTHUTe (DaKTOpH, BIMSCIIH BHPXY MPAKTHUKUTE IO yIpaBiIeHHE Ha
YOBEIIKUTE PECYPCH, KAaKTO M Ha PA3IUIHATA MEXKITy IBaTa CEKTOPA;

* Jla ce pa3paboTu moaxoasfiia METOJOJOTHYHA PaMKa 3a aHaJM3 M OICHKa Ha
MPAKTUKATE TI0 YTPaBJICHHEC HA YOBCIIKUTE PECYpCH B WHAYCTPHATHHUA H
myOnuaans CekTop B I'BpIHs, KaTo ce OT4eTaT CHelU(DpHIHHTE CEKTOpHH,
OpTraHM3AIMOHHH U AeMOTPa(CKA XapaKTePUCTUKH;

» Jla ce mpoBene €MIUPUYHO H3CIEABAHE U Ja C€ aHAJIU3UPAT IOIyUYEHHUTE
pe3yJITaTu ¢ Lel OLEeHKAa Ha e(DeKTUBHOCTTA Ha MPAKTUKUTE 10 YIIpaBJIeHHE Ha
YOBCIIKUTE pECypcH B OpraHu3aluy, (QYHKIHMOHMpAIIM B paMKUTE Ha
WH]Iy CTPUAJIHUS M yOJIMYHHUS CEKTOP;

* Jla ce ¢popMmynupar npenopbKH, OCHOBAaHW Ha EMIIMPUYHUTE PE3YJITATH, KbM
MEHHDKBPUTE YOBEIIKM PpECypcH, HAacOYCHH KbM IIOBHIIABaHE Ha
e(eKTUBHOCTTa Ha MPAKTUKUTEC MO YIpaBlICHHE Ha YOBEIIKUTE PECYPCH H
YCBBBPIICHCTBAHE Ha YIPABICHCKUTE MPOLECH B OpraHM3alMHATe OT JBara
CeKTOpA.

HN3caenoBaTecKu XHNOTE3H

W3cnenBaHeTo npejyiara clieIHUTE U3CIIEA0BATEIICKU XUITOTE3H:
Xunomesa 1. Cexmopuu pasiuuus: IlbpBaTa XUINOTE3a TMpeanonara, ue
CITy’)KATENINTe B YAaCTHHS CEKTOP II€ OTYHUTAT IO-BHCOKA YIOBJIETBOPEHOCT OT
MPAaKTUKATE 3a YIPABICHWE Ha YOBEIIKUTE PECYpCH, KaKTO M IIO-TOJsMa
MOTHBAIMSI M OPTaHU3AIOHHA aHTAXUPAHOCT, B CPABHEHHE ChC CITy)KUTEIIUTE B
myonuaHus cexkrtop. OO0CHOBKATa ce KpUe B KOHKYPESHTHHUS H OPUEHTHPAH KbM
pe3yaTaTUTe XapakTep Ha YacTHHUTE OpraHW3alWd, KOUTO OOMKHOBEHO
NPOEKTUpPAT CHUCTEMH 3a YIpaBJICHHE Ha YOBELIKUTE PECYpCH, IO-TSICHO
CcbOOpa3eH! C OYaKBAHHATA HA CIIy>KUTEINTE.
Xunomesa 2: Ilpaxmuxume 3a ynpasnenue HA HOGEUWIKUME pecypcu Kamo
NPeouKmopu 3a Momueayus u aneaxcuparocm: Bropara Xumnoresa mocryiupa,
4Ye MPAKTHKHUTE 3a VYIPABICHUC HA YOBCIIKUTE PECYPCH KOJCKTHBHO H
WH/IMBUYAHO MPEICKa3BaT MOTHUBAIMSATA U AHTAXKUPAHOCTTA HA CITYKHUTCIIHTE.
Ta3u BpB3Ka ce OCHOBaBa Ha TEOPHM 3a BB3NPHEMaHaTa OpraHU3AIOHHA
noakperna (Eisenberger et al., 2001) u comumamaus obmen (Cropanzano &
Mitchell, 2005), koeTo npeamnonara, 4e CpaBeIMBATE U MOJKPEIISIIN CUCTEMH
3a yIpaBJeHHE Ha YOBEIIKHTE PECYpCH HachpUaBaT MO-CHIHH IICHXOJIOTHICCKH
BPB3KH MEX/Ty CIYKUTCINUTE U OPTaHU3AIUUTE.
Xunomesa 3: JJemocpaghcku pasnuuus : Jlemorpadcknute TaHHU Ha CITY>KUTEIUTE
Cca BaXCH HU3TOYHMK HA BapHallMd BHB BB3NPUATHATA 32 MPAKTUKUTE 3a
yIpaBjIeHHE Ha YOBELIKMTE PECypcd ¥ OpraHU3alMOHHHUTE pE3YJITaTH.
IMpeaxoaHu wm3ciienBaHMs IOKa3BaT, 4e IOJNBT, Bb3pacTrra, 0Opa3oBaHHETO U
TPYJOBHUAT CTAQX MOraT CUCTEMATHUYHO Jia MOBJIUAAT HA yIOBICTBOPCHOCTTA OT
CHUCTEMUTE 32 YIPABIICHHE HA YOBCIIKUTE PECYPCH M HUBATA HA aHTAXXKHPAHOCT.



TeopeTnuHa paMKa

TeopeTnyHaTa pamMKa HHTErpUpa KIACHYECKH M CHBPEMEHHU TEOPHUH 3a
yIpaBjIeHHWE HAa  YOBEUIKMTE PECYpCH, ChUCTABaliKM  NOBEJICHUYECKH,
CTpaTerniyeckKd W WHCTUTYLHMOHAIHM NEPCIEKTHBU. Teopusra 3a YOBEIIKHS
kanurtan (Becker, 1993) mpenocraBs ocCHOBHara JIOTMKA: WHBECTHLMHUTE B
oOpazoBanue, 00y4eHHEe ¥ pa3BUTHE HA CIYXKUTEIUTE HOCST Bb3BPBIIAEMOCT Ha
MIPOM3BOAUTEIHOCTTA 3a OpraHu3anunure. PecypcHo-0a3upaHuAT MOTen BbPXY
¢upmara (RBV) (Barney, 1991) koHnenTyanu3upa 4OBEIIKHTE PECYPCH KaTo
M3TOYHUK HA YCTOWIMBO KOHKYPEHTHO MPEIUMCTBO, KOTAaTO T Ca LICHHH, PEAKH,
HETOJpaXaeMH W OpraHu3upaHu cdexkTuBHO. TeopusATa 3a CTPATETHYECKO
ynpaBieHne Ha doBemkure pecypcu (SHRM) (Wright & McMahan, 2011)
[O/J[YepTaBa ChbOTBETCTBUETO MEXKIY MOJIUTHKUTE 3a YIPaABJICHUE HAa YOBECIIKUTE
pecypcu M KOpHOpaTHMBHaTa cTpaTerus. Teopumre 3a MOTHBaUMs U
OpPraHU3aLOHHO IOBEACHHE, BKIIOYUTEIIHO HepapXusiTa Ha MOTPEOHOCTHTE HA
Macioy, nBy¢akTopHHs MOJeN Ha Xepuoepr U TeopusiTa 3a CaMOOIIpEaeIeHHE
Ha Jlecu wn PaiibH, nHpOpMHUpaT aHanM3a Ha BBTPEIIHUTE M BHHIIHUTE
MortuBaropu. MHcTuTyIMOHanHaTa teopus (Scott, 2014) e ocobeHo akryanHa 3a
TPBLKHUSA KOHTEKCT, KbAETO YIPABICHUETO HAa YOBEUIKUTE PECYPCH B ITyOIMIHHS
CeKTop ce (hopMHpa OT aIMHHUCTPATHBHOTO IPABO, KOJEKTUBHOTO JOTOBAPSIHE
n nomuTudeckuTe Tpaguiuu. CpaBHUTENHUTE DPAMKH 32 YNpaBICHHE Ha
yopemkure pecypcu (Brewster & Mayrhofer, 2012) npeanarar mpencrasa 3a
TOBa Kak €BpoOIeiickaTta WHTerpanus M aupekTuBuTe Ha EC BOMAAT BBPXY
HAllMOHAJIHUTE CHCTEMH 3a YIpPABICHHE HAa YOBCIIKUTE pecypcH. UYUpes
CHUHTE3MpaHe Ha TE3U IEPCIEeKTHBY, UCEPTalUiITa pa3riesk/ia yIpaBIeHUETO Ha
YOBEUIKUTE PECYpCH €IHOBPEMEHHO KaTo CTpaTerniyecka OpraHu3alOHHA
(YHKIMS ¥ KaTO KOHTEKCTYaJIHO 3aBUCHM MHCTUTYIIMOHAJICH MPOLIEC.

Wnterpupanata pamMkKa TOATBbpPKA MHOTOCTETIGHHA HHTEPIIPETAIlHS.
Teopusta 3a YOBCIIKMS KamuTald OOsCHSIBA NPOIYKTHBHATA CTOWHOCT Ha
WHBECTHIUUTE B 3HAHWS U YMCHHS Ha CIyXuTenuTe. PecypcHo-OazupaHuUsT
MOJIXO/ OOSCHSIBA KaK CTPATETHYCCKU OPTraHM3MPAHHUTE YOBCIIKHA CIOCOOHOCTH
Morar  Ja  MOJKPEeMAT  YCTOMYMBO  OpPraHM3alMOHHO  HPEJUMCTBO.
CTpaTernyeckoTo  yIpaBJICHHE Ha  YOBEIIKUTE PECYypCH  MoJa4yepraBa
CBIITACYBAHOCTTA MEXKIY ITOTUTHKHUTE 32 YOBEIIKHU PECYPCH W OPTaHU3AIHOHHUTE
puOpUTETH. MOTHBAIMOHHUTE TEOPHUH H3SICHABAT MEXaHU3MHTE, CBBHP3BAIIH
BB3HATPAXKICHUATA, DPAa3BUTHETO, MPH3HAHMETO W JAnW3aliHa Ha paboTara ¢
HarJacuTe Ha CIyXUTenuTe. HCTHUTYyIHOHAMHATa TeopHs OOSCHSIBA Kak
3aKOHOJATEJICTBOTO, aIMHHUCTPATHBHAUTE TPAIUIINH, TPYAOBUTEC OTHOIICHUS H
€BPOIIEHCKOTO yIpaBJICHUE BIMAAT BEPXY 00XBaTa Ha OCHIIECTBUMHUTE IPAKTHKHI
3a yIpaBJIeHHE Ha YOBEUIKUTE pecypcu B ['bpIims.

HM3caemoBaTesIcKH JU3aiH

EMIUpUYHOTO MpOyYBaHE € MPOBEICHO C KOJIMYECTBEH, CPABHHUTENICH W
CEeKTOpEH nu3aiH. JJaHHuTE ca chOpaHu Upe3 CTPYKTypHpaH BBIPOCHUK oT 500



ciyxuTend B ['bprms, ¢ paBHO MPEICTaBUTEIICTBO HA MyONUYHAS M YACTHUS WIH
WHIYyCTPUATHHUS CEKTOp. MHCTPYMEHTHT € m3MepBan HaOWpaHETO W Tombopa,
00ydYeHHeT0 W pa3BUTHETO, NPHIOOMBKHTE 3a CIIy)KUTEIUTE, OIICHKAaTa Ha
TPYZOBOTO TIpEACTaBSHE, BB3HATPAKICHUATA W CTUMYJIHTE, KAaKTO U
aHT@XHUPAHOCTTa W MOTHBAIMITa Ha ciIyxuTtenure. Jlemorpadckure
MIPOMEHJIMBY BKIIIOYBAT II0JI, BB3pPACT, 00pa30BaTEIHO HUBO M OPTaHM3AI[OHECH
CTaxX.

CraructudeckusaT ananu3 Oeme mnpoBeneH B SPSS.  Onmcatenmnara
CTaTHUCTHKA 0000LIM OLIEHKUTE HAa W3BAJKaTa M CIyXuTeiurte. T-TecToBeTe 3a
HE3aBHCUMHU H3BAJKH U3CJIeBaXa CEKTOPHUTE H TIOJIOBHTE Pa3IHYHIL.
Kopenanuure Ha [IubpchbH OLEHMXA CTATHCTHYCCKUTE BPB3KH MEXKIY
U3MEPCHUATA HAa yIOpaBICHHETO Ha doBemkure pecypcu (YUP) wu
aHTQXHPAHOCTTa M MOTHBALIMATA HA CIIYy)XKUTEIUTE. MHOXKECTBEHATA PErpecus
OIICHM KOMOWHUpAHWs W WHIWBUAYAIHUS MPEIUKTOPECH IPHHOC HA TIETTE
NPAaKTHKM 3a YIPABICHHE HA YOBEIIKHTE PECypcH. MepapxuuHata perpecs
M3ClieBa CEKTOpa HAa  3a€TOCTTa  KAaTO  MHOTCHIHMAJICH  MOJEPaTop.
Ennodakropamst nucnepcroner ananu3 ¢ LSD post hoc cpaBHeHMs u3ciensa
pa3iMKHUTEe, CBBP3aHU C OOpa30BAHMETO, BB3PACTTA M TPYAOBHS CTaX.
Koedunuentute Ha anda Ha Kponbax oleHMXa BBTpEIIHATA CHIIIACYBAHOCT H
BCHYKM MPOLEAYpH Clie[Baxa MNPUHLIUINTE Ha JOOPOBOJHO ydacTue,
nH()OPMHPAHO ChIIIACKe, aHOHUMHOCT, IIOBEPUTEITHOCT U 0000IIEHO OTYUTAHE.

CTpyKTypa Ha THCEPTAIIHOHHHUS TPYA

CrpykTypaTa Ha HacTofAIlaTa JUCEpPTAalMs CieJBa JIOTHYECKa W
MOCTIeIOBATEIHA TIPOTPECHSL, TTPEAHA3HAYEHA J]a CBBPIKE TEOPETUIHUTE OCHOBH C
eMOUpPUYHUS aHajiW3 W MpaKkTHdeckuTe mocieaniy. [maBa 1 mpemocTaBs
TEOpeTHYHATA paMKa Ha yIPaBICHHETO HA YOBEIIKUTE PECYPCH, KaTo MPEICTaBs
Je(UHULINN, MOJICTH U KIIOYOBH KOHIIENTYaIHH TOAXOIU, KOUTO ca B OCHOBATa
Ha ChbBPEMEHHATa TeOpHUs U MPAKTHKA Ha YIPABICHUETO HA YOBEIIKUTE PECYPCH.
Ta3u riaBa ycTaHOBSIBA OCHOBaTa 3a pa30MpaHe Ha TOBa KaK YIPABICHHUETO Ha
YOBEILKUTE PECYPCH CE€ € Pa3BUJIO KaKTO KaTO aJMUHHCTpPATHUBHA, TaKa U KaTo
cTpaTerudecka (PYHKIUS B Pa3IMYHA OPTaHU3AIMOHHA KOHTEKCTH.

I'maBa 2 pasriexaa CbCTOSHHETO M Pa3sBUTUETO HA HMHAYCTPUAIHHUS H
yOMyHMS CeKTOp B ['bpLiust, peyiaraifiku ICTOPUYECKH M aHAJIUTHUCH TIPETJie T
Ha TEXHUTE WMHCTUTYLUHOHAJIHU CTPYKTYPH, IIOJUTHYECKH pedopMu ¢
XapaKTepUCTUKU Ha paborHara cuiaa. OcOOEH akIEeHT € IOCTABeH BBPXY
€BOJIIOLUAATA Ha CUCTEMUTE Ha 3aeTOCT, YIOpaBIGHCKaTa KyiaTypa H
MIPEeIM3BUKATEIICTBATA MPEl YIPABICHHETO HA YOBEIIKHTE PECYPCH BHB BCEKH
CEKTOp, KOETO TT03BOJISIBa CPABHUTEIHO pa30OMpaHe Ha TEKyIlaTa UM IWHAMHUKA.

I'maa 3 o0OCBXKHa CMIMPUYHHUTE JOKA3aTEICTBA M TOCICOUIIUTE OT
YIPABJICHUETO HA YOBCIIKUTE PECYPCH B UHAYCTPHAIHHS M MyOIUYHUS CEKTOP.
Ts ouepraBa METOAOJIOTMYHATA paMKa Ha M3CIECABAHETO W AHAIUTHYHUTE
MpOIeIypH, W3MON3BaHM 3a 00paboTKa W HWHTEpIpeTalus Ha NaHHW. Ta3u



METOJIOJIOTWYHA TJIaBa OCUTYPSBa MPO3PAYHOCT MO OTHOIICHUE HAa eMITHPHIHHS
MOIXOMA, TapaHTHpa BAIHOHOCTTa W HAASKTHOCTTa HAa PpE3yNTaTHTE OT
M3CIEeIBAHETO W OOCHKIa EMIMPHIHUTE pe3ynTaTH. B Hes ce momuepTaBat u
MIPAKTUIECKUTE MPEIIOPHKH 32 MOBHUIIaBaHE Ha €(PEeKTUBHOCTTA HA YIIPABICHUETO
Ha YOBCIIKUTE pPECypCH, HAChpYaBaHE Ha HMHOBAIIMATE M IIOBWIIaBaHE Ha
OpraHM3aIlMoOHHATa e(EKTUBHOCT KAaKTO B MHIAYCTPHAIIHUS, TaKa U B ITyOIHIHAS
CEeKTOp.

OuakBaHHUAT NPUHOC HA Ta3W JUCEpPTAalus € dYeTHpuKpareH. IIppBo, T4
MIPEIOCTaBs MHTETPHpaHa OIICHKA HA MPAKTUKUTE 32 YIPaBJICHAE Ha YOBEIIKUTE
pecypcH B ABYCEKTOpPHATa MKOHOMEKA Ha ['bpuns, pasKkpuBaiKky OOIIN MOJIEIH U
pa3Iuuus MEXAy WHAYCTPUAIHUTC W MyONMYHHTE OpraHusaimu. BTopo, T
UACHTU(PUIHPA Hal-T00pH MPAKTHKH, KOUTO MOrar 1a ObaaT Tpanchepupanu u
aJlanTHpaHu MEXIy TE€3HM CEKTOPH, 3a Ja ce MoJ0OpH NPOU3BOJUTEIHOCTTA U
OpraHu3alMoOHHaTa KyiuTypa. Tpero, Ts JONPUHACS 332 TCKYIIUTE MOJUTHYCCKH
nebatu  oTHOcHO  pedopmaTa Ha  myOIMYHATA — AMMHHUCTpAIUS U
KOHKYPEHTOCIIOCOOHOCTTa Ha MPOMHIIUICHOCTTA, KaTO ChIIacyBa KOHCTATAIIUUTE
C TO-IIUPOKUTE EBPONEHCKH MOJIUTHYECKH paMkd. M Hakpas, T1 oboraTssa
CpaBHHTENIHATA JIUTEpPaTypa 3a YIpaBICHHE HAa YOBEIIKUTE PECYPCH, Karo
mpeiara IoApoOHO Ka3yc OT FOKHOEBPOIIEHicKa MKOHOMEKA, IPETHPIIABAIIa
IBIIOOKAa CTPYKTYpHa TpaHcOpMamus, KaTo IO TO3M HA4YMH paslIupsBa
TEOPETHYHUTE M EMIUPHUYHHTE TPO3PEHHS 3a YNPABICHHETO HAa YOBEIIKHUTE
pecypcH B YCJIOBHSITA HAa HKOHOMUYECKO BB3CTAHOBSIBAHE M MHCTHTYLMOHAIHN
IIPOMEHHU.

Juceprauumsita ChbpiKa TPU OCHOBHH TJIaBH, 3aKIIIOYEHHE, M3JI0KEHHE HA
Hay4HUs TpUHOC, OuOnmorpadus W JBE TNPUIOKEHHWS KbM BBIPOCHHUKA
Pesromero cnmemBa  chlaTa aAHAJIMTUYHA IOCICIOBATEIHOCT, KaToO CE
KOHIICHTPHPa BBPXY KOHIICHIMHUTE, JOKAa3aTeJICTBaTa M YIPABJICHCKUTE
MOCTIC T, KOUTO MPSIKO MOJKPETISAT H3CICA0BATCICKUTE IICITH.



II. CbABPKAHUE HA JTUCEPTALIUOHHUA TPY ]

I''IABA 1. KOHHEIITYAJIHA PAMKA HA YIIPABJIEHHUETO HA
YOBEIIKUTE PECYPCH

1.1. OCHOBHU HA YIIPABJIEHUETO HA YHOBEIIKUTE PECYPCH

[IppBUAT TOApa3eNl  yCTAaHOBSBA  KOHICNTYyalHUTE OCHOBH  Ha
YIPaABJICHUETO HA YOBEHIKUTE PECYPCH U MIPOCICHsiBa HETOBOTO Pa3BUTHE OT
aIMUHUCTpPATHBHA (DYHKIMS Ha IEpCOHANAa KBbM HMHTETPHpaHa CTpaTermdecKa
cucrema. Pasrnmexxnma neQUHHIMNTE, LENUTE, IONUTHKATE, NPAKTHKUTE H
CBBpPEMEHHHTE NpPEAM3BUKATEICTBAa Ipel padoTHATa Cuila, Karo ce oOpbIia
CIIETIMaTHO BHUMAaHHE Ha TPBIIKaTa HHAYCTPHATHA Cpefa.

VYmpasienneTo Ha yoBemkuTe pecypcu (YUP) uma paznuauu neuHUTIAN.
JebuHuiuure BapupaT B 3aBHCHMOCT OT €I0XaTa, Pa3sBHTHETO HA BCAKO
00IIIECTBO M WKOHOMHKA M CICHU(PHYHUTE XapaKTCPUCTUKH Ha IO-IIHPOKATa
cpena, KbM KOSTO NMpUHAIIeku obOmecTtBoTo. Chmo Taka, YUP Moxe ma ce
M3I10J13Ba 33 ONMCAHKNE HA aIMUHUCTPATUBHHU ICHHOCTH, HO OT Apyra CTpaHa, TO
Mmoka3Ba (PyHKIMsITA Ha YNPABICHUETO HA BCHYKHU CIYXKHUTCIUA. B TO3M CMUCHI,
TO TOJYEPTaBa YOBEKOIICHTPUYHHS IMOJIXOJA KbM YIPABICHHETO, OCOOCHO B
chBpeMeHHaTa cpena Ha robanmmszanus (Torrington et al., 2017; Anderson et al.,
2014; Terzidis, 2008; Mihiotis, 2005). Hali-u3BECTHOTO U CBIICBPEMEHHO IPOCTO
ompeeneHue cuuta, ye YUP ce oTHacs 10 mporeca Ha mOA00p U MOCTaBsSHE Ha
MIPABUJIHUS YOBEK HA MMPABHJIHATA MO3UIHUS, B TOYHOTO BpeMe. XapaKkTepHO €, 4e
Mopuc KbMHHT 3asBsiBa, dYe YIPaBICHHETO Ha IIEPCOHANA JONPUHACS
KOMIIaHMATA [1a MPUI00re Hal-100pHs IEPCOHA U CIICI TOBA [Ia CE OIKTA [1a IO
3aOppKM W Ja MOMOTHe 3a HeroBoTo pasButue (Cuming, 1986). Cmopen
IIepmepxopu et al., (2018), YUP e mnpomec Ha TpuWBIMYAaHE, PA3BUTHE H
3aIbpIKaHE Ha CIIY)KUTEIH B OPTraHU3alluuTe.

KirouoBa xapakTepHCTHKa € IPHUBBP3aHOCTTA HA CIIy>KUTENS HE CaMO KbM
paboTara cu, HO ¥ KbM OpraHH3anusATa, Ha KoATo ciayxu (Schermerhorn et al.,
2018). Mondy et al. (2018: 3) onpenensaT ynpaBIeHHETO Ha YOBEIIKUTE PECYpPCH
(YYP) karo ,,u3MoJI3BaHe Ha XOpa 3a MOCTUTaHe Ha OpraHu3aIlMOHHH enu‘‘. YUP
ce OoTHAacA JI0 ICNUsS aIMUHHCTPATHBCH IEPCOHAN, HE3aBUCHMO OT TSIXHOTO
HepapxuuHo HuBo. Bebmuoct YYUP ce oTHacs 10 BCHYKM OpraHM3alluH,
HE3aBUCHMO Jald CC CYUTAT 332 MAJIKU, CPCIHU, TOJCMH, HAIIMOHAIHHU WIH
MYJITHHAIUOHAIHU, HE3aBUCHMO Jajdd NPUHAIJICKAT KbM MYyOIUYHUS WIH
YaCTHHS CEKTOP WJIM HENPaBUTEIICTBEHUTE opranu3anuu. Robbins et al. (2017),
mono0Ho Ha Schermerhorn et al., cumrar, 4e ymnpaBICHHETO HA YOBCIIKUTE
pecypcH ce oTHaCS 10 IPUBINIAHETO, 00YICHUETO, MOTHUBAIIHMATA U 3aIbPKaHETO
Ha Hal-CIIOCOOHHTE CITY)KHUTENIH. ABTOPUTE TBBPIAT, Y€ Ka4ECTBOTO Ha €IHA
OpTaHM3aIs 3aBUCH OT KQUECTBOTO Ha CITyKHUTENUTe. TeXHUST ycIeX 3aBUCH OT
HaMHpPaAHETO Ha OHE3HW PaOOTHHUIM, KOWTO MPUTEKaBaT MPABUIHATE YMEHUS, 3a
Jla M3ITBJIHABAT HEOOXOAMMHUTE 3a/1a4X TI0 Hai-T0OpHs BE3MO)KEH HAUHH.



Beska oprammzammst  GopMynupa permieHHs W WHCTPYMEHTH C  IeJd
MTOIXOAAIIO0 TIEPCOHANN3NPAaHE Ha BCUYKH OTICIH, HO CHINO Taka W 3aAbpKaHe
Ha CIYXHUTEIWTE, KOUTO CUMTAa 32 HEOOXOIMMH 3a TOCTHTaHE Ha IEINTe M
HEMPEeKbCHATOCT Ha ymnpaBieHueTo (Robbins et al., 2017). Kinicki et al., (2017)
TBBPAAT, Ue yNpaBICHUETO Ha YoBemKkuTe pecypeu (YUP) ce oTHacs 10 BCHYKH
nefcTBUSA, WM3BBPIIBAHM OT MEHH/DKBPHTE M YYacTBAallM B IUIAHUPAHETO,
NIPUBJIMYAHETO, Pa3BUTUETO M YIPABICHUETO Ha €()EKTUBHH YOBEIIKH PECYPCH.
Dessler (2015) (cnmopen Dubey et al., 2015) onpenens YUP kato moJUTHKH U
NPaKTHKH, KOWUTO BKJIIOYBAT XOpa M CIEHWAIHH BBIPOCH, CBBP3aHU C
HaOMpaHeTo Ha IepcoHa, 00y4EeHHETO, OLIEHKAaTa U APYIH.

Cnopen Torrington et al. (2017), ynpaBieHHETO Ha YOBELIKUTE PECYpPCH
(YUP) dopmupa ocHOBaTa Ha afIMUHUCTPAaTUBHUTE (QYHKIMH, HO HE U OCHOBATa
Ha OusHec neiiHocTHTe. GOomez-Mejia et al. (2012) m3THKBaT CTparerusTa 3a
YUYP, xaro nogayepTaBar, 4e TS C€ OTHACS 10 TOBA KaK IIe IIOMOTHE 3a IIOCTUTaHe
Ha MakCHUMaJHa ne4ajnba CIpsMO KOHKypeHTHTe Ha mnasapa. Karo YUP te
ompeneaT GyHKIUUTE, KOUTO 3acsraT CIIy>)KUTEIIUTE B €Ha KoMITaHus. Bateman
& Snell (2011) ompenensat YUP xato ¢gopmanHa cuctema 3a ympaBieHHE Ha
CIIy)KATENINTe B OpPTaHM3ALUATA. PHKOBOAWTENNTE CBH3JaBAT CTOHHOCT Upe3
3HaHMATA, KOUTO TpuTekaBatT. CtparerusTa 3a YUP uma 3a 1ien ga moggepTae
YMEHUsTa U crocoOHOCTHTE Ha cirykurenuTe (Bateman et al., 2011). Noe et al.
(2009) cuurart, ye YUP ce oTHacs 10 Habopa OT MPAKTUKH, TIOJTUTHKH U CUCTEMH,
KOWTO BJMSSAT BBPXY TPYAOBOTO IPEICTaBSHE, HArjacuTe M LSUIOCTHOTO
MOBEJCHUE HA CIyXuteaure B opranuzauuute. Otaenure 3a YUP Ha
CHBPEMEHHUTE OpPraHU3alWK HM3IBJIHABAT pelaula (YHKIHA U OTTOBOPHOCTH,
OTHacCsIIHM ce 10 XxopaTta B opranuzauusita. Crnopen Werther et al. (1989), nenra
Ha ynpaBJieHueTo Ha yoBewkute pecypcu (HRM) e na nmono6pu edpexrnBHOCTTA
U TIPOU3BOJMTEIHOCTTA HA CIYXXUTEIUTE HA KOMIAHUATA U Jla OIHUIIE KaKBO
NIPaBsT T€ U KAKBO TPsiOBa J1a NPaBsIT MEHUDKBPUTE HA OPraHU3aLMHTE.

CrpaTernyeckoTo yIrpaBjieHHE Ha YOBEIIKUTE PECYPCH CE MOSBSIBA 32 IEPBH
et npe3 1981 r. (Tichy, Fombrun, & Devanna, 1982) u yecto e 6uino Touka 3a
CpaBHEHHE C TPAJUIMOHHOTO YTIPaBIICHHE Ha YOBEIIKUTE pecypcu. B Haii-
PaHHUTE ONHWTH 3a IpHiIaraHe ¥ 0000IIaBaHe Ha CTPATETHYECKOTO yIPaBICHHE
Ha 4YOBEIIKUTEe pecypcu, Beer m HeroBute koderm (1992) momuepraBar
»5---HEOOXO/IMMOCTTA OT YCTaHOBSIBAHE Ha JBYIIOCOYHA BPB3Ka MEXKTy BHHIITHUTE
MPAaKTHKA 32 YOpPaBJICHWE Ha YOBCIIKATE PECYpCH W CTPATETHYCCKUTE
XapaKTepUCTUKHN Ha TOBAa BBHTPEIIHO yrpaieHue. TepMHHBT ,,CTPATETHUECKO
yIpaBjeHUEe Ha YOBELIKMTE PECypCH™ ce OTHACS 10 OHE3M IpPOIECH, KOWTO
NPOTHYAT B OPraHU3aLUsITa, 33 J]a Ce M3MIIAMAT NMpoOIeMuTe, NPOU3THYAIIN OT
paborara Ha yoBewKUTE pecypcu B Hes. OCBEH TOBa, 1ieTa My € Jia MOBIHse
BBPXY (POPMHPAHETO HA OBEACHUETO Ha BCEKH OT/IEIICH CITy KUTEJ 3a IpHiiaraHe
Ha CTpaTerMyecKUTe NMPUHLMUIIN Ha BCsKa KoMnanus. [lepununusra, Kosro ce
JaBa Ha Tasum cneuuuyHa KOHLENIMsA, € ciegHarta: ,,CTparerndyeckoro
yIpaBJIeHHE Ha YOBEIIKUTE PECYPCH € ChBKYITHOCTTA OT MOJUTHKHA W METOIH 32
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yIpaBlieHHE Ha YOBEIIKUTE PECypCH, KOMTO I[OMaraT Ha KOMIIaHHUsTa Ja
MOCTHUIHE CBOUTE CTPATETHYECKH LIEJIN, TaKa KAKTO TE Ca ONPE/CIICHH OT HelHaTa
Ou3Hec crTpaTerds W ca pealM3MpaHd 4Ype3 CTPATErHYecKo YIpaBieHHe'
(Papalexandri, & Bouradas, 2002: 90). CraBa sicHO, Y€ CTpPaTETrHYECKOTO
YIpaBJICHNE HA YOBEUIKUTE PECYPCH CE XapAKTEPU3HPA ChC CIACTHUTE CIEMEHTH:
HAIMYMETO HAa IUIAH OT CTpaHa Ha KOMHIaHHWATA, crermpuyuHa ¢uimocodus 3a
yIpaBJICHUE HA MEPCOHANA, Bph3KaTa Ha OM3HEC CTpATETUSATa C MPAKTUKUTE 3a
yIOpaBJICHUEC HA YOBCIIKUTE PECYpPCH M TPETHUPAHETO HA IIEPCOHANA Ha
KOMIIaHUATA KaTO KIIFOYOB (PAKTOP 32 pa3BHBAHE HA KOHKYPCHTHO MPEAUMCTBO
(Hendry, & Pettigrew, 1986).

C TedeHHWe Ha BpEMETO ce HAOJFO/IaBa, ye KaKTO MEKaTa, Taka W TBhpJaTa
CTpaHa Ha yrpaplicHHeTo Ha yoBemkute pecypcu (HRM) ca ce dokycupanu
BBPXY HPECTPYKTYPUPAHETO Ha paboraTa U opranum3anuute. KoHnemnmwusra 3a
penu3aiiH He € HOBa KaTo IMpOIEC, a KaTO HOBO MME, KOETO CTaHa IMOIYJISPHO,
Je(pUHUPAHO KATO ,,...)yHIAMEHTAIHO peaehuHIpaHe Ha PaOOTHUTE MPOLIECH C
Lel IMOCTUraHe Ha JpaMaTHYHO TMOJOOpeHHe B KPUTHYHH CHBPEMEHHHU
nokasaTtenu 3a e(eKTHBHOCT, KAaTO I[€HA, KaYeCcTBO, OOCIyXBaHE M CKOPOCT™
(Hammer, & Champy, 1993:32). Ta3u HOBa MepCHEKTHBA 3a peau3aiiH Ha
NpOLIECHTE B OpraHU3alisITa, 4Ype3 AaKUEHTUPAaHE BBbPXY TEXHOJIOTHHUTE W
KOMYHHKAI[MUTe M HAChpYaBaHE Ha ,,CAMOYIpPAaBJsBaIlM ce” PabOTHU TPYIH,
CTaBa MO0-Ba)KHA Ype3 aHTaKMMEHTA HA BUCIIETO PHKOBOACTBO 32 PaJHKaIHU
MIPOMCHH B HAYHMHA, TI0 KOMTO OPraHU3AIMUTE CE YIPABISBAT U (PYHKIMOHHUPAT,
4pe3 pa3BUTHE HA KYJITypara, MOCTaBsHE Ha aMOUIIMO3HH LIEJIA U MHUITUUPAHE HA
npouecu Ha peausaiid (Champy, 1996).

ITo otHomieHue Ha mpodecHoHANHATa CTPYKTYpa, IPbLKATa WHIYCTPHS
NpoABDKAaBa J1a CE XapaKTepu3upa C BHCOKA  KOHIIGHTpaUmus Ha
HUCKOKBAJTU(UIIMPAHA 3a€TOCT U OTHOCUTEIHO TECCH 00XBAT 32 TEXHOJIOTUYHO
HATpeJHAIH JCHHOCTH. VIHOBalMHMTE ¥ TNPWIOKHUTE W3CICABAHHUA HMAT
OTPaHUYCHO MSCTO B IMPOU3BOJCTBCHHS IMPOIEC, KOCTO BOJIU JIO OrPaHHYCHH
BB3MOXXHOCTH 33 MOJCPHU3AIUs W KOHKYPCHTOCIIOCOOHOCT Ha H3HOCA
(Georganta et al, 2023). ba3zata oT yMeHHS oOcCTaBa HEIOCTATHYHO
nuBepcuduIMpaHa: I0KaTo YacT OT paboTHATa Cuila MPUTEXKaBa TPAJULIUOHHH
TEXHUYECKH [TO3HAHMS, UMa SICHO U3pa3eH JeUIUT Ha CTICHAIN3UPAHN YMEHUS,
HeoOXoIMMU 3a paboTa ¢ MOJEPHU MAIIMHH, TU()POBH HHCTPYMEHTH U CUCTEMH
3a aproMaTu3anus. T03M HEAOCTUT HAa TEXHHUYECKH U UU(DPOBU KOMIETCHIHU
3aCH/IBa YSA3BUMOCTTA Ha MHOTO Mpod)ecHd KbM aBTOMATH3alUs U TII00AIHO
MIpeCTpyKTypUpanHe Ha Bepurute 3a noctaBku (Kokkos et al., 2022).

Jlemorpadcku, WHIyCTpUalHaTa paOOTHA CWJIa TIOKa3Ba 3HAYUTEIIHA
BB3pacTOBa TOApU3anysA. [lo-BB3pacTHUTE CHYXKHTEIH UYECTO 3aeMaT
TPaIUIMOHHH PBYHU UIBKHOCTH, IOKAaTO TO-MJIQJNTE, TO-CIEIUaTU3UpaHu
CIICIIMAIMCTH ca CKJIOHHH J]a eMUTPHPAT B ThPCCHE HA MO-T00pH MEPCICKTHBH B
4yyOWHa, yBEeKOBEUaBalKu )eHOMEHA, OOMKHOBECHO OMKCBAH KaTo ,,U3THYaHE HA
mo3buu” (Kokkos et al., 2022). To3u 0TJIMB HA TaJaHTH MOJIKOIABA INIAHUPAHETO
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Ha MPUEMCTBEHOCTTA M pa3NPOCTPAHEHUETO HA MHOBAIIMHUTE, KATO JOITBIHATEITHO
3a1BJI00YaBa 3aBUCHMOCTTA OT 3acTapsiBaila ¥ IMO-MaJKO JUTUTAITHO TpaMOTHA
paboTHa cwia. BeIpochT 3a AUTUTAIHATA U TEXHOJIOTHYHATA TOTOBHOCT € ChHIIO
TOJIKOBa Hajexaml. Bbnpeku HapactBamius amckypc 3a Wuagyctpus 4.0 u
JIUTUTAITHATA TpaHc(hopMarys, MHOTO TPBIIKU HHIYCTPUATHA GUPMHU BCE OIIIE HE
ca MHTETPUPAIIH HAIIPEIHAIN TEXHOJIOTHH KaTo 00JIAYHYN U3YUCIEHUS, U3KYCTBEH
unTenekT (M) win aHanu3 Ha TOJEMH JAaHHH B C)KCJIHCBHUTE CH OICPALIUU.
CnyXHUTEIUTe YeCTO HSIMAT aJCKBATHO IUTHTAIHO OOYYCHHUE, KOCTO Ch3JaBa
pa3MHHaBaHE MEXJy HOBOBB3HHMKBAIIUTE HHIYCTPUAIHU TEXHOJIOTUU H
CBHILECTBYBAIUTE BB3MOXKHOCTH Ha paborHata cwia (Thanos & Kapoutsis,
2024). be3 cTparernyeckd WHBECTHUIMHM B JUTHTAJHA HpPEKBATU(PUKAIMS,
HHIYCTPUATHUAT CEKTOP PUCKYBA J1a U30CTaHE OT €BPOTIEHCKUTE CH KOHKYPEHTH,
KOUTO OBP30 BHBEXIAT HHTESIUTCHTHN MTPONU3BOJICTBEHN CHCTEMHU.

[MpodnbT Ha YOBEMIKUTE PECYpCH B IPBLKUTE MHAYCTPUH € Oeinsi3aH oT
oOpazoBaresHy AUCOaIaHCH, OTPaHUYEH MHOBAIIMOHEH KallaluTeT, HeJOCTUT Ha
nuppoBu ymeHuss u aemorpadceku acmmerpuu. CrpaBsHETO € Te3W CI1abOCTH
M3UCKBA CHIVIACYBAH MOJMTHYECKH MOAXOJ, KOWTO CBBP3Ba OOPa30BaHUETO C
MPOM3BOJICTBEHUTE HYK/H, HHCTHTYHOHAIM3UPA YUYCHETO TIPE3 LIENUs JKUBOT U
HAchpYaBa TEXHOJIOTMYHATA IPAMOTHOCT HAa BCHYKH NPO(ECHOHAIHU HHBA.
Kakrto mokaspar anamusute Ha Efstratoglou u Kritikidis (2020), Georganta et al.
(2023), Kokkos et al. (2022) m Thanos u Kapoutsis (2024), ycroiumuBara
KOHKYPEHTOCIIOCOOHOCT ¥ MH/yCTpUaJIHaTa YCTOMYMBOCT B ["bpIIMs I11€ 3aBUCST
OT CTPAaTErNueCcCKOTO MOACPHU3UPAHE HAa YOBELIKHS KAlUTall, KYJITHBHPAHETO HA
XOPU30HTAJHW yYMEHHMs W Cb3JaBaHETO Ha CTAOWIHM MEXaHM3MH 32
npodeCcHOHAIHO NIPU3HAHUE U IU(PPOBA TpaHCHOPMALIHSL.

I'pblkaTa MKOHOMHKA OTpa3siBa €KOCHCTEMa OT yMEHHs B HIpexol. BbB
BCUYKM CEKTOPM TEXHHYECKaTa CHEeHuaJu3alusi OCTaBa KIIOYOBa, HO
JUBJITOCPOYHATA IIPUTOAHOCT 32 3a€TOCT BCE [TOBEYE 3aBHCH OT TPAHCBEPCATHUTE
YMCHHUSI — EMOIIMOHAJHA HWHTEIUICHTHOCT, aJaNTHBHOCT, pa0oTa B CKHUI M
KynTypHa rpamotHocT. AHanu3ute Ha Thanos and Kapoutsis (2024), Georganta
et al. (2023) u Kokkos (2022) x0oJIeKTHBHO TO4epTaBaT, Y¢ yCTOWIMBOCTTA Ha
HAIMOHAJIHATA KOHKYPEHTOCHOCOOHOCT IIe 3aBHCH OT oOpa3oBareiHa u
o0yuHTeNHa CHUCTEMa, CIOCOOHA Jia CHHXPOHHM3HMPA Pa3BHTHETO HA TBBPIAU U
MeKH yMmeHusi. B Taszu pasBuBamia ce cpeia, YUCHETO Ipe3 LeNUs KUBOT U
MEXIyCeKTOPHATA NPEHOCHMOCT Ha yMEHHSATA BeYe HE Ca HE3abJDKUTEIHU
aTpuOyTH, a CTPYKTYPHH UMIIEPATHBU KAKTO 38 HHIMBHIYAIHUTE KapHEPH, TaKa
1 33 OpraHU3aliOHHATA YCTOHYUBOCT.

EnHoBpeMeHHO ¢ TOBa, HAaBIM3aHETO Ha AWTHTAJIHATA TPaHCHOpPMAIHS
npeneuHUpa TpOIECHTE Ha HabOHpaHe M 1MOAOOp, BBBEKIAUKH KAKTO
BB3MOKHOCTH, TaKa M CTHYHH Ipean3BuKareicTBa. Kakro obscHsBa Hyrpoxo
(2025), wunTerpupaneto Ha wu3KycTBeH wuHrenekr (M), mmatpopmu 3a
CJeKTPOHHO OOyYeHUEC K AaBTOMATU3MPAHM WHCTPYMEHTH 32 CKPHHUHT B
paboOTHHUTE MPOIIECH HA yIpaBlicHHE Ha YoBerikute pecypcu (HRM) 3Hauntenno
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moo0pu e(heKTHBHOCTTAa M OOEKTUBHOCTTA TNPH OIICHKATa HAa KaHAHIATHTE.
Cucremure, 3aaBrxBanu oT MU, morat 06p30 1a 00paboTBaT rojeMu 00eMHu OT
3asBIICHUSA, Aa CPABHABAT MPO(MIN BB3 OCHOBA Ha MPEABAPUTEIHO IeHUHUPAHH
KOMIICTEHIINH U Ja TeHepupaT Oa3upaHy Ha JaHHU NMPO3PEHHs B MOAKpena Ha
B3€MaHETO Ha peuieHHsA. 1e3M MHCTPYyMEHTH HaMaysiBaT aAMHUHHCTPATHBHATA
TEKECT U yCKOPSIBAT IIUKIINTE HA HaeMaHe, kato npusexaar HRM onepauunte B
CBHOTBETCTBUE C HeoOXoiaumaTra Obp3WHa Ha peakuuss B JAUTHTAITHO
OpHEHTHPAaHUTE WHIYCTPUHM. BBIpeKkd TOBa, NPEKOMEPHOTO pa3yMTaHE Ha
ITOPUTMU PUCKYBa J1a HaMaJd YOBEIIKOTO HM3MEpEeHHE Ha HaOWpaHeTo Ha
nepconai. [Tonbopst, KakTo npexynpexaasa 3as (2025), TpsOBa 1a MPOABIKA
Jla BKJIIOYBA KAUECTBEHA IPEIeHKa, eMIIaThsl U KOHTEKCTyallHO pa3OupaHe, Thi
KaTo KpalHaTa [ieJI Ce MPOCTHPa OTBBA TEXHHIECKOTO CHBIAICHHE, 3a /14 BKIIOUH
yOpaBJI€HHE Ha MOTHBALMATA, CBIJIACYBAaHE HA MEIUTE M IBJITOCPOYHA
aJaTUBHOCT B PAMKHTE Ha OPTaHMU3AIOHHATA KyITypa.

[porechT Ha MpUBIMYAHE U IOJO0P HA TATAHTH CE € Pa3BUII OT MPOICypHA
JeiHOCT, OKycHpaHa BhPXY OIlEHKaTa Ha aBTOOHOTpaduuUTE, B CTpaTernuecka
(GyHKIMS Ha OpraHuM3amuoHHaTa TpaHcopmarms. EdekTuBHUTE cHcTeMu 3a
ynpaBieHne Ha dYoBemkure pecypcu (HRM) wuHTErpmpar wWHOBAaTHBHU
WHCTPYMEHTH 3a HaOMpaHe Ha MEPCOHAT, MPEXH 32 MEHTOPCTBO M TUTHUTAITHU
aHaJIN3M, KaTo CHIIEBPEMEHHO 3aIlla3BaT YOBEIIKUS €JIEMEHT, KOWTO OCHTYpsBa
aBTEHTUYHOCT M JBITOCPOYHA aHTaxupaHocT. CleqoBaTeNHO YCIEeXBT B
MPUBIMYAHETO HA TAaJaHTH 3aBUCH OT CIIOCOOHOCTTa HAa OpraHu3aIMaTa Ia
chueTaC TEXHOJIOTMYHHUS HANpPEAbK C CMIATHs, IEJICYCTPEMCHOCT H
aJJaITUBHOCT, KOUTO Ca Ka4eCTBa, OMPECIISIIN HOBHSI COLUANICH JOTOBOP MEXKITY
paboronarenure u ciykurenute B turutainnata epa (Latukha et al., 2025; Xu et
al., 2024; Nugroho, 2025; Zaya, 2025). Cpio Taka, 3a1bp>KaHETO HA YOBEIIKUTE
pecypcH MpECTaBIIsABa CIUH OT HA-Ba)KHUTE CTPATETMYCCKH UMIICPATHBU 3a
OpraHM3aIlMATE, KOUTO C€ CTPeMAT Ja TIIOCTUTHAT YCTOHYHMB pacTex,
MIPUEMCTBEHOCT M KOHKypeHTHa anudepenipmanus. OTBBI TpaIulHOHHUSA (POKyC
BBPXY HaOWpaHETO Ha MEPCOHAN M YIPABICHUETO Ha TPYJOBOTO IpEACTaBsHE,
3aappKaHeTO OOXBamla ISTIOCTEH HA0Op OT MPAaKTHKH, NpEIHAa3HAYCHH a
HWHTETPUPAT, MOTUBHPAT U MMOJXPAHBAT CIYKUTEINTE TIPe3 IsIaTa IM KaphuepHa
Tpackropus. E(QeKTUBHUTE MOJUTUKU 3a 3aJbp)KaHE HA MEPCOHAN CIY)KAT HE
caMo 32 MUHIMHU3UpPAaHE HAa (PMHAHCOBUTE M ONCPATHBHUTE PA3XOH, CBHP3aHU C
TEKy4eCTBOTO HA TIEPCOHANIa, HO W 3a 3acCHJIBAaHC HA OpraHU3aIMOHHATA
YCTOMYUBOCT, MHCTUTYIIUOHAIHATA TIAMET U KYJATYPHATA CINIOTEHOCT — (hakTopH,
KOUTO Ca B OCHOBAaTa Ha JBJITOCPOYHHUTE PE3YJITATH BHB BCE IMO-HECTAOMIHA
MKOHOMHYECKA CpeJia.

Coopen Syafri u Rasyid (2025), npremManeTo Ha yCTOWYHMBH MPAKTUKH 32
yIOpaBJICHUEC Ha YOBCIIKUTE PECYypCH, KAaTro HalpUMep MPWIATaHeTO Ha
MpUOOIIABAIM TOJIUTUKUA 3a OJarochCTOSHHUE, CTPYKTYPUPAHM NIBTUINA 3a
KapHepHO Pa3BUTHE U KYJITUBUPAHETO HA CHJIHA OPTaHU3AIMOHHA KYITypa, BOIAH
II0 oce3aeMH e€(EeKTH BBPXY JIOSUITHOCTTA Ha CIY>KHUTEIUTE U OpraHM3allMOHHATA
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cTabuiHOCT. EMITMPUYHOTO UM npoy4BaHe, mpoBeaeHo B VIHIoHe3usl, pa3kpH, e
CHUCTEMAaTHYHOTO MHTETPUPAHE HA TE3W MPAKTHKH KOPEIHUpa C YBEIHYCHHE OT
0,38 myHKTa Ha 3aABP>KAHETO HA TIEPCOHANIA, KOSTO TIOKa3Ba, ¢ NHBECTUITUUTE B
0JaroChCTOSHUETO HA CIY)XKUTEJIMTE W KAapUEPHOTO MM pa3BUTHE JaBar
HU3MepHMa, IBJITOCPOYHA OPraHM3alMOHHA Bb3BPHIIAEMOCT. Te3u OTKpUTHS
CHUITHO PE30HMPAT C KOHTEKCTa HA TPBUKHS HMHAYCTPHUAIEH CEKTOpP, KbIETO
HENPEKhCHATOCTTA HA pa0OTHATA CHJIA U 3aBPIKAHETO HA 3HAHMATA Ca KIFOUOBH
MPEIIOCTABKH 33 TOJIbpPXKAHE HA MPOM3BOIUTCIHOCTTa M WHOBAI[MOHHHS
KamaureT Ha ()OHA Ha JeMOTPaCKUsI HATHCK.

BseTn 3aexHO, Te3W NMEPCIICKTHBY MOKA3BaT, Y€ 3aXbP)KAaHETO HA YOBEIIKH
pecypcH IpezcTaBisiBa MHOTOM3MEPHO M CUCTEMHO HAaYMHAHWE, WHTEIPHPAIIO
OpraHU3aLOHHH, ICUXOJIOTHYECKH 1 HKOHOMUYecKH (akTopu. B KoHTekcTa Ha
IpbLKaTa MHAYCTPHS, CTPATErMUTE 3a 3aJbpXKaHe Ha IEepCOHa] IPUI0OMBAT
MOBUILICHO 3HAYECHUE MOpaayl MMOCTOSHHUS AeMOrpadcku criaj, MUrpanusaTa Ha
KBaIM(UIMpPAaHU CIHELUAJIUCTH M 3acWieHaTa TIJI00ajHa KOHKYPEHIMs 3a
tanaHTH. OCHIypsIBAHETO Ha IPHEMCTBEHOCT Ha CICHUAIM3UPAHUS NEPCOHAI
M3MCKBa I[UVIOCTEH MOZEN 3a YIPABICHHE Ha YOBEIIKUTE PECYypCH, KOWTO
chbyeTaBa OJIATOCHCTOSHHETO Ha CIIYXXHUTEIHTE, NMPO(ECHOHAIHOTO pPa3BHUTHE,
JHIEPCTBOTO, OCHOBAaHO Ha Y4YacTHETO Ha IepCOHalla, W PETHOHAIHUTE
MHOBAIlMOHHM BPB3KH. Upe3 NpHEeMaHEeTO Ha Te3W WHTETPUPAHU NPAKTHKH,
OpraHM3allIUTe MOTaT Ia TpaHCHOPMHUPAT 3aAbPIKAHETO Ha IEPCOHAI OT
peakTUBHa HEOOXOJMMOCT B TIPOAKTHBEH JBHraTre]l Ha CTpaTerHyecka
YCTOWYMBOCT M OpraHM3allMOHHO chBBpIIEHCTBO (Syafri & Rasyid, 2025; Xu et
al., 2024).

Ot n3bpoeHute AeGuHUIIK pazdbupame, 4e OCHOBHUTE XapaKTEPUCTHKHN Ha
OTpE/ICIICHUATa Ca: XOpa, OTHACAIIM CE [0 TAJAHTHTE Ha CIIy)KUTCIUTE,
yIOpaBJICHUE, KOETO KAaTo KOHIEHIMS C¢ OCHOBaBa HAa MOpEAMIA OT
CTPATETUYECKU U ONCPATUBHU JCHCTBHUS, PECYPCH, KOUTO BKJIFOYBAT MAILIMHUTE,
CBOPBKCHHUATA, HO U XOPaTa; CTPATCTUYECKU ACUCTBUSI, KOUTO HMAT MPSK CPEKT
BBPXY CIYXXHTEIHTE C KpailHa I[ed YCIeX Ha OpraHM3alusaTa, W Hakpasd,
ONEPaTHBHU JCWCTBHS, XapaKTEPU3UpAIId C€ C ABJITOCPOYHU pe3yJTaTu
(Prastakos, 2019; Torrington et al., 2017; Chytiris et al., 2015; Chytiris, 1996;
Zeugaridis et al., 1980).

ChriuacHO ONHCAaHHWATa Ha  KBAIMQUKAIMUTE, OTIOBOPHOCTUTE U
3aIb/DKEHUSTa Ha yeOcaliToBeTe Ha KOMIIAHWM M ITyOJMYHM OpTaHM3aIlUH,
IUPEKTOPBT ,,YOBEMIKM pecypcu’ TOATOTBS W HAOMIOJaBa CTPATETUYECKUTE
MIOJIMTHKH W TIPOLIEAYPH 32 YOBEUIKUTE PECYPCH Ha OPTaHU3AIMATA, TIOATOTBS U
OTIMCBA UTHKHOCTUTE Ha CIY)KUTENIUTE (B CHTPYIHUUYECTBO C IPYTHUTE OTICINN),
JTOTIpHHACS 32 HabMpaHeTo Ha IepCcoHal, Ha0II0gaBa TPYIOBOTO IpEACTaBsSHE Ha
CITy’)KUTENINTE U IJIAHUPA TI0/IaBaHETO Ha BCHYKHU €IeMEHTH, 0popMs paboTHUTE
rpadui ¥ CMECHUTE Ha MPOMU3BOJCTBCHATA JIMHHWS, MOMara B 00pa30BaHUETO,
00yYCHHETO W PAa3BUTHUETO HA BCUYKU PHKOBOJUTEIH, 3aHINMAaBa CE C TPYIOBO-
[IpaBHU BBIIPOCH, KOHCYJITHpPA MO TPYIOBO-IIPABHU BBIPOCH M MOTHBALMS Ha
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cayxurtenute. PopMmarHUTE KBaTU(PUKAINNA, KOUTO AUPEKTOPHT ,,UOBEImKH
pecypcu® TpsOBa na TpUTEkKaBa, Ca BAXHHUAT CTAPIIMHCTBO IO BBIIPOCH,
CBBP3aHM C YIPABICHWETO HA YOBEUIKUTE pecypcH, 0a30Ba CTENEH W
MarucTbpPCKa CTENEH MO IMOA00HA CIENHATHOCT (MEHHIDKMBHT M YOBEIIKH
pecypcu), 1oOpo Mmo3HaBaHe Ha TPYAOBOTO 3aKOHOMATeNCTBO. ChINO Taka, TOW
TpsiOBa ma TMpHTekaBa KOMYHHUKAaTHBHH yYMEHHUS M CIIOCOOHOCT 3a BIHSIHHE,
OTJIMYHU TO3HAHWS 110 TPBLUKU U TOHE €AMH YYXKI €3UK (3a IMpeAroyuTaHe
AHIMIMICKN), KOMITIOTBPHYU yMeHus1. Y Hakpasi, T TpsiOBa 1a »Ma ClIoCOOHOCTTa
Jla pa3BUBa MEXAYJIMYHOCTHH OTHOLICHUS, OPUECHTUPAHOCT KbM pE3YJTaTHUTE,
MOTHBALUSI 38 HEMPEKHCHATO YCHBBPIICHCTBAHE M Pa3BUTHE HAa MHUIIMATHBU
(Porfyridis, 2008). Xapakrepno e, ue EEDE npucexna Harpagu B pasnuiHu
KaTerOpud Ha  TPBUOKH  KOMIIAHWH, TO-KOHKpeTHo: Halupane Ha
nepcoHan/cHa0sIBanHe, amanTtanus W ycBosiBaHe, OOydeHWEe H pa3BHUTHE;
WnuTerpupann cucTeMH 3a Harpagd, OOE3METeHHS W CTUMYJIH (IPUIOCTHO
yIpaBJeHHE Ha Bh3HATPAKICHUATA); Y IPaBIICHIE Ha TAJIAHTHTE U IUTAHUPaHe Ha
HaciensBaHeto; TexHojoruu B doBemkuTe pecypcu (HR TexHomorum);
VYnpaBneHne Ha OpraHM3aIOHHWTE TpoMeHH (YTpaBieHHE Ha MPOMIHATA);
[Ipenepunupane Ha KynaTypara W BbTpemHata koMmyHukanus — (Kynrypaa
NpoMsHa M BBTPENIHA KOMYHMKaIWs); 31paBOCIOBHAa paboTHa cpena -
Onarononyuue U 6marocherosinue; U Msrpaxnane Ha ObJEIIETO HA YOBEIIKHTE
pecypcu.

Cren KaTo IMTHpaMe Hall-W3BECTHUTE NE(PUHULIMU, MOXKEM J1a OIPEICIIUM
YIPaBJIEHUETO HA YOBELIKUTE PECYpCH KATO yNpaBieHCKa (YHKIHS, KOSTO Ce
3aHMMaBa C Iopeaula oT GpyHKIMU U JEHCTBHS Ha OpraHU3alusTa, KaTo B3eMa
NpeABH BBTpPEIIHATA U BHHIIHATA Cpelia Ha OpraHu3anusiTa. B ceioro Bpeme,
TO TO{YEepTaBa YOBEKA KaTO Hal-LICHHUS PeCypc Ha opraHuzanusra. YoBek Moxe
Jla TONpUHECE 3a ycliexa Ha OpraHu3alnusITa U € KOHKYPEHTHO IPEIUMCTBO Tpest
npyrute 6uzHecu. OCHOBHUTE (YHKITMHM ca HaOWpaHe Ha IMEepPCOHa, OICHKa Ha
paboTtaTa, TUTaHHUpaHe, OMHMCAHME Ha IITBXHOCTTa W IOAOOpP Ha ITOIXOMISIIN
YOBEIIKH pECypCH; CBII0 TaKa, OICHKa Ha TPYIOBOTO IPEACTaBSIHE Ha
YOBEMIKUTE PECYpCH, YIPaBICHHWE Ha TPYIOBOTO IpEACTaBsiHE, OOydeHHE H
pa3BUTHE Ha YOBEIIKUTE PECYPCH, YIPABICHUE HA 3HAHUATA, MOTHUBAIINS, 3/IPaBE
n 0e301acHOCT Ha CIIy>KUTEINTE, OpraHM3allMOHHA KyJITypa, KOPHOpaTHBHA
COLIMaJIHA OTFOBOPHOCT M OWM3HEC KOMYHMKALMsi, BCUYKO TOBAa B paMKHTE Ha
CUCTEMHHUSI MOJIX0J1 Ha OpraHU3aluuTe ¥ ePEeKTHTE OT BHTPEIIHATA ¥ BHHIIHATA
cpena (Mondy et al., 2018; Parmar, 2014; Shawn et al., 2005).
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Ta6mma 1. OCHOBHH pa3iindus MeXIy YIIpaBJICHHE Ha IIepcoHaa 1
YIpaBJICHUE HA YOBEIIKUTE PECYPCH

Pasme YnpapieHue Ha YupasiaeHnue Ha
P nepcoHaJia YOBEUIKHUTE pecypcu
OpraHnuzanuoHHa Ortaenna WHTerpupana ctparerniaecka
TIO3HIIAS aIMUHUCTPATHBHA 3a/1a9a GbyHKIHSA
CBOTBETCTBHE MEX],
Orenka, 6a3upana Ha Y
Be3narpaxaenue MPOM3BOIUTETHOCTTA 1
paboTaTa
mpuHOCa
NuauBuayanHo u
Tpynosu Konextusen n A Y
OTHOIICHHS nporeaypeH Gokyc OpraHn3aHoHHo
p Y Y CBIJIACYBaHE
Orpanuuen [Mupox 1 HenpexbcHAT
Komynukanus
UH(POPMALMOHEH MOTOK UH(POPMAIMOHEH TTOTOK
Juzaitn Ha ®parmeHTalys Ha PaGora B exun u
paboTtara 3ajaunTe UHTETPUPAHU POITH
VYupasienue Ha VYnpasieHue Ha KIUMaTa U
BpemenHo cenume
KOH(IIUKTH KyJITypara
Passutue Kontpomnupan qocTsi 10 MHoxecTBO popmu Ha
KypcoBe HETPEKbCHATO 00yUYCHHE
. MaxkcumanHo 3N0JI3BaHe Ha
Kputepuii 3a MunuMu3upase Ha
BB3MOXKHOCTHUTE Ha
OIIeHKa pasxoxaute
CITy )KATEINTE

H3mounux: aBTopoBa pazpaboTka

[Moapa3aensbT 3akiovaBa, Y€ ChbBPEMEHHOTO YIpaBJICHHE HA YOBEIIKHUTE
pecypcu (YUP) cwhueraBa opraHmzanuoHHaTa €()EKTHBHOCT C Pa3BUTHETO Ha
ciykutenuTe. B rpblka cpena Ta3u poiisi npuaoOuBa 0coOCHO 3HAYCHHUE, Thi
KaTo HENOCTUIbT Ha KBaIH(HUIMpaHW KaapH, aeMorpadCckuaT aucOananc,
JUTUTATHATA a[alTalus U 33 JbPIKaHeTO Ha KBATM(DUIMPAHN CITYKUTEIH BIUSISIT
KaKTO BBPXY KOHKYPEHTOCHOCOOHOCTTa HAa WHIYCTPHATA, Taka W BBPXY
Kamairera Ha nyommyHute ycayrn.  CIeIOBaTENHO — CTPATErHYCCKOTO
yIpaBJICHUEC HAa YOBCUIKUTE PECYPCH 3aBHCHU OT CBHITIACYBAHH BPB3KUA MEKIY
MepcoHana, 00y4eHUETO, OLCHKATa, Bh3HATPAXKIACHHUATA, IJIaca HA CIIYKUTCIUTE
U OpraHU3alMOHHATA [IEJ.
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1.2. MOJEJIA 3A YIIPABJIEHUE HA YOBEIIKUTE PECYPCH

BropusT moapasien pasriiekaa OCHOBHHUTE MOJEIM 3a YIpaBlICHHE Ha
YOBCIIKUTE PECYPCH U MOTUBAIuUs. MOJEIUTe OPraHU3MpaT BPH3KATA MEXKIY
OpPraHU3aIMOHHUST KOHTEKCT, CIIOCOOHOCTHUTE HA CIIY)KHUTEIIUTE, YIIPABICHCKUTE
n300py, MOTHBAIMATA M TPYAOBOTO NpEJACTaBsiHe. TsXHAaTa CpaBHUTEIHA
CTOHHOCT C€ ChCTOM B TOBa, Y€ IMOKa3Ba, Ye¢ YMPABICHUETO HA YOBCIIKUTE
pecypcr QYHKIHOHHMPA 4Ype3 B3aUMOCBBP3aHH CHCTEMH, a HE Ype3 H30JHpaHU
MPaKTHKH.

HepaBHOMEpHOCTTa, KOSTO OOMKHOBEHO CE HAOJIIO]aBa B yIIPABICHUETO HA
YOBEIIKUTE PECYpPCH, BOJIU JI0 CHIIECTBYBAHETO HA pa3nuvHu mojenu. Cropen
Mozaena Ha chBhnaaenne Ha PomOpyH (Apmctponr, 2006) chIiecTByBaT
creuupUIHN MMPOLIECH, KOUTO CE TOSIBSIBAT BbB BCSKA OpraHU3alys: Moadop Ha
CIIy)KHTENIM, OLEHKA, BB3HATPAXKICHUSI U pa3BUTHE HA CIY)KHTEIHUTE.
CrenoBaTesHO, Thi KaTo Te Ce CpelllaT BbB BCsKa OpraHm3aims, Te TpsOBa ja
Ob/IaT B3€TH NPEBHUI, 32 J1a MOXKE YIIPABICHUETO HA YOBEUIKHTE PECYPCH J1a Obie
XapMOHHU3UPAHO ChC CTPATErUsATa HA OPraHU3aHATA.

XapBapJckaTa paMKa € I0-CTpaTerH4ecKy NoAXoA. T4 BKIIouBa peleHusTa
U JIeHCTBHUATA, OTHACSIIM C€ [0 OTHOIICHUATAa MEXIYy OpraHM3auusTra U
CIIyXKUTENNTE, KBIETO IIOCICIHUTE CE CYUTAT 3a ,,aKTUB™ Ha OpraHM3alusTa
(Armstrong, 2006). Cnopexn TO3M MOJEN, 3aHHTEPECOBAHUTE CTPaHH,
CITy>KHTEJINTE U TIPAaBUTEIICTBOTO, OT €/IHa CTPaHa, ¥ CllydallHUTe ChOUTHS (Hamp.
TEXHOJIOTUYHO Pa3BUTHE, 3aKOHOJATEJICTBO), OT JIpyra, OKa3BaT MPsIKO BIHSHHUE
BBPXY M300pa Ha IOJMTHKH 3a yNpPaBJICHUE Ha UYOBELIKUTE pecypcu (Hamp.
cUcTeMa 3a BB3HArpaXJICHUWE HA CIy)XUTenauTe). Te3u IOJUTHUKU 3acsrar
nepcoHaia (JIOSUTHOCT), KOETO OT CBOS CTPaHa BOAM JI0 JBJITOCPOYHH TOCIIETUIN
KakTO Ha MHAWBHIYalHO, Taka M HA OPraHM3AlMOHHO HUBO WIM IOPH Ha
001eCcTBEHO HUBO (071arochbCTOSTHUE).

KoHnTekcTyanHusT Mozen u3ydaBa ynpaBiI€HHETO Ha YOBELIKUTE PECYpPCH
(YYP) B cpemara, B KOATO TO C€ pa3BHBa, KaTo B3eMa MPEIABHI KAKTO
XapaKTepUCTUKHUTE HA OPTaHN3ALUATA, TaKa U CUTyallnuTe, C KOUTO Ce COIbCKBA,
KaKTO ¥ COIMATHUTE, HHCTUTYIMOHAIHATE, TIOJINTHYECKUTE CHJIM U BIUSHHUETO,
KOETO T€ OKa3BaT BbpXy opranusanusara (Armstrong, 2020). B moxena va Angamc
neiinoctute Ha YUYP wmsrnmexpar exkcrepHanusupanu. [lo chinecTtBo, B TO3M
KOHKPETEH MOJIEN, YOBEIIKUTE PECYPCH CE Pa3TIIeXaaT MO Pa3iIuYHd HAYHMHH
(Armstrong, 2006). YoBewmwkuTre pecypcu ce pasriexnar Karo ,,BbTpelIHa
areHuusa". YoBeUIKUTE pecypcH ce ONpUINYaBaT Ha LUEHTHP, KONTO ymnpaBisBa
pasxonauTe, KaKTO CBOM, TaKa M Te3W Ha APYTW OTAENIH B opranusauusara. [pyra
nepcrekTuBa Ha YUP e ,,BbTpeIHOTO KOHCyATUpaHe . CuuTa ce, ue YOBEIIKUTE
pecypcu npefocTaBsAT YCIyTHTe CM Ha MEHUKBPUTE, HO T€ UMAT Bb3MOXKHOCT
Ja ce 00bpHAT KbM APYT OT/EN, ako He ca joBosHH. YUP Moxe na ce o0sicHU 1
Karto ,,0M3HechT B Ou3Heca™. ToBa THIKyBaHE ce€ OTHACS JIO OINpE/eeHa CTEICH
Ha cB000/1a, KOSITO YOBEIIKUTE PECYPCH MOTAT J]a UMAT M KOSITO MM ITO3BOJISBA Ja
,,pabOTAT ¢ 3BEHA KAKTO BHTPE, TaKa M U3BBH OpraHm3anusTa. J[pyro ThikyBaHe

17



Ha YUP e ,,BBHITHOTO KOHCYATHpaHe . 3BeHaTa B OPTaHU3AIMATA THPCAT TTOMOIII
1 HACOKH OT BHHIIHU OW3HECH.

Mogenstr 5-P, mpencraBen ot Ilynep, mpemocTaBs kpaTka paMKa 3a
pa3dupaHe Ha HAYHMHA, 10 KOUTO (PYHKIMOHUPA YIPABICHUETO HA YOBCIIKHUTE
pecypen (Armstrong, 2020): (1) @unocodusta e cBbp3aHa ¢ HAYMHA, IT0 KOUTO
ce TpeTHpaT YOBEIIKHUTE PECYPCH M TAXHATA POJIA 3a yCIexa Ha OpraHu3aIuATa.
WHTepec Ha 3aMHTEPECOBAHUTE CTPAaHH: 3aMHTEPECOBAHU CTPaHU PHKOBOJICTBO
[Ipodcrro3n [TpaBuTencTBo OO61ecTBO CuryarioHHA (dhaxtopu:
XapakTepucTUKu Ha choyxurtenute busnec crparerms Punocopus Ha
ynpaBienuero [lazap Ha Tpyma 3akoHomarencTBo CoIManHM IIEHHOCTH
Texnonoruu HSE Omnmun 3a nonutuka: BiusHue Bppxy ciayxurenute CucreMu
3a BB3Harpaxjcuue PabotHu cucremu Pesynratu: JlosutHocT: YMeECTHOCT Ha
ymenusita  EdektmBHOCT Ha  pasxomure  JIBITOCPOYHM  MOCICIUIIH:
WNuauBuayanHo u conuanHo onarononyune OpraHu3anuoHHa e)eKTUBHOCT; (2)
[Honutukure ca 3a mpegocTaBsHE Ha HACOKU 332 BCUUKO, KOETO BKIIIOYBA WIIH
BKIIOYBA eJeMeHTa dYoBemkwu ¢(akrop. IlomuTukure wmoratr ma Obaat
kareropusupanu (Jiang et al., 2012) cropex ToBa gaiy ca CBbP3aHU ChC 3HAHMUS,
CrmocoOHOCTH, yMeHHus (TIOMUTHKA 3a HabupaHe, moabop W oOydeHHe), ¢
MOTHBAIMSI U yCwins (MOJUTHKA 32 YIPaBJICHHWE Ha TPYIOBOTO MpEACTaBsHE,
MTOJIUTHKA 38 KOMITIEHCAIINU U CTHMYJIH), C BB3MOXHOCTH 3a ydacTHe (ITOJUTHKA
3a yJacTHe ¥ IPOeKTHpaHe Ha paboTa). Beska oT rOpHHTE MONMUTHKY ce Tpuiara
ype3 mpueMaHe Ha cboTBeTHH mnpakTukw; (3) IIporpamute ce chb3maBaT Bb3
OCHOBa Ha IMOJUTHKH W JOMpPHHACAT 3a ycmiusaTa Ha Ciyx0aTta 3a BBTpEIIHA
aconuauus (IAS) 3a ynpaBieHue Ha MPOMEHHUTE U 3310BOJISIBAHE HA HYXKIUTE HA
opranuzanusta; (4) IlpakTukure ca BCUUKH JEHHOCTH, KOMTO MPOU3THYAT OT
MpUJIaraHeTo Ha MOJUTUKY U nporpamu; (5) [Iponecure ca qeCTBUS ¢ HAYAIO U
Kpai, KOUTO TPUBEKAAT B JeHCTBUE 1aHoBeTe Ha Y YP.

OcBeH TOBa, HepapXxusiTa Ha TOTPeOHOCTHTE Ha Maciioy e cpell Hal-IUPOKO
M3M0JI3BAaHUTE MOTUBALIMOHHYU MOJIENIM B YIIPABJICHUETO HA YOBEIIKUTE PECYPCH,
3alMI0TO TS NPEBPBIIA YOBEHIKATA MOTHBAIMS B JIOTHKA HAa Pa3BUTHETO:
WHAWBHINTE C€ CTPEMAT Ia 3aJ0BOJLT MOTPEOHOCTH OT MO-HHUCHK TOPSIBK,
TIpeId CTPEMEXHTE OT TIO-BUCOK MOPSIBK Aa cTaHat Baxkau (Maslow, 1943). B
OpraHM3alliOHHA Cpela paMKaTa OOMKHOBEHO C€ OIlepallMOHAIHM3Hpa KaTo
MTOETANCH IMTOAX0/] KbM ITOJIKpPenaTa Ha CIIy )KUTEINTE, KbIETO Bb3HATPaKICHHETO
1 YCIOBHUSATAa HA TPYI OCHUTYpPSIBAT OCHOBHA CTAOWIIHOCT, JOKATO MPU3HAHHUETO,
BB3MOKHOCTHUTE 3a pacTeX M CMHCIeHaTa padoTa IT03BOJIABAT ITO-BHCOKA
aHTaXUPaHOCT. Bbhpeku ue iepapxusra 4ecTo ce MpelCcTaBsi KaTo CTpora
cThI0a, MBPBOHAYAIHHUAT apryMeHT Ha Maciioy e MO-CKOpO BEpPOSITHOCTEH,
OTKOJIKOTO MEXaHHYECH: MOTPEOHOCTUTE MOTaT Ja CE¢ MPUITOKPUBAT U MHOKECTBO
mOoTpeOHOCTH MOraT Jia IeHCTBAT €IHOBPEMECHHO, HO MMa O0Ila TCHICHIIHS
HEYJOBJICTBOPECHUTE ,,IOTPEOHOCTH OT ACHUIUT 12 JOMUHHPAT BHUMAHHETO
(Maslow, 1943).
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B u3cienBanusaTa v mpakTHKaTa Ha yIPABICHUETO HA YOBEIIKUTE PECypPCH,
KITI0OYOBA IIEHHOCT HA MOJieNia Ha Maclioy € AMarHoCTUIHaTa: TOW rmomara Jia ce
MHTEPIPETHPA 3all0 YHUBEPCATHUTE CTUMYJHU ce MpoBaisaT. Hampumep, emna
opraHu3aius MOXe Ja WHBECTHUpAa CEpHO3HO B TPOTPaMHU 3a pPa3BUTHE, HO
CIY)KUTEIINTE, KOUTO H3IMUTBAT HECUTYPHOCT (HAIp. HECHT'YPHH JIOTOBOPH,
Hempencka3yeM U3BBHPENEH TPy WIH Bh3IpHEMaHa HECIPABETMBOCT), MOTAT
Jla UHTePIPETUpaT Te3u MHULUATUBU KaTO CUMBOJIMYHH, 8 HE KaTO MOJKPETIISLIH,
U Ja OocTaHaT HeaHraxupaHu. OOpaTHO, KOraTo OCHOBHHTE YCJIOBHUS ca
[OCJICZIOBATENTHO H3MBJIHEHH, CIYXKHUTEJIUTe MOraT Jla pearupar Mo-CHJIHO Ha
HEMapuUyHU MOTUBATOPH, KaTO aBTOHOMHOCT, MpPHU3HAHHE W BBH3MOXKHOCTHU 32
pabota mo cnoxkHu mpoOimemu. [lo To3W HAayMH iepapxusira HachbpuaBa
CIIEIUAIICTUTE TI0 YOBEIIKH PECYPCH Jla TPETHPAT MOTHBAIUATA KaTO CHCTEMA
OT B3aMMO3aBUCHUMH yCJIOBHS, a HE KaTO €IMH-EAMHCTBEH JIOCT. B CHIIOTO BpeMe
EMITMPUYHUAT CTATyC Ha cTporaTa HepapxXwdyHa mojapenda oTJaBHA € OCIIOPBaH.
IIpernenst Ha Yaxb6a u bpuasen moadepTaBa CMECeHHM JOKa3aTelcTBa 3a
YHUBEpcalHaTa TMOCIEA0BATEIHOCT, Moapa30upaIia ce OT TOIMYJISPU3UPAHUTE
BEpPCHUH Ha TeOpHsITa Ha Macioy, KaTo 0TOeNA3Ba, 4e HHANBUANTE CE pa3niaBar
[0 TMPUOPHUTETH M Y€ KOHTEKCTyalHUTE (PakTopu OPOpPMST KOU HYKAU CTaBaT
Baxxau (Yax0a u bpunsen, 1976).

Cemio taka, ERG Teopusta Ha Anmepdep e pa3paboTeHa H3pUIHO KATO
anTepHaTHBa Ha Macioy, 3ama3Baiiki OCHOBHOTO INPO3PEHHE, Y€ YOBCIIKUTE
norpedHocTH (OPMHUPAT MOTHBALMATA, KAaTO CHIIEBPEMEHHO Ipeiiara Io-
IecTeNIMBa U EMIIMPUYHO NPOBEpPHUMaA CTPYKTYpa: ChHIIECTBYBaHE, CBEP3aHOCT U
pacrex (Alderfer, 1969). ,,CpuiecTByBaHEe™ KOHCONUAMPA MaTEpUATHHUTE H
CUTYPHOCTHHTE INOTPEOHOCTH; ,,CBBP3aHOCTTA" 00XBalla MEXTyJIMYHOCTHATa
Bpb3Ka W COLMAIHHUS CTaTyc; ,,pacTeXbT" BKIIOYBA JIMYHOCTHO pPa3BHUTHE,
pasiuupsiBaHe Ha KOMIIETCHIIMUTE M MCHXOJIOTHYeckH pasiser. OT peliaBaiio
3HaueHne e, 4ye ERG Teopmsta pas3xmabBa NpenIONIOKEHHETO 3a CTpora
nporpecus. MHAMBuUANTE MOraT [a IPECIeABAT MHOXKECTBO MOTPEOHOCTH
€IHOBPEMEHHO M [BI)KEHHETO MEXIy MHMOTPEOHOCTHTE HE € CaMO Harope.
OTIMYUTENHUAT MEXaHW3bM Ha MOJENA, YECTO OIKMCBAaH Karo (pycTpaius-
perpecusi, Ipeanoara, 4€ KOTaTo MOTPEOHOCTHTE OT MO-BHCOKO HHBO ca
OJOKMpaHH, MHAWBUIUTE MOTAT J1a yBeJIMYaT YCHIMATA CH 3a 3aJl0BOJISIBAHE HA
notpedHOCTH OT 1mo-HucKo HuBO (Alderfer, 1969).

JIBydakropHara Teopuss Ha Xepubepr (HapuyaHa oOIe TEOpHS 3a
MOTHBAIMSI-XUTHEHA) OCTAaBa BIMATEIIHA B YIPABICHHUETO Ha YOBEIIKUTE PECYPCH
(HRM), 3amoro npedopmyinupa HarjJacuTe Ha CIYXKHTCIUATE KaTO MPOIYKT Ha
JIBA OTHOCHUTCITHO pa3iu4yHu Habopa oT (akropu Ha paboTara: XHUTHEHHU
(dakTOpH, KOWTO MPEIOTBPATABAT HEIOBOJICTBOTO, M MOTHUBATOPH, KOUTO
TCHEPHPAT yA0BJICTBOPEHHE U MMOJIOKUTETHA aHrakupaHocT (Herzberg, Mausner,
& Snyderman, 1959). Teopusita Bb3HHKBA OT Ka4ECTBCHO HM3CIICIBAHE, B KOCTO
CITy’)KUTEIIUTE pa3Ka3BaT CIHU30/IH, KOTaTo ca Ce UyBCTBAIHM U3KIFOUHUTEIIHO T00pe
WJIH 371e B paboTaTa cu; Xeproepr U KOJIETUTE My OTOEIIS3BaT, Y€ HEJOBOJICTBOTO
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OOMKHOBEHO Ce€ TpHUNHCBAa Ha KOHTEKCTa Ha paborara (Hamp. 3aruiamiase,
KayecTBO Ha  PBKOBOJICTBOTO, OPTaHW3AalMOHHU  MOJUTHKH), IOKATO
YIOBJIETBOPEHUETO C€ TPHUNHCBa HA CHABPKAHHETO Ha pabortara (Hamp.
MTOCTIKEHUS, IPU3HAHKUE, OTTOBOPHOCT, pactex) (Herzberg et al., 1959). Tosa
pasrpaHudyeHue € oOT TrojsiMo 3HaueHne 3a HRM, 3amoto ocmnopsa
MIPEIIOI0KEHHETO, e MO00PSIBAHETO HAa BHHITHUTE YCIOBHUS CaMo 1o cede cu
mie JoBeAE A0 HAJACKIHO TIeHEepHpaHe Ha MoOTHBanus. Bmecto TOBa, TO
Mpe/roiara, 4e OpraHu3aluuTe MoraT a HaMaJsIT HeJOBOJICTBOTO 4Ype3 A00pH
YCIIOBHSL HA TPYH, HO BCC MAaK HE YCIABAT Ja Ch3JaJaT UCTUHCKA MOTHBAIHS,
OCBCH aKO POJIMTE HE ca MPOCKTHPAHU Ja OCUTYPSBAT CMUCICHH BBTPCIIHH
JIBUTATEIIH.

B mpaktukata Ha YIOpaBICHHETO HAa YOBCIIKUTE PECYpPCH, XHUTHEHHOTO
M3MEPEHHUE ce OTpa3siBa Ha 0a3oBara apXHWTEKTypa Ha 3a€TOCTTA: CIPABEIIUBO
BB3HATPAXKICHUE, 0C30MIACHU W YIPABJISICMHU YCIOBHS HA TPY, SICHU MOJUTHKH,
KOMIICTCHTCH HAI30p W aJeKBaTHU pecypcu. ToBa ca HEMOIJICkKAIId Ha
00CHXK/IaHE OCHOBH, 3alIOTO HEIOCTATHIUTE IMPEIU3BUKBAT HEIOBOJICTBO U
aHraXupaT BHUIMAHUETO, YECTO TOJKONABAKY TOBEPUETO U 3aCHIBANKH PHCKa
OT TeKy4eCTBO. APTYMEHTHT Ha Xepuoepr obade e, ye JIMIcaTa Ha HeJIOBOJICTBO
HE ¢ eKBUBAJICHTHAa Ha MOTHBauuWsA. MOTHBATOPUTE C€ yCelaT NPeJAUMHO upe3
camara paboTa, T.e. 3HAYMMOCT Ha 3ajadyara, cCOOCTBEHOCT, BB3MOXKHOCT 3a
OBIA[sBAaHE W BUIUMHU moOCTHKeHMs. CIenoBaTesHO, HHTEPBEHIHHUTE B
YIPaBJICHUETO HA YOBCIIKUTE PECYPCH, ChOOpa3eHH ¢ IBY(PaKTOpHATA TEOpHs, ca
CKJIOHHM J1a HAOJsIraT Ha 00OraTsABaHETO Ha padoTaTra U HEWHUS JM3aiH, a HE
camo Ha crumyiure. OOoraTsBaHeTo Ha paboTaTa BKJIIOYBA BEPTHKAIHO
HATOBapBaHE HA OTTOBOPHOCTUTE — Pa3IIUpPSIBaHE HA aBTOHOMUSATA, CBOOOIaTa HA
B3EMaHC Ha pelIcHus U 00XBaTa Ha 3HAYUMHUS [IPHHOC, TAKA Y€ CIIY)KUTCIUTE Ja
M3MUTBAT MOCTHKEHUS M JIMIHOCTHO m3pacTtBane (Herzberg, 1968).

Tasu noruka ce ciaMBa ¢ NO-IIMPOKaTa JUTepaTypa 3a AU3aiiH Ha pabOTHHUTE
Mecta. MoaenpT Ha XapakTepUCTHKHTe Ha paborata Ha XakmaH u OngbMm
naeHTHGUINpPa OCHOBHHMTE aTpuOyTH Ha paboTara, KaTo pa3zHooOpasue OT
YMEHUsI, MICHTHYHOCT Ha 3aja4aTa, 3HAYMMOCT Ha 3ajadara, aBTOHOMHOCT U
oOpaTHa Bpb3Ka, KOUTO HAChPYABAT BHTPELIHATA MOTHBALIUS U YIOBJICTBOPEHHE
gpe3 opopMsHE Ha TpPEKUBABaHATA 3HAUMMOCT M oTroBopHocT (Hackman &
Oldham, 1976). Makap ¥ KOHIENITYaJIHO Pa3lIM4eH, TO3H KOPIYC OT TPYAOBE
MOJICHIIBA OCHOBHOTO HMMIUTHKAnUs Ha Xepuodepr 3a yhOpaBjIeHHETO Ha
YOBEIIKUTE PECYypCH: yCTOWYMBATA MOTHBALIUS € I10-BEPOSITHA, KOTaTO POJIUTE
OCHUTYpsIBAT KAakTO CTPYKTYpHa IOJKpEIa, Taka M IICUXOJOIMYecKH Oorarto
ChIbprKaHue. B NpHIIOKHNUTE TEPMUHHM HA YIIPABICHUETO Ha YOBEIIKUTE PECYpPCH
TOBa ce M3pa3siBa B IPAKTUKU KaTO NPENPOEKTUPaHe HAa PaOOTHUTE IIPOLIECH, 3a
Jla ce YBEJIWYHM IUIOCTHATAa OTTOBOPHOCT 3a 3a/launTe, M3rpakaaHe Ha cpela,
Oorata Ha oOpaTHa Bpb3Ka (HE NPOCTO TOJAMIIHM OLIEHKH), pa3paboTBaHe Ha
CUCTEMH 3a NpPHU3HaHKHE, 0OBbP3aHU ChC 3HAYMMH NOCTHXEHHS, U Ch3aBaHe Ha
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BBTPCLIHM MBTHUIA 32 MOOWIHOCT, KOHTO IO3BOJISIBAT Ha CIY)XUTEIHUTE Ja
pa3IIKpPsIBAT OTTOBOPHOCTTA CH C TEUCHUE HA BPEMETO.

Teopusta ¢ W3NpaBeHa W MpeJI OrpaHUYCHUs, KOUTO aBTopure Ha HRM
TpsiOBa Aa mpu3HaaT. Tpagunuute Ha U3MEpBaHE (HAIP. MPOAKTHBHU TCXHUKHU
karo Tecta 3a TeMaTHYHA AamepHeNIUsA) IOBAWTAT MPAKTHYECKH W
NICUXOMETPUYHA BBIPOCH B OPTraHM3AIMOHHUTE YCIOBHS, a SCHOTO
pasTpaHWYCHHE MEXIy IMOTPEOHOCTUTE MOKE /1a Ce pa3MHe B PeaHHd paOOTHH
KOHTEKCTU. BbIpekn TOBa, TpailHaTa CTOWHOCT Ha MoOJella C€ ChCTOU B
MIPEJOCTABSIHETO Ha TU(EPEHIINPAHO 0OSICHEHIE HA MOTHBAIUATA: CITyKUTCITUTE
HE ca eIHAKBO BOJCHM OT €IHH W CHIOIM CTUMYIH W MOTHBALMOHHUTE
ApPXUTEKTYpH TPsIOBA J]a OTYMTAT TE3U TUCIO3ULIUOHHY pa3inyus. Ha npakTuka,
HR cucremute ce BB3MON3BAT OT MPEAOCTABIHETO Ha MHOXKECTBO ITBTHINA 3a
MPU3HAHUC W Pa3BUTHC — MBTHINA 3d2 TEXHUYCCKO CHBBPUICHCTBO (ANCIUpaIiy
KbM nAch), IbTHINA 32 JIUACPCTBO U BiHssHUE (NPOW) U IbTHINA 32 peNaloHHa
ekcrieptu3a (nAff) — BMecto na ce mpuema eHa SIMHCTBEHA ,,Hal-m00pa‘
KapuepHa TPaeKTOPHsL.

Xepubepr u MakkienaHn ce JOMBJIBAT B3aWMMHO, KaTO CBBP3BAT
MOTHBAIMSITa KAaKTO C JH3aifHa Ha paboTaTta, Taka U C WHAUBUAYAITHUTE
pasimunsi. Xepudepr HaOsAra Ha CTPYKTypaTa Ha paboraTa (XMTHEHA CpeIry
MOTHBATOPH) M Haco4Ba ympaBlieHHeTO Ha yoBemkutre pecypcu (HRM) kbMm
oborarsBaHe Ha paboTaTa U BBTPEIIHN IBUTATENH, TOKaTO MaKkIienan 1 Ha0Jsra
Ha pa3Nu4usATa MEXIy OTACTHWTE WHAWBHIHN B 3ay4CHHTE MOTHBH M HAcOYBa
HRM kbM ChOTBETCTBHE, MU(DEPEHIIMPAHO PA3BUTHE U AU3AKH HA JIUJIEPCTBOTO.
3aeHO T€ TOJIKPEISAT MHOTOCTETICHeH apryMeHT 32 HRM: (a) opranm3arumre
TpsiOBa a OCHUTYPAT MUHFMAJHH YCJIOBHS Ha 3a€TOCT, KOUTO MPEIOTBPATABAT
HEYIOBIJIETBOPEHOCTTA; (0) ponure TpsiOBa Na ObJaT MPOEKTUPAHU Taka, ue Ja
MO3BOJISIBAT TMOCTH)KCHHUS, OTTOBOPHOCT M pacTeX; U (B) MOTHBALMOHHUTE
cTpaterud TpsOBa Ja OBIAT CHOOPA3eHM C JOMHHHUPALIUTE HYXIW Ha
CIIy’)KUTEIIUTE, KaTO C¢ M30ArBaT CIHOMEPHU CHUCTEMH 3a CTHMYIJIHUpPAHE, KOUTO
MPEe/IoIaraT ¢IHAKBY MPEIAMOYATAHHS.

Criio Taka, XapBapJCKHIT PaMKOB MOJCNI € OCHOBOIIOJIATAI MMOIXOM 33
,»,MEKO VIpPAaBJICHHE Ha YOBCUIKUTE PECypcH”, KOHTO KOHIENTyalIu3upa
VIPABICHUETO HAa YOBCIIKATE PECYpPCH KaTO WHTEIPaTHBHA CHCTEMa OT
MOJUTHKH, O(OpMEHa OT WHTEPECUTC HAa 3aWHTEPCCOBAHUTE CTPAHU H
CUTYaIlMOHHHUTE OTPAHUICHNUS, 1 OIICHABAHA Ype3 TBITOCPOYHH PE3YITATH KAaKTO
3a OpraHM3anroOHHA e(DeKTUBHOCT, TaKa U 3a OJArOCHCTOSHUETO Ha CITY)KUTEITUTE
(Beer et al., 1984). BmecTto ma TpeTHpa YOBEUIKATE PECypcH Kato HaboOp OT
M30JIMPAaHU MPAKTHUKH, MOJAETBT Mpeiara OpraHu3alduTe 1a MpaBsaT n3bop Ha
MOJIUTHKA B 00NacTTa HAa YOBEIIKUTE PECYpPCH B UETHPH OCHOBHH OOJIACTH —
BIMSIHAE Ha CIy)KATEIUTE, MOTOK OT YOBCIIKH pECypCH, CHCTEMH 3a
BB3HATPAKICHUE W PabOTHU CUCTEMH, M TE3HM H300pU T'CHepHpar He3abaBHH
pe3ynTaTh 3a YOBEUIKUTE pecypcH (HAmp. aHraKUPaHOCT, KOMIIETCHTHOCT,
CBOTBCTCTBUE, PEHTAOWIHOCT), KOWTO B KpailHa CMETKa BIHSST BBPXY
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WHIUBUIYAIHUTE M oOulecTBeHUTE nocieaniy. OTIMYUTENHUAT MPUHOC Ha
pamMKaTta € M3pUYHOTO M NpHU3HaBaHE, Y€ W300pHT B 00JIaCTTAa HA YOBEIIKHUTE
pecypcu € 1O CBOSTa CBIMHOCT IMOJMTHYECKHM W  KOHTEKCTYyaJeH:
MIPEANIOYHUTAHUATA Ha PHKOBOJICTBOTO TpsOBa Aa OBAAT OaJlaHCUPAHH CIIPSIMO
MHOXKECTBO 3aMHTEPECOBaHH CTpPaHU (CIyKUTEIH, CHHAMKATH, MPABUTEICTBO,
0OIITHOCT, aKIIMOHEPH) U CIIPSIMO CUTYalIMOHHU (aKTOPH KaTo Ma3apu Ha Tpyaa,
XapaKTEPUCTHUKH Ha paOOTHATA CHJIa, TEXHOJIOTUH U npaBHU pexkumiu (Beer et al.,
1984).

Ocsen ToBa, moaenbT AMO, uyectro o06o06maBad kato ,,CIOCOOHOCT-
MoTtuBanwsi-Bp3M0KHOCT, € IMMUPOKO HM3MOJI3BaHO, 0a3WpaHO HA MEXaHU3MH
oOsicuenue 3a ToBa kak HR cucremure popmupar npousBoautennocrra. Criopen
Ta3y IJie/lHa TOYKa, IPOM3BOANTEIHOCTTA Ha CIYXXHUTEJIUTE € (DYHKIMS HA TOBA
Jlaly CIY)KUTEJIUTE MoraT Ja Bbpluar padorara (CIocOOHOCTH), Iie BbpILAT
paborara (MOTHBALIMS) U JAJIU Ca B CCTOSIHUE J1a BbpILAT paboTraTa 4pe3 yyacTue
W TOAKpeIsiM CTpYKTypu (Bb3MOxHOCT) (Appelbaum et al., 2000).
[IpakTdeckarta cuiia Ha MOZIeJIa € HerOBaTa TMarHOCTUYHA SICHOTA: TOHM O0sICHIBA
3aI10 OpPTraHU3aUUTE MOTAT Aa Ce MPOBAJIAT, AOPH KOraTo HHBecTHpaT B eqHa HR
obnmact. Hampumep, cumHusaT momdop u oOydenue (CrocoOHOCT) 1mie ce
MPEACTaBAT MO-ciabo, ako CHCTEMHTE 3a CTUMYJIHpaHe ca ciuabu Wim ce
BB3IIpHEMAT KaTo HecnpasemuBr (MOTHBaMA) WK aKO TBBPANUTE HepapXud U
JOmMAT Ju3aiiH Ha pabOTHHS MpoIlec MpedaT Ha CIYXXHUTEIWTE Aa TpHiIarat
cBoute ymenus (BramoxxHocr).

Ta6mua 2. OCHOBHM MOAENH 32 YIPaBJICHUE Ha YOBEIIKUTE PECYPCH M TEXHUTE
YIPaBJIEHCKU MOCJIE UL

Ilocsenunm 3a YHnpaBJIeHHETO Ha

Mopena E€HTpaJieH (poKyC
o R boxy YOBeIIKHTE pecypcu

Cpo0OpassBane Ha Mmoaoopa
CoBriagar WIN P A00pa,

OIEHKATa, Brorpemna CBIJIACYBaHOCT u
Muaurancku
MOl BB3HArpax/eHusITa U | CTpaTETU4eCcKO ChOTBETCTBUE
Pa3BUTHUETO ChC CTpATETUsATA
Wurepecu Ha
3aUHTEPECOBAHUTE  CTPAHHU,
Xapsapicka CUTYallMOHHU ¢axTopy, | banancupano BHHMaHHE KBM
pa 1\14) Kap u300p Ha TOJUTHKA B | CIIY)KHUTEIUTE, C(PEKTUBHOCTTA U

oblacTTa Ha  YOBEHIKHUTE | COLUAIHATA JISTHTHUMHOCT
pecypcu U OBITOCPOYHHU
nocueunu
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Ilocsienunu 3a ynpasJjieHHEeTO HA
Mopnen Hentpajen gpokyc yrp
YOBEIIKHTE pecypcu
Bsaumoneiicteue Ha
YTIPaBICHUETO HAa YOBEIIIKUTE
Konrekcryanen pecypcu c | AmanTupaHe KbM  CEKTOpHHS U
MOJIe HMHCTHTYIOHAIHHTE, HAIMOHATHYS KOHTEKCT
HMKOHOMHYECKUTE "
OpraHM3allMOHHUTE YCIIOBHS
Ounocodus, MOJIUTHKH,
IMocnenoBarenHo  mpuigaraHe  OT
5P mognen porpamy, INpakTUKH U
TIPUHIUIN JI0 €XEIHCBHU PYTHHH
TIPOLIECH
Yosemkure norpedHoctr u | [loprdonmo oT ¢uHaHCOBH,
Macnoy u EPI" NPOMEHSLINTE ce | couuanaHu, pPa3BOHHU M PaCTEKHU
MOTHUBAI[OHHH IIPHOPUTETH | BE3MOXKHOCTH
Xepubepr XUrueHHu yCIOBHS u | [lobpu ycrnoBus Ha TpyH, ChbUeTaHU
puoep BBTPEIIHA MOTUBATOPH ChC CMHCIIeHa paboTa ¥ MpU3HAHNE
3ayuenn motpebHocTH OT | Judepenuupanu poau, pa3BuTHEe Ha
Makkienanz TIOCTHYKEHHS, JIHUIEepCcKUTe KadecTBa M oOpaTHa
TIPUHAIIEKHOCT U BIACT BpB3Ka
AMO wmozen CnocobHoct, MoTuBanys ¥ | JIOIBIHUTENIHN aKeTH OT MEPCOHAI,
BB3MOKHOCT 33 IPHHOC pa3BUTHE, HArPaJd U y4acTHe
banancupana CBBprKeTE TOKA3aTEINTE 32 YOBEIIKH
®OrHaHCOBH U HE(PHUHAHCOBH
cucTeMa 3a pecypcu € OpraHU3aLHOHHUTE
TIEPCTICKTUBY 32 PE3YNTaTUTE
MOKa3aTelH pe3ynTatH

H3mounuk: aBTopoBa pazpaboTka

Bsetu 3aemHo, MopenuTe TMOKa3BaT, Y€ TPYIOBOTO IMpPEACTAaBIHE Ha
CITY)KUTEIIUTE MPOU3THYA OT CUCTEMa OT CIIOCOOHOCTH, MOTHBALIMOHHH YCIIOBUS,
BB3MOKHOCTH 3a TIPMHOC W HMHCTUTYIIMOHANHA monkpemna. [lucepranumsara
M3I0J13Ba Ta3d KOMOMHMpPaHA MEPCICKTHBRA, 3a JIa HHTEPIIPETHUpa 3aI0 TOJ00HH
¢opmamran HR mpakTukm Morar na JoBemaT A0 Pa3IMdHU TIPSKUBSBAHHUS B
Pa3IMIHATE OpPTaHU3aUNN U JeMOTpadCKH TPYIIH.

1.3. METO/H4 3A OHEHKA HA TPYJAOBOTO NPEACTABSHE

Tperuar noxpaszaen pasriexaa TpaIdUUOHHUTE U CbBPEMEHHU METOIM 3a
OLICHKAa Ha TPYIOBOTO IpencTaBsHe. OLeHKaTa Ha TPYAOBOTO MPEACTaBSIHE CE
TpETHpa KaToO IIEHTPAJIEH MEXaHHU3bM 32 YIPaBJIICHWE HAa YOBEUIKUTE PECYPCH,
3amI0TO TS MPEBpPBINA OPTaHU3AIMOHHHUTE IIETTH B OYaKBaHUS HA CIYKHUTCIHUTE,
obpatHa BpB3Ka, IPU3HAHKE, PA3BUTHE U PEIICHHS 3a TOBHUIICHHE.
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OrneHkara Ha TPYAOBOTO TPEACTABSHE Ha CIYXXHUTEIUTE € MHOTO Ba)KCH
KOMIIOHEHT Ha YIPAaBJICHWETO HAa YOBEIIKUTE PECypCH B OpraHH3aIHsATa.
ChI1IecTBYBAT pa3IMYHH MOJXOAN, KOUTO MOTAT J1a C€ IPHIIAaraT, BCEKH OT KOUTO
“Ma CBOHMTE IMPEANMCTBA U MOJI3H.

MetoabT Ha pa3ka3BaTelHHs AOKJIAJA € Hal-mpocTata ¢popMa Ha OleHKa,
YHATO 1IeJ1 € Ja ce M30erHe OrpaHnuaBaHETO Ha POJISITA Ha OLICHSBALIMS, KAKTO €
pu Ipyrute Metoaud. ToW ommucBa TPYAOBOTO MPEJACTABSIHE HAa CITYKUTEJS,
HETOBHUTE CWJIHM M clabu cTpanu. TakuBa Morar jga ObJaT OOIIOTO TPYIOBO
MPE/ACTAaBSIHE HA CIIY)KHUTEJNs, HUIBOTO HAa HETrOBUTE MO3HAHUs 3a paborara My,
BB3MOXKHOCTHTE MY 32 Pa3BUTHE, CIOCOOHOCTTA MY JIa B3eMa PELICHUsI UITH J1a ce
crpassi C TpYAHU cUTyaluu. Pa3dupa ce, To31 MeTo1 HMa MpeJMMCTBOTO, Y€ AaBa
BB3MOXKHOCT Ha CIyXwuTels jaa Oblae uHGOpPMHUpaH 3a OOIIOTO CH TPYHOBO
NPEACTaBsSHE O ONMCATEeNIeH M aHAIWTHYCH HAYWH, 3a Ja chbOepe KOJIKOTO ce
Moxe noeue nHdpopmanus. (Vaxevanidou & Rekleitis, 2008). Ot apyra crpana,
MOJIrOTOBKaTa My OTHEMa 0COOCHO MHOTO BpPEME M M3HMCKBa MHOTO JOKYMEHTH,
KakKTO M TMOJIXOMAII0 O0y4eHHe OT CTpaHa Ha oueHuTess. Toil € CBbp3aH U C
BHUCOKa CTeleH Ha CyOeKTHMBHOCT W TPHCTPACTHOCT IOpaayl JMIICaTa Ha
crienmuUIHA CTAaHAAPTH U KpUTEepuH 3a orleHka. (Mouza & Lazaridis, 2006: 233)
Hsikon KOMIaHMK MHCTPYKTHPAT OLEHUTEIUTE Ja MOMBJIHAT A0K/Iaa 32 OLCHKA,
KaTO OTrOBapsT MO CHINECTBO HA BBIPOCH OT THUI OTBOPEH-3ATBOPEH, JOKATO
JIPYTH WM TIPEAOCTaBAT IMO-ToJiiMa T'bBKaBOCT M cBoOoma (Lunenburg, 2012).
IMopagu Te3n NMpUYMHU TIpe3 IOCIEJHUTE TOAMHU METOABT HAa HAPATUBHUS
JIOKJIa]] C€ U3M0JI3BA B JIOITBIIHEHUE KM JPYTH METOIH U € PEANOYUTaH, KOraTo
OLICHUTEIIAT XKeJlae 1a Ioa4eprae crenunpuIHI XapakTepUCTUKH U CIIOCOOHOCTH
Ha CITy>KUTEJIS.

[Tpn MeTona Ha MPUHYIUTENHUS N300p, MBPBOHAYAIHO Ha OLCHSBAILUS CE
JlaBaT JBOWKM W3PEYEHHs, CBBP3aHH C Pa3IMYHU KPUTEPUH, KOUTO OIHCBAT
OCHOBHHTE XapakTepucTuku Ha ciyxutens (Vaxevanitou & Rekleitis, 2008:
303-304). Cnen ToBa OT OLEHsBAIIMsA Ce MCKa Ja u30epe eIHO OT JBETe
NIPeAIoKEHHs, KOETO Hai-100pe xapakrepusupa ciyxureins. Cuura ce, 4e TO3U
KOHKPETEH METOJ 3HAUUTEIIHO HaMaJIsiBa CIIy4auTe Ha NMPUCTPACTHE B I10JI3a Ha
ciyxuTensd. BCBIIHOCT, BBB BCSKAa JBOHKA H3PEUCHUS MOXE 1a HMa JIBE
OTPULIATEIHM WIM JABE IOJIOKUTEIHH, HO HHUKOra MOJIOKHTEIHO M EIHO
OTPHULIATEIHO U3PEUCHHUE, Thil KaTo OM OWIIO JIECHO 3a OLIEHSBAILMA Ja 3aKII0YH
koe or naBere e >kemanoto (Flippo, 1984: 232). CnemoBarenmHo, SICHOTO
IpeIMMCTBO HA TO3M METOA € IIOCTUTAaHEeTO Ha MO-TojsIMa CTEeNeH Ha
00EKTHBHOCT OT CTpaHa Ha OLICHsBAIINS. BbIIpekn ToBa, KAKTO BCsSKa CUCTEMa,
METONBT Ha 3aJbJDKUTEIHUS TOA00p MMa M cBoUTE ciaabocTh. [1o-KOHKpETHO,
OCHOBHUST HEJOCTaThbK Ha METOJa €, Ye He € MOJXOJII, KOoraro LeiTa ¢
Pa3BUTHETO HA CILYXKHTEJIS,, KOETO € OCHOBHATA L1eJI HAa ChBPEMEHHOTO OLICHSIBAHE.
OcBeH TOBa, pe3yiTaTHTE, MOJyYEHH 4pe3 Ta3u CUCTEMa, ca U3KIIOYMTEITHO
Ka4yecTBEHH, KOETO MpaBu 00paboTkaTa UM ocodeHo TpyaHa. KaTo 1110, BBIIpEeKn
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MIPUHOCA CH 32 00EKTHBHOCT, METOABT Clie/iBa 1a ObJe n30paH B ChOTBETCTBHE
ChC crier(pUIHUTE [IEIN Ha IpoLieca Ha OLCHKA.

CbBpEeMEHHHUTE METOIM M ChBPEMEHHHM CHCTEMH 3a OLEHKa ca Ch3/a/ICHH
Nopajy He0OXOJMMOCTTA OT IPEOAOJIIBAHE Ha HEJOCTATHLIUTE, IPOU3THYAILH OT
W3MON3BAHETO HA TPAJULUOHHA CHCTEMH, KaTo CyOEKTHBHOCT WIH
npuctpacTHocT (Aggarwal, 2013). Ynpasnenuero no nemn (MBO) e ocobeHo
MOMYJIAPEH METOJ, 33 OLEHKA Ha CIYKHTEIUTE U IO-IIUPOKO YIPAaBICHHUE Ha
YJOBEIIKUTE PECYpcH. B HAKOJIKO MpoydBaHMsA, IPOBEAECHH BBPXY METOIHTE 3a
OIICHKa, € MTOKA3aHO, Y€ MOBEYE OT MOJIOBHHATA OT OPraHM3ALUHTE, yIacTBAIIH B
MPOYYBaHMATA, U3IOJI3BAT HAKAKBB BUJ YIIPaBICHHE Upe3 OOCKTHBHH LENH, 3a
Jla OLICHAT TPYJOBOTO NIpescTaBsiHe Ha cBoute ciyxxurenu. (Fisher et al., 1996:
84). Karo tepmuH ce cpema 3a mbpBd mbT npe3 1954 r. ot Ilurep [paksp
(Chytiris, 2013: 247). ToBa e ¢unocoduss Ha YNpaBIEHHETO, IPH KOSNTO
PBKOBOJMTEIST B CHTPYAHHUUYECTBO ChC CITy)KUTENS 00CHKa, 0OMEHSI MHEHHS 1
Hakpas ompenessi nenu (Hamp. o0eM Ha NpojakOuTe, BB3BPBIIAEMOCT OT
KIIMEHTH, NeyanOu Ha KOMIAHUATA), Bb3 OCHOBA HAa XOJa M PE3yJTaTa OT KOUTO
CITy’KUTEJAT 1ie ObJie OLCHABAH B Kpasi HA BCEKH JaJicH epuoA. 110-KoHKpeTHO,
MBO (Movement Board of Proceedings - MeHHDKMBHT Ha paboTaTa) BKIFOUYBA
cnepHUTe CTHNKK: CIIyKHUTENAT MPOBEXIA CPEeIla ChC CBOS PBHKOBOIMTEN, MO
BpEME Ha KOATO, cief OOMEH Ha MHEHHSA, T€ ONPENENAT HAKOM IEIH, KOUTO
Tpsa6Ba 1a ObAAT MOCTUTHATH B ONPEIEIICH CPOK. 1Ipe3 To3u meprox npouecsT U
HanpeIbKbT KbM IIOCTUTaHE Ha LIEJIUTE Ce HaOJII01aBaT U KOHTPOJIHUPAT, BHIIPEKH
4e CIy»KUTEJSIT Ce pajiBa Ha OTHOCHTENIHA CBOOOJa 10 OTHOILIICHUE Ha TOBA Kak
Jla TM TOCTHrHE. B Kpas Ha I'bpBOHAYalHO OMNpEIEICHUs] IEPHOJ OT BpeMe
CIy’)KUTEJIIT M PBKOBOJIUTENAT HMPOBEXJIAT OIIE €/1Ha Cpela, 3a Jia CPaBHAT
OYaKBAHUTE C PEAJHUTE PE3YJITaTH, Jla OLIEHST MOCTMKEHHUATA UM M JIa B3eMaT
3aeIHO pELICHUE 3a HOBM LENH. 3a Ja ObJaT M3MBIHEHH YCIEIIHO TOpPHUTE
CTBIIKH, UMa OIIPEIENICHN HaCOKHU, KOUTO TpsiOBa 11a ce cmasar. [IspBo, nenure,
KOUTO IIIe ObJIaT MOCTaBeHH, TPSIOBA 1a OBJAT SCHU, KOJIHMYECTBEHO ONPEICIICHH
n noctwxumu (Fisher, 1996: 484-485).

Cuctema 3a OllEHKa HAa TPYJOBOTO MPEICTaBSHE Ha YOBEHIKUTE PECYpPCH,
KOATO HaOHMpa BCe MO-TOJSIMO MpH3HAHWE Tpe3 ToamHuTe, ¢ 360-TpamycoBara
cUcTeMa 3a OLIeHKa, M3BECTHA OlIle KaTo KpbroBa oOpaTHa Bpb3ka. [lokazaresHo
e, 4e criopen u3cneasanus 12% ot opranm3anunte B CheJMHEHNTE aMEPHKAHCKH
mata (CAILl) w3mon3Bar To3u crnenudUUeH METON 3a OICHKA, JIOKaTo
mpubIm3nuTenHO 25% OT OpraHM3allMUTE W3IIOJI3BAT HAKAKBA HErOBa BapHaIlHs
(Waldman, 1998). Ha npakrtuka, npu kpsrosara oOpaTHa Bpb3ka, nHpopmauus
32 TPYZOBOTO MPEACTaBSIHE Ha CIYXXHTEJs1 c€ CbhbOMpa EIHOBPEMEHHO OT
PA3IMYHM W3TOYHHUIM, KATO MOMYMHCHH, KIIMCHTH, PHKOBOIUTEIH, KOJETHU, a
chio u oT mpouec Ha camooleHka (Fisher, 1996: 487-488). Oceen ToBa, B
3aBHCUMOCT OT €CTECTBOTO Ha paborata (Hampumep 3a TBPTOBCKH
MPEICTaBUTEI), HA KIMECHTHTE MOTaT Ja Ce MPEIOCTaBsAT M BBIPOCHUIIM, KATO
METOIBT C€ M3I0JI3BA [IOBEYE 33 BBIPOCH, CBBP3aHH C Pa3BUTHUETO M 00YUEHHETO
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Ha CIy’)KUTEIUTE, W MO-MAJKO 3a BBIPOCH, CBBP3aHM C BB3HATPAKIACHUATA
(Mouza-Lazaridis, 2006: 244). Karo mpaBmio nHpopManusara ce cboupa upes
BBIPOCHUIM, KOUTO C€ CHOACNAT W TOMBJIBAT AHOHHUMHO OT BCHYKH
TOpECTIOMEHATH IpyIH Xopa. KakTo e 04eBHIHO, OCHOBHOTO MPEIUMCTBO Ha 360-
rpagycoBaTa OILEHKa € HIMEHHO TOBa, 4€ TS ChOMpa OT MHOXXECTBO M3TOUHHUIIH
nHpOpManHUs 3a TPYAOBOTO MpeAcTaBsHe Ha ciayxureis. [1o To3m HaumH, Upes
yBEIIMYaBaHE HA M3BAJIKATa OT PECIIOHICHTH, CTAaBa IMO-BEPOSATHO JIa CE JOCTHUTHE
TOYHOCT B KpaiiHaTa OLIEHKAa Ha TPYAOBOTO mpenctaBsHe. OCBEH TOBa, CHIIO
TOJIKOBA BOKHO MPEAUMCTBO HA METOa € (PAKThT, Ye BHIIPOCHUIIUTE CE OMBIIBAT
aHOHUMHO. [To TO3M Ha4yWH ce yBelIWYaBa y4acTHETO Ha CIIY)KUTCIUTE, KOUTO
HsMA JIa ce TOKOJIe0asIT [1a JajaT OTPUIATEIHA OIICHKA, HApUMep Ha Ieda cH,
CTpaxyBalKy ce OT MOCJICACTBHS U OTMBIICHUE.

W3cnensanusita moka3par, 4e JAOPU PHKOBOAMTEINHU, MMOJYYUIA HUCKA KU
yMepeHa OIICHKa OT MOJYUHCHHUTE CH, Ca MOKa3aIu MoJ0OOPEHUE B TPYJIOBOTO CH
MpeCcTaBsHE 3a epuo/] OT IIecT Mecena (Smither, 1995). Benpeku ToBa, o ce
OTHACS 10 HAKOU OT HEIOCTAaTBLUTE MYy, MOXKEM Ja BKIIOYHM IBITOTO BpEME,
HE00XOANMO 32 U3ITBIIHEHUETO MY, HO CBIIO TaKa ¥ NOBHIIICHUTE Pa3X0.IH, KOUTO
n3uckBa (Mouza & Lazaridis, 2006: 244). HechbMHEHO, KaKTO BCEKH JAPYT HAYHH
Ha OIIEHKa, KPBroBaTa 00paTHa BPh3Ka M3MCKBA B3EMaHETO HAa BAYKHH PELICHUS U
MpeanprueMaHeTo Ha HeOOXOIMMHTE JEHCTBHUS, TaKa 4e Ja ce OKake MOJIe3Ha 3a
opraHu3amusiTa, kosato s npuema (Harris, 2000: 220). 3a qa MmoraT y4acTHUIIUTE
B KpBhroBaTa 00paTHa BpB3Ka J1a OTTOBOPSIT YESCTHO BHB BHIPOCHUKA, KOUTO IIe
UM ObJie MPEIOCTABEH, € MHOTO BAYKHO J1a CE TapaHTHpa TAXHATA AHOHHMMHOCT.
W3cnenBanusara mNOKa3BaT, Y€ KOraTo OLCHKATa C¢ W3BBPIIBA OUMCHHO,
OIICHUTEIUTE Ca CKIIOHHU J1a JaBaT I0-BHCOKA OIICHKA, OTKOJIKOTO € YMECTHO B
ciyuast. Kakto npu Bceku Jpyr METOJ, ¥ TIPU TO3H CE CUMTa 32 HEOOXOIUMO Ja
ce o0yuyaBaT BCHYKH YYaCTHHIIM, 32 J]a C€ M30ErHAT TPEIIKU ITPU OIICHKATA (BIKTE
CBOTBETHATA TJIaBa 3a TPEUIKUTE). BBIPeKn ue mbpBOHAYATIHO U3MOI3BAHETO HA
OIICHKaTa Ha YOBCUIKHUTE pecypcH Oelie 3a pa3BUTHE W yCHBBPIICHCTBaHE Ha
CIy)KUTEINA, TIpe3 IIOCIeAHUTE TOAMHHW HIKOJIKO KOMIIAHWW H3IOJI3BAT
pe3yaTaTUTe OT Hes KaTo KPUTEPHH 3a TOBWIICHUS WIM yBEIMYCHHE Ha
3amrataTa. Ho ckopo HAKOM OT TAX OCh3HAXa, 9€ C Ta3H MPOMSIHA B H3IIOJI3BAHETO
HAa METOJA, CIYXHTEIHTE Ca MPHUIOOWIN HETATHMBHO OTHOIICHUE KBM HETO,
JTIOKATO HSIKOJKO OICHUTEIIM 3all0yHaxa Ja ObJaT MO-TbBKABU B CBOUTE OLICHKHU.
Bu 6uno 1006pe METOIBT l1a ce U3IOJI3BA TJIABHO 32 IENIUTE Ha PA3BUTUETO U I10-
KBCHO, KOTaTO TOM CTaHE Y4acT OT KyJTypara Ha OpraHU3alusiTa, 1a Ce PEIld Ja
r'0 U3M0JI3Ba U 3a Apyry neiu. OpraHu3anuuTe 1 KOMIAHUUTE, KOUTO OOMUCIAT
BB3MOXKHOCTTAa 3a BHeJApsiBaHe Ha 360-rpaaycoBa OIICHKAa KaTO CpPEACTBO 3a
OIICHKAa, TPsOBa IHPBO [a OIpPEAENAT KAaKBO TOYHO HCKAT Ja MOCTHUTHAT C
IIOMOIIITa Ha METO/a M CJiel TOBa Aa Pa3paboTAT NOMBIHUTEIHHUTE TIPOLECH,
KOHUTO Ie OBJaT MOJIe3HM 3a IOCTUTAaHE HAa JKEIaHWUTE pe3yiraTH. Pesynrartm.
IlenmnTe, KONTO KOMIAHWATA IIE CH ITOCTAaBH, Ca TE3W, KOUTO IIE OIPEAEIAT
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ycrexa Ha KOHKPETHHsI METO/I 32 OLICHKA U JIAJIM TOM Il MMa ChILIECTBEHA 110132
niu He (Antonioni, 1996).

OcBeH TOBa, COPTyepHO-0a3MPaHOTO OLICHSBAHE CE MpHiara BCe MO-4eCcTOo
Ipe3 MOCJEeIHUTE TOAMHHM B OM3HECa, KOETO M3IJIeXk/Aa JOTWYHO, Thil KaTo TO
cpOMpa 1 aHanM3upa HEOOXOMUMHUTE JaHHH 33 TPYIOBOTO NPEACTAaBSHE 3a I10-
Kpatko Bpeme. Ha masapa nma MHOTo co()TyepHH MaKkeTH, KOMTO Ype3 CIIOKHU
aNropuTMH CHOMpAT HEOOXOAMMHTE MJAaHHM M MPENOCTaBAT IOUPEKTHU H
00EKTUBHH (T.€. KOJUYECTBEHO OMPEIEIICHN) U3MEPBaHUsI OTHOCHO TPYZOBOTO
MPEACTaBIHE HA CIYXHTEIUTE, KAaTO IO TO3M HAYMH T[O3BOJIABAT Ha
PBKOBOAUTENS J1a 3Hae KOW nMa J0Opo, IPHEMIIMBO WIN HETIPUEMIIBO TPYIOBO
npexacrassae (Katsalis and Tsokos, 2009: 140-141). JocTsn 10 T€3u copryepHn
MPOJYKTH MOXKeE a O'bJIe IPEAOCTAaBEeH WIIN CaMO OT OTOPU3UPAHH PHKOBOANTEIH,
WIN OT CIY)XUTENH, 3a Jla NpenocTaBiaT mHdopmauus u obpaTHa Bpb3Ka Ha
cucremata. [IpoyuBanusTa JOpHM NOKa3BaT, Y€ M3IOJI3BAHETO HA EJICKTPOHHU
CHUCTEMH TIPH OLICHSBAHETO MOJI00PSIBA yYaCTHUETO Ha CIIY>KUTEINTE B CPAaBHEHHE
¢ TpaaunMOHHUTE cucTeMH 3a omeHsBane (Payne, 2009), upe3 KkouTo
PBKOBOAUTEIAT MOXKeE J1a H30epe KoM Iie ObIaT BKIIOUCHU B OIICHKATa 1 KOU HE.
Te cbIIo Taka MPegoOCTaBAT MOAPOOHN HHCTPYKIMM KAKTO Ha OLCHSIBAHUS, Taka
1 Ha PHKOBOJIUTEINS, CBbP3aHH C HAYMHH, KOUTO II€ AOBEJAT 10 IOBHIIABAaHE HA
TPYAOBOTO TMpEACTaBAHE W e(EKTUBHOCTTA Ha CIyXHTensd. BcepmiHocT
OTIMCAHUETO Ha TE3W MHCTPYKIIMHU HE € CAMO TEOPETHYHO, 3 KOHKPETHO C TEKCTOBE
u npumepH. [IpequMCcTBO Ha OLIEHSIBAHETO C IOMOIITA HA EJIEKTPOHHHU CHUCTEMH €
CKOPOCTTa Ha ChOMpaHe 1 aHAIN3 Ha UH(OpMaLKs 32 TPYIOBOTO IPEJICTABSHE Ha
CITy’)KMTEIISl B CpaBHEHHE C TpaaMLIHOHHNTE MeToau 3a onenka (Fletcher, 2001).
Kpurnunre Ha H3MOJI3BAaHETO Ha TaKMBa CHCTEMH 3a OLEHKa (OKycHpaT
KPUTUKUTE CH HE BBPXY CaMHTEC MAIMHU , & BbPXY Ha4yMHa, N0 KOWTO TE3M
MalllMHU C€ M3IO0JI3BaT OT pbKoBoAMTeNnuTe. ThH KaTo mporpamara He € B
CBCTOSIHME Jla B3€ME MpeABHA dOBEmKaTa M (usmueckara paboTHa cpena,
PBKOBOANTENAT TpsiOBa Ja OLECHM [aHHUTE, NIPEAOCTABEHM OT CHCTEMaTa 3a
CITy’KHTEJIs, KaTO B3€ME IPEIBUJ Te3H mapameTpu. Y Hakpasi, U3M0I3BaHETO HA
TakuBa NMpOTrpaMu He OMBa na oOe3cmiBa Mpoleca Ha pealHa KOMYHUKaIWs
MEXIy OLEHSIBALIMSA M OLEHSIBAHUSA, Thil KATO 110 TO3HM HAYHMH c€ TyOHM €IHO OT
OCHOBHHTE M3UCKBAaHMS Ha OLICHKATA HA MIEPCOHANA.

Kiacuyeckute METOIM 3a OLIEHKA Ha TPYAOBOTO NPECTaBSIHE HE OTUYUTAT
ChBpeMeHHaTa paboTHa cpenma. ['oguIIHUTE NperieqM Bede ce CYHMTAT 3a
OCTapeNy, Thil KaATO MHOTO CIIY>KHTEIIH, B 3aBHCUMOCT OT BHAa UM padoTa, MOXKeE
Jla ce HyXIasiT OT MeceyHH win jopu ceamuunu nemu (Rock & Jones, 2015).
[Ipoekture, ¢ KOWUTO CIYXKUTEIIT MOXE Ja € aHraXupaH B MOMEHTa, ca
KPaTKOCPOYHH U Ca CKJIOHHH Jia C€ MPOMEHST 110 BpeMe Ha TsX, KaT0 ChOTBETHO
ce MPOMEHSAT 3a/la4uTe U LEJHUTE, KOUTO CIYXKUTEIAT TpsAOBa 1a u3nbiHH. 1o
TO3M HauWH TOJMIIHATA OLIEHKA Ha HErOBOTO TPYJIOBO IpeJCTaBsiHe He Ou Ouia
XapakTepu3upaHa KaTo TOYHAa M cipaBeimBa. ChlIo Taka, B ChBPEMEHHATa
paboTHa cpena CIy>KHTENHTe HE BHHAIM UMAaT €IHU M CHIIM 3aIbDKCHHS U
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OTrOBOPHOCTH, KOMTO MOTAT J]a C€ IPOMEHSIT OT O/IMHA Ha T'OJIMHA WJIH OT HPOCKT
Ha 1npoekT. To3u (akT 06e3cMHUCIs U3MOI3BAHETO HA TPAJAUIMOHHU CHCTEMH 32
OLIEHKA, KOUTO OIICHSBAT T[JIABHO MHUHAJIOTO TPYAOBO MpEICTaBsIHE Ha
ciyxkurenute, 0e3 na ce GOKycHpar BbPXY TIXHATa MEPCIEKTHUBA W TaJaHTU
(Tavis, 2016). OcBen ToBa, mopaau TiaoOaIM3aIMATa Ha Ta3apa, € oOM4aitHO
PBKOBOAUTEHUTE JIOPH 1A HE Ca B ChILATA IbPKaBa KaTo [MOJYUHEHHUTE CH, KOETO
©CTECTBEHO Ch3J]aBa CHMHECHHS OTHOCHO TOBAa Jalli T¢ MOTaT MPaBHIHO H
00CKTHUBHO Ja OLCHAT TAXHOTO TPYAOBO mpenacraBsHe u pesynrat. (Rock &
Jones, 2015).

Tab6muma 3. OCHOBHH ceMeHCTBa METOIH 32 OlleHKa Ha TPYJIOBOTO MPEICTABSIHE

CemeiicTBO OcHOBHa ynpaBJeHCKa
IIpeacTaBuTe THM MEeTOAH
MeTOAH HeHHOCT
Pa3zka3BarerneH 1okia
Meroau 3a A o
rpaduyHa cKana 3a OmnpocTeHa JOKyMEHTalust 1
paskaspatic 1 OLIEHsBaHE, KOHTPOJIEH CTPYKTYPUPAHO CPaBHEHHUE
Mamabupane ) P TPYKTypHD P
CIIMCBK
Knacupane, cisoeHo
CpaBHHTETHI OtHocurenHa I epeHIuars
CpaBHEHHE, IPUHY JUTEIHO
METOIM MEXJLy CITY>KUTENIUTE
pasmpeneneHue
IoBenenueckn Kpurnaan nHOUACHTH, OneHka Ha HaOIIO1AEMO
METOIU BARS, BOS TIOBE/ICHUE, CBBP3aHO ¢ paboTara

Cpo0Opa3zsBaHe Ha

Mertonu, 6a3upaHu
VYupasnenue o e WHJUBUyaTHUTE PE3yJITATH C

Ha LEIn
OpraHU3alMOHHHUTE LEIU
MeTonu ¢ ITo-mmpoka oO6paTHa Bpb3Ka OT
360-rpagycoBa obpaTHa P P P
MHOY€ECTBO BDB3KA PBKOBOJIUTEIH, KOJIETH,
HM3TOYHULIN P IMOJYMHEHH U KIINEHTHU
O11ieHKa Ha YIIPaBICHCKHUS
MeToau 3a IlenTpose 3a oeHka, yip
MMOTSHI[HA 1 KOMILICKCHHUTE
OIICHSIBaHE CUMYJIAINY, HHTEPBIOTA
KOMIICTCHIIUN
Hemnpexscuaro cebupane Ha
CodTtyepHnu Tabna 3a P P
JTaHHU ¥ HaBpEeMEHHA
[udposu meroan YIPaBICHHUE U EIICKTPOHHO

nHpopManms 3a TpyJOBOTO

HaOI0CHUE
MpeCTaBsIHE

H3mounuk: aBTopoBa pa3zpaboTka

AHanu3bpT € B IOJ3a Ha OlICHKAaTa, OCHOBAaHa Ha PAa3sBUTUCTO U
JoKkasareicrTrBara. Ha}.‘le)KﬂHI/ITe CUCTEMU U3IIOJI3BAT SACHU KPUTCPUH, O6y‘leHI/I
OLICHUTCIIU, NEPHUOJAUYCH AUAJIOT, MHOXCCTBO H3TOYHUIM Ha AOKA3aTCJICTBA,
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KBIETO € YMECTHO, W BHINMAa BpB3Ka ¢ OOYUCHHETO M KapUEPHOTO Pa3BHTHE.
CpBpeMeHHHUTE IU(PPOBM HWHCTPYMEHTH yBENMYaBaT JOCTBIHOCTTa Ha
nHpOpManusA 32  TPYHOBOTO  TpEACTaBiHE, JOKAaTO  IpOLEeAypHATa
CIIPaBENIUBOCT, IIPOTIOPIIMOHAIHOCTTA, IIOBEPUTEIHOCTTA W  YOBENIKaTa
MIpPeLeHKA 3a1a3BaT JOBEPUETO Ha CIIY)KUTEIIUTE.
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I'VIABA II. CTPYKTYPHU N XAPAKTEPHHU OCOBEHOCTH HA
NHAYCTPUAJHUA U ITYBJINYHUSA CEKTOP B I'bPIIUA

2.1. CHEHUOUYHU XAPAKTEPUCTUKHU HA MHIAYCTPUAJIHUSA
CEKTOP B I'bPIIUA

[TepBUAT NOApa3ie Ha BTOPA IJ1aBa MPeJCTaBs HCTOPUIECKOTO Pa3BUTHE Ha
IpbLKaTa WHIYCTPUs OT JIEBETHAJECETH BEK JO CHBPEMEHHHS IEpUOJ Ha
WHBECTHLIMM W JAWTHTAlCH MpexoA. AHaIU3bT CBBbP3BAa HHAYCTpHAIHATa
CTPYKTypa CBbC 3a€TOCTTa, YMEHHATA, TEXHOJOTUHTE, (hHMHAHCUTE, ITyOIuIHaTa
MOJIMTHKA U MEXIYHAPOAHUTE NKOHOMHUYECKH yCIIOBHS.

Paxxnanero Ha rppukata unayctpus (1865-1892) ce zapaxna mnpes3 60-te
romuan Ha XIX Bek, 0COOEHO MO BpeMe Ha YNpaBICHHETO Ha AJEKCaHAPOC
Kymyrnypoc. Beipekn ue mo-paHHM OIHUTH 32 PEOpPraHU3aIis Ha IbprKaBaTa ca
3amoyHamd ¢ kpanm OTo W 0aBapCKOTO PETEeHTCTBO clie] OOsBSIBAHETO Ha
HE3aBHCHUMOCTTa, T¢ ca ce (DOKycupanu BBPXY (I0Ta, KOMYHHKALUHTE H
MOJCpHM3AIMATA HA CEJICKOTO CTONAHCTBO, a HE BBPXY HHIYCTpHATA —
OTpaXEHHE Ha MKOHOMHMKA, KOSITO BCE OILE € TBBPJE KpeXKa, 3a Ja MOJIbpiKa
MamabHo npousBoacTBo. EnBa okono 1865 r. BbTpEUIHUTE YCIOBHS Y3psBar
JIOCTaThYHO 3a HHAYCTpUalieH mojeM. VIkoHoMuyeckara IIOJIMTHKAa Ha
KymyHnoypoc ce crpemMu pa mNpecTpykKTypupa NyOnIW4YHUTE (QHUHAHCH, Ja
MOJICpHM3UpA apMMsTa, Ja 3aCHiIM THPrOBUSTA, Jla pasllMpy H3HOCAa Ha
CEJICKOCTOTIAHCKHM CTOKH M, Hail-Ba)XKHOTO, Jla HAChPYHM MHIYCTPHAIHUS PACTEX
(Kremmydas, 1999).

PannunTte pabpuku, riiaBHO 3a MpepadoTKa Ha BUHO U OMAKOBKH, CE MOSBSIBAT
cnen Kpumckara BoifHa B OTTOBOp Ha CBHBAHETO Ha THPrOBHSTA ChC CTaQUIM.
Hosa Tapudna nommrrka, BbBeneHa npe3 1867 r., ce oka3Ba peliaBamia: Ts €
mbepanHa 3a MPOMUIIEHUTE CYPOBHHH, HO MPOTEKIMOHHWCTKA 33 MECTHHUTE
MIpOM3BEICHN CTOKU. J[BaHamecerromumHusT nepuox 1867-1878 1. Oenexu
PSI3BK PBCT HA MPOMUIIICHUTE NPEANPHUSITHS, OCOOEHO Ha METHHUIHM 32 Opairxo,
XKeJIe3apCKU 3aBOJH, KOKapCcKH (paOdpHKH M IpecH 3a Maciio, Thil KATO BHOCHUTE
3aMecTHTeNnn Bede ca oOnoxkeHH ¢ JgaHbIM. Kpast Ha AMepuKaHCKarta
rpaxgancka BodHa (1867 r.) CBIIO NPOMEHS THPrOBCKUTE MOTOLMU.
EBporneiicknte naszapu Bp300HOBSIBAT BHOCA Ha namyk oT ChbeAMHEHUTE IIATH,
NPUHYXJIaBalK! TPBLKUTE TPOU3BOIMUTEINH Ja ITPpeHacoyar MPOU3BOJCTBOTO CH
BBTPELIHO, KaTO 10 TO3M HAYWH CTUMYJIMPAT Pa3BUTHETO Ha MECTHUTE MPEIavHN
n ThKauHH padbpuky. PHMHAHCOBO UHIYCTpPHAIHATA EKCIIAH3MUs € MOJKPENeHa OT
Ch3/IaBaHETO HAa OaHKOBHM MHCTUTYLMH KaTo I'eHepanHaTa kpeaurHa 6aHka (1873
r.) u MWegyctpmamHata kpenutHa Oanka (1874 r1.), KOHTO JOIBIBAT
Hammonamnata Oanka Ha ['bprust (ocHoBaHa mpe3 1841 r1.). Tesu OaHkm
MOOHMIM3HPAT KanuTajla Ha AUACIIOpaTa U 1y>KASCTPAaHHUTE HHBECTUIIHN.

WNupyctpuamuust cekrop Oemie chIIO TojKoBa orpanudeH. CnaabT Ha
[EHUTE TPOU3THUYAIIEe HE CaMO OT IMKJIMYHU CHJIM, HO M OT 3acHiBamiaTta ce
MEeXIyHapoAHAa KOHKypeHIus. BenmmkoOpurtanms rybemne mpegumIHaTta CH
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WHIyCTpHaJIHa XeTeMOHHS, TOKaTo HOBOOOeqHEHa | epMaHus ce pa3mupsBarie
arpecWBHO, THPCEHKM Ma3apy 3a HM3IWIIBKAa CH OT MPOAyKIusA. MankaTta o
3aBHCHMa OT BHOca ["'bpIHs ce MpeBbpHA B yIOOCH IEJICBH I1a3ap 3a Te3U Pa3BUTH
MKOHOMHKHM TOYHO KOTaTO BBTPEIIHATa MOKyHaTelIHa CIOoCOOHOCT oTciuabHa. B
pe3yiTaT Ha TOBa TPBIKHUTE MPEANPUATHS BUIXa KaK [e9ajJOnTe UM HaMallsiBarT,
a crmocoOHOCTTa MM Jla HATPYINBaT KamurTal € CWiHo orpanmdena (Thirlwall,
2001). I'ppukaTa kpu3a ce pasrppHa Ha aBa etana. Mexay 1875 u 1877 r., ocBen
CBETOBHUS cmaJ, M3TovHaTa KpW3a Hapylld ThProBckus oOMeH ¢ OcMaHcKaTa
UMICPUs, JINIIABAHKKA TPHIKUTE MPOU3BOAUTEIN OT OCHOBHA JCCTUHAIMASA 32
u3Hoc. [laMmyyHaTta MHIyCTpUs, BeYe 3acerHata OT CBPBXIIPOM3BOJICTBO, Oerie
Haii-cunHO 3acerHata. Cnex 1878 1. mocnenBa KpaTKO Bb3CTaHOBSIBAHE:
THPTOBHATA C OCMAHIIUTE CE BH30OHOBH, a OYAKBAHOTO aHEKCHpaHe Ha Tecamus
BIbXHA ONTHMH3BM 32 HOBH IA3apW W W3TOYHHWIN Ha CcypoBuHH. Ho Te3m
OYaKBaHUS CKOPO CE OKa3axa MII030pHH.

Cren o0siBsiBaHEeTO Ha tbpkaBHUs (anmut npe3 1893 1., rpblKaTa HHIYCTPHS
(1893-1940) HaBnm3a B IPOIBIKUTEIIEH IEPHOT Ha TIpecTpyKTypupane. Criopen
Manconac (mutupan B Matrapazis, 2003), B cpaBHenune ¢ 1865 r., O6postT Ha
MEXaHMU3UPaHUTE 3aBOJIH IOYTH CE€ € YIBOWI, a MHIyCTpHalHaTa paboTHA cHia
ce e yrpowmna, tocturaiiku okosio 15 000 paGotauIwM, 3aeTH B 220 dadbpuku ¢ 00111
kamanuteT oT npuommsutenHo 10 000 mapHu kKoHCKH cwitd. Te3n mudpu, Makap
1 TIOKA3aTeIHM 3a HAIIPEIbK, OTPa3siBAT IMO-CKOPO KOJIMUECTBEHO Pa3IINpsBaHE,
OTKOJIKOTO KadyecTBeHa TpaHc(opMmauusi, TbH KaTro IOBEYETO MNPEANPUSTHS
oCTaBaT MaJIK{, HEAOKaNTAIM3UPAHHU M TEXHOJIOIHYHO n3ocTtaHanu (Matrapazis,
2003). Beopeku Te3u orpaHUuEHHs], ”HCTUTYLIUOHAIHOTO Pa3BUTHE MOCTETIEHHO
MIOJIrOTBSI OCHOBATA 32 MO-HATaThLIEH MHIyCTpHalleH HanpeabK. Hanaranero Ha
MeXayHapo/ieH ¢puHaHcoB KOHTpo (1898 1.) cnen duckanuus danut Ha I'bpriys
BBBEX/IAa M3BECTHA CTeNeH Ha OIo/UKeTHa JUCHMIUIMHA M HachbpyaBa
MOJIEpHM3AIMATa Ha OOIIECTBEHUTE NEHHOCTH, 0COOEHO B TPAHCIOPTHATA H
KOMYHHUKAIlHOHHATa HWHPPACTPyKTypa. VHIYyCTpHATHOTO pa3nmpoCTpaHEHHUE
mpoTuyame 6aBHO, HO 0Ce3aeMO, OTOENII3BalKHA TOBA, KOETO MKOHOMHYECKUTE
HUCTOPHUIIM TIO-KbCHO HapuyaTr ,BToOpaTa HWHAycTpuanusanus Ha ['bpuumsa’,
mpoabDKaBaa npuodamsurenso xo 1912 r. (Hatzigidsif, 1993).

3a I'pprms MeXIyBOSHHHAT MEpHO[ 3amouBa eeKTuBHO cien Jlo3aHckus
noroBop mpe3 1923 r., Mo-KbCHO OTKOJKOTO B TIOBEYETO €BPOIECHCKH CTPaHH
opagy MPOIBJDKUTENHUS KOHPIUKT B Mana Aswus. Ilpucturanero Ha
npubau3uTenHo 1,3 MuwimoHa 6exxaHI oT Maja A3us U peHauYepTaBaHEeToO Ha
HAIIMOHAJHUTE TPaHUIX TpaHCHOPMHUpPAT KAKTO IMa3apa Ha TpPyna, Taka H
BBTPEIIHOTO ThpceHe. Kakro otdens3a Matpamnasuc (2003:32), 1923-1940 . ¢
BpEME Ha YCKOPCH MKOHOMHYCECKH PACTEK, KATO MHAYCTPHUTA CE IPEBPHIIA B
OCHOBCH OCHE(UIIMEHT HA MHBECTHIIMOHHUTE TPUTOIU, MaKap ¥ IPU YCIOBHS HA
MaJTBK pa3Mep Ha rmaszapa U cJiabu TeXHOJIOTHUH. BhIpeku ToBa aBTOPHT HACTOSIBA,
4e TO3M MEPUO]T HEe PECTABIIsIBA IbJIHA WHAYCTPUAITHA PEBOJIIONHS, & TO-CKOPO
IbpBaTa CHIIECTBEHA HHAYCTpHANM3alus Ha ['bpuoms — mporec, Bce OImIe
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OTpaHWYEH OT OrpaHmdeHuss Mmamabd ©Ha GupmuTe, (QparMeHTHPAHOTO
MIPOU3BOJCTBO M (PMHAHCOBATa 3aBUCHMOCT OT JBPKaBEH WM UYyXKACCTpaHCH
karmutan (Matpamasuc, 2003). IToctnxkenusita Ha 30-Te TOMUHY HA MAHAIUS BEK
ca JI0 ToJsMa CTETIeH 3aJW4YeHH OT BTopaTa cBEeTOBHA BOWHA, KOSITO pa3pyIIaBa
nHppaCcTpyKTypaTa U oOpbINa TOJIIMa YacT OT HaNpeabKka, MOCTUTHAT OT 20-Te
TOOVWHM HAa MHHAJIHA BEK. BBIOpekH mociemoBaTeNTHUTE AeMorpadceku
pasiupsiBaHusl, KaTo aHekcupaHeto Ha Tecanus npe3 1881 r. u uHTErpanusaTa Ha
OexxaHCKO HaceleHue cien 1922 r., moTeHIUaIHUTE MOJ3KM OT Mainaba Osxa
Pa3BONHCHH OT MacoBaTa CMUTpallys, OaBHHS pAcTeXK Ha HACCICHUETO U
Pa3pyLIUTEIHOTO BB3ACHCTBUE Ha MOBTapsuTe ce BoiHu. JJo 1940 r. rpbukaTa
WHIYCTPUsI CTAHA MO-TOJISIMA U HHCTUTYIIMOHAIHO TI0-OpraHu3upaHa OT BCSKOTa,
HO OCTaHa CTPYKTYPHO ciaba, CHITHO 3aBHCHMA OT AbP>KaBHUS MIPOTEKIIHOHIN3BM
Y TIPUTOKA Ha gykJecTpaneH kanutan (Matrapazis, 2003).

Iepuonpr 1953—1973 1. Genexu ToBa, koero Marpamazuc (2003: 47)
HapHua ,,(paza Ha BB3XOJ' Ha IpbLKaTa WHIyCTpUanu3aLus. FIKOHOMHUECKOTO
BB3CTAHOBSBAHE NPEpacTBa B OBP3 PacTex Upe3 KOMOWHALUS OT Ibp>KaBHU
WHBECTHLIUM, MNPUTOK HAa WUYKACCTPAHCH KamUTal M MaKpPOMKOHOMHYECKA
crabunuzanusa. Bamytaara pedopma ot 1953 r., kosTo QuKkcupa Kypca Ha
npaxmara Ha 30 3a MATCKHU J0JIap, OTpaHrnYaBa HHQIIANAATA U Ch3]aBa CTa0MITHA
cpena 3a naBecTunmu (Pe trakis, 1992). Mexay 1953 u 1961 1. mpoMHIIIIIEHOTO
MIPOM3BOJICTBO HAPACTBA CPEIHO ChC 7—8% TOIUIIHO, U3MPEBAPBANKN pacTexa
Ha BBII u norBppxnaBaiiku xumore3ara 3a pactex Ha Huxensce Kangop,
CBBbp3Ballla PA3IIMPSBAHETO Ha IPOM3BOACTBOTO C OOLIMTE HKOHOMHYECKU
pesyararu (Thirlwall, 2001). KiitouoBu cekTopu BKJIIOYBAT TEKCTWII, TPEpPadbOTKa
Ha XpaHM, LMMEHT, XMMHKaJIM, METaJyprus W IPOM3BOACTBO HAa EHEPTHS.
Cn3naBanero Ha OOuiectBeHata eHepruiiHa kopropauus (AEH) npe3 1950 r.
103BOJIM OBP30TO pa3IIMpsIBaHE HA ENCKTPUPHUKALUITA B TPAJICKUTE U CEJICKUTE
palioHH, [APACTHYHO HaMalM IPOU3BOJACTBCHUTE PAa3XOAW M CTUMYIHpA
mexanmanuaTa (Kremmydas, 1999).

C netponHaTa kpu3a oT 1973 r., KOATO PA3KO CIIOKU Kpal Ha CIE€BOCHHUS
OyM, HapacTBaI[UTE LICHN HA CHEPIHATa, HAMAJISIBAIIaTa KOHKYPEHTOCIOCOOHOCT
Ha W3HOCA M 3aTAraHeT0 Ha KPEOUTHUPAHETO JOBEIOXa JIO CBETOBHA
HHAyCTpHAIHA perecHs, KosATo aocturHa ['spuus mo 1974 r. Bwopekm de
WHIyCTPHUATIHUAT CEKTOp IIOCTUTHA HAaW-yCTOMYMBOTO CH pa3lINpsiBAHE B
CBHBPEMEHHATA IPBLKA HCTOPHS, 3aBHCHMOCTTA My OT BHOCHH TEXHOJIOTHH U
BBHIITHO THPCEHE I'0 HANIPABH YsI3BUM KbM Irio0anaus can. Criopen Martpanasuc
(2003) cnenBoeHHATa TPAGKTOPHS HA IPBLKATA MHIYCTPHS €BOJIIOMPA IPE3 TPU
npunokpuBaimy ce ¢asu. [IvpBara e Pexoncrpykumsra (1944-1952 r.),
XapaKTepU3Upalla ce ¢ CHEIIHO Bb3CTAHOBSABAHE MOJ Uy>KASCTpaHHA IOMOL] U
YaCTUYHO JBP)KAaBHO IUIAHUPAHE, BH3CTAHOBSIBAIIKM OCHOBHHS MPOU3BOJICTBEH
KanauuTeT. Bropara ¢a3a ce napuua Pasmupsisane (1953-1973 r.), ornnuasaia
ce ¢ Obp3ust CH, MOJIKPENCH OT AbpXKaBaTa PacTeX, 3a/(BI)KBAH OT Yy XKJIECTPaHEH
KaluTaJl, IPajicko ThPCEHE M €HEepruiiHa MoJepHH3anua. A mociaenHara (asza e
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n3BecTHa kato Kpusza (ot 1973 r. HaTaThK), CBhp3aHa C PsA3KO 3a0aBsiHE CIE
MIETPOITHIS IIOK, Pa3KpUBAKH KPEXKOCTTa Ha MOJIEN, 3aBUCHM OT BHOCA.

[pe3 nenus mpouec, ToH 3ama3y TpalHU XapaKTEPUCTUKH, YCTAHOBEHHU OT
JIeBETHAIeCETH BeK: NpeOHOManabHa cCOOCTBEHOCT, OrpaHUYEHa TEXHOJIOIMYHA
aBTOHOMMS M BUCOKA CTETICH Ha JbP>KaBHO MMOCPEIHUIECTBO B HATPYTIBAHETO HA
karmuTan. Ot mepuona cien Kpu3ara ¢ AbP)KaBHUS IBJT 0 HABEUEPHUETO Ha
MaHAeMUITa, HHAyCTpHadHaTa 0a3a Ha ['bprms QyHKIIMOHHUpAIIE TP CEPUO3HH
HACpEIlHN BETPOBE: WHBECTHIMHTE B (UKCHpaH KamuTal Osxa HaMaJeHH,
0aHKOBOTO KpeIUTHpaHe Oelle OCKBIHO, a pa3iIhKaTa B IIeHaTa Ha CHEPTHUATa
crpsimo crparnte oT EC octana 3HaunTenHa. Benpekn ToBa, mo 2017-2019 1. ce
Ha0JII0/1aBa MOCTEIICHHO BH3CTAHOBSBAHE, BOJCHO OT M3HOCA, ITIOANOMOTHATO OT
CTPYKTYpHHU pedopMH, KOUTO 1oJ00puxa OU3HEC cpeaaTa, U OT IbPBHUTE BBIHU
Ha nM(ppoBa MOAEPHHU3ALUS B CPEAHOTEXHOJIOTMUHOTO npousBozacTBo (OMCP,
2023). CexkTopbT OCTaHAa CPaBHUTEIHO MalIbK B HMKOHOMHKA C HHTEH3UBHO
M3MO0JI3BaHE Ha YCIIyTH, HO MUKCHT C€ KOHCOJMIMPA OKOJIO OTPACIH ChC CHIIHU
BBTPEIIHN BPB3KH — XPAHWUTEIHO-BKYCOBAa MPOMHILICHOCT, HEMETAaTHI
MUHEpaIn u CTPOUTEITHH CypOBHHH, OCHOBHH MeTam,
XUMUKaJIi/(papMaeBTHYHN TMPOAYKTH W W30paHM MAIIMHHA KOMITOHEHTH,
ocurypsBaiiku miardopma 3a nocieasani pactex (Espocrar, 2024; IOBE, 2024).

[TanmemusiTa IpeKbCHA TOBAa BH3CTAHOBSIBAHE, HO BH3CTAHOBSIBAHETO Oerie
06p30. OMCP (2023) otnaa npeBb3xomHuTe pesynraTd Ha ['sprwst ciaen 2020 T.
Ha KOMOMHAIWs OT IIOJIMTHYECKa TOAKpera, crapThpaHeTo Ha HammonamHus
IJTaH 32 BB3CTaHOBsABaHE W ycTOMUMBOCT (,,['bprust 2.0°) u Bb3CTaHOBSIBaHE Ha
n3Hoca. KomOwmHarmusta or RRP — gurmranHa tpaHchopMmanus, 3eleHH
WHBECTHIINH, YMEHHS ¥ HHOBAIUHY — € O1a 0COOEHO BaykHA 32 MOACPHU3UPAHETO
HAa MPOU3BOJCTBOTO W 33 NPUBIMYAHETO HA YACTCH KamuTald. EBporeiickara
komucus (2025) cpob1aBa, ue pactexsT Ha peasinus bBII e HapBuim cpeaus
3a EC mpe3 2023-2024 r., kaTo pacTeXbT Ha MHBECTULMHUTE € ,,BUCOK U €
MOJIKPENICH JUPEKTHO OT 0e3BBb3ME3AHM cpeicTtBa u 3aeMu mo RRP; 14
JIOITBJIHUTEITHO 0TOes13Ba, ye TnaBara REPowerEU e mpeopuenTupana gact ot
MpOeKTa KBbM CEHEpruifHa CHUTYpHOCT M JeKapOOHM3alus — KPUTHYHH 3a
E€HEPrOeMKHUTE TIPOM3BOIUTEIH.

WNupyctpuamaust cexktop Ha ['bpoms ce € TIpeMecTH OT Kpexka,
CJeIKpHU3KUCHA 0a3a KbM MO-IMBEPCH(UIIUPAHO, HHBECTUIIIOHHO OPUCHTUPAHO
pasmmmpsiBane. JlokazarencTBara codaT TPU CTpaTeruuecku npuopurera. [Ibpso,
3a]1bI004aBaHe HA eHEPTHMHUS IPEX0/] — yKpPEIBaHe Ha MpeXkaTa, Criopa3yMeHHs
3a MOKYMKO-NPOJax0a Ha eJEeKTPOCHEPrHs OT BbH30OHOBSIEMH H3TOYHUIM U
eNeKTPU(HKALHSL, 32 Ia C€ CMEKYM PUCKBT OT PA3XO/IU 38 EHEPrOEMKHUTE OTPACIIN
W J1a ce mpuBeje B choTBeTCTBHE ¢ nosnThkuTe Ha EC 3a BBIJTIEPOAHUTE EMUCHU
(EBpomneiicka xomucwusi, 2025 r.; OMCP, 2023 r.). Bropo, pasmmupsBane Ha
eKCropTHaTa 0a3a OTBBA XPAHHUTEIHO-BKYCOBaTa MMPOMUIIUICHOCT Ype3
Mamabupane Ha (apMaleBTUYHM TPONYKTH, CICHUAIHU XUMHKAIU H
CBBPEMCHHA  MAaTepHalid  4pe3  KIbCTCPH, JAHBYHH  CTUMYJIH 32
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HAyYHOHM3CIIEOBATEICKA M pa3BOifHAa NEHHOCT W MapTHHOPCTBA 32 yMEHUS.
Tpero, yckopsBaHe Ha pa3MPOCTPAHEHHETO Ha NHU(PPOBOTO IPOU3BOACTBO
(aBTOMaTH3aNMs, JTAHHW/U3KYCTBEH WHTEJIEKT, aHAJIW3 Ha KadeCTBOTO) Cpel
MCI]I, 3a ma ce ocurypu MOBHIIaBaHE Ha MPOW3BOAUTEIIHOCTTA M KadecTBOTO. C
MIPOIBJDKABAIIOTO M3MbJIHEHHE Ha mpoekta RRP/REPowerEU u BHUMaHuEeTO
KbM Mapka Ha KOHKYPEHTOCIIOCOOHOCT CIIPSIMO pa3XOJuTe, TphIKaTa
IIPOMHIIIIEHOCT MOXeE JIa MOJUIbpyKa KOHBEPreHNus ¢ KOHKypeHTtutre cu ot EC,
BBIIPEKH BCe Olle Npean3BukaTenHaTa BbHIIHA cpena (IOBE, 2024 r.; Reuters,
2025a, 2025b).

Hcropuueckara TpaeKTOpWsl pa3KpuBa MOBTapslla CE 3aBUCHMOCT OT
BBHIIHO (DUHAHCHpAHE, BHOCHH TEXHOJIOTHM, Jbp)KaBHA MOJKpPENa U MAJIKU
npeanpusitis. ChBPEMEHHOTO  BB3CTAHOBSIBAHE  MPEJOCTaBs  MO-CHIIHH
BB3MOXXHOCTH 332 WHBECTUIIMM W H3HOC, OCOOCHO B XPaHUTEIHO-BKYCOBATa
MPOMUIIUICHOCT, CHEPreTHKAaTa, (apMalleBTUKATa, JIOTUCTHKATA U JTUTUTAIIHO
OCBIIECTBUMOTO MPOM3BOACTBO. CTpaTerusra 3a YOBCIIKA PECYpPCH CTaBa
pelaBaiia, 3alioTo PAacTeXbT HA MPOM3BOAMTEIHOCTTa HM3HMCKBA TEXHHYECKa
cHeuuanu3anys, IUTUTATHA YMEHHs, HEPEKbCHATO 00YYCHHE M KamaluTeT 3a
3ajbpKaHe Ha KBAMHU(DUIUPAHU CHICIIUATUCTH.

2.2, CIHEOMO®UYHU XAPAKTEPUCTHUKMU HA 1IIYBJINYHUA
CEKTOP B I'bPIIUA

BropusT mompasgen pasmiexna TPBUKHS IMyOJIHMYCH CEKTOp Karo
WHCTUTYLIMOHAJICH KOMIIOHEHT Ha HWKOHOMHYECKOTO DPAa3BUTHE, COIHATHOTO
OCHTYpSIBaHE, 3a€TOCTTa W aMHUHHACTPATHBHOTO yIpaBieHne. OCOOCH aKIeHT €
IIOCTaBeH BBPXY KpH3aTa C OBP)KaBHUS JBIT, NIPOTPaMHUTE 32 WKOHOMHYECKO
npucnocoOsBaHe, MPOMEHUTE B 3aIUIaTHTE M 3a€TOCTTa M IPOABIDKaBamaTa
MOJIEpPHU3AIMS Ha IMyOJIMYHATa aIMHHUCTPAIIHS.

B cnenBoeHHaTa emoxa pa3BUTHETO HA IPBLKUS MyOIHMUCH CEKTOP CIIEIBAIIE
3a0aBeHa TpPAaeKTOpUS B CPAaBHEHHWE C Ta3d Ha MO-HANpPEAHAIUTE 3alagHu
NKOHOMHKH. PasmmpsiBaHeTO My ce CIydu C 1M0-0aBHM TEMIIOBE, OTpa3siBalKu
CTPYKTypHaTa TBBPAOCT M CPABHUTEIHO KbCHATa MOJCPHM3AIMSA Ha TPBHLKHSA
IbpkaBeH anapat. I1o mono0eH HauMH MOCHIEABANIOTO CBMBAaHE HA IyOJIMYHMS
CEKTOp, NPEIU3BUKAHO OT JOMHUHHMPAHETO HAa HEOJIMOEPaTHUTE MKOHOMHYECKU
JIOKTPUHM, CBIIO CE CIYyYH CbC 3HAYUTEIHO 3aKbCHEHHME CIpAMO 3amajHa
EBpoma. PemapamusaT noBpaTeH MOMEHT B €BOJIIOIMSATA HA TPBLKUS MyOJIHYeH
cexTop oOaue Oeme cBeroBHata (uHaHcoBa kpu3a oT 2008-2009 r. u
nocneaBanata kKpuza B eBpo3zoHata oT 2010 r., xouto npeodopmuxa KakTo
¢ucKkanHaTa MONMTHKA, Taka M WHCTUTYLMOHAJHAaTa paMKa Ha YIpaBIICHHE.
I'mo6annaTta kanuramucTudecka kpuza ot 2007-2008 r. Ha TpakTHKa OenexH
Kpas Ha IepHoa, U3BECTeH Kato ['omsimMara yMmepeHocT — (a3a Ha OTHOCUTEITHA
MKOHOMHYECKa CTAOMITHOCT, TIocienBaa rirodanaus crnag ot 1974 . Tlpes ToBa
BpeMe, BBIPEKH CKPOMHUTE TEMIIOBE Ha pacTex, IpeolafaBamure
NKOHOMHYECKH TEOPUH (TE3W, JOMHUHHPAIIN CPEX 3alaJHUTE NPABUTEICTBA U
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TOJIEMUTE MEXIYyHApOIHW opraHm3anmuu kato MB®, CseroBHara OaHka H
OUNCP) wu3obpassBaxa CBEeTOBHATA WKOHOMHKA KaTo HaBsA3la B epa Ha
KOHTPOJIMpaHa BOJMATHIHOCT. [10-eKCTpeMHNTE BapHaHTH Ha TE3U TEOPUH JOPH
00siBUXa ,,kpast Ha OuszHec mukinTe™. TO3M ONTUMUCTHYCH HapaTHB Oellle PsA3Ko
npeoobpHAT OT Kpu3aTta oT 2007-2008 T., KOATO OTIPHUIIH MPOIBIDKUTETHA (a3a
Ha WHTCH3WBHU W HEMPEACKa3yeMu MKOHOMHUYeckHn koniebanus (Mavroudeas &
Passas, 2022).

Od¢unmanno nmpusnarta npe3 2010 T., TpbhIIKaTa HKOHOMHYECKa KpH3a CE €
3apakIajia I0-paHo, ThH KaTO TEMIIOBETE HA pAcTeX BeYe ca CTaHAIH
OTPHUIIATEIHM Tpean Ta3u rogmHa. B camoro Hawano EC m ocHOBHHUTE
MKOHOMHWYECKM HMHCTHTYLMH IIONyJsipU3upaxa ujaesita, 4e MpoOJIeMbT e
n30JMpaHa ,,rpblka oonect”. ToBa ThiKyBaHe ckopo Oelle OnpoBepraHo, ThH
KaTo Jpyru nepuepHH HKOHOMHKHM ce cONbCcKaxa ¢ IMOJOOHM KOJIATCOBE.
OCHOBHHUTE aHAIN3U WHTEPIIPETHpaxa I'PBLKUS Cllydaid KaTo CUTyalliOHEeH WX
MOJUTHYECKH OOYCJIOBEH IpoBaJl, INPHUIMCBAHKM TO Ha JIOIIO BBTPEIIHO
yHIpaBJeHHE, a He Ha MO-IBJIO0OKH CTPYKTYPHH HMPOTHBOPEUHS Ha KalnTalIu3Ma
(Mavroudeas & Paitarides, 2015). B pe3ynrat Ha TOoBa Kpr3aTa Oerie mpeauMHO
eTHKETHpaHa KaTo KpHW3a Ha MyONWYHHS IBIT, 32 KOATO C€ TBBPAH, Y€ €
MpPUYHHEHA OT IPEKOMEPHOTO pa3MHUpsBaHEe Ha IyOJMYHHS CEKTOp, KOETO
JIOBEJIE /10 MPEKOMEPHO BBHITHO 3a€MaHE M CJIEIOBATEIHO A0 IHCOalaHCH II0
TeKyIaTa cMeTKa. JJOMHHMpAmMAT HapaTWB OIMMCBAIE TOBA KaTo MpobieM c
,»JIBOCH JIe(UIUT" — (pHCKaJICH U BBHIIEH, KBJIETO Ce IpueMalle, ue GpuckaiHara
0€30TrOBOPHOCT € JI0BEJa JI0 BJIOIIABaHE HA IUIATe)KHMs OanmaHc. B Tasu pamka
yOJIUYHHAT CEKTOp, W IMO-CIELHAIHO 3aIUIaTHTE B ITyOJNMYHHS CEKTOp, Osixa
IIOCOYCHU KaTO KOpEHHaTa NPUYMHA 3a HalMoHaJIHMS ynaabk. Cropex tesn
npeoOyiaiaBamyl  MEPCIEeKTHUBH, TPBUKUAT MyOJMYEH CEKTOp € CTaHal
IIPEKOMEPHO ToJsIM U Hee(PEeKTHUBEH, HOANbPKAH OT KIMEHTEIUCTKH MPEXH U
XapakTepusupany ce ¢ (UCKaJHa HEeIWUCIWIDIMHA. PasmmpsBaHeTo Ha
oOImIecTBeHaTa 3a€TOCT C€ THIKYBa KaTO MOJMTHYECKH MOTHBHPAaHA OTCTHITKA Ha
COLMAIIHATE TPYNH C TO-HUCKW JTOXOIH, NOKATO 3aIIaTUTe B OOIIECTBEHHS
CEKTOp Cce MPEICTAaBAT KaTO HEIPOIIOPLIHOHAIHO BUCOKH B CPaBHEHHE C HUBATa
Ha IPOU3BOIUTEITHOCT. Ta3u TMHAA Ha pa3CHKACHNE JETUTUMUPA HaJaraHEeTo Ha
MEpKH 32 CTPOr'M WKOHOMHHM, HAaCOYCHHM KbM KOMIIpECHpaHe Ha 3aIulaTUTe,
NpUBaTH3alMs U HaMaJlsBaHEe Ha OOILECTBEHATA 3a€TOCT — NOJIUTHKH, KOUTO II1e
OIIPENETIAT TPACKTOPHITA Ha IPhLKaTa MyOnuuHa agMuHucTpanuys npe3 2010-te
roguau (Mavroudeas & Passas, 2022).

B pesynrar Ha npeobnanaBamiara HeoauOepaiHa MOJMTHYECKa paMKa, KaKTo
I'bpBara, Taka u Bropara [Iporpama 3a ukonomnuecko npucnoco6sisane (ITUIIP)
BBbBEOXA CEPUO3HU CHKpAIEHUs B pa3Mepa, 00XBaTa M Pa3XxOAnuTe HA IPBLUKUS
IyOJIMYEeH CEKTOp, HACOUYEHH IO-CIIELHAIHO KbM 3aIUIaTHTE M CTPYKTYPHTE Ha
KOMITEHCAIlMM B ITyOJIMuHUs cekTop. Kakro mie ObJe moka3aHo B Clie/IBaIUTE
pas3ziesii Ha TOBa M3CIIEABAHE, TE3W WHCTUTYLMOHAIHM pedopMHU U MEPKH 3a
CTPOTH MKOHOMHH JIOBEIOXa J0 OBP30 BIOMIaBaHE HA TPYAOBUTE OTHOIICHHUS,
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YCIIOBHSITA Ha 3aIIaliaHe ¥ MopaJia B myOnndHaTa anMuHucTpanus. [Tomurukara
3a CBHBAaHE Ha 3aIUIATHUTE 3allOYHA OMIe Tpeard OQHUIHMATHOTO IMpHJIaraHe Ha
mepBUs MemopaHayM 3a pazouparesnctBo (MP). B mawamoro na 2009 r., npu
MIPEAUITHOTO TPaBUTEIICTBO Ha ,HoBa nmemokpammsa™, Oemie HaJIOXKEHO
3aMpas3siBaHe Ha 3aIlIaTUTE Ha IbPKABHAUTE CIYXHUTEIH ¢ 1oxoau Hax 1700 espo
Ha Mecell, KaKTO ¥ Ha CIy’)KUTEINTEe Ha MECTHHUTE BIACTH U ITyOIHMIHONPABHUTE
opranum3aiun (HIITI/) u nencunre Han 1100 eBpo. Tasu mspka Oerne opopmena
KaTo MPEBAaHTUBEH OTTOBOP Ha (hUCKATHATA HECTAOMITHOCT, HO €)EKTUBHO 3a/13]IC
TOHA Ha MOCJICIBAJINTE TOJUTUKH 32 CTPOTY UKOHOMHHU.

B MakpOMKOHOMHUYECKH IIaH, CBUBAHETO HA 3AILIATUTE B ITyOINYHUSI CEKTOD
JIOTIPUHECE 3a pPELECHOHHATa CIUpaja Ha TpPhIKaTa WKOHOMHKA, ThH Karo
BBTPEIIHOTO ThPCCHE OTCIa0Ha, a Oe3paboTHiaTa PsI3KO Ce YBEIUYH. Bhpeku
ye Oelle MpencTaBeHa KaTo HeoOxXoauma 3a (DUCKATHA KOHCOJUIAIMS,
cTpaterusita €(EeKTUBHO IOJKOIA KAaKTO MPOHM3BOJCTBCHUS KamalUTeT Ha
IIbpyKaBaTa, Taka M COI[MATHATA JICTHTUMHOCT HA MyOJIMYHATA aJIMUHHUCTPALIUS.
ITo To3u HauKMH npuIaraHeTo Ha EquHHaTa cuctema 3a 3aruiaTi CMMBOJIM3UpPA HE
MpOCTO OO/KETHA KOPEKLHUs, a CTPYKTYpPHA peKoH(pUrypanus Ha TpPbLKHS
yOJIUYeH CEKTOP, C ABJITOCPOYHH TTOCIEIUIIN 32 PABEHCTBOTO, MIPEA0CTABIHETO
Ha YCJIyTH M UHCTHTyIMOHanHata epektuBHocT (Kouzis et al., 2013; Hellenic
Stability and Growth Program, 2010). Epomronmsta Ha TpbIKusS MyOIUYeH
CEKTOp B CIIC[IBOCHHHS TIEPUO/] ClIe/IBallIe 3a0aBeHa TPACKTOPHUS B CPaBHEHHE C
Ta3W Ha MO-HAMPEIHAIUTE 3aMaHi UKOHOMHUKH. Pa3lmupsBaHeTo My ce CIydu
MOCTCIICHHO, OTpa3siBaliku Mo-0aBHUS TeMIl Ha (GopMupaHe Ha IbpKaBaTa U
WKOHOMHYECKa MojepHu3anus B ['spuums. [lo momoOeH HauWH CBUBAHETO HA
myONWYHHS CEKTOp, KOETO CE TMOSBU CIECJ BB3XOJa HA HEOIHOCPATHUTE
MOJIUTUYCCKH PAMKH, CE Pa3BH ChC 3HAYUTEITHO BPEMEBO 3a0aBsHE CIIPSIMO IPYTH
3anaaHu cTpaHu. Haif-pemapamusr ¢akrop, odopMmsil Kypca Ha TPBIKHS
myOITUdeH ceKTop, obade Oeme cBeToBHATa (hnHaHCOBa kKpu3a oT 2008-2009 1. u
ToCJIe/IBaiaTa Kpu3a B €BpO30HaTa, KoaTo n30yxHa mpe3 2010 r.

[TbpBOHAaYaMTHO €BPOINECHCKUTE WHCTUTYLMH W BOJCLIUTE HKOHOMHCTH
odopmuxa rppuKaTa Kpu3a KaTo M30JMPaH M M3KIIOYHUTENIeH Clydail — ,,rpblKa
6onect™. ToBa TBhIKyBaHe CKOPO OEIIe ONPOBEPTaHO, KOTATO TIOJOOHU KPU3H ce
HosBHXa B Iepudepusita Ha eBpo3oHata. OpTOLOKCAIHUTE aHAIM3H Bh3IpHEXa
KOHIOHKTYPHO OOSCHEHHE, TBBPICHKHM, 4Ye Kpu3aTa Ha ['bpuus mnpousTHya
IpeIMMHO OT IIPOBAJX BBB BHTPEIIHATA TOJUTHKA U (UCKaJIHA HEAUCLHUILINHA,
a He OT CHCTeMHH IPOTHBOPEYHs B PaMKHTE Ha €BPONCHCKHS KalUTAIU3bM
(Mavroudeas & Paitarides, 2015). B Ta3u pamka rpbikara Kpusza Oemie TSCHO
nedrHMpaHa KaTo Kpu3a Ha IMyONWYHUS AT, IPUIMCBaHA HA CBPBXPA3LIMPEH
nyOMMYeH CEeKTOp, KOWTO € TeHepupan NpPEeKOMEpHH BBHIIHM 3a€MU U
CJIEI0BATEIIHO JIBOEH JAe(UIMT — (PUCKaJIeH U 110 TeKyliaTa cMerka. Criopex Ta3u
rjefHa TOYKa (UCKAJIHUAT AeUIUT € OCHOBHATA NPUYMHA 33 BHHIIHMS
nucOananc, a MmyOIIMYHHUAT CEKTOp, 0COOEHO 4pe3 Pa3XoAWTe CH 3a 3aIliaTH, ¢
OIpe/ieNieH KAaTO OCHOBEH BHHOBHHK. I[lONApBKHHIMTE Ha TO3M HApaTUB
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TBBbpAsXa, 4e ['bpuysi HOAXBPKA CBPBXIEPCOHATHM3MPAaHA W HeepEeKTUBHA
OIOpOKpalysi, MOJAbpPKAaHA OT KIMEHTENNCTKA IOJUTHKA, KOATO H3MECTBA
YaCTHHUTE HMHBECTUIINU U HKOHOMHYECKHS PACTeX (T.Hap. ePEeKT Ha U3TIIaCKBAHE).
JIbpkaBHATA 3a€TOCT Oellie MpeICTaBeHa KaTo MOIMYJIMCTKA OTCTBIIKA KbM I10-
HUCKHTE COIMAJIHM KIJIACH, JOKATO 3aljIaTUTe B MyONWYHHS CeKTop Osixa
n300pa3eHy KaTo 3aBUIICHH U HEYCTOINYHBH.

OTHOCHO TBBPACHHUETO, Y€ TBPKABHUTE CITY>KUTEIH CE PaJBaT HA IPEMI B
3aIDIaTUTE CH B CPaBHEHHE C KOJETUTE CH OT YacTHHs cekrop, loakeimoglou
(2019) nokassa, 4e MOAOOHN TBBPACHHS Ca CTATUCTHYCCKH MOABSXKAani. Te He
OTYUTAT CTPYKTYPHHUTE pa3Nuausi B OOpa3OBaHHETO, TPYINOBUS CTaX H
knacuukanusaTa Ha JUIBKHOCTUTE. [l0-BUCOKHMAT [ HAa BHUCIIUCTUTE H
IBIITOCPOYHUTE TPYAOBH JOTOBOPH B IyOJIMUHUS CEKTOP €CTECTBEHO BOJIH JIO TI0-
BHUCOKHM CPCIHU 3aIUiaTH, HO T€ OTpa3sBaT CIOXKHOCTTa Ha padoTara, a HE
HeeekTuBHOCTTA. [10 TO3M HauWH, UEsATa 32 HEONPABIaHa IPEMUS B 3aILIATUTE
B NYyONWYHUS CEKTOp € JO TojsMa CTElCH HACOJIOTHYECKAa M CIIyXH 3a
JETUTAMHPAHE Ha CHKPALICHHUATA HA 3aIUIaTUTE, IPEAN3BUKAHH OT MEPKHTE 3a
CTPOTH HWKOHOMHH. BBIpeku TeopeTHUHUTE cIabocTH Ha OOMIONPHETOTO
TBJIKyBaHE Ha TpBIIKaTa KpHu3a, BCHUKU [Iporpamu 3a MKOHOMHYECKH KOPEKIINI
(ITUKP) ca m3rpaneHu BpXy Hes. [IppBaTa u BTOpaTa mporpamMa, mo-CcremnuaiHo,
OCBIIIECTBUXA ABIOOKH CHKpAIICHUS KaKTO B pa3Mepa, Taka M B pa3XxoIuTe Ha
MyONMWYIHAS CEKTOp, KaTo Pa3XOJHTe 3a 3aIUIaTH Ce MPEeBbpHAaxXa B OCHOBHA IICI.
Kakro mie Obae pasrieiaHo B CIICABAIIUTE aHAJIHM3HU, TE3W HHCTHTYIIMOHATHU
pedopmu J0BeoXa JO PA3KO BIOIIABAHE HA TPYJOBHUTE OTHOIICHHS, KOETO
JIOBEZIC 70 CBMBAHE HA JIOXOJWTE U OTCIIa0BaHE HAa MOpaja Cpel IbpPXKABHHUTE
CITy )KUTCITH.

MexayHapoHaTa CHIIOCTABUMOCT Ha HHMBaTa Ha 3aIUIATHTE B ITyOIHMYHUS
CEKTOp MpEeACTaBIsBA PeAUlla METOJOJOIMYHM CIIOKHOCTH, TTIaBHO IMOpaau
pasnuuus B AeUHUIMUTE, 00XBaTa U CUCTEMHTE 32 OTYUTAHE B PA3IUYHUTE
ctpanu. PasmuuumsATa B NPaBHOTO Jc(UHHpPAHE HA TEPMHHA , IbPIKABCH
CITy’KMTEN, 00XBaThT HAa COLMAIHUTE OCUTYPOBKU U JaHBUHHUTE OOJICKUYCHHS,
KaKTO M HEChOTBETCTBUATA B KJIACH(HUKAIUATA MEKIY 3a€TOCTTA B LIEHTPAIHOTO,
PETHOHAIHOTO M MECTHOTO YIpaBIICHHE, CH3AaBaT 3HAYNUTEIHH IPEYKH 3a
CpaBHEHHATAa MEXIy CTpaHMTE. 3a Ja ce MOONIMKH 10 CMHCIICHA CpaBHUTEIHA
paMKa, aHaJIM3BT 4YeCTO ce (POKycHpa BBPXY CpEAHHTE OpPYTHH 3aIlUlaTH B
KIIOYOBM CEKTOpPM Ha NyONWYHWUTE YCIAYTH, a WMEHHO IyOIudHaTa
aIMUHUCTpAIMi, 00pa30BaHUETO U 3ApaBEOIIa3BaHETO, KOUTO 3aeTHO 0OXBamaT
SapoTo Ha myOnnyHaTa 3aeToct B Henus EBponeiicku cpro3. Koraro ce m3mepsa
B HOMHUHAJIHO OpYTHO M3paXCHHE, TPACKTOpPHATA Ha 3aIUIaTHTE B TPBLKHS
nyonmyen cextop Mexay 2008 r. u 2020 r. moka3Ba U3KIIOYUTEIIHA CTEIICH Ha
CBUBaHE B CpaBHEHUE ¢ Apyru uneHoBe Ha EC u eBpo3onara. B I'epuus cpennute
3aIuIaTy B MyOJIMYHATA aJMUHUCTPAIHs, 0OPa30BaHUETO U 3/IpaBEOIa3BaHETO ca
Hamanenu ¢ 25,6% mnpe3 TO3M NEpUOJ, AOKATO CPEIHHUTE CTOMHOCTH 3a
eBpo3oHara ca ce ypemnamiu ¢ 21,4%, a cpegaute 3a EC - ¢ 23,8%. Toga psi3ko
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pa3sMHHABaHE IMOJYEepPTaBa JBIOOYMHATA HA MEPKUTE 338 CTPOTH MKOHOMHH Ha
3aIUIaTUTe, HAJOXKEHM ITI0 CHilaTa Ha TPBIKUATE HPOTPAMU 32 WKOHOMHYECKO
npucniocobsiane (ITUIIII), m ABATOCPOYHOTO HaMaIsIBaHE Ha TOKYIATETHATA
crocoOHOCT cpel TPBIKHUTE IbPKaBHU CIyKHUTENU. JlopH B CpaBHEHHE C APYTH
CTpaHH, MPEMUHAIM Tpe3 MOJO00HU MporpamMu 3a (PHCKAIHO MPHUCTIOCOOsBaHE,
ONMUTHT Ha ['bpIMSA H3TIEKIA HIKIIOYMTEIHO TexbK. Hampumep, Kumbp
peructpupa pbuet ot 6,3%, Mcnanus cpio otdensiza pbet ot 6,3%, a [Topryramus
otbensiza peeT OT 5,2% Ha CpeAHUTE 3aIuIaTH B IYOIUYHHS CEKTOP MPE3 ChIIHs
nepuoa. Camo Mpnanaus, KOSTO CBIIO BbBEAEC NPACTUYHU MEPKH 32 CTPOTHU
NKOHOMHH, PErMCTpHpa Craj Ha 3amiature ot 6,5% - janed Io-mMaibK OT
CBUBAHETO B ["bp1iys.

Oco0eHO CHITHO u3pa3eHH Osixa ChKpalleHusTa B 00pa3oBaHUETO H
nyOnuyHaTa agMUHHCTpPALMS — CEKTOPH, KOMTO NPEThpIsiXa Hai-CepHO3HO
HaMaJsIBaHE Ha HMBaTa Ha 3aluiamiane. Te3w pa3BUTHS J1OBEIOXa IO JBOEH
pe3yJITar: He caMO CPEeIHMST J0XO0J] Ha IbP)KaBHUTE CIy KUTEIH Oellle HaMaJleH,
HO ¥ BBTpEIIHATa CIIPaBEIIINBOCT B CTPYKTypaTa Ha 3aiutaTuTe Oerie epo3upana,
MTOIKOTIAaBaKK MOpaja M IBJITOCPOYHATA TPO(PECHOHATHA MOTHBAIIUS B CEKTOPA.
B cpaBHeHHe Ha €BPONEHCKO HMBO, CTEIICHTA Ha HaMalsBaHE Ha 3aIIaTHTE B
I'bprrust ce oTkposiBa kato m3kmrounTenHa. [Ipe3 nepuomga 2008-2020 . cpegauTe
3aIUIaTH B MyOJNMYHUS CEKTOp craxHaxa ¢ 25,6% B I'bpIiust, ToKaTo 3a pasimka
OT TOBA, Te ce yBenmnunxa ¢ 21,4% B eBpo3oHaTa u ¢ 23,8% B EBponelickus cpio3
kato 1su10. Cpesi cTpaHuTe OT €BPO30HATA, KOUTO CHIIO BbBEAOXA MPOTrpaMH 3a
KOPEKIIMHU, HUKOS HE € MPEXUBsUIa TOJIKOBA IpacTUYHM ChKpaiienus. Hanpumep,
Kunsp u Vcnanus peructpupaxa yBenudeHue Ha 3amiature ¢ 6,3%, [loptyramus
¢ 5,2%, a camo Hpnannus nokasza Hamanenue (6,5%), KOeTo e ganed no-Jeko oT
HaMmajieHueTo B ['bpums. B ocHOBHHTE MKOHOMHUKHM Ha €Bpo3oHaTa, I'epMaHus
otOens3a ypenuueHue ot 37,2%, Hunepnauaus - ¢ 29,8%, a ®pannus - ¢ 21,8%
B 3aIUTallaHeTO B IMyOnmyHHMA cekTop. Te3n HepaBeHCTBA SICHO OTpa3siBaT
HEPaBHOMEPHOTO pasIpe/ielieHIe Ha TeKECTTa Ha MEPKHUTE 3a CTPOTH HKOHOMUH
B pamkuTe Ha EBpomedckus mapudyeH CBIO3 W JIUIcCAaTa HA MEXaHH3MH 3a
CONMaHA W 3aIUIATHA KOHBEPTCHINSI MEXIY AbP)KaBUTE WICHKH. APTYMEHTBT,
YeCTO W3THKBAaH OT TOJIUTHINTE, Y€ ABPKAaBHUTE CIY)KUTEIH IPEICTaBIIBAT
¢duckanHa TeXKECT 3a AbpXKaBaTa, ChLUIO0 € AUCKPEAUTHpaH. EMmupuuHHTe
aHaJIM3M II0Ka3BaT, 4ye C M3KIIOUCHHME Ha KpaThbK IIEPHOJ MNpeau KpusaTta,
CIly’)KUTEJINTE B MyOJMYHHS CEKTOP IOCTOSIHHO ca JONPUHACSUIM C IIOBEYE
JAHBYHHM TIPUXOJIM, OTKOJIKOTO ca IIOJIy4aBald 4Ype3 IpepaslpeaenTeIHN
tpancdepu. Ilo TO3M HauMH TsIXHATa pojis € OWiga Ha HETEH NPUHOC KbM
nyOonuunuTe QuHaHCH, a HEe Ha U3TH4aHe Ha cpencrBa (Mavroudeas & Passas,
2022).

Beue TexxkaTa cpena Ha 3amaniaHe Oerle JOIBIHUTEIHO YTEXHEHA OT
CKOPOIIIHUTE MaKpOMKOHOMHYECKH YyCIOBUS. Ps3koTO nokauBaHe Ha
nadnanmsara npe3 2022 r., o0yCJIOBEHO KakTO OT IMKJIWUYHHM, Taka U OT
CTPYKTYpHH (aKTOPH, AOBEAE A0 3HAYUTEICH CHAX B peajHaTa MOKyIMaTelTHa
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crocobHocT. OCcBEeH ako He ObJAe pelleHa upe3 KOPeKIMH Ha 3aIulaTUTe, Ta3d
nH}IAMOHHA BBIHA M€ 3aJBI00YN HECHUTYpHOCTTa Ha JOXOIWTE Ha
IIBPKaBHATE CIIYXKUTEIH, YUUTO 3aIUIaTH HE ca B KPaK ¢ HAPaCTBAIIUTE PAa3XOIU
3a )kuBOT. CIIpaBsSHETO C TE3W MPEAU3BUKATEIICTBA € OT PElIaBalo 3HaYeHHE He
caMmo 3a IMyOIMYHAS CEKTOP M HETOBHUTE MPEICTABUTEIHN CUHANKATH, HO H 32 T10-
IIUpOKaTa COIUATHO-MKOHOMUYecKa cTa0miHOCT Ha ['wpums. [TyOmuanusT
CEKTOp 3a MOpEACH MIbT JEMOHCTPHUPA CTPATEIMYECKOTO CH 3HAUEHUE 10 BpEME
Ha manaemusata oT COVID-19, koraTo HEroBUTE WHCTHTYLUH, OCOOCHO B
3I[PaBEOMa3BaHETO U 0OPA30BAHHUETO, OIXa KIIFOYOBU 32 CMEKUaBaHE HA KpH3aTa.
EdexTrBHaTa myOnnyHa aAMUHUCTPALMS U3UCKBA HEHHUAT TIEPCOHAI 1a paboTH
IIPH CIPABEAIUBY U YCTOWYHMBH YCIOBHUS HA 3a€TOCT.

KpusucHust neproj npoMeHu 0OIIECTBEHATA 3a€TOCT Ype3 OTPAHUYCHUS 32
HACMaHC Ha TMCPCOHAJ, KOMIPECHpaHEe Ha 3alUlaTHTe, OPTraHU3alUOHHO
MPEeCTPYKTypupaHe W 3acwicH (uckaieH Ham3op. Te3wm MepKH MpOMEHHXA
OYaKBaHUATA HA CIY)KUTEIHNTE, BE3MOKHOCTUTE 3a KapHepa, Mopala, KakTo U
BB3PaCTOBHs M 00pa30BaTeHUsl ChCTaB Ha paboTHarta cuia. [locienBanute
pedopmu BbBe10Xa HIU(PPOBH yCIYTH, CTAHIAPTUZUPAHH ITPOLEYPU, MEXaHHU3MHU
3a MOOWITHOCT ¥ MHUIMATHBH, CBbP3aHU C pe3yiraturte. TsaxHaTa IbJITOCPOYHA
CTOMHOCT 3aBHCH OT aJIMHHUCTPATHBHUS KalalUTEeT, MPO3PAa4YHOTO MpHUIIAraHe,
Y4acTHETO Ha CIIy)XUTEIWTe W OOHOBEHAaTa BpPbB3Ka MEXAy OTYETHOCTTa MU
po(eCHOHATHOTO Pa3BUTHE.

2.3. K/IIOYOBU PA3JIMKU B YITPABJIEHUETO HA YOBEIIKUTE
MEXAY UHAYCTPUAJHUA U ITYBJINYHUA CEKTOP

Tperust mozapasmen cpaBHSBa CEKTOPHHTE CHUCTEMH 3a YIpaBICHHE Ha
yoBemkure pecypcn (HRM) mo oTHOomeHme Ha HaOMpaHETO Ha MEPCOHAN,
BB3HATPAKICHUATA, YIPABICHUETO HAa TPYIOBOTO TPEACTaBsHE, 0OyUEeHHETO,
I'bBKABOCTTa, CUTYPHOCTTa Ha pabOTHOTO MACTO M MoTHBaIuiATa. CpaBHEHHETO
00sICHSIBAa OYAaKBAHUTE PA3JIMKH YPe3 OPraHU3aLHOHHA LIEJI, PEryJaTOPHUA PAMKH,
CTPYKTYpPH Ha OTYETHOCT, €KCIIO3MLMS Ha Ia3apa Ha TpyJa M YIpaBIICHCKA
aBTOHOMHOCT.

HaOupanero n monbopbT ca IEeHTpasHM (QyHKIMHM Ha yNpaBJICHUETO Ha
yopemkure pecypcu (YUP), Tl karo Te ompenensT KayecTBOTO,
KOMIIETEHTHOCTTa M YCTOHYMBOCTTAZ Ha pabOTHaTa Cuja B OpraHU3alUsATa.
JlokaTo KakTo MHAyCTpUaJHHWTE (YacTHHTE), Taka W OpraHM3alHMUTE OT
Iy OJIMYHMS CEKTOP C€ CTPEMST J1a IPUBIIMYAT U NOAOUpAT KBaIU(UIIMPaHH JINLIA,
TEXHHUTE MPAKTUKU 32 HaOupaHe W MOAOOp Ce pa3inyaBaT 3HAYMTEIIHO HOPaan
pa3mMumsTa B IENMUTE, CTPYKTYpUTE HA YIpaBlIeHHE W M3UCKBAaHHATA 3a
OTYETHOCT. WnpycTpuamHusT CEKTOp JaBa MIPHOPUTET Ha
KOHKYPEHTOCIIOCOOHOCTTa, €()eKTHBHOCTTA W TPOW3BOAMTEIHOCTTA, IOKATO
MyONMUYIHAAT CeKTOp HAOJra Ha 3aKOHHOCTTA, MIPO3PAYHOCTTAa H PAaBEHCTBOTO B
MIpaKTUKUTE 3a HaemaHe Ha padoTa (Harel & Tzafrir, 2001).
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Ocgen ToBa, HR MEeHHIKBPHUTE B HHIYCTPUATHUS CEKTOP CE PajaBaT Ha IMo-
TOJISIMa aBTOHOMHOCT TIPH a/IalITHPAHETO Ha TIPAKTHKHUTE 32 HabupaHe u moadop
KbM OpTaHM3AMOHHUTE HYXAW. Tasu rbBKABOCT MojmoMara e¢(hUKacHOCTTa U
aJAITUBHOCTT, HO MOXE Ja JOBEIEe M JO HECHOTBETCTBHS, aKO JIHIICBAT
CTaHIAPTHU3WPAaHN HACOKHW. BBIpEKH TOBa, pe3yiaTaTHTe OT JACHHOCTTA H
KOHKYPEHTHOTO TPEANMCTBO OCTaBAT OCHOBHHWTC KPHTEPHH 3a OICHKA Ha
e(eKTUBHOCTTa Ha HAOUpAHETO HA MEPCOHAN B HHIYCTPHAIHHUS CEKTOP
(Madhusudhanan & Velmurugan, 2025).

3a pasnuka OT TOBa, HAOMPAHETO W MOAOOPHT B IMyOJUIHHS CEKTOpP CE
XapaxTepusupat ¢ (hopManu3alys, peryaupane u crangaptusanus. [lyonuanure
OpraHu3alyy padoTAT B paMKUTE HAa CTPOTM IPaBHH DPaMKH, 3aKOHH 32
J'bpKaBHATa ciyk0a M aJMHUHUCTPAaTHBHU NPOLENYpH, IPEAHA3HAYCHU Ja
rapaHTUpaT CHpPaBeJIUBOCT, MPO3PAYHOCT M PAaBHU BB3MOXKHOCTH 32 BCUUKU
kannuaatu (Konateh et al., 2023). Habupanero Ha mepcoHan OOMKHOBEHO ce
W3BBPIIBA Ype3 MyOJMYHO OOsIBEHH CBOOOJHU TO3UIIMH, C SICHO ONpENENICHU
KPHUTEpUH 3a JOIMyCTHMOCT M CTaHAapTH3MpaHu mpouexypu. Ilpouecurte Ha
moA0Op B MyONMYHMS CEKTOpP YECTO ca MPOIBDKUTENHH M CTPYKTYPUPaHH,
BKITFOYBAIY MMCMEHH M3IUTH, CHCTEMH 32 KIIACHPaHe, MHTEPBIOTa C KOMUCHSA 1
MEXaHM3MHU 3a o¢punuanHo oxoOpenue. Te3nm mpouexypu ceé PBKOBOASAT OT
IPUHIONIA Ha 3aCIyTHTE, KOWTO M3MCKBA KaHAWAATHTE Ja ObAaT n30MpaHU Bb3
OCHOBa Ha OOCKTHBHH KBaIH()MKAINHU, a HE HA JINYHHU BPB3KH WM YIPABICHCKA
npeanounrtanus (Harel & Tzafrir, 2001). Berupekn 4e Te3n NpakTHKH yKpenBaT
00IIECTBEHOTO J0OBEPHUE U JIETUTUMHOCT, T€ CHLIO Taka HaMaJsiBaT I'bBKAaBOCTTA
n 3a0aBAT IIpoLleCUTE HA HaeMaHe. MEHWKBPUTE B IIyOJIMYHUS CEKTOP
0OMKHOBEHO UMaT OrpaHuyeHa cBo0o0/ja Ha AeiicTBUE P M300pa Ha KaHAUAATH,
Th KaTO OKOHYATENHHWTE PELICHUS TPAOBa 1@ OTroBapsT Ha yCTAaHOBEHUTE
mpaBuia u Mexanu3mu 3a oruetHocT (Konateh et al., 2023). B pe3ynrar Ha ToBa
MyOMMYHUTE OpPTraHW3allMd MOXKE Ja Ce 3aTPyOHAT Ja pearupar Obp30 Ha
IIPOMEHHUTE Ha Tasapa Ha TPyJa WIM [a NPHUBICKAT BHCOKOCIICIHAIU3UPAHU
TaJIaHTH.

[MpaktukuTe 3a HaOupaHe W MOAOOP C€ Pa3IMYaBaT ChIIECTBEHO MEKIY
WHIYyCTPUATHUS U MyOJMYHUSI CEKTOP MOPAJH Pa3iduyusl B OPraHU3allMOHHUTE
LeJIH, PeryjiaTopHaTa cpejia U M3MCKBAaHMATA 32 OTYETHOCT. MHAyCTpUATHUAT
CEKTOp C€ BB3IOJ3BA OT I'bBKABH, OPUCHTHPAHU KbM PE3YJITATUTE CHCTEMH 32
HaOupaHe Ha TMEPCOHAN, KOHWTO IOJAKPENSAT CTPATerH4YecKUTe M[eNd U
KOHKYPEHTOCTIOCOOHOCTTA. 3a pa3liiKa OT TSIX, IyOJWIHHAT CEKTOp pa3unTa Ha
dbopMamM3upaHd W CTAHJAPTU3UPAHH MPOICAYypH, 3a Ja MOJIbpKa
CIPaBENIUBOCT, MPO3PAYHOCT U OOIIECTBCHO AOBepue. Pa3OupaHeTo Ha TE3H
pa3iuyusi € OT ChIICCTBEHO 3HAYCHHE 32 OICHKATa Ha C(EKTHBHOCTTA Ha
YIPaBJICHUETO HA YOBCUIKUTE PECYPCH U 3a MPOCKTHPaHe Ha pedopMHU, KOUTO
OanmaHcupaT eEeKTUBHOCTTA C PaBEHCTBOTO W B nBaTa cextopa (Konateh et al.,
2023).
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Br3HarpakaeHusTa 1 00€3MEeTeHUATA IPEACTaBIABAT KPUTHICH KOMIOHEHT
Ha YIpaBJIeHHETO Ha doBemkuTe pecypcu (YUP), Thi KaTo Te MPSKO BIHUSAT
BBPXY MOTHBAIMATA HA CIYXHUTEIHWTE, YAOBIECTBOPEHOCTTA OT paboraTa,
MPOU3BOMUTEITHOCTTa W 3aabpXKaHeTo Ha TmepcoHana. Cucremure 3a
BB3HATPAXKICHNWE OTpPa3gBaT OPTaHU3AIMOHHHUTE IIPHUOPHUTETH, (UHAHCOBHA
KamaryuTeT W HWHCTUTYLHHOHATHUTE IeHHOCTH. ClenoBaTeNHO ChIIECTBYBAT
3HAYHUTEITHU PA3IIMKH MEXKy MPAKTHKHUTE 3a Bb3HATPAXKICHUE B UHIIYy CTPHATHHS
(J4acTHHUS) CEKTOP ¥ TE3U B MyOIMYHMS CEKTOP. JJ0KATO UHIYCTPHATHUAT CEKTOP
HaOJsra Ha 3alUialllaHeTO, OCHOBAHO HA PE3YJITaTHTE, W T'bBKABOCTTA, 3a Ja
MOBHIIM  KOHKYPEHTOCHOCOOHOCTTa, MYOJWYHHUAT CEKTOp pa3dyWra Ha
CTAaHIAPTU3UPAHU CTPYKTYpU HA 3aIUlalllaHe, MPCIHA3HAYCHU Ja OCHTYPST
PaBEHCTBO, cTaOMIIHOCT ¥ myOsimaHa otdyeTHOCT (Milkovich, Newman, & Gerhart,
2020).

B uHIycTpuamHMs CEKTOp CHCTEMUTE 3a KOMIIGHCALMM Ca IPEIUMHO
na3apHO OpPUEHTHPAHW M CE€ OCHOBaBaT Ha pesynrarure. OpraHuzanuuTe
MIPOEKTHPAT CTPYKTYPH Ha 3aIlIallaHe, 3a Ja MPUBINYAT U 3abpKaT TAJIAHTH Ha
KOHKYPEHTHH T1a3apH Ha TPYyJAa, KaTo CHIIEBPEMEHHO MOTHBHPAT CITyKHUTCIUTE
Jla TIOCTUTAT OPTaHU3aIMOHHHUTE cH Ieau. OCHOBHOTO 3aljiamiaHe 9ecTo ce
JIOITBJIBA OT OOHYCH, KOMHCHOHHH, CXEMH 3a pa3lpeielicHHe Ha Tedanbara,
OTILINH BBPXY aKIHU U JPYTH CTUMYJIH, CBBP3aHU C MHANBUIYAIHOTO, EKUITHOTO
WM OpraHW3allMOHHOTO TpymoBo mnpenctaBsHe (Milkovich et al., 2020).
3amamaHeTo, CBbP3aHO C PE3YNTATUTE, € OIpEAeNilla XapaKTepUCTHUKa Ha
BB3HAIPAKACHHUATA B MHLYCTpUAIIHUS CeKTOP. CIIy>)KUTEINTE CEe Bh3HArpa)1aBat
Bb3 OCHOBAa HA M3MEPHMH pe3YyJiTaTH KaTo IPOU3BOIMTENHOCT, LM 32
poJiaxoH, epeKTUBHOCT WIIM MHOBALMH. TO3M MOIXO0/ MPUBEXKAA OBEACHUETO
Ha CJIy’KHTEJINTE B CbOTBETCTBUE ChC CTPATETMYECKUTE LIEIH 1 3aCHIIBA KYJITYypa,
opuentupana keM pesynrarute (Harel & Tzafrir, 2001). I'bBkaBuTE MakeTu ot
o0Oe3mieTeHus, TOHSJKOTa HapUYaHW ,,00e3MeTeHHs] B CTHI Kaderepus ,
MO3BOJISIBAT HA CHYXXUTEJIHUTE Ja H30MpaT OOe3MeTeHHs, KOWTO Hai-100pe
OTTOBAPAT HA TEXHWUTE HYXIH, BKIIOYUTEIHO OIIIMH 3a 3IPaBHO OCUTypsBaHE,
MICHCHOHHY IUTAaHOBE, IUTATEH OTIYCK U yermHec nporpaMu. OCBEeH TOBa CHCTEMHUTE
3a KOMIICHCAITH B MHYCTPHUATHNSA CEKTOP Ca CHITHO afanTHBHA. OpraHu3anuuTe
PEOBHO KOPUTHPAT HUBATA Ha 3aIllalllaHe B OTTOBOD Ha yCIIOBUSTA Ha I1a3apa Ha
Tpysa, GuHAHCOBUTE pe3yiTaTH M OTPACIOBHUTE IOKazaTesau. Ta3n I'bBKaBOCT
103BOJISIBA Ha (PUPMHUTE Ja OCTAHAT KOHKYPEHTOCIOCOOHHM, HO MOXKE CBIIO J1a
JIOBE/IC 1O HEPABEHCTBO B 3aIUIAIIAHETO M HEPABEHCTBO B JIOXOAUTE, aKO HE ce
ynpasisBa BHuMatenno (Milkovich et al., 2020). B kpaiiHa cmeTka
e(eKTUBHOCTTA Ha KOMIICHCAIIUUTE B MHAYCTPUAIHHS CEKTOpP CE€ M3MEpBa upe3
pe3yATaTUTE OT AEHHOCTTA, 3aIbPKAHETO Ha CITy>)KUTEIIUTE U OpraHU3allnOHHATA
PEHTAOMITHOCT.

3a pas3jmkKa OT TOBa, Bb3HArpaxKJaCcHudaTa U 0663HICTCHI/I$IT3 B Hy6JII/I‘lHI/I$I
CCKTOp C€ peryjaupar OT (bHKCPIpaHH CKaJIM 3a 3alllalllaHe, NpaBHU paMKU U
LOCHTpAIM3UPpaH MCEXAaHU3MHU 3a ONpEACIAHE Ha 3aIlIaTHuTEC. 3araTuTe
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O0OMKHOBEHO CE ONPEEIIAT OT 3aKOHOIATEICTBO, KOJICKTHUBHU TPYJOBU JOTOBOPU
WIN pasnopenOu 3a Abp)KaBHATa CIIy’k0a, KaTo CIyKUTEIHUTE CE MOCTaBsAT B
MIPEABAPUTEITHO OIPEACICHH CTEIICHH Ha 3alljIalllaHe Bb3 OCHOBA HA MO3WIHA,
crapmuHcTBO ¥ kBamudukanus (OWMCP, 2021 r1.). Cucremure 3a
BB3HATPAXKACHHE B IMyONWYHUS CEKTOp HAOmArar Ha CHOPaBEATHBOCTTA,
MIPO3PavyHOCTTa U MOCJIEA0BATEIHOCTTA, @ HE Ha AN(EPECHINANNATA B TPYAOBOTO
npexactaBsHe. CIyKHUTENUTE, W3IBJIHSIBALIM CXOAHU POJHM, C€ 3aruiamar Mo
CTaHAAPTU3UPAHU CTaBKH, 3a J1a CE rapaHTHpa CIIPaBEUIMBOCT M Jia ce n30erse
¢daBopuzupane wim nonaurtndecko BiusiHue (Ilepm u Xowperem, 2008 r.).
Bbrpeku ye HAKOM MyOJMYHM OpraHU3alMM ca BBHBEIM OrpaHWYeHH (OpPMHU Ha
3alulalllaHe, CBBP3aHO C TPYAOBOTO IMPEACTAaBSIHE, TAKMBA CXEMH YECTO ca
OTPaHWYECHH OT pa3MopeAdHTe M HrpasT HE3HAUYWTEIHA pOJIi B OOMIOTO
Be3HarpaxkaeHue (OMCP, 2021 r.). O6e3meTeHuaTa B MyOIMYHUS CEKTOP KaTO
I[SUI0 ca BCEOOXBATHU M CUTYPHH, BKIIOUUTETHO NIEHCUH, 3[JPaBHO OCUI'YPSBaHE,
IUIATEH OTHYCK W CHTYpPHOCT Ha paboTHOTO Mscro. Te3m obe3miereHus
KOMIIEHCHPAaT OTYaCTH OrpaHWYEHaTa TI'bBKABOCT B HAPACTBAHETO HA
3aIUIAI[AHETO W JIMIICaTa Ha CBINECTBEHM CTUMYJIM 3a TPYAOBO IIPEICTaBSHE.
Cuctemurte 3a Bb3HArpaKJACHHE B Iy OJIMYHUS CEKTOP MMAT 32 LeJT ]a HachpyaBar
JIBJITOCPOYHATA AaHT'AKHUPAHOCT U CTAOMITHOCT, @ HE KPAaTKOCPOUHHTE I10100peHHS
B TpynoBoTo npezacrassue (Xapen u Lappup, 2001 r.). Benpeku ToBa, TBEpIUTE
CTPYKTYpPH Ha 3alulalllaHe MOraT Jia HaMaJisIT CIOCOOHOCTTa Ha ITyOJIMYHMS
CeKTOp Jla NpUBJINYA BHCOKOKBUTU(QHUIUPAHHU CICHHMAINCTH, OCOOCHO B
cHeuuaIu3upany 00JIacTH, KbJETO 3aIUIaTHTE B YACTHUS CEKTOP Ca 3HAYMTEIHO
M0-BHCOKH. B pe3ynraT Ha ToBa My OJIMYHUTE OPTaHU3ALMH MOTAT J1a ce COIbCKAT
C IpeAN3BUKATEIICTBA IIPH HAOMPAHETO U 3abP>KaHETO HA IIEPCOHA, BBIIPEKH Ue
npeanarat cuiHA Henapuaau obesmerenns (OWCP, 2021 r.).

PaznukuTe Mexay cuUCTeMHTE 3a BB3HArpPaXKICHHUE B WHIYCTPUAIHUS U
myONMWYHAS CEKTOp OTpa3sBaT KOHTPACTHH OPTaHM3AIMOHHU MHCHH U
M3MCKBAaHUSA 32 OTYETHOCT. MHIyCTpHAaTHHAT CEKTOp JaBa MPHOPUTET Ha
e(ekTHBHOCTTa, KOHKYPEHTOCITOCOOHOCTTa M MU(epeHINANMATA HA TPYAOBOTO
MIpeaCcTaBgHe, JOKATO ITyOIMYHIAT CEKTOP 1aBa IPUOPUTET Ha CIIPABEIINBOCTTA,
MIPEABUINMOCTTa U 001ecTBeHOTO AoBepue. Criopen Munkosud u ap. (2020),
BB3HAIPaKACHHETO, OCHOBAaHO HAa TPYJIOBOTO IPEJICTaBsSHE, ITOBHIIABA
MOTHBALIUSITA, KOTaTO HarpajguTe ca SICHO CBBp3aHH C pesynrature. [lepu n
Xonzerem (2008) ob6ade TBBPAAT, Y€ B ITyOJIMIHUSI CEKTOP IPEKOMEPHUST aKLIECHT
BBPXY 3aIlIalllaHEeTO Bb3 OCHOBA Ha TPYAOBOTO MPEACTABsIHE MOXeE Ja NOAKOIae
BBTpELIHATA MOTHMBAlMsS M LIEHHOCTHUTE Ha obmiectBeHata ciyxOa. Ilo To3m
HAuMH BCSIKA CUCTEMa OTpa3sBa IO-LIMPOKAaTa HHCTUTYLHMOHAJIHA JIOTHKA,
yIpaBJsiBallia CEKTopa.

MoskeM J1a 3aKJII0YNM, Y€ CHCTEMUTE 32 KOMIICHCAMU U 00C3IIETECHHs Ce
pasyiMuaBaT 3HAYUTEIHO MEXIY MHIAYCTPHAIHUS M MyOJUYHHS CEKTOp HOpaan
pasMKM B ILENHWTEe, peryjaropHara cpeia W MEXaHH3MHUTE 3a OTYETHOCT.
WHpycTpHamHUAT CEKTOp W3MON3Ba T'BBKABO, O0a3WpaHO Ha pe3yinTaTUTe
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BB3HATPAXKICHUE, 3a na CTHMYJIHpA MPOU3BOIUTEITHOCTTA u
KOHKYpPEHTOCIIOCOOHOCTTa, ~ JOKAaTo MMyONMYHHMAT CEKTOp pas3uura Ha
CTaHAAPTU3UPAHN CTPYKTYPH Ha 3aIUIalliaHe, 3a Ja TapaHTHpa CIPaBEIIMBOCT,
CTa0MIHOCT ¥ JIETUTUMHOCT. BBIpEeKH dYe BCEKH IOAXOJ HMa CWIHH H
OTPaHUYCHU CTPaHHU, €PEKTUBHOTO YIPABICHNE HA YOBEIIKUTE PECYPCH U3HCKBA
CBIVIACYBAaHE Ha CTPATETHMTE 3a KOMIECHCAIWH C OPraHU3alMOHHHUTE LEIH U
crneuupUYHNTE 32 CEKTOpa LIEHHOCTH. banmaHcupaHeTo MeXIy MOTHBALUATA,
PaBEHCTBOTO M YCTOMUMBOCTTa OCTaBa LEHTPATHO NPEAU3BHKATEICTBO 3a
yIpaBJIEHUETO Ha Bb3HArpakaeHusATa u B qsara cekropa (OUCP, 2021).

VYrpaBaeHHET0 Ha MPOU3BOAMTENIHOCTTa € OCHOBHa (YHKIUS Ha
yrpaBieHHeTo Ha yoBemikure pecypcu (HRM), kosTo BKiIOUBa onpezeisHe Ha
OYaKBaHUS 3a IPOU3BOIUTEIHOCT, HAOIIOACHUE HA PE3YATATUTE OT paboTaTa Ha
CIIy’)KUTEIIUTE, OLICHKA Ha PEe3yJTATUTE U CBHP3BAHE HA IMPOM3BOJMTEIIHOCTTA C
HArpaay, pa3BUTHE W KapUepHO pa3BuTHE. EQEKTHBHOTO yIpaBlicHHE Ha
MIPOU3BOIUTEIHOCTTA CHINIACYBA UHIUBUAYAIHUTE YCUIHS C OPraHU3aIMOHHUTE
LeJIN U MOBHIIABA ISUIOCTHATA e(PEKTUBHOCT. [IpOEKTHPaHETO U BHEIPSBAHETO
HA CHCTEMH 3a YyIpaBJICHHWE Ha HPOU3BOJUTEIHOCTTa obaue ce pa3audyaBaT
3HAYUTEIIHO MEXAY HWHIYyCTPUATHUS (YaCTHUS) CEKTOp W IMyOJUYHHS CEKTOP
MOpajgy Pa3iMKUTEe B OPraHU3ALHOHHUTE 1I€JM, MEXaHU3MHUTE 32 OTYETHOCT U
MHCTUTYLMOHAITHUTE OrpaHndeHus. Jl0KaTo HHAYCTPUAIHHST CEKTOp HaOIsra Ha
MPOHU3BOUTEIHOCTTA, e(EKTUBHOCTTA U U3MEPUMUTE PE3YJITaTH, MYOIHIHHST
CEKTOp JaBa MPUOPUTET HAa CHOTBETCTBUETO, KAa4ECTBOTO HA YCIYTUTEe U
OT4YeTHOCTTA mpen rpaxkaanute (Armstrong, 2021; Perry & Hondeghem, 2008).

B nHIycTpHamHus CEKTOpP CHCTEMHUTE 3a yNPaBICHUE HA €)EKTUBHOCTTA Ca
MPEANMHO OPHEHTHUPAHH KbM pPE3YyNTaTUTE W CTPATETHYECKH ChOOPa3cHH C
OpraHu3alMOHHUTE 1eH. [Ipor3BOANTETHOCTTA CE U3MEPBA C ITOMOIITA HA ICHO
nedrHUpaHn MOKa3aTeM KaTo HUBa Ha IPOU3BOJICTBO, JAaHHU 32 MPOJaKOUTE ,
peHTaOMITHOCT, €()eKTHMBHOCT W WHOBalMU. Te3n IMokas3aresid IO3BOJISIBAT Ha
OpraHU3aLUHTE A2 OLCHAT MHAMBUAYAIHHS W €KUIHHUS NMPUHOC 32 LUIOCTHHS
Oouznec ycmex (Armstrong, 2021). Ompenensimia XapakTepucTHKa Ha
YIPaBICHUETO HA €()EKTHBHOCTTA B MHIAYCTPHAIHUS CEKTOp € CHIHATa BPb3Ka
MEXIY OLICHKHTE Ha e(eKTUBHOCTTA " BB3HATPAXKICHUITA.
BrcoKOnpON3BOANTETHUTE CIIYKHUTEIHN YECTO C€ Bh3HATPaKAaBaT upe3 OOHYyCH,
3aIuTalliaHe 3a 3aCJIyTH, OBUIICHNS U BB3MOXKHOCTH 33 KapHEepHO pa3BuTHe. Tazn
Bpb3Ka 3aCHWiBa KyITypa, OpHUCHTHpaHa KbM €(QEKTUBHOCTTa, W MOTHBHpA
CIY)KUTENNTE Na TocTturat win HaaxBepiat nenute (Milkovich et al., 2020).
OrneHkuTe Ha ePEeKTUBHOCTTa OOMKHOBEHO CE MPOBEKAAT PEIOBHO M MOrar Ja
BKJIIOUBAT PaMKH 3a OIpeesIsiHe Ha 1M, KaTo HarnpuMep YIIpaBieHHe 10 Leln
(MBO), KinrouoBu nokazatenu 3a epexrusroct (KPI) u Ganancupanu xaptu
NoKazaTead. MEeHHDKbPUTE B MHAYCTPHAIHUS CEKTOP CE paJBaT Ha 3HAUYUTEIHA
cBoOOna Ha JAEHCTBME IIPU OLEHKAaTa Ha e(EKTHBHOCTTa M B3EMAaHETO Ha
pelIeHus, CBbpP3aHH C Bb3HAIPaKAEHHATA. Ta3u TI'bBKaBOCT IO3BOJISIBA Ha
OpraHU3aLUNTE Ja aJaNTHPAT CHCTEMHUTE 3a YIPaBJIeHHE Ha ¢(DEKTUBHOCTTA KbM
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MIPOMEHSAIITUTE ce On3HeC Hy ). Ts1 00adye Moke 1a BbBeie M CYOSKTUBHOCT, aKO
KPUTEpUHTE 3a OLIEHKA HE ca MPO3payHH WM MPUJIaraHd MOCIIEA0BATEIHO.
Bbrpeku T031 pPUCK, YIPABICHUETO HA MPOU3BOUTEIHOCTTA B UH/LY CTPHUAITHHS
CEKTOp C€ PA3MIIeK/a IIUPOKO KaTO CTPATErHYeCKH HMHCTPYMEHT 32 [TOBUIIABAHE
HAa [POM3BOAMTEIHOCTTA U TMOAAbPKAHE HAa KOHKYPEHTHO MPEIUMCTBO
(Armstrong, 2021).

3a pa3nuKa OT TOBa, YIPABJICHUETO Ha TPYLOBOTO MPEICTABSIHE B ITy OIMIHUS
ceKTop ce opMupa OT 3aKOHOBH M3UCKBAHUS, aMUHHCTPATHBHU TPOLEIYPH U
my6nuuHa oTdeTHOCT. OCHOBHHUTE LIENM Ca Ja C€ TapaHTHpa CIa3BaHETO Ha
pasnopenouTe, a ce MOAIbp)ka Ka4eCTBOTO Ha YCIYTHTE U Jla Ce JEMOHCTpHUpa
OTrOBOPHO M3IIOJI3BaHE Ha IyOiM4HUTE pecypcH. [lokasarenute 3a TPYyIOBO
IPEACTaBsHE YecTo ce (POKYCHPAT BHPXY IPOLEYPHOTO CHa3BaHe, CTAHAAPTUTE
3a INpeJOCTaBsSHE Ha YCIYI'M M IPHJIAaraHeTO Ha MOJUTHKHUTE, a HE BBPXY
(¢uHaHCOBHUTE pE3yJNTaTH WIM HMHAMBUAYyanHaTa npousBoguresnHoct (OVCP,
2021). Cucremure 3a OLEHKA HA TPYJIOBOTO IPE/ICTABSHE B IyOJINYHUSI CEKTOP
OOMKHOBEHO ca I0-CIab0 CBBP3aHU C BB3HATPAKACHHUATA M IOBUIICHUSATA.
HapactBaneTo Ha 3amIaTuTe ¥ KapHEPHOTO MU3PACTBAHE YECTO CE OMPENEIAT OT
TPYAOBHSL CTaX, CTENeHTa M (QOpMaJHUTE KBaIM(pUKAUIWK, a HE OT
MHIUBUAYATHUTE PE3YTAaTH OT TpyaoBoTo npenctassine (Harel & Tzafrir, 2001).
Bbnpekn ue HAKOM TNpaBHUTENCTBA Ca BBBENU pedOpMH B YNPABICHHETO,
OCHOBaHM Ha TPYAOBOTO IIPEACTAaBsIHE, BB3JCHCTBHETO HA OICHKUTE Ha
TPYZOBOTO TMpEACTaBIHE BBbPXY 3aIUIalllaHETO W IOBHIICHHATA OCTaBa
OrpaHUYCHO NOPAaN TBBPIAUTE CTPYKTYPH Ha 3aIUIalllaHe U ONaCeHHUsITa OTHOCHO
cnpaseumBocTTa 1 nonurusanuara (Perry & Hondeghem, 2008). Ocsen ToBa,
OLIEHKATa Ha TPYIOBOTO MPEJCTaBsIHE B ITyOJMYHHS CEKTOP € CKIIOHHA Jla Habusira
Ha OTYETHOCTTa W NpoleAypHara cnpaBeyiuBocT. CHcTeMHTe 3a OLICHSBaHE ca
NPOEKTUpaHK Jia ObJAaT CTaHIAPTU3UPaHM M NPO3payuHH, 3a Ja ce HU30erHar
mpucTpacTus, (HaBOPU3MPAHE WIN TOJUTHYECKO BIHMSHUE. BBIpekn ue To3m
MOJXOJ, YKpEnBa JIETMTUMHOCTTa M OOIIECTBEHOTO NOBEpUE, TOW MOXKE na
oTcnabu MOTHBAIMOHHWTE €(EKTH M Ja HaMallll yIpaBJICHCKAaTa TI'bBKAaBOCT
(OHUCP, 2021 1.).

PaznuknTe MeXIy CHCTEMHUTE 3a YHpaBleHHE Ha e(EKTHBHOCTTA B
WH]LyCTPUAIHAS U ITyOJMYHHS CEKTOP MOTAT Jja ce OOSICHAT C TEXHUTE PA3THIHA
MHCHH W PaMKH 3a OTYETHOCT. MHIyCTpHAamHHAT CEKTOp ce (OKycupa BBPXY
eekTHBHOCTTa, KOHKYPEHTOCTIOCOOHOCTTa H  PEHTAOWIIHOCTTA, JOKaTO
IMyOMUYHHUAT CEKTOP € 3arprmkKeH 3a OOIIeCTBEHaTa CTOHHOCT, PaBEHCTBOTO U
npegocTaBsHeTo Ha yciryru. Cnopen Apmcrponr (2021), HarpaauTe, CBbpP3aHU ©
pe3ysTaTuTe, MOBUIIABAT MOTHBALUATA, KOT'aTO PE3yJITATHTE Ca ICHO U3MEPUMHU.
IMepu u Xonperem (2008) obaue TBBEPIAT, Y€ B Iy OIHMYHHS CEKTOP NPEKOMEPHOTO
pa3uuTaHe Ha CTUMYJIM, OCHOBaHU Ha PE3yJTAaTHTE, MOXKE Jla IIPOTHBOPEYN Ha
BBTPELIHATa MOTHBALMA ¥ LICHHOCTHUTE Ha oOlecTBeHara yciuyra. B pesynrar Ha
TOBa CUCTEMHTE 32 yIpaBJICHHE Ha e()EeKTHBHOCTTA B MyOJIMYHUS CEKTOD JlaBat
MIPUOPHUTET HA KOHTPOJIA U OTYETHOCTTA TPE]l UHANBHUyanHaTa Tu(epeHIHaIys.
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B uHIyCTpHAIHUS CEKTOP CUTYPHOCTTa Ha paOOTHOTO MSICTO KaTo IISJIO €
MO-HUCKA, Thil KaTo 3aeTOCTTAa € MO-MPSKO 3aBHCHMAa OT OPraHW3alMOHHUTE
pe3ysiTaTtd, KOHKYPEHTHHs HATHCK M Ia3apHaTa HecTabuiaHoct. dDupmure,
OTepUpAally Ha KOHKYPEHTHH Ma3apy, KOPUTUPAT TPYAOBUSI KAAUTET B OTTOBOP
Ha KoJieOaHMsATA B THPCEHETO, TEXHOJOTHYHHUTE MPOMEHH U LICHOBHS HATHCK,
KOETO MOJKE J]a IOBEJIE JI0 ChKpAILeHHUs, IPECTPYKTYPUPAHE UM U3II0JI3BaHEe Ha
BPEMCHCH W TOJM3IBIHHUTEICKH TPYZ, 32 Ja Cce MOIIbpiKa I'bBKaBOCT. ToBa
Ch3aBa KOHTEKCT, B KOHTO CIy>KUTCIUTC MOTaT Ja Bb3IpHEMAT
HENPEKbCHATOCTTA HAa 3aETOCTTa KaTO YCIOBHA: 3aIbpP)KaHETO 3aBUCH OT
MPOU3BOMUTCITHOCTTA, PEJICBAHTHOCTTa HAa YMCHHITA M  THPrOBCKaTa
ycroitumBocT Ha (upmara. [lo-mmpokara nureparypa 3a masapa Ha Tpyna
CBBp3Ba T€3HM MOJIENIU C PACTEKa HAa BpeMEHHATa paboTa U C ,,y3MECTBAHETO Ha
pHcKa“ OT OpraHu3aly KbM OTACIHH JIMIA, KBJETO 3a€TOCTTa CTaBa MO-MaJKO
npejickazyemMa u pabOTHHILMTE Ca W3NPaBeHU Mpel MO-TOJSIMO H3JIaraHe Ha
nkonommueckn ki (Kalleberg, 2009). Ot ritemHa Toyka Ha yIpaBJIEHHETO Ha
YOBEIIKUTE PECYPCH, TOBA OOMKHOBEHO YBEINYaBa 3HAYCHUETO HA YIIPABICHHETO
Ha TMPOM3BOAMTEIHOCTTa, OOYYEHHWETO 3a IOBHIABAHE HAa MPHUIOAHOCTTA 32
32€TOCT W MPOTrpPaMHUTE 3a BHTPEIIHA MOOWIIHOCT, ThI KaTO OpPTaHU3AIMUTE CE
ONMTBAT Ja 3ama3sT KPUTUYHM TaJlAHTH, KATO CHIIECBPEMEHHO MO IbpPIKAT
agantUBHOCT. [lo-HUCKaTa CHUTypHOCT o00ade HE O3Ha4YaBa HEMPEMCHHO
MOCTOSIHHO OTPHIIATEIIHUA PE3YJITaTH, IM0-CKOPO TS IPOMCHS YCIOBHATA Ha
3aeTocT. B MHOrO HHAYCTpHAIHU OpraHU3alMU MOJUTHKHTE 33 YOBCIIKH
pecypcH 3aMecTBaT TPAJUIIMOHHATA IOKU3HEHA 3aCTOCT C MPHUTOJHOCT 3a
3a€TOCT M Pa3BUTHE, OCHOBAHO Ha pe3yirarute. M Bce mak, MCHXoJIoruuecKara
JIUTepaTypa Mnokas3ea, 4e Bb3IpHeMaHaTa HeCUTYPHOCT MOXKE ChIIIO Ja MMOJKOoae
JIOBEPHUETO, 14 HAMAIIK OPraHU3alMOHHOTO MPAKAAHCKO OBE/ICHHE U 1a 0TCIIA0u
IBIATOCPOYHATA AHTAKUPAHOCT, OCOOCHO KOTaTO CITY)KUTEIUTE WHTEPIPETHPAT
HECUTYPHOCTTa KaTo HecmpaBeminmBa wuim mnpomsBomHa (Greenhalgh &
Rosenblatt, 1984). CiegoBarenHo, ymnpaBIeHHETO Ha YOBEHIKUTE PECYpPCH B
WHIYCTPUATHHS CEKTOP YECTO € M3MPABEHO Mpe] MpobieM ¢ OallaHCHPaHETO:
MOJIbPKAaHE HAa T'BBKABOCT, KaTO CHIICBPEMEHHO C€ 3alllUTaBa MOPAIBT U CE€
MOIABPKAT  WHBCCTUIMMTEC B  YOBCIIKH  KAalWTal, HEOOXOAMMHU  3a
MIPOU3BOTUTEITHOCT ¥ UHOBAIHH.

Cuctemure 3a ynpasieHue Ha 4yoBewkute pecypcu (HRM) B myGnuunus
CeKTOp 4YeCTO OTpa3siBaT Ta3M MOTHBALIMOHHA CTPYKTypa. Bblpekun ue
3aIuIalllaHeTo M MOBUIICHHUATA OCTaBaT aKTyaJHH, T€ YECTO ca CTaHAapTU3UPaHU
U M0-MaJIKO 3aBUCUMH OT TPYAOBOTO MPEJCTaBsIHE, OTKOJIKOTO B WHJLY CTPUATHUS
cexrop. Cie10BaTeNHoO, yIPaBICHCKUTE YCUIINS 32 MOTUBHPAHE Ha CITYKHUTEIIUTE
ca CKIOHHM Ja Ha0msaraT Ha CMHCIeHaTa paboTa, NpodecHoHaTHATa
HWACHTUYHOCT, NPU3HAHHETO 3a 3aCIyTH M BB3MOXXHOCTHTE 3a IMPHHOC KBM
pe3yaTaTUTe OT IOJMTHKaTa WK OnarochkCTosiHMETO Ha rpaxmganute (Perry,
Hondeghem, & Wise, 2010). EMmupuyauTe TIpOoydYBaHus IMOKa3BaT, 9€ KOTaTO
CITy’)KUTENINTE B MyOJIMIHUS CEKTOP BBH3MPHUEMAaT CHITHA BPb3Ka MEXAy padoraTa

45



CH W OOIIeCTBEHUTE pe3ylNTaTH, Te ca MO-CKIOHHM Ja JeMOHCTPHpaT
AQHT@XHUPAHOCT, TTOCTOSHCTBO W IUCKPEHHUOHHHU YCWIHA, JOPH TPH JIUICA Ha
CHITHU (DTHAHCOBH CTHMYITH.

TeopeTHYHOTO CpaBHEHHE YCTAHOBSIBA CCKTOPHUTE OYaKBaHHS, KAaTo
CHIIEBPEMEHHO MO3BOJISIBA EMIUPUYHA MpoBepka. To ChIIO Taka MOKa3Ba, 4e
CEKTOPHHUTE KATErOPUH ChABPKAT 3HAYUTENHO BBTPEIIHO pa3HOOOpasue.
PazmepbT Ha oOpraHmzanuaTa, KadecTBOTO HA JIMAEPCTBOTO, mpodecusTa,
TEXHOJIOTUYHATA 3PSUIOCT M MOCJICOBATEIHOCTTa BbB BHEIPSBAHETO MOratr ja
0QOpMAT BBINPUITHITA HA CIYKHTEIUTE TOJKOBA CHIHO, KOJKOTO U
(hopMamTHUAT IMyOJMYECH UM YaCTeH CTAaTyC Ha paboToaarers.
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I'JIABA III. EMIIMPUYHHU JTOKA3ATEJICTBA U INPAKTHUYECKH
HACOKHU 3A HR MEHUJI’KBPUTE

3.1. METOJ0JIOI'us1 HA U3CJIEABAHETO

ToBa mpoyuBaHe MMa 3a LEJI J1a U3CJIEABA BIMSHUETO Ha NPAKTHUKHUTE 32
ynpasienue Ha yoBeukute pecypeu (YUP) BbpXy MOTHBALMATA HA CITY)KUTEIIUTE
W OpraHu3allMOHHATa aHTAKUPAHOCT, C 0COOEH aKLEHT BBPXY Pa3IUKUTE MEXIY
CITy’)KUTENINTE B IMyOIMYHMSA M 4JacTHHS cekTop B I'sprms. M3scrnemBaHero ce
(doxycupa BEpXy IeT OCHOBHH IpakTHKH 3a Y YP: Habupane u moxgbop, oOyueHne
U pa3BUTHE, 00E3IIETEHNUS 3a CIYKUTEIHNTE, OILICHKA Ha TPYIOBOTO NPECTaBsIHE
U BB3HATPAKACHUA M CTHUMYJH, BCAKa OT KOHTO € INMPOKO MpU3HATa B
auTepaTypaTa KaTo KpUTHYeH (akTOp 3a HarjacuTe M IIOBEICHHETO Ha
ciyxurenure (Guest, 2017; Alfes et al., 2013). OcBen TOBa, NpOyYBaHETO
n3cliesiBa Kak geMorpadcku (pakTopH KaTo I110JI, Bb3PacT, 00pa3oBaTeIHO HUBO U
TPYAOB CTaX 0OPMST BB3NPHUATHATA HA CIIy)KUTEIIUTE 32 NPakTUKUTE 32 YUP n
TSXHOTO BB3JICHCTBHE BBbPXY aHTRKUPAHOCTTA M MOTHBauuUATa. TO3HM JBOCH
(oKyC T03BOJISIBA HA MIPOYYBAHETO A2 MPEJOCTABH KAKTO CEKTOPHO CpaBHEHHE,
Taka ¥ HIOAHCHPAaH JeMOrpad)CKy aHaiu3, IONPHHACSI] 3a TEOpusATa H
MpakThKarta B obnactra Ha YUP.

[MpakTukuTe 3a ynpaeineHue Ha uosemkute pecypcu (YUP) ca mmpoko
NPU3HATH KAaTO LEHTPAIHM MEXaHM3MH, BIMSCIIU BBPXY YAOBICTBOPEHOCTTA,
MOTHBALIMSITa U aHTQKUPAHOCTTa Ha ciyxwurenure. [IpeanmHu m3cnenBaHus
MTOKa3BaT, 4e e(eKTUBHOTO HaOMpaHe M MOA00p, CTPYKTYPHPAHOTO 0OyUeHHE
pa3BUTHE, aJEKBATHUTE IPUAOOMBKH, IpO3pavHaTa OLEHKA Ha TPYIOBOTO
MIPEACTABSHE U CIPABEJINBUTE CHCTEMH 33 Bh3HAIPAXKICHUE MOTAaT 3HAUMTEITHO
Jla MoI00pAT HaTJIaCUTe U ToBeaeHueTo Ha ciyxurenute (Guest, 2017; Alfes et
al., 2013). B cpmoTo BpeMe KOHTEKCTYaTHUTE U IeMOTrpadCcKuTe (aKTOPH YECTO
0OPMAT Te3H BB3IPHUATHS, KATO C€ HAO0IaBaT PA3IUKH MEXITy ITyONHIHATE U
yactHuTe opranusamuu (Prowse & Prowse, 2010), kakTo W MEXIy TIpYIHUTE,
OTIPEJICIICHU 10 TI0J, BB3pacT miu o0pa3oBarenHo HuBo (Kim, 2005). Bb3 ocHoBa
Ha TO3U TEOPETHUEH M EMIUPUYEH KOHTEKCT, HACTOSAILIOTO WU3CJIEABaHE
pa3paboTBa TpH OCHOBHH XUIIOTE3H.

B mpoyuBaneto y4yactBaxa 500 ciaykuTeny, IOPaBHO pa3npeaesiCHH MEX Iy
yacTHHs cekTop (n = 250) u myOmuunus cekrop (n = 250). ITo oTHomeHne Ha
nosa, 344 pecrnionaeHTH Osixa MBbKe, peAcTaBsBamm 68,8% ot obums O6poi, ¢
MAaJIKO IMO-BUCOK Asi B yacTHHA cextop (70,8%) B cpaBHEeHHE ¢ IMyOJMYHMS
cexrop (66,8%). JKenure pecriongenTu 0sixa 156, koero crorBercTBa Ha 31,2%
0010, karo 29,2% ca B yacTHus ceKTop U 33,2% B myOIMUHKS CEKTOP.

ITo oTHOlLIEHHE Ha BB3PACTOBOTO pasmlpeleieHue, Hail-rojisiMata rpymna e
Mexay 45 u 54 rogunu, cberaBeHa ot 131 nuua wian 26,2% ot u3Baakara, KaTo
28,0% ca B wactHus cektop U 24,4% B myOnuunus cexrop. Cnensar ru 111
y9acTHHIM Ha BB3pacT oT 35 nmo 44 rommum (22,2%), pa3npeneieHd MOYTH
mopaBHO Mex 1ty cextopure (21,6% gacren u 22,8% ny6mmaen). [lpeacraBenu ca
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1 TIO-MJIaJTA BB3PACTOBHU TPYIH, KaTo 92 pECIIOHICHTH ca Ha Bb3pacT ot 25 g0 34
roguan (18,4%), ot komro 14,8% paborar B gacTHus cexktop U 22,0% B
MyOMUYHUAS CEKTOp, U 89 pEecmoHIeHTH ca Ha BB3pacT oT 18 n0 24 roawHH
(17,8%), BrirounTenHo 16,8% B gacTHUS cextop U 18,8% B mMyOIMIHUS CEKTOP.
[To-BB3pacTHUTE CITY>KUTEIH Ca MTO-MaJIKO, KaTo 64 JHIia ca Ha Bb3pacT oT 55 1o
64 ronunn (12,8%) n 13 pecionnentu ca Hag 64 roguau (2,6%).

[To oTHOMIEHNE HA 0Opa30BATETHOTO HUBO, 35 yyactHunH (7,0%) mocodBat
HadaJlHO O0O0pa3oBaHME KaTO HaH-BHCOKA KBalU(pUKANHUsA, C IO-BHCOKA
mpeacTaBuTesHOCT B Iy Ommaams cextop (10,0%) B cpaBHEHNE ¢ YaCTHHUS CEKTOP
(4,0%). 3apppummnTe CpemrHO OOpazoBaHHWE CHCTABIABAT 132 pecloOHACHTH
(26,4%), xato 22,8% ca B yactaus cextop u 30,0% B myOimunus cexTop. OO0
78 cimyxwurenu (15,6%) ca ¢ Bucuie oopasopanue, 99 (19,8%) ca ¢ bakanaBbpcka
crernes, 125 (25,0%) ca ¢ marucrbpcka cremnen, a 31 (6,2%) ca 3aBbpuimm
JIOKTOPAHTYpA.

IIlo ce oTHacs nO TPYNOBHS CTax B OpraHM3anusTa, 172 pecHnoOHACHTH
(34,4%) ca Ounm HaeTH MOBeYe OT miecT roauuu, 128 (25,6%) ot Tpu a0 mect
rojuay, 132 (26,4%) ot emHa no Tpu rogunn U 68 (13,6%) 3a mo-Mayiko OT eHa
rojuHa. ToBa OaaHCUpaHO pa3lpeiciCHUE Ha TPYAOBHUS CTaK MEXKIYy CEKTOPUTE
OTpa3siBa KOMOMHAIUS OT HOBU M ONUTHH CIIY)KUTCIIM B H3BAJIKATA.

W3cnemoBaTelicKUAT ~ MHCTPYMCHT — TIPEJACTABISBAIIEC  CTPYKTYpHpaH
BBIIPOCHHUK, ChCTABCH OT CElIeM pasjiena: aeMorpadcka nHpopmanus, HabupaHe
U ToJ00p Ha MEPCOHAN, 00YYECHUE M PA3BUTHE, MPUIOOUBKU 33 CIYKHTCIIHTE,
OIICHKA Ha TPYJIOBOTO MPEICTABSIHE, HATPAJN U CTUMYJIH, KAKTO U aHTaXHPAHOCT
1 MOTHBAIS HA CIIY)KUTENNTE. BCHUKM eleMeHTH, CBBP3aHH C OTHOIICHHETO,
0sixa W3MEpeHW II0 TeTCTeleHHa ckana Ha Jlukepr, Bapupama ot 1
(,,KaTeropmuno necwrimacen) mo 5 (,,HambimHO chriiaceH*), KOeTo MO3BOJSIBA
MIOCTICIOBATETHO M3MEpPBaHEe Ha BB3MPHUATHATA HA CIIY)KUTCIUTE B PA3TUIHUTE
W3MEPEHHs Ha YIIPABICHUETO HA YOBEIIKUTE PECYPCH.

3a nma ce rapaHTHpa HaAEXKIHOCTTA, BBTPEIIHATA CBIIACYBAaHOCT Oelle
TecTBaHa ¢ oMoITa Ha anda koepurrenta Ha Kponbax. Pesynrarure nmokazaxa
3aJI0BOJIMTEIIHA HAJCKIHOCT 32 BCHYKA KOHCTPYKTH: HaOupaHe U moaodop (o =
791, 5 enemenra), oOydenue u paspurue (o = .690, 4 enemenra), 00e3METEHIS
3a cimyxurenure (o =.769, 5 enemMeHra), OlCHKAa Ha TPYJOBOTO MpeACTaBsIHE (o
=.797, 6 enemenra), Harpaau U cTuMyiH (o =.788, 7 eemMeHTa) 1 aHTAKUPAHOCT
n MotuBauus Ha ciyxurenure (o = .765, 5 enemenra). Te3um croiiHOCTH
OTroBapsAT WM HajBumaBaT Imupoko mpuerus mpar ot 0.70 (Nunnally &
Bernstein, 1994), ¢ u3kimtoueHne Ha 00yYCHHUETO U Pa3BUTUETO, KOETO € MaJIKo
IoJ, HO BCE OIl¢ B MPHUEMIIMB [AUANa30H 3@ IPOYYBATEITHO H3CIECABAHE.
EnemenTnTe Ha BBIOpPOCHMKA OfiXa amaNTHpPaHH OT YCTAHOBEHH CKald 3a
YIpaBlICHNE Ha YOBCIIKHTE PECYPCH W OPraHM3alMOHHO IOBEAEHHE, KOETO
TapaHTHpa BAJINUAHOCT HAa CBHABPKAHHETO M CHOTBETCTBHUE C TPEIUIIHA
npoyuBanus (Purcell & Hutchinson, 2007; Kooij et al., 2010).
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CrpOpannTe maHHU Osixa aHanmusupaHu ¢ momornra Ha SPSS. ITepBo, Osxa
M3YWCIICHH OIMCATeIHA CTATUCTHKH, 3a Ja ce 0000msT aeMorpadckure
MIPOMEHJIMBH U OOIIMTE OTTOBOPH Ha MPAKTUKUTE 32 YIPaBICHAE Ha YOBEIIKUTE
pecypcu (HRM). Bropo, 6sixa mpoBesieHH t-TECTOBE C HE3aBUCHMHM W3BaJIKH, 32
JIa C€ CPABHAT CITYKUTEJINUTE B IyOJIMYHUS U YACTHUS CEKTOP IO IECTTE OCHOBHU
NIPOMEHJIMBY, CHOTBETCTBAIM Ha XwuroTe3a 1. Tpero, 0sxa H3YKCICHH
KoepUIUEHTH Ha Kopenanus Ha [TWbpChH, 32 Ja ce M3CIeIBaT BPB3KUTE MEXKIY
MPAKTUKUTE 3a YIPABICHUEC HA YOBCIIKUTE PECYPCH M aHTaXHUPAHOCTTA H
MOTHBAIUSITA HA CIYXHTENUTE. YETBBPTO, OsXa W3MOJI3BAHHM MHOXKECTBEHU H
HepapXU4HU PErpeCUOHHH aHATM3H 33 TECTBaHE HA XUIOTe3a 2, KaTO Ce OLICHU
MPOTHOCTUYHATA CHJIA HA MPAKTUKUTE 32 YIPABICHUEC HA YOBCIIKUTE PECypCH
BBPXY MOTHBAIMATAa M AHTAKUPAHOCTTA U CE OICHW MOJepHupalriata pois Ha
cekropa. Unmenoete Ha B3ammojeiictBue (HRM mpaktuka X cextop) Osixa
W3YHCIICHH, 32 Ja ce TecTBaT (opMmamHo edekThute Ha Momepupane. Hakpasd,
ANOVA TectoBe ¢ post hoc cpaBaenus (LSD) 0sixa u3moa3BaHu 3a U3CIICIBAHE
Ha ieMorpaCKUTe pa3IuKy 10 00pa3oBaHKe, BB3PACT U TPYIOB CTaX, TOKATO t-
TECTOBETe 0sXa M3IIOJI3BAHM 32 PA3JIMKH 10 II0JI, ChOTBETCTBAIIM Ha XUIIOTe3a 3.
Te3u mpoleaypu OCUTypuXa IUIOCTHA OIICHKA KAaKTO HA TPEKUTE, Taka U Ha
Moepupammre eGekTr, KaTo ChIICBPEMCHHO WACHTHU(UIHUpaxa AeMorpadceku
MOJICJIA B OTTOBOPHTE Ha CITYKUTCIIUTE.

W3cnenBaHeTo € MpoOBEIECHO B CHOTBETCTBHE C OCHOBHUTE €TUYHHU MTPUHIIUIIH
HA COLMAJHUTC HAYKHA. YYacTHETO B aHKETaTa ¢ JOOPOBOJHO U BCHYKH
pecrnioHneHTH ca Owin MHQOPMHpPAaHM 3a L[ENTa Ha HW3CICABAHETO MPEIU
MOITBJIBAHE Ha BBIIPOCHUKA. [0oiTyueHo ¢ MHPOPMHPAHO CHIIIACHE H YIACTHUIIUTE
ca OwiM rapaHTUpPaHU 32 AHOHUMHOCT U ToBepHUTeIHOCT. He e chOupana nrmyHa
uH(pOpMaIHs, KOETO rapaHTHPa, Y€ OTTOBOPUTE HE MOTaT Ja ObIaT MPOCICICHH
JIO OTJCJIHU JIHIA. JJaHHWTE ca M3MOJI3BaHK CAMHCTBCHO 33 aKaJCMUYHH LICJIH, a
aHaIM3bT € MPOBEJCH B 00001IeH BHI. ETHUHO 000peHne 3a M3CIeIBAHETO ©
MTOJy4eHO OT CHOTBETHUS WHCTUTYLIMOHAICH OPTaH 3a Mperje], B CbOTBETCTBHE
C HACOKMTE 3a OTIOBOPHO MpOBEXTaHEe Ha wm3cieaBaHusA. [lo To3W Ha4yMH
IU3aHHBT W aIMHUHHACTPHUPAHETO HA HM3CIEABAHETO ca 3AIIUTIIM IpaBaTa Ha
YY9aCTHULMTE, KaTO CHIIEBPEMEHHO Ca TapaHTHPAIIX [EI0CTTa ¥ IPO3PadHOCTTA
Ha M3CIIeIOBATEIICKHS MPOIIEC.

Tabnuma 4. BerpentHa cpriracyBaHOCT Ha U3CIICIOBATEIICKUTE CKAIIH

KoncTpykT Enementn | Kponoax andga
Habupane u nogodop 5 791
OOy4eHue U pa3BUTHE 4 .690
O0e31eTeHns 32 CITYKUTEIUTE 5 769
OueHka Ha TPYAOBOTO MPEICTaBsSHE 6 797
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KoncTpykT Enementn | Kpono6ax anda

Harpamu u ctumyim 7 788

AHFa)KI/IpaHOCT U MOTHBaAIMs Ha
CIIYKUTCIIUTEC

5 765

H3mounuk: aBTopoBa pa3zpadboTka

3.2. AHAJIM3 HA PE3YJITATUTE OT IIPOYYBAHETO

OnucareIHM pe3yJITaTH

[TppBara npakTHKa B YIPaBJICHUETO HA YOBEIIKUTE PECYpPCH, U3CIIC/IBAHA B
npoyusaHero, Oeme ,Habupane m monbop®, oleHeHa upe3 IET EIEeMEHTa,
W3MEpPEeHH N0 TMeTCTeNeHHa ckajga Ha JIMKepT, Bapwpama oT 1 (HambJIHO
HeChIaaceH) no S5 (HambiHO chriaceH). KaTto msmo pesynraTtuTe oTpas3sBar
yMepeHH HHBa Ha yJIOBIETBOPEHOCT OT IMpOIlecHTe Ha Habwupane m mombop, ¢
M3BECTHH BapHaIllMN MEXIy CIY)KUTEIHUTE B IMyOIMYHHUS W 9acTHHA cexTop. Ha
BBIIPOCA Jaji OpTaHU3AIMATAa NM Ha3HadaBa MMPAaBHIHHUSA YOBEK HA MpaBIIIHATA
paboTa, obmiara cpeana croiHocT Ocme 2,86 ChC CTAHAAPTHO OTKIOHEHHE OT
1,145. Ciiy>xurenure B MyOJIMYHUSI CEKTOP OTYUTAT MAJIKO IO-BHUCOK PE3yJITaT
(M =2,94) B cpaBHEHHE CbC CIY)KUTEIHUTE B 4acTHUS cekTop (M =2,79), Bblpexu
4ye M JBara pe3yJiTaTa OCTaBaT MOJ CpeJHaTra TOYKAa Ha CKajaTra, KOETO
npearoara caMo ymepeHo cbriiacue. I1o oTHOIIEHHE Ha NpEeJoCTaBsIHETO Ha
JOCTaThbYHAa W NOAXOJsmia HHGOpPManus Ha KaHIWAATHTE II0 BpeMe Ha
HaOMpaHETO Ha MEepPCcoHa, o01ara cpegHa ctoiHocT Oere 3,14 ¢be cTaHAapTHO
oTkioHeHue ot 1,175. OTroBopuTe Osxa IMOYTH HWACHTUYHH B Pa3IAIHUTE
CEKTOPH, KaTO MyOIMIHHUAT CEKTOP OTYMTA CPEHA CTOWHOCT OT 3,15, a YaCcTHHAT
cekTop - 3,14, KoeTo ToKa3Ba MOCIEI0BATEIHO CXBalllaHe, 4e WHPOpMaIusITa €
MpeIoCTaBeHa Ha KaHIUAATHTE cpaBHUATENHO 1o0pe. [1o BpIpoca namm nogdopsT
ce OCHOBaBa CTPUKTHO Ha IIEHHOCTUTE Ha KOMITAHUATA, 00IIaTa cpeIHa CTOHHOCT
e 3,09 cbc cranmapTHo oTkinoHeHue ot 1,118. Ciyxurenure B myOIHMYHUS CEKTOP
oT4YMTaT CpedHa crtoitHocT oT 3,08, HOKaTo CIyXXHUTEIUTE B YACTHUS CEKTOP
mocouBar cpefaHa croiHocT or 3,10. Te3u pesynraTu OTHOBO IpejnoiaraT
YMEPEHO ChIJIacHe, IIOKa3BalKuW Majka pa3jiuka MeXIy JBeTe TIpYIH.
Bw3npusitusita ca 1mo-HeOIaronpusTHH IO OTHOLICHHE Ha CIIPaBEJIMBOCTTAa B
TIOJINTUKHTE 32 HabmpaHe Ha nepcoHan. Obmara cpemHa ctoHocT € 2,51 cbe
CTaHAapTHO OTKIOHEHWE OT 1,204, HAl-HUCKHUAT pe3yJTaT Cpell eJICMEHTUTE B
Tasn Kkareropus. Ciyxurennte B MyONWYHHS CEKTOp HU3pa3siBaT ITO-HUCKA
yaoneTBopeHocT (M = 2,39) B cpaBHEHHE ChC CIYKUTEIUTE B YACTHUS CEKTOP
(M = 2,62), KO€TO COYM OMACeHHWsS OTHOCHO CIPaBEIIMBOCTTa, OCOOEHO B
myonuaHus cektop. M Hakpas, epeKTHBHOCTTa Ha oTAena ,,JoBemkn pecypcn
npyu HaOMpaHEeTO W TOAOOpa € OleHeHa ¢ o0Ia cpeaHa CTOMHOCT oT 3,26 u
cTaHAapTHO oTkioHeHue ot 1,068. CiayxuTenaure B MyOJIMYHUS CEKTOP OTYUTAT
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MaJIKO 1Mo-BUCOK pe3yaTar (M = 3,29) B cpaBHEHHUE ChC CIYKUTEIIUTE B YACTHHS
cektop (M = 3,22), koeTo TIoKa3Ba yMEpPEeHO JoBepre B €PEeKTUBHOCTTA HA OTACIIA
,,JOBEIIKK pecypcu’ U B JIBaTa CEKTOpA.

Bropara ananu3upaHa NpakTHKa B yNPaBICHUETO Ha YOBEIIKUTE PECYpPCH
oeme ,,O0ydeHne W pa3BUTHE™, CBINO OILEHEHA Ype3 IMETCTENeHHa CKajla Ha
JlukepT, Bapupama ot 1 (HAITBIHO HECHIIAceH) A0 5 (HANBJIHO CHIJIACEH).
Pesynrature paskpuBaT IOCTa CKPOMHH HHBAa Ha YAOBICTBOPEHOCT, C HSKOU
3a0€IeKHUTETHN PA3ITUKH MEXY CIYXHUTECIUTE B MyOIMIHNS U YaCTHHS CEKTOP.
Ha BeIpoca ganu mpakTHKHUTE 3a 00y4EHHE U Pa3BUTHE ITOMAraT Ha CIIyKUTEIIUTE
Jla ToI00pAT Kapuepara cH, o0I1ara cpeiHa cToiHocT Oerre 2,64 ¢be CTaHAApTHO
otkionenue ot 1,136. Ciyxurennte B MyOJIMYHUSI CEKTOP OTYHMTAT ITO-HHCHK
cpeneH pesynrat (M = 2,54) B cpaBHEHHE C KOJIETUTE CH OT YacTHHA cexTop (M
= 2,73), koero mpearnojara, 4¢ BB3MOXXHOCTHTE 3a KapHUEpPHO pa3BUTHE cCe
BB3MpPHEMAT KaTo Mo-epEeKTUBHU B YACTHUTE opranu3aunu. [logoOHa TeHaeHIMs
ce HabJIo/1aBa | 10 OTHOLIEHUE HA TOBA JIJIM IPOrpaMuTe 3a 00yUeHHE TIPaBAT
CIY)XUTENUTe To-ponykTuBHU. OOmmara cpemHa cToWHOCT Oemie 2,55 cbe
CTaHJapTHO OTKIOHeHWe OT 1,260, KoeTro oTpa3siBa Karo ISUI0 HHUCKA
yRoBIeTBOpeHOCT. CITy)KUTEIHUTE B IyONMYHUS CEKTOP JlafioXa MO-HUCKA OLICHKA
(M = 2,42), noKaTo CIyXUTEIUTE B YACTHHUS CEKTOpP OTYUTAT MO-BHCOKA CpPEIHA
croitHocT (M = 2,68). ToBa moka3Ba, 4e OOy4YEHHETO B YACTHHUS CEKTOp C€
pasmIexaa Karo AONPHHACSIIO MOBEYE 3a MPOM3BOAUTEIHOCTTA, OTKOJIKOTO B
yOJIMYHMS CEKTOP. Y OBJIETBOPEHOCTTa OT METOJIa 33 000D Ha KaHAWAATH 32
o0yueHue cwino Oeme orpanmdeHa. OOmaTa cpemHa cTodHOCT Oeme 2,44 che
CTaHAAPTHO OTKJIOHEeHHE 0T 1,243, CiryxuresnnTe B IyOJUYHHS CEKTOP U3pa3uxa
Hal-HUCKOTO HUBO Ha ynosuerBopeHoct (M = 2,28) B cpaBHEHHE CbC
CITy>KUTEeNNTE B 4acTHUS cekTop (M = 2,60). Te3n KoHCTaTaMK NpeAnoarar, 4e
CHpaBeUIMBOCTTA WM e()EeKTUBHOCTTA HA IPOLIEYPHUTE 3a [T0J00p Ha 00yueHHe
MOXXE J1a € OT 0COOCHO 3HaYeHHE B MyOJMYHUTE OPTaHM3AIMH. 3a pasjiuKa OT
TOBa, Ka4eCTBOTO Ha OOYYECHHETO IIOMYYH CPABHUTEIHO IO-IOOPH OLCHKH.
O6mrara cpemHa croitHocT Oeme 3,07 ¢bC cTaHAapTHO OTKJIOHeHHWEe oT 1,103,
HaJIXBBPISIHKN CpefHATa TOYKa Ha cKanaTa. VIHTEpecHOTo €, ue CIyKHUTEIUTe B
MyOMUYHUS CEKTOP OTYUTAT MAJKO TO-BHCOK pesyarat (M = 3,19) ot te3u B
yacTHust cekrop (M = 2,94). Toa mpennosara, ye Makap OpraHu3anusiTa u
n300pBT HA IpOrpaMy 3a 00y4YEeHHE 1a ca 00EKT Ha KPUTHKH, JEHCTBUTEIHOTO
NPEJOCTaBsiHE M KayecTBOTO Ha OOYYEHHETO C€ CUMTAT 3a 3aJOBOJIMTEIHH,
0CcO00CHO B IyOJIMYHHUS CEKTOP.

TperaTa orieHeHa NpaKTUKa B YIIPaBIEHUETO Ha yoBeHikuTe pecypcu (HRM)
Oere ,,000aru 3a CIIy>KUTENNUTE , N3MEPEHH T10 IIETCTENeHHa cKayia Ha JIukept
(1 = HamrpIHO HechbIVIAaCeH, 5 = HANbBJIHO ChriaceH). Pesynrarure nokaspar
YMEPEHO HUBO HA yIOBJIETBOPEHOCT KaToO ISUIO, C CaMO JIEKU PA3JIUKU MEXIY
ciykuTeNnnTe B myOnuuHus W yactHus cekrop. lllo ce orHacs no ToBa manm
PBKOBOJICTBOTO crojenst noapoOHa wuHpopmanus 3a oOe3meTeHusTa 3a
CIY)KUTENNTE, 00IaTa cpenHa cToiHocT Oere 2,88 ¢hC cTaHAAPTHO OTKIOHCHHE
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ot 1,055. Cayxurenure B MyOJUIHUS CEKTOP OIIEHHWXA TO3W ACTIEKT MAJKO ITO-
BHCOKO (M =2,95) oT ciyxurenute B yacTHusI cektop (M = 2,81), koeTo moka3sa
MaJKO IMO-I00Bp MOTOK OT WH(popMalws B MyOJWYHHTE oOpraHw3amu. Ha
BBIPOCA TN HACTOSAIINTE 00E3IETEHI 32 CITy>)KUTEIINTE OTTOBAPAT HA TEXHUTE
HY’KIH, OTTOBOPHUTE 051Xa MHOTO CXOJHH B Pa3UIHHUTE CEKTOPH, C 00IIa cperHa
croitroCcT OT 2,90 (SD = 1,037). Cnykutenure B IMyOJWIHUS CEKTOP OTYUTAT
pesyarar ot 2,91, 1okaTo CiyKUTETUTE B YACTHUS CEKTOp mocousar 2,89, Koeto
oTpa3siBa HEyTpaJHa IO yMEPEHO TOJIOKHTENHA IO3MIUS  OTHOCHO
aJlekBaTHOCTTa Ha  obOe3miereHusita.  OOIMIOTO  YAOBIETBOpEHHE  OT
MpeIoCTaBsIHUTE 00e3MIeTeHHs Oelle OLIEHEHO Che cpeana ctorHocT 3,00 (SD =
1,019). [Ibp>kaBHUTE CITY>KMTENIN OTYUTAT MAJIKO HO-BUCOK pedynrar (M = 3,03)
B CPaBHEHHE ChC CITY)KUTEIHTE B 4acTHUS cexTop (M = 2,97), koeTo mpeznosiara
HE3HAYNTEIHO MO-TOJIIMA YIOBJIETBOPEHOCT B PAMKHUTE Ha ITyOJIHMYHHS CEKTOP.
Bo3npusituara 3a cpaBHUMOCT € JIpYyTd OpTaHHU3alMy B ['bpIus MOKa3BaT Haii-
HUCKH HWBA Ha ChIJIacUe B Ta3u kateropus. O0mara cpeana croiHoct e 2,77 (SD
=1,013), KaTo CIY>KUTEJINUTE B MyOJIMYHUS CEKTOP ca Ha 2,74, a CITy)KUTEIIUTE B
qacTHHS ceKTop - Ha 2,80. ToBa moka3Ba MIUPOKO Pa3NpPOCTPaHEHO YOCSKICHIUE,
4ye IpeularaHiuTe 0Oe3IIeTeHUs ca JIOHSIKbBJIE MMO-HUCKU OT TE3H, IpeularaHy B
JIpyru opranu3anuu. Y Hakpas, TOYHOCTTa MPH HM3ILIAIIAHETO HA 3aIUIATUTE U
Ha/IHULIUTE € TIoJTy4Yriia Hali-OnaronpusatHy otneHky. Obmiara cpeaHa CToiHoCT e
3,46 cbe crangapTHO oTkioHeHue ot 1,307. Ciryxurtenure B IyOJIMYHUS CEKTOP
OTYUTAT NMO-BUCOK pe3yntar (M = 3,61), 10KaTO CIIy>KUTETUTE B HACTHUS CEKTOP
naBar no-uucka omnenka (M = 3,31). ToBa mpenmonara, ye HaBPEMEHHOTO
IUTalllaHe € IIO-CHJIHA XapaKTEepHUCTHKa Ha IyOJMYHATa 3aeTOCT, JOKAaTo
CITY’)KATEJINTE B YaCTHUS CEKTOP BB3MPHEMAT MO-TOJIIMa HETIOCIICIOBATEITHOCT B
Tasn 00JacT.

YeTBbpTaTa M3C/IC/IBAaHA PAKTHKA B YIIPABICHUETO HAa YOBEIIKHTE PECYPCH
Oerie OIEHKAaTa Ha TPYAOBOTO MPEJCTABSIHE, OLCHEHA YPE3 IIECT €IEMEHTa 10
nercTeneHHa ckana Ha JImkepr (1 = HambJIHO HECBITIACEH, 5 = HAITBIHO
cpriiaceH). KaTo 110, pesynratiure mokasaT caMo YMEPEHO YAOBICTBOPEHUE OT
CHCTEMHTE 3a OLICHKA Ha TPYAOBOTO MPEACTABSIHE, ChC 3a0€NEKNTEIHN C1aboCcTn
B NIPOIIECUTE Ha MOBHIICHUE W oOparHa Bpb3Ka. Illo ce oTHacs mo ToBa mamm
TPYZOBOTO IIPEACTAaBSHE CE OLICHSIBA HA PEIOBHU MHTEPBAHM, o0lIaTa cpeaHa
cToiHOCT € 2,83 cbc cTaHgapTHO OTkKiIoHeHue or 1,127. Cayxurtenute B
nyOnuuYHMS CEKTOp choOlaBaT 3a cpeaHa croidHoct oT 2,84, mokaro
CITy’)KMTEJINTE B YAaCTHHS CEKTOP Ioay4daBar 2,81, KOeTo Ha MpaKkTHKa He OKa3Ba
pasiiMKa MeX.y JBeTe Ipynu. Be3npusitusra 3a crpaBeyIMBOCT U OOEKTUBHOCT
IIPY OLIEHKaTa Ha TPYAOBOTO MPEACTABSHE ca MaJIKO MO-BHCOKH, C 00II1a CpeaHa
croitHocT oT 2,98 (SD = 1,069). PeconmeHTHTE OT IyOJUIHHSI CEKTOP
crobmaBar 3a 2,99, a pecrnoHIEHTUTEe OT YacTHHS CeKTop - 3a 2,97, Koero
IpeAroara, e CIyKUTEINTE KaTo L0 BHXKJIAT CHCTEMHUTE 3a OIEHKAa KaTo
JOHSKBIE CHpaBeUIMBH, Makap M HE CHJIHO MoJoXuTenHH. llenra Ha
OLICHSIBAHETO KAaTO MHCTPYMEHT 3a MOJ0OpsABaHE HAa TPYJOBOTO MPEACTABSHE U
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MOBHUIIIAaBaHE HA YMEHHATA € OIleHeHa ¢ o0ma cpemHa croiHoct ot 3,00 (SD =
1,097). Ciry>kutenute B MyOIMYHUS CEKTOP OlleHuXa ToBa Ha 3,02 B cpaBHEHHE C
2,98 B YacTHHA CEKTOp, KOETO IIOKa3Ba OallaHCUPAaHO, Makap M yMEpEHO
yOexeHue B pa3BoifHaTa poJIs Ha OLIEHKHTE. Peamn3MbT Ha METOANTE 3a OLIEHKA
Ha TPYIOBOTO TpeCTaBsHe Oele OImeHeH Mo Moao0eH HAa4YMH, ¢ 00Ia cpeaHa
croitHOCT OT 2,97 (SD = 1,047). Cnyxutenure B MyOJUIHHUS CEKTOP OICHHMXA
ToBa 0-BUCOKO (M = 3,00) ot ciyxwurenure B yacTHus cekrop (M = 2,94), koeto
MOKa3Ba MUHUMAITHA pa3jinKa MEXIy cekTopure. Hali-caOusT acmekT Ha Ta3u
Kateropus Oerie Bb3NPUSATHETO, Y€ JOOPHUTE CIYKUTEIH CE IMOBUILIABAT IIHPBO,
KOETO TIOJIlydd Hal-HUCKara oOma cpeana croiioct or 1,91 (SD = 0,827).
CnyXUTennuTe B My OIMYHUS CEKTOP Ja10Xa MAJIKO O-BUCOK pe3ynTat (M =2,02)
oT Te3u B yacTtHUA cektop (M = 1,80), HO M ABeTe TPyNmH IMOKa3axa CHITHO
HEChIJIaCHe, KOETO OTpa3sfBa 3HAYUTEITHO HEIOBOJICTBO OT IIPOIECHUTE Ha
mosumieHne. Y Hakpas, yOexIeHHeTo, Je CIy)KUTEeNUTe TPsAOBa Ia IMoirydaBaT
moIxoAAnia odpaTHa Bpbh3Ka 3a TPYAOBOTO CH MPEACTaBsHE, Oerle OImeHeHO Ha
2,29 (SD = 0,850). PecnonnenTuTe OT MyONMYHUS CEKTOp OILIEHWXa TOBA IO-
BHCOKO (M = 2,42) B cpaBHEHHE C PECITOHASHTUTE OT YacTHUs cektop (M =2,16),
BBIPEKU 4Ye OOIIMAT Pe3yiTaT OCTaHA JOCTa IMOJ CPEIHHS, KOCTO MOa4YepTaBa
KPUTHYHA Pa3]IMKa B MPAKTHKUTE 32 00paTHA BPB3Ka U B JIBaTa CEKTOPA.

[erara n3cinenBaHa MpakTHKa B yIIPaBICHUETO HAa YOBEIIKUTE pecypcH Oere
,Harpaam u ctumynu‘‘, u3aMepeHa upe3 ceieM eJIeMEHTa I0 METCTENeHHA CKaja
Ha Jlukepr (1 = HambJIHO HechbIVIaceH, 5 = HaIBIHO cbriaceH). Karo 1suio
OTrOBOPHTE MOKa3BaT yMEPEHO YJOBJIETBOPEHHE OT CHUCTEMHTE 3a Harpaau U
NPU3HAaHUE, KaTO HAKOM OOJAaCTH Ce OLEHSBAT IO-NIOJIOXKUTENIHO OT ApyrH. 1o
OTHOILICHHE HAa CIIPABEIIMBOCTTA MPHU PA3MPEICICHUETO HA HATPAJUTE, 00IIaTa
cpeaHa ctoHocT e 2,83 c¢be cTannapTHo oTtkiioHeHue ot 1,038. Cinyxutenure B
yOJIUYHMS CEKTOp ca MOCTUTHAIM pesyarar ot 2,85 B cpasHenue ¢ 2,80 B
YaCTHUS CEKTOpP, KOETO OTpa3siBa caMO HE3HAYUTEIHO MO-BUCOKH BB3MPHUATHS 3a
CIIPaBENIUBOCT B ITyOnmIHMsA cexTop. HuBata Ha 3amuiaTHTe M HaJHUIUTE CE
CUHMTAT 332 BaXKEH MOTHBalMOHEH (PakTOp, che cpemHa croiHocT ot 3,37 (SD =
1,159), naii-Bucokara B Ta3u kareropus. Ciy>KHTEIUTE B ITyOJUTHHS CEKTOP ca
OIICHIJIN TOBA Ha 3,43, TOKATO CITy’)KUTEIMTE B YACTHHS CEKTOP Ca JaJId PE3yJITaT
ot 3,30, koeTo mpenmnonara, 4y¢ (PMHAHCOBOTO BBH3HATPAKIACHUC CC Pa3riciKia
KaTo CHWJICH MOTHBATOP U B JIBETE TPyIu. [Ipy OllcHKAaTa Jalii ChIICCTBYBAIUTE
CXEMHU 32 BB3HATPAXKCHUS MOTUBUPAT HAITBJIHO CITY)KUTCIIUTE J]a CE TPEACTABAT
mo-100pe, cpennara croiHocT ¢ 3,00 (SD = 1,113). Ciryxutenure B myOnnIHuS
CEKTOp OTUUTAT cpeaHa cToiHocT oT 3,02 B cpaBHeHHE C 2,98 3a CiIy>)KUTENUTE B
YaCTHUS CEKTOp, KOCTO MOKa3Ba HEYTPATHO BB3MPUATHC 32 CPCKTHBHOCTTA HA
Te3n cxemMu. OOBBP3BAHETO HA BB3HATPAXKICHHUATA C TPYIOBOTO MpEICTaBSHE
CBIIO € OlleHEeHO ¢ o0ma cpeana crorHocT ot 3,00 (SD = 1,036). Ciry>xurenure
B MyOJIMYHUS CEKTOP ca MAIKO MOo-mosioxkutesHu (M = 3,05) oT cioyKuTenuTe B
gacTHHS ceKTop (M = 2,95), Ho pe3ynTaTuTe MOKa3Bat, Y€ CIIYKUTEITUTE Ca CaMO
YMEpeHO CBITIACHH, HYe TPYAOBOTO TIPEACTaBSHE € TPSKO CBBP3AHO CBC
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crumynute. [Ipr3HaBaHeTO HA MPUHOCA HA CITY)KUTEIUTE € TOIyJHIIO TO-CHITHH
OIIEHKH, ChC cpenHa croiHocT 3,33 (SD = 1,042). Ciry>xurenure B myOTUIHUS
CEKTOp Ca TIOCTUTHAIIU ITO-BUCOKH OIIeHKH (M = 3,44) OT CITy>)KUTENHUTE B YACTHHUS
cektop (M = 3,22), koeTo oTpassBa, 4e MPU3HABAHETO Ha MPUHOCA € MAJKO ITO-
OYEBHAHO B ITyOJMYHHUTE OpTaHU3aIMH. BB3NpHATHETO 3a OpraHW3alMOHHATA
HHPPACTPYKTypa KaTo Mo-100pa OT Ta3W B APYT'H OpTaHM3alUHU € OLEHEHO Ha
2,90 (SD = 1,086), ¢ mOYTH MICHTUYHU OLCHKH B pa3iuyHuTe cekropu (2,89 B
nyOomuunms, 2,91 B uactHua cekrop). Hakpas, yznoBierBopeHocTTa OT
YBEIUYCHUSATA HA 3aIIATUTE U OOHYCHUTE MOIYyYH Hail-HUCKATa CPEJHA CTOHHOCT
B TO31 pazzue - 2,85 (SD = 1,079). Cinysxurenure B myONnu4HUS CEKTOP AanoXa
cpeaHa oueHka ot 2,87, JOKaToO CIIy)KUTEIWTE B YaCTHHS CEKTOP HMOCTHUTHAXa
2,83, KoeTo TomdYepTaBa OTPAHUYCHOTO YIOBJIETBOPEHHE OT (DUHAHCOBHTE
BB3HATPaKICHUS M3BBHH OCHOBHATA 3aIlIaTa.

[MocnepnusiT pa3gen Ha BBIPOCHUKA OLEHSIBA AaHTAKHUPAHOCTTA H
MOTHBALIUSTA HA CITy’)KUTEJINTE, KaTO CE M3II0JI3BAT MET TBBPCHUS, U3MEPEHH 110
nercTeneHHa ckana Ha JIukspT (1 = HambJIHO HECBITIACEH, 5 = HAITBIHO
chIylaceH). PesynratuTe pa3sKpuBaT CMECEHa KapTHHA, C HAKOW MHAMKATOPHU 3a
CHUITHA €KHUITHA OPHEHTAIMs 1 HAMEPEHUS 3a TPUEMCTBEHOCT, Hape ¢ 001acTu Ha
HECUTYPHOCT M HEXEJaHHE 3a MOEMaHe Ha JOIBJIHUTEIHH OTroBOpHOCTH. Ha
BBITpOCa aju paboTAT MO 3aIuiaxara oT 3aryba Ha paboTaTa cH, odIaTa cpenHa
croiHOCT € 2,58 (SD = 1,089 ). Ciy>xurenute B myOIHUIHUS CEKTOP CHOOIIABAT
32 MaJIKO Mo-HHCKO ckriaacue (M = 2,47) B cpaBHEHHE CBhC CIYXKHUTEIHUTE B
yacTtHUs cextop (M = 2,68). ToBa nokaspa, ye 4yBCTBOTO 3a HECHUTYPHOCT Ha
pabOTHOTO MSICTO € MaJIKO IT0-Pa3NPOCTPAHEHO B YaCTHHS CEKTOP. MoTHBauusTa
3a paboTa B EKHII 3a IIOCTUTaHE Ha OOLM IIeJIM € OLEHEHa II0-BHCOKO, ChC CPEIHA
croitaoct 3,26 (SD = 1,093). Ciyxutenure B myOINYHUS CEKTODP JaBaT Ha TOBA
no-Bucok pesyntar (M = 3,36) ot ciyxurenure B yacTHus cexrop (M = 3,16),
KOETO ITOJYepPTaBa, 4 MOTHBALMATA 33 CHTPYAHHIECTBO € OCOOCHO MOJYEpTaHa
B myOnnuHuTEe OpraHu3auuy. UyBCTBOTO 3a BHHA IPH HAIyCKaHE Ha
opraHu3aIusTa cera € che cpenna ctonoct 2,93 (SD = 1,090). Pesynrarure ca
MOYTH WACHTUIHH B iBeTe Tpymnu (M = 2,94 mybnudeH cexkrop, M = 2,92 gacteH
CEKTOp), KOETO MPEToara yMEepeHo IyBCTBO Ha JIOSIIHOCT M B IBaTa CEKTOPA.
Ilpn onenkata Ha M30SArBaHETO HA JOIBJIHWUTEIHHM 33Ja4d M OTTOBOPHOCTH,
cpeanara croitnoct e 2,63 (SD = 1,131). Cinyxutenure B ImyOIHYHUS CEKTOP ca
TIOJTY YMJIM MAJIKO MTO-HUCKH pe3ynTatd (M =2,56) B cpaBHEHHE ChC CITYKUTEIUTE
B yacTtHUs cekrop (M = 2,70), K0eTo 1oka3Ba MaJKoO [10-BHCOKO HEXKEeIaHHe Cpell
pabOTHHULIMTE B YAaCTHHS CEKTOP Ja IOeMaT JONBIHWUTEIHM 3aabiukeHus. U
Hakpas, HaMEpeHUsATa 3a NpOABIDKaBaHe Ha paboTara 3a OpraHu3aLusTa B
ObJieNIe ca YMEpPEHO TOJIOXKHUTEIHH, ChC cpeana ctorHocT 3,27 (SD = 1,154).
Cry>xutennTe B MyOJUIHUS CEKTOP OTHOBO M3pa3uxa IMo-CHIIHO chriacue (M =
3,36) oT TexHUTE KOJIeTH OT YacTHHs cekTop (M = 3,17), koeTo mpearmosnara mo-
roJsiMa ABJITOCPOYHA CTAOMIIHOCT ¥ @aHTKUPAHOCT B IMyOJIMYHUTE OPraHU3aIUH.
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Pesynrarure mokassat, e oTHeNnbT ,,HaOupane u moadop™ e cbc cpemHa
croitaocT 2,97 (SD = 0,843), Bapupama mexay 1,00 u 4,80. ToBa moka3Ba
YMEpeHO HHBO Ha YAOBIETBOPEHOCT OT MPAKTUKHUTE 32 HaeMaHE, C M3BECTHHU
BapHaIiy B Pa3INIHUTE OTTOBOPH. ,,OO0yUEHHE U pa3BUTHE" € PETUCTPHUPAIT Hall-
HUCKHS OOII pe3yJTart, Cbe cpeaHa ctoiHoct 2,67 (SD = 0,855) u nuama3on ot
1,00 mo 4,50, xoeTo mpemoara, ye CIy>KUTEIUTE CMSTAT, Y€ Bh3MOKHOCTHTE 32
0o0ydeHHE W TOJIKpenaTa 3a KapuepHO DPa3BHTHUC Ca IMO-MAJIKO aJICKBATHH B
CpaBHEHHE C JPyrd MPAKTHKA 3a YIPAaBJICHHEC HAa YOBCIIKUTE PECYpPCH.
,,OOarosieTescTBaHE Ha CIy)KUTEIUTE € MOCTUrHaJ cpeana croinoct 3,00 (SD
= 0,787), oOxBamaiiku meiHata ckama Ha Jlukepr or 1,00 mo 5,00. Toma
Mpe/roiara no-0ajJaHCUPaHO BB3MPUITHE, KATO CIYKUTCIUTE Ca PAaBHOMEPHO
pasmnpeneseHn MeXIy YIOBIETBOPEHOCT M HEYIOBIETBOPEHOCT. ,,OIeHKa Ha
TPYNOBOTO TPEICTaBsAHE € ChC cpemHa crtoiHocT 2,66 (SD = 0,712), koero
OTHOBO COYHM KBM OTHOCHTEIHO ciaba o0macT, ThH KAaTO CIIy)KHTEITHTE ca
OIICHWJIA TIPAaKTHKHUTE 32 OICHKAa Ha TPYJOBOTO IIPEICTABSHE IIO-HHUCKO OT
,o0marogerencTBane u ,,Habupane Ha nepcoHan”. Kareropusra ,Harpagm u
CTUMYJIH € TToSTydnyIa cpeHa ctolHoct ot 3,04 (SD =0,717), ¢ mmpoK Auama3on
ot 1,14 o 5,00. ToBa otpassiBa (akTa, 4e JOKaTO HAKOH CIy KUTEIH Bb3IIPUEMaT
HArpajuTe KaTo CIPAaBSIJIMBH M MOTHBHpAIIM, IPYTd T'M BB3IPHEMAT KAaToO
HenoctaThbuHU. W Hakpas, kareropusta , AHTQKMMEHT M MOTHUBAIMS Ha
CITy)KUTENNTE™ € moy4mia obma cpenna croitnoct ot 2,93 (SD = 0,627), koero
Mperoiara yMEpPeHO HHBO Ha TNPUBBP3aHOCT W IKEIAHHE 3a OCTABaHC B
OpraHu3aLysITa, MaKap 1 He 0COOCHO CHITHO.

Tabimua 5. O6001eHa onucareHa CTAaTUCTUKA

Cpeana | CtaHaapTHo

Pasmep N TbiaKyBaHe
CTOHHOCT | OTKJIOHEHHE
Hab6upane u mogdop 2.97 0.843 YMepeHa orneHka
OGyucHHE U Pa3BUTHE 2.67 0.855 Hait-nncia
arperaTHa OLICHKa
O6e3meTenus 3a 3.00 0.787 banancupana
CITY>KUTEJINTE OlICHKa
Ouenka Ha OBOTO Cnabu curaamu 3a
! TPYA 2.66 0.712 pasButue u obpatHa
Hpe/ICTaBsIHE
Bpb3Ka
Haii-Bucoxka
Harpanu u crumynu 3.04 0.717 CPBIYITHA OTICHKA 38

yIpaBJeHUE Ha
YOBEIIKUTE PECYPCH
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Cpenna | CtangapTHo
Pasmep P i TeakyBaHe
CTOHHOCT | OTKJIOHEHHE
AHra)xupaHocT u VYmepena
MOTI/IB&LFI/IS{ 2.93 0.627 OpraHu3anoHHa
MIPUBBP3AHOCT

H3mounuxk: aBTopoBa pazpaboTka

OmnucarenHaTa CTATHCTHKA HA MISCTTE OOLIM M3MEPEHUS HA YIIPABICHUETO
HAa YOBCIIKHUTE PECypCH, KOraTo ca pasleiiCHH IO CEKTOPH, Pa3KpHUBa HAKOU
HIOAHCHPAHH PA3JIMKUA MEX]Y CIYKUTEIUTE B IyOTUYHUS U YACTHUS CEKTOP. 3a
HaOupaHe Ha MEPCOHAN W MOAOOp M JABETEe IPYIH OTYUTAT MOYTH MIACHTHYHU
cpennn croiiHocTH (myOmmyaen: M = 2,97, SD = 0,90; gacten: M = 2,97, SD =
0,78), koeTo mpexrnonara, 4e¢ BB3MPHUATHATA 3a CIPABEIIUBOCT H €(PEKTHBHOCT
NpU MPAaKTUKUTE 32 HaeMaHe He Ce pa3jin4aBaT ChUICCTBEHO B Pa3UYHUTE
cekTopu. Ilo-CHM pa3NuMKUd Cce TOsBSIBAT B OOYyYEHHETO W PAa3BHTHETO.
Ciy)XuTenauTe B YaCTHHS CEKTOP ca OLEHIIM TOBa M3MEpeHHe mo-Bucoko (M =
2,74, SD = 0,95) B cpaBHEHHE C TEXHUTE KOJIETH OT IyOnnunus cekrop (M =2,61,
SD = 0,75). ToBa npexnnonara, 4e OpraHUu3aLUUTE OT YACTHUS CEKTOP Morat jaa
MpeJyIaraT no-A0CTHITHY HIH Bb3JICHCTBAIM Bh3MOKHOCTH 332 00yUYCHHE WU Y€
CITy’)KUTEIIUTE TH BB3IPUEMAT KaTo TakuBa. [10 OTHOIICHHE Ha 00C3IICTCHHATA 32
CITY)KUTEIIUTE, CIYKUTCIHUTE B Iy OIMMYHKS CEKTOP Ca U3PA3UIIU MAJIKO TO-TOJIIMO
ynosiaerBopenue (M = 3,05, SD = 0,84) ot te3u B wactHus cekrop (M = 2,96, SD
= 0,73). ToBa € B CHOTBETCTBHE C TPATUIIMOHHO IO-CWJIHUS aKIEHT BBPXY
CTAOWITHUTE W MPO3PAYHU 00E3MIETCHHS B IyOJIMIHUS cekTop. [Ipn orieHkara Ha
TPY/ZIOBOTO IPEACTAaBSIHE TEHICHLMsTA € O0paTHa: JbpPIKABHUTE CITYKUTEIN
OTYHTAT MO-BHCOKa cpeana croiHocT (M = 2,72, SD = 0,75) OT ClayXuTeJImTe B
gactams cextop (M = 2,61, SD = 0,67), koeTo mpe/mnoara, ye npoueaypuTe 3a
OlICHsIBAHE B MYOJMYHHUTE OpraHM3allKd Ce BB3IPUEMAT KATO MaJKO II0-
CTPYKTYPHpPaHHU, BBIIPEKH Y€ U JIBaTa CEKTOpAa OCTABAT IOJ CPEHATa TOYKa Ha
ckanara. Harpaaure ¥ cTUMyJHTE CIIeABAT MOJOOCH MOJEN, KATO JbPIKABHUTE
CITy’KUTEIIM TIOKa3BaT MAJIKO O-BUCOKO yaoBierBopenue (M = 3,08, SD = 0,77)
oT ciyxwurenure B 4yactHus cekrop (M = 3,00, SD = 0,66). Topa moxe na
OTpa3siBa MO-TOJCMHUTE OYAKBAHWS B YACTHHS CCKTOP IO OTHONICHHE Ha
3aIUIalllaHeTO, CBHP3aHO C TPYIOBOTO MpEICTaBsiHE, KOWTO HE BHUHATH Ce
M30bJIHABAT. M HaKkpasi, aHr&)KUPaHOCTTa U MOTHUBALIMSITA HA CIYKUTEIUTE JaBaT
MHOTO CXOJHH CPEJHUA CTOMHOCTH B pa3IMIHUTE cekTopH (myonuden: M = 2,94,
SD = 0,61; gacren: M = 2,93, SD = 0,64), koeTo npeAmonara, 4¢ oonre HuBa
Ha MOTHUBAIIUS Ca YMEPEHHU U HEYTPAJIHH 32 CEKTOpa.
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Bpb3kn MexkIy NpaKTUKHTE 3a YyNpaBlieHHEe HAa YOBEUIKHTE PeCypCH,
MOTHBALHUSITA H AHTA)KHPAHOCTTA

KopenaunoHHUAT aHaiIW3 MPEAOCTaBs LEHHA HWHGOpPMAIMS 33 BPB3KUTE
MEXJy MpakTUKUTE 3a ympaslneHue Ha uwosemkure pecypcu (HRM) u
aHT@XHPAHOCTTa W MOTHBAIMATA HA CIIy)KUTENUTe. BCHYKHM BpB3KH ca
cTatucTiyecku 3HaunMu Ha HuBO 0,01, koero mnoka3Ba IOCIEIOBaTEIHN
MIOJIOKUTETTHA aCOIMAIK B Ienusi Habop oT maHHW. Cpex MpakTHKHUTE 3a
yIpaBJIeHHE HA YOBEIIKUTE PECYpCH, HATPaauTe M CTUMYJIHTE IOKa3BaT Haii-
CHIIHA TIONIOKMTENHA KOpeNalys C AaHTaKHPaHOCTTa W MOTHBAIMATA Ha
cayxurenute (r = 0,470, p < 0,01). ToBa oTkpuTHE Npexanonara, 4¢ KoraTo
CITy’)KATENINTE BB3MPUEMAT CHCTEMHTE 32 Bh3HATPAXKICHNUE KATO CIIPABEIJINBH H
MOTHBHUPAIIHA, YYBCTBOTO MM 33 aHTAXXHPAHOCT M T'OTOBHOCT 3a IOJIATAHE Ha
yCHIIus ce yBenu4aBat 3HaunTesHo. [1o moo0eH HauKMH OlleHKaTa Ha TPYAOBOTO
npencrassae (r= 0,417, p <0,01) u obe3meTeHusTa 3a ciyxurenute (r = 0,369,
p < 0,01) 1eMOHCTPUPAT CHITHU MOJIOKUTEITHH KOPEIAIMH C AaHTAKUPAHOCTTA U
MOTHBaIusITa. Te3u pe3ynTaTd MOAYCPTABAT 3HAYCHUETO HA IPO3PAYHUTE
CHUCTEMH 3a OLICHKAa M CMHCIICHHTE IMaKeTH OT OOE3LIETEHMs 3a 3acCHIBaHE Ha
MICUXOJIOTHYECKaTa TPUBBP3aHOCT HA CIYXKUTEIUTE KBM OpTaHU3aIHATa.
Ha6upanero u mogbopa (r = 0,315, p < 0,01) u oOydeHneTo u pa3BurueTo (r =
0,205, p < 0,01) cpmo KOpemHpaT IOJIOKUTEITHO C AaHTAXKHPAHOCTTA H
MOTHBAIMTA, MAKap M ChC CPABHUTEITHO MO-ci1abu koeduimenty. ToBa mokassa,
Yye Makap CIpaBeTUBUTE POIeCcH Ha HaOupaHe Ha TIEPCOHAN M BB3MOXKHOCTHUTE
3a pa3BUTHE HA YMEHHUATa Jla WrpasT PO, TAXHOTO HEIOCPEICTBEHO
BB3JICHCTBUE MOXE Jia € MO-MalkO MNPSKO OT TOBAa HA BB3HATPAXKICHUATA,
o0e3ieTeHnaTa 1 MeXaHu3MuTe 3a oneHsBane. OTBB/1 3aBUCUMATa IPOMEHIINBA,
KOpEJIalUUTEe MEKIY CAMUTE MPAKTUKU 3 YIPABICHUEC HA YOBCIIKUTE PECYypCH
(HRM) cpmo 0sixa cuiHu. 3a0eiexurenHo e, d4e o0e3leTeHHsiTa 3a
CIIy’)KUTEIIUTE, OIICHKAaTa Ha TPYIOBOTO MPEJCTABIHEC W Bb3HATPAKICHUATA
MoKa3axa MHOTO BHCOKM B3amMoKopenaiuu (Bapuparu ot 0,693 mo 0,749),
KOETO Tpenmnoiara, 4e Te3W NPaKTHKH YeCTO Ce BB3MpHEMaT 3aeJHO KaTo
B3aMMOCBBP3aHH KOMIIOHCHTH Ha OpTaHW3alloHHaTa moakpemna. Karto 1o,
aHANM3BT MOJKpens xwumore3ara, ye¢ HRM mpakTukuTe ca MOJOKHUTEIHO
CBBP3aHM C MOTHBAIMATA W AHTAKHPAHOCTTa, KAaTO BB3HATPAXKICHHUATA M
OIICHKHTE C€ 0YepTaBaT KaTo Hal-BIMATEITHUTE (HaKTOPH.

Tabnuna 6. Kopenamuu ¢ aHTa)KHPAHOCTTa M MOTHBAIIMATA HA CITYKUTEIIHTE

Bpn3ka ¢
IIpakTHka no ynpasJjieHHe Ha
AHIAKHPAHOCT H 3HaveHue
YOBEHNIKHTE pecypcH
MOTHBALHS
Habupasre u monoop 315 p <0,001
OOy4eHue U pa3BUTHE 205 p <0,001
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Bpb3ka ¢
IIpakTHka no ynpasJjeHHe Ha
AHTAKHPAHOCT H 3HaveHue
YOBEHIKHTE pecypcH
MOTHBALHS
O0e31eTeHus 3a CITy>KUTEINTE 369 p <0,001
OueHka Ha TPYAOBOTO MPEICTaBsSHE 417 p <0,001
Harpanu u ctumynu 470 p <0,001

H3mounuk: aBTopoBa pazpaboTka

TecTBane Ha CEeKTOPHHUTE pasjinuust

Xwumnotesa 1 npearonara, 4e ciy>kKUTEIUTE B YACTHHS CEKTOP OMXa OTYHTAIIN
M0-BHCOKA YJIOBJETBOPEHOCT OT MPAKTHKHUTE 3a YINpaBJCHHE Ha YOBCIIKUTE
pecypcH, KakTo U Mo-royisiMa MOTHBALMS M aHTKUPAHOCT, B CPAaBHEHHE C TE3H B
nyOnuuHMsl cekTop. T-TecToBeTe ¢ HE3aBHCHMHU W3BAJKH 00auye HE pa3KpHBaT
CTaTUCTUYECKH 3HAYUMM PA3IMKU MEXKJIY IIECTTe W3MEPEHHM HM3MepeHHs. 3a
HaOWpaHe Ha TEPCOHAT W TIOA0OP CPEIHUTE PE3yJITaTH OsfXa MPAKTHIECKH
AJACHTHYHU MEXIY ciyxutenute B myomuaaus (M = 2.97, SD = 0.90) u yacTaus
cekrop (M =2.97, SD = 0.78), karo pa3nukata Oemnie HezHaunTenHa (t = -0.064,
p = 0.949). Tlonob6Ha TeHmeHIMA ce HabOAaBa W 3a OOydYeHHE M pa3BUTHE,
KBACTO CIy)KUTCITUTE B YaCTHHS CEKTOp OTYUTAT MAJIKO II0-BHCOKa
ynosneTBopeHoct (M = 2.74, SD = 0.95) oT ciyxurenure B MyOIMIHUS CEKTOP
(M = 2.61, SD = 0.75), HO pa3nukaTa He JOCTHrHa 3HaYuMocT (t = -1.704, p =
0.089). ITo oTHomeHMe Ha OOE3LIETEHUSTA 32 CIYKHTEIUTE, CIY>XKHTEIUTE B
IyOJIMYHMSL CEKTOP ca IOJIyYHIIM MaJIKO T0-BUCOKHM pesyntatd (M = 3.05, SD =
0.84) B cpaBHEeHuUe cbe CIykUTenuTe B yacTHUA cekTop (M = 2.96, SD = 0.73),
HO OTHOBO Ta3M pa3iuka e He3HaumtenHa (t = 1.296, p = 0.196). Ilo nonoben
HauMH, CPABHEHHUETO 3a OLIEHKATa Ha TPYAOBOTO MPEJCTaBsIHE Pa3KpH MAJIKO I10-
BHCOKHU pe3yniraTd B myosmaaus cextop (M = 2.72, SD = 0.75), OTKOJKOTO B
gacTHHs cektop (M = 2.61, SD = 0.67), BEIIpEKH Ue pa3rKaTa He € 3HAUNTEIIHA
(t = 1.647, p = 0.100). 1 Hakpasi, HarpaguTe ¥ CTUMYJIHMTE TOKa3BaT Moa00HA
TEH/ICHIIH, KaTO CITy>)KUTEIUTE B IMyOJIUYHUS CEKTOP OTIUTAT MAJIKO ITO-BHCOKA
ynosnetBopeHoct (M = 3.08, SD = 0.77) oT ciry>kureiuTte B 4acTHHS cekTop (M
= 3.00, SD = 0.66), Ho 0e3 cratucTHuecka 3Haummoct (t = 1.231, p = 0.219).
B3seru 3aexHo, Te3n pesynraTH IokasBart, ye Xuroreza 1 He ce HMOAKpers, Thi
KaTo He ca HaOJII0JaBaHW 3HAYMTEIIHM CEKTOPHHM pa3lIMKH B OLIGHKUTE Ha
CIy’)KUTEIINTE 3a TPAaKTUKUTE 3a YIPABJICHHE HAa YOBELIKHTE PECYpCH WU B
LSUIOCTHATA MOTUBALIUS U aHT'AKHUPAHOCT.

CrenoBaresHO, JOKa3aTelIcTBaTa IOAKPENSAT MOAEN Ha CEKTOpHA
eKBUBaJICHTHOCT. OOy4EeHHETO € MOJNyYWJIO yMEPEHO II0-BHCOKa OLICHKa B
YaCTHHSI CEKTOp, JOKAaro OOE3IIETCHUsTa, OLEHKATa, BB3HArPaXICHUSITA H
aHTKUPAHOCTTa €A IOJIyYMJIM YMEPEHO II0-BHCOKHM OLECHKH B ITyOJIMYHMS
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cextop. CTOHHOCTHTE Ha BEPOSITHOCTTA Ca OCTAHAIH HAJ KOHBEHITMOHATHHUS IIpar
Ha 3HAYUMOCT BBB BCIKO CpaBHEHHE. lIpeacka3aHoTo MHpPOKO MPEeIUMCTBO Ha
YaCTHUS CEKTOP € 3aMEHEHO OT KOHCTaTalHUs 3a MOJ00CH ONHUT Ha CITyKUTCIUTE
B JIBaTa CEKTOPA.

PerpecuoHeH aHaJIN3 U MoJepauys Mo CeKTOPH

[IppBUAT perpecHoHeH aHamu3 Oemie TMPOBEACH C TETTe NPaKTHKH 3a
ynpasienue Ha doBemikure pecypcu (YUP) - nHabupane u nonbop, oOyueHue u
pa3BuTHE, 00E3MICTCHHS 32 CIIy)KUTEIUTE, OLICHKA Ha TPYJOBOTO MPEICTABIHE U
BB3HATPAXKICHUS U CTUMYJIH KaTO HE3aBUCHMH MTPOMCHIIMBH, 4 aHTAKUPAHOCTTA
Y MOTHBALIMATA HA CIYXKHUTCIHWTE - KATO 3aBUCHMAa NMPOMEHIMBA. 103U Momaen
uMalle 3a [eji Ja 00XBaHe MPEKUs NMPUHOC HA MPAKTUKHUTE 33 YIPABJICHUC HA
YOBEIIKUTE PECypcH, 0e3 Ja ce OTYMUTAT HUKAKBU MOZICPHpAIIN €PEeKTH OT
cekropa Ha 3aeroctra. OOOOIMIEHWETO Ha MOJeNia IMOoKa3Ba Koe(HIIMEeHT Ha
MHOkecTBeHa kopenanus oT R = 0,481, ¢ R? = 0,231 u kopurupan R? ot 0,223.
Tosa mpenrmonara, 4e TpudIH3UTETHO 23% OT AHUCIIEpCUATa B AaHTAKUPAHOCTTA
1 MOTHBALIMATA Ha CITy>)KUTEITUTE MOXeE Ja ce 00SICHH ¢ KOMOMHHPAHOTO BIUSHIE
Ha TIPAKTHKHTE 32 YIPaBICHHE HA YOBEIIKHATEe pecypcu. CTaHmapTHATa Tperika
Ha oueHkara Oeme 0,553, xoeTo moKa3Ba yMEpEeHO HHMBO Ha TOYHOCT Ha
nporuo3ara. Pesynrature or ANOVA morBepauxa oOmaTa CTaTUCTHYCCKA
sHaunMoct Ha Mojena (F =29,719, p <0,001), neMoHCTpupaiiku, 4e IPaKTHKUTE
3a yIOpaBJICHHEC HA 4YOBCUIKUTE PECYpCH KAaTO CBHBKYIHOCT Ca 3HAYUMHU
MPEIUKTOPH 33 AQHFaXHPAHOCTTA ¥  MOTHBAlUATa HA  CIYXKHTCIIHTE.
PasriexnaneTo Ha KOCQUIMCHTUTE Pa3KpWBa, Y€ JBC MPAKTHUKU, OILICHKATA HA
TPYZOBOTO TPEACTaBSHE W BB3HATPAKACHUATA H  CTUMYJIHTE, HMaT
CTaTUCTHYECKH 3HaUnMH edextn. OTeHKaTa Ha TPYIOBOTO MPEICTAaBIHE TIOKa3a
TIOJIOKHUTENICH CTaHmapTu3upan 6era koepuruent (P = 0,148, p = 0,026), koeto
ITOKa3Ba, Ue CIIPAaBEININBUTE M CHCTEMATHIHH TIPOLIECH Ha OI[CHSIBAHE TOBHUIIABAT
MOTHBAIIMSITa W aHTAKUPAHOCTTa Ha ciyxureiante. llo momobeH HauwH,
HarpajuTe U CTUMYJUTEe nMaxa Hail-cuier edekt (f = 0,354, p < 0,001), koero
[OTYEePTABA, Ye CIPABEAIUBUTE H OOBBP3aHH C TPYIOBOTO IPEACTABSIHE HATPAIH
ca KJIIOYOB JBHUraTell Ha MOTHUBAIMATA M aHraxxupaHoctra. OT apyra cTpaHa,
HabupaneTo u moxdopa (B =-0,017, p = 0,773), o0ydyenuero u paspurueto (f =
0,003, p = 0,956) u obe3uierenusTa 3a cuyxurenute (f = 0,021, p = 0,739) He
IoKa3axa 3HauuTeNIHA MPOrHOCTUYHA CTOMHOCT B TO3H MOJICIL.

[IppBOHAYANTHATA perpecHs MMOKa3Ba, Y& Makap MPaKTHKHUTE 3a yIpPaBICHUE
Ha YOBEUIKUTE PECypCH KaTo IUI0 Ja ca 3HAYMTEIHH 3a MPOTHO3HWpAaHE Ha
AQHT@XHUPAHOCTTa W MOTHBAIMATA HA CIYXXUTEIWTE, HAW-CHIHHAT W Haii-
MOCTICIOBATEICH TPHUHOC WABA OT OIEHKAaTa Ha TPYAOBOTO IIPEACTAaBSIHE M
BB3HATPAKICHUATA M CTUMYJHTE. Te3: OTKPUTHS IPEAOCTAaBIT OCHOBATA 32 I10-
HATATBIIHU HEepapXWyHH PETPECHOHHU AaHAJHM3H, KOUTO BBBEXKIAT CEKTOPHH
pasnuuns U epeKTH Ha B3aUMOJICHCTBUE, 32 J1a CE U3CIIC/IBA JaIH Bh3ACHCTBUETO
Ha TPAKTUKATE 3a YIOPAaBICHAC HA 4YOBCHIKHUTE PECYPCH Bapupa MEXIy
MyONMYHUS U YACTHHUS CEKTOP.
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Tabmumata  ,,BpBeaeHn/mpemMaxHatd  MPOMEHJIMBH  TIOKa3Ba  KOH
TIPOMEHJIVBY Cca BHBEJICHH Ha BCSKa CTHIKA (0710K) oT perpecusta. B Mogen 1 ca
BKITIOYCHH OCHOBHHTE HE3aBUCHMH ITIPOMEHIIMBH, CBBP3aHH C TPAKTHUKUTE 3a
yrmpaBieHne Ha doBemkute pecypen (Habupanme u mombop, OOydeHue wu
pasButue, O6e3mereHns 3a ciayxutennte, OleHKa Ha TPYJIOBOTO MPEACTABSHE,
Harpamm u crumymnm), 3aegHO C €OWH TEPMHH 3a B3aUMOJACHCTBHE
(cextop_Ha HabupaHe Ha paboromaren). B Mogen 2 e mobaBeH CEKTOPBHT Ha
3aeroctTa  (MyONMYeH/4acTEH), 3acOQHO C  OCTAHAIMATE TCPMHUHH 34
B3aMMOJIcHicTBHE (CEKTOP Ha_OOydYeHHE, CEKTOp Ha IIO0JI3H, CEKTOp Ha_ OILICHKA,
CexkTop Ha Harpanu). Tasu Tabnmuia H3sICHsABA WepapXW4yHaTa HpoIeaypa: Ha
IIbpBaTa CTHIIKA Ca TCCTBAHU ITPAKTUKUTE 32 YIPABICHUE HA YOBCIIKUTE PECYPCH,
a Ha BTOpaTa CTHIIKA Ca BbBEJCHH e(EKTUTE Ha CEKTOPa M B3aNMOICHCTBHETO, 3a
Jla ce M3CJieIBa MOTEHINaIHaTa MOICPAIHs.

Tabnunara ,,O00001IeHHE HA MOJENa™ TPEJCTaBs OOSICHUTEIIHATA CHJIa Ha
JBaTa perpecoHHH Moxena. B Moxen 1 koedurmeHThT Ha Kopenanus ¢ R =
0,483, nokaro R? = 0,233, xoeTo mokasBa, 4e okojo 23,3% oT mucnepcusra B
MOTHBAIIMATA M aHTOKUPAHOCTTA Ha CIY)KHTEIUTE Cce OOSICHSABA C OCHOBHHTE
MIPaKTUKU 3a yOpaBlieHWe Ha YoBemKuTe pecypcu. Kopurupanusr R? = 0,224
MOTBBPXKAaBa CTAaOWJIIHOCTTa Ha MOJeNia CcJeJ KOopurhpaHe 3a Opos Ha
npeaukropute. CTaHIapTHATA Tpelka Ha orieHkara = 0,55262 noka3Ba cpeqHara
rpemrka Ha nmporHo3ata. [IpomsiHaTa B R? e ctatuctnaecku 3naunma ( F( 6,493) =
24,967, p < 0,001).

B Mopuen 2, cnen no6aBsiHe Ha CEKTOpHATA MPOMEHIINBA (ITy OJIMIeH/9acTeH )
U ycrioBusATa 3a B3aumojeiicteue, R = 0,488 u R? = 0,238, xoeto mokasa camo
MHUHHMAJIHO TToI00peHNe B CpaBHEHNE ¢ IbpBHS Mojell. Kopurupanuar R? ieko
Hamansea o 0,221, nokato Sig. F Change = 0,680, xoero moka3ea, 4e Te3u
no0aBKM HE TOAO0OpsABAT 3HAYUTENHO OOsSCHUTENIHATa cuia Ha mozena. Karo
110, MHPBHAT MOJICN C NPAKTUKU 3a YIPABICHHEC HA YOBCIIKHTE PECypCH
MPEIOCTaBs 3aJ0BOJUTEIHO OOSCHCHHEC HAa MOTHBAIUATA M aHTAKUPAHOCTTA,
JIOKATO BKIFOYBAHETO HA CCKTOPHHUTE M MHTEPAKIMOHHUTE e(eKTH HEe N00aBs
3HaYMMa POTHOCTUYHA CTOMHOCT.

Tabimumata ANOVA noxka3sa o0miara cTaTUCTUYECKA 3HAYMMOCT Ha JBaTa
Monena. B Momen 1 aHanmu3bT NOKa3Ba, Y€ MPAKTUKUTE 3a YIpaBlICHHE Ha
YOBEIIKUTE PECYypPCH OOSCHIBAT CTATUCTHYCCKH 3HAYMMA YaCT OT JUCIICPCUATA B
MOTHBAIIMSITA U aHTaXUpaHocTTa Ha ciayxurenure ( F( 6,493) = 24.967, p <
0.001). ToBa MOTBBpPKAABA, U€ MOJCITBT KATO ISUIO € BAJTUICH U Y€ IPSAUKTOPHUTE
JIOTIPHHACST 3HAYUTEITHO.

B Mopgen 2, xoiito no6aBsi cekropa (IyOnM4eH/4acTeH) W YCJIOBHATA 3a
B3aUMO/ICHCTBUE, MOJIETBT OCTaBa cratucTrdecky 3HaunM ( F( 11 488) = 13,851,
p <0,001). ITo-auckara F-ctoiiHocT B cpaBHeHme ¢ Mogen 1 obade mpeamosiara,
4e BBIPEKH Y€ Pa3MIUPEHUAT MOJEIN € 3HaUYnM, J0OaBeHNUTE MPOMCHIIMBH HE ca
MOTOOPHIIH CHIIECTBEHO OOSICHUTENHATA cHia. B 3akimodueHne, u aBaTta Mojaesa
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ca CTATMCTUYECKH 3HAYMMH, KaTO IIBPBHUSAT MOJIEI IPEAOCTABS MMO-CHITHO U TI0-
MECTEINBO OOSICHEHHE.

Tabnunata ¢ KOSHUIIMEHTUTE MIPEICTABS KOCHUIIMCHTUTE HA PEIPECHsl U 32
nBata mozena. Mogen 1: Onenkara Ha Tpy0oBoTO npencrassue (B = 0,136, p =
0,021) u marpaaure u ctumymute (B = 0,311, p < 0,001) ce ouepraBar kaTo
CIMHCTBCHUTE CTAaTHCTUYECKA 3HAYMMH TMOJOXHUTCITHH TPEAUKTOPH 3a
MOTHBAIlMSITa W AaHTa)XHPAHOCTTAa HA CHyXurenute. Jpyrm mpakTUKH 3a
yIpaBJIcHHE Ha YOBEIIKHTE pecypcH (HaOmpaHe Ha TepcoHan, oOydeHue,
obOe3mieTeHus1) HE TMOKa3BaT 3HaduTeNneH edekr. ToBa mpexdmonara, de
CITy’)KUTEIINTEe CBBP3BAaT MOTHBAIMATA CH MPEIUMHO C NMPU3HAHKE, CIIPaBeIINBa
OIIEHKA Ha TPYAOBOTO MPEJCTABSIHE M 0CE3aeMH HATPAIH.

Mogen 2: Jlopu ciem BKIOYBaHE Ha cekropa (ImyOiaudeH/dacTeH) H
YCIIOBHSITA 32 B3aNMOJICHCTBHE, HATPAUTE U CTUMYJIUTE OCTaBaT €ANHCTBEHHUAT
nocnenoBaresieH 3HayuM rnpegukrop (B = 0,299, p < 0,001). Huro camusr
CEeKTOp, HHUTO YCIOBHUSTAa 3a B3aUMOACHMCTBHE JIOCTHraT CTaTHCTUYECKa
3naunmoct (p > 0,05), koeTo nokas3Ba, ue ePeKThT OT HIPAKTUKUTE 32 YIIPaBICHHE
Ha YOBELIKUTE PECYpPCH BBbPXY MOTHBALUATa HE CE pas3iiuyaBa ChIIECTBEHO
MEX]y ITyOJMYHUS U YaCTHUS CeKTOP. [IpaBu BrieyaTIICHUE, Y€ HIKOJIKO YCIIOBHS
3a B3aUMOJICHCTBUE MOKa3BaT MHOTO Bucoku croitHoctu Ha VIF (>10), xoero
mpexroxara mpodieMn ¢ MyITHKOIMHEapHOCTTa. ToBa 03Ha4YaBa, 4e yCIOBUATA
3a B3aWMOJCHCTBHE ca CHJIHO KOPEIMPaHH C OCHOBHHTE IPEIUKTOPH,
HaMaJsIBaliKu CTaTUCTUYECKaTa yCTOMYMBOCT Ha Mozena. Karo usno, aHaius3 b
Io4epTaBa HarpaIauTe U CTUMYJINTE KaToO IICHTPAJICH ABUTATE] HA MOTHBALIAATA
1 aHTXHPAHOCTTA HA CIy)KUTEIHNTE, KaTO OLICHKAaTa Ha TPYIOBOTO MPE/ICTABIHE
“Ma BTOPOCTENICHHA, HO BCE MaK BajkKHA POJIS.

Ta6munara ,,JM3kmodenn npomernuBu™ (IIpunoxkeHue 2) moka3Ba KOW
MPEeJUKTOpH HEe ca OWINM BBBEICHW B IBPBHA perpecroHeH Mogen. [lo-
KOHKPETHO, CEKTOPBT Ha 3aeTocTTa (ITyOJMYeH/J4acTeH) W BCUYKU TEPMHUHH 32
B3anMO/IEHCTBHE (CEKTOp Ha 0OYUIEHHUETO, CEKTOP Ha 00€3IeTEeHUATA, CEKTOp Ha
OIICHKAaTa, CEKTOP Ha HAarpaauTe) Osixa u3kiro4YeHu or Mojen 1 u BbBelleHH TO-
KbCHO B Mogen 2. Benuku croitHoctu Ha Sig. ca Hax 0,05, koeto mokas3sa, ye
HUTO CJIMH OT TE3U MPEIUKTOPH HE OU OCUT'YPHII CTATHCTHYCCKU 3HAYUM MPHHOC,
ako Oemie BKJIOYCH B mbpBus Mojen. OcBeH ToBa, ctoiiHOocTHTe Ha VIF ca
M3KIIOYUTENHO BUCOKH (Hax 10, mocturaiiku 1o 21), KoeTo moayepraBa CHIHA
MYJITHKOJIMHEApHOCT. ToBa O3HauaBa, Ye TEPMUHHTE 32 B3aMMOJCHCTBHE ca
CHITHO KOPEJHpaHH C OCHOBHHUTE MPEAUKTOPH, KOETO HaMalsiBa HAaIEKIHOCTTA
Ha ouleHKuTe. TabnmuiaTa moxas3sa, 4e e()eKTUTE Ha CEKTOpa U B3aNMOICHCTBHETO
HE M0I00PABAT 3HAYUTEITHO OOSICHEHHUETO 32 aHTAKUPAHOCTTA U MOTHBALIMATA HA
CITy’)KATENINTe, KaTO €THOBPEMEHHO C TOBa CBH3/IaBaT CEPHO3HU INPOOIIEMH C
MYJITHKOJIMHEAPHOCTTAa B MOJIEIA.
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Tabmuma 7. MHOXECTBEHH PETPECHOHHU NIPEIUKTOPH 32 aHTUKUPAHOCT U
MOTHBAIHA

Cranjgapru3npana p-

IlpeaukTo .
per P 0eTa Bepcust CTOMHOCT

Pesyarar

HezaBucumust
MIPEUKTOPEH
MIPUHOC €
OrpaHuyeH

Habupane u nogodop -.017 773

HezaBucumusr
MPEIUKTOPCH
MIPHUHOC €
OTPaHUYCH

OOy4eHue U pa3BUTHE .003 956

HezaBucumust
O0e3merenus 3a MPEIUKTOPEH
o 021 739 PCHKTOP
CITY)KATCITUTE MIPUHOC €
OTPaHUYCH

3HaunTeNeH
.148 .026 MOJIOKUTEJIEH
MIPEIUKTOP

OrneHka Ha TPYAOBOTO
Mpe/CTaBsIHE

Haii-cunen
3HAYUM
MOJIOKUTENIEH
MIPEAUKTOP

Harpanu u ctumynu 354 < 0,001

H3mounuk: aBTopoBa pazpaboTka

[TepBoHauyamHusAT Mosen 00sicHu 23,1% oT nuciepcusaTa B aHMaKHMPaHOCTTa
U MOTHBALUSITA Ha CIYXWTEJIUTE W JOCTUIHA CTaTHCTHYEcKa 3HauMMocT, F(
5,494) = 29,719, p < 0,001. ﬂepapanHMﬂT Mozen aocrturHa R? = 0,238 crnen
n00aBsHE Ha CEKTOPHUTE U MHTEPAKIIMOHHUTE TepMHUHU. Y BenmueHueTo ot 0,005
Oelle CTaTHCTHMYECKM OTPAaHMYEHO W MHTEPAKIMOHHUTE TEPMHUHHM TI'eHepupaxa
BHCOKHM KOC(UIMEHTH Ha MH(GUIAIMSA Ha AUCIEpcusATa. Pe3ynrature moakpensT
MpSKaTa PEIEBAHTHOCT HA NMPAKTUKUTE 33 YIPABJICHUE HA YOBEIIKUTE PECYpPCH,
MO-CTICIMAIHO OLCHKATa W BB3HATPaXKICHUATA, W IOAKPEISAT OOII MPOTHO3CH
MOJIET B PA3IMIHUATE CEKTOPH.

Hdemorpadcku pazanyuus

bsixa mpoBeleHM t-TECTOBE C HE3aBHCHMMH W3BAJIKH, 32 Ja C€ H3CIeIBar
pa3IMKUTE MEXKAY MOJIOBETE B IMPAKTUKUTE 33 YNpPaBICHHE HA YOBELIKUTE
pecypcu. 3a HabupaHETO ¥ MOAOOpa, CITYKUTEIIUTE OT MBXKKH 1ol (M = 2.89, SD
= (.85) oT4HTAT MMO-HHUCKA yIOBICTBOPEHOCT B CPABHEHHUE CHC CIIY KHTEIUTE OT
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xkeHcku non (M = 3.15, SD = 0.79), karo Ta3u pasiauKa € CTaTUCTHYECKH
3Haunma, t( 498) = -3.264, p = 0.001. 3a counmanauTe NPUAOOUBKH 32
CIY)KUTEINUTE, CIYyKHUTeIUuTe OoT MBXkH mon (M = 2.90, SD = 0.81) oTtHOBO
OTYHTAT MO-HUCKA YIOBICTBOPEHOCT OT CITY>KUTEJIHMTE OT >KeHCKH 1o (M = 3.23,
SD = 0.69), xaTo pasnukarta € cTaTUCTHUYeCKH 3HaumMma, t( 498) = -4.782, p <
0.001. B citydas ¢ olieHKaTa Ha TPYIOBOTO MPEICTaBSHE, CITYKUTEIUTE OT MBXKKH
noa (M = 2.59, SD = 0.70) ca noiy4unu Ho-HUCKA OLIEHKA OT CIY>KUTEIHUTE OT
xerncku on (M = 2.84, SD = 0.70). Paznukara Oemie 3Haunrtenna, t( 498) = -
3,705, p < 0,001. Hakpas, 3a Harpagute 1 CTUMYJIUTE, CIIy>KUTEIUTEe Mbxe (M =
2,94, SD = 0,69) 0T4HTAT MO-HUCKH OLICHKH B CPABHCHHUE ChC CITYIKUTCIUTE KCHH
(M =3,26, SD = 0,72) u Ta3u pa3nuka Oelie CTATUCTUYCCKH 3HaunMa, t( 498) = -
4,627, p <0,001.

Beme mposenen enmnodakroper ANOVA, 3a n1a ce TeCTBaT pa3lIUKUTE B
MPAKTUKUTE 33 YIPaBIICHHE HAa YOBCIIKUTE PECYPCH MEKAY OOpa30BaTCIHUTE
HuBa. 3a HabupaHe u MoaAdOop aHaMU3bT Oemie 3HauuM, F( 5, 494) = 10,339, p <
0,001. Cpennute pesynaratu Bapupaxa ot 2,20 (SD = 0,83) cpen 3aBbpmmimTe
HavdamHo ywwmnie go 3,25 (SD = 0,76) cpen 3aBbpuimimTe OakanaaBbpcKa
creneH. [locnenBamute TectoBe Ha LSD mokazaxa, 4e 3aBbpHIMIIUTE HAYaITHO
o0pa3oBaHHE ca TOCTHUTHAJIM 3HAYMUTENHO IO-HUCKH PE3yNTaTH OT BCHYKH
OCTaHAJIM TPYITH, BKIIOYUTEITHO 3aBBPIIMINTE cpenHo obpazoBanue (M = 2,86,
SD = 0,85), 3apppmmmre konex (M = 2,93, SD = 0,82), 3aBpprimiuTe
6akanaBbpcka creneH (M = 3,25, SD = 0,76), 3aBbpIIMINTE MaruCThpCKa CTETIEH
(M = 3,13, SD = 0,79) u nokropantu (M = 2,90, SD = 0,77). OcBeH TOBa,
3aBBPIIMINTE CPEAHO OOpa3oBaHME W 3aBBPIIMINTE KOJCK Ca TMONYUHIH
3HAYHUTEITHO ITO-BUCOKH OIICHKH.

3a obesmiereHusra 3a ciyxurenure, ANOVA cobmo Oemre 3naunm, F( 5,
494) = 6,526, p < 0,001. 3aBppIImIHTe HAYATHO OOpa30BAaHHME OTYMTAT HAaii-
HucKaTa cpenna croiiHocT (M = 2,41, SD = 0,83), 3HAYHTEIHO MO-HUCKA OT
BCUYKHM OCTaHaJIM IPyNu. 3aBbpLUIMINTE OCHOBHO oOpazoBanue (M = 3,20, SD =
0,70) mocTHrHaxa 3HAYUTEIHO MO-BHCOK PE3YNTaT OT 3aBBPINMIATE CPEIHO
obpazoBanue (M = 2,93, SD = 0,82). 3aBbppuImiimte MarucTbpcka crernen (M =
3,12, SD = 0,75) cbmio 0sxa MO-BUCOKH OT 3aBBPIIMINTE CPETHO 00pa3oBaHUE,
JIOKaTo 3aBbpmwinTe noktopcka cremeH (M = 2,88, SD = 0,81) He ce
pasnryaBaxa ChIIECTBEHO OT ITOBEYETO IPYTH TPYIIH.

Pesynrature 3a OLeHKa Ha TPYJOBOTO MPEACTABSHE MOKa3aXa 3HAYMTEIIHH
Bapuaruu, F( 5, 494) = 3.878, p = 0.002. 3apppmmiinTe HAYaTHO YUIIIUIIC
OTHOBO OIIEHMXAa NMPAKTUKUTE Hak-HICKO (M = 2.23, SD = 0.62), 3HaYUTEITHO T10-
HHUCKO OT 3aBBbPIIWINTE cpemHo oOpazoBanme (M = 2.63, SD = 0.74),
3aBBpUIMIINTE BHCIIE oOpazoBanme (M = 2.62, SD = 0.65), 3aBppmmiuTe
Oakanapbpcka crereH (M =2.81, SD = 0.71), 3aBbpIIMIATE MAarUCTHPCKA CTETICH
(M = 2.74, SD = 0.71) u noxropantu (M = 2.62, SD = 0.69). OceH ToBa,
3aBBPIIMINTEC OaKalaBbpCKa CTCICH HMMaxa 3HAYUTEIHO II0-BHCOKH CPEIHH

63



CTOWHOCTH OT 3aBBPIIMIINTE CPeTHO 00pa30BaHue, JOKATO IPYTH PA3IUKUA MEXKIY
3aBBPIIMINTE MTO-BUCOKH CTETICHU HE OgXa 3HAYNTEIHH.

Haxkpas, Harpagute ¥ CTUMYJIUTE CHIIO pa3Kpuxa 3HaunuTenHu edextu, F( 5,
494) = 5,335, p < 0,001. Haii-HuCKUTE OLICHKH OTHOBO Os1Xa CpeJl 3aBBPIIIUTE
HagasrHo oOpa3oBanue (M = 2,54, SD = 0,60), kouTo ce paznnyaBaxa 3HAUUTEITHO
OT BCHYKH OCTAaHAJIM TPYIH. 3aBbpIIMINTE OaKaTaBbpcKa CTEIIEH OTYMTAT HaHi-
BHCOKa cpenHa ctoiHocT (M = 3,21, SD = 0,69), 3Ha4uTETHO HAJ| 3aBHPIIAIUTE
cpemno obpazosanue (M = 3,00, SD = 0,74) u 3aBpprmmnTe kojex (M = 2,97,
SD = 0,68). 3aBppurnmmre maructbpcka crened (M = 3,13, SD = 0,72) u
noktopanTcka creneH (M = 3,04, SD = 0,63) cbhIlo MOCTUTHAXaA IMO-BUCOKH
pe3ynTaTH OT 3aBBPIIWINTE HAYalHO O0Opa3oBaHKME, HO HE CE pasjnyaBaxa
CBILECTBEHO €IUH OT JAPYyT. Te3: OTKPUTHS MOTBBPIKAABAT 3HAUUTCITHU PA3JIHKH
MEXIy OOpa30oBaTEeIHHTC HUBA, KaTO 3aBBPIIWIATE HAYalIHO OOpa30BaHUE
MTOCTOSIHHO OLICHSBAT MPAKTHUKUTE 32 YMPABICHHE HA YOBCIIKUTE PECYPCH IO-
HETaTHUBHO, a 3aBBPIIMINTE OakalaBbpCKa CTENCH KATO IJI0 OTYHUTAT Haii-
BHCOKa YIOBJIETBOPEHOCT. [IbHUAT HAOOp OT cpaBHeHHs Ha LSD e npemoctaBen
B IIPHAJIIOKEHHUETO.

AHaNMM3BT CHIIO Taka M3CICABA Jalld BB3MPUATHATA 32 MPAKTUKUTE 3a
yIpaBJeHUE Ha YOBEIIKUTE PECYpPCH CE pa3iiMyaBaT B pa3jInUHUTE BH3PAcTOBU
rpynu. 3a Habupanero u nomdoopa, ANOVA mokasza CTaTHCTUYECKH 3HAYMMH
pasmukwu, F( 5, 494) = 5,158, p <0,001. Cayxutenure Ha Bb3pacT 25-34 roauHu
OTYHTAT Hal-BUCOKa yaoBieTBopeHoct (M = 3,12, SD = 0,93), cneaBanu oT Te3u
Ha BB3pacT 35-44 (M = 3,10, SD = 0,73) u 55-64 (M = 3,13, SD = 0,68). 3a
pasiuKa OT TOBA, IMO-MJIAJIUTE CIYXHUTEIH Ha Bh3pacT 18-24 roawHn m3pas3ssar
Hali-HUCKW HHMBa Ha ymoBierBopeHocT (M = 2,62, SD = 0,89), Hapen ¢ Haii-
BB3pacTHara rpyna Haja 64 roguau (M = 2,66, SD = 0,87). [TocnenBamure LSD
TecTOBE (BM)KTE NPWIOKEHUETO) TIOTBBPAMXA, YE CIYKHUTEIUTE Ha BB3pacT 18-
24 roAMHM OLEHSBAaT HaO0MpaHETO M NOAOOpa 3HAYMTENHO IO-MaJKO
MOJIOKUTEIHO OT CIyXHuTenaure B rpynure 25-34, 35-44 u 55-64 rogunu.

3a 00e3lIeTCHUATa 3a CIYKHTCIUTE CBHIIO OsXa OTKPUTH 3HAYUTCITHH
pasJMKH, CBBP3aHu ¢ Bb3pactTa, F( 5, 494) = 4,065, p = 0,001. Ciiyxurenure Ha
BB3pacT 25-34 roquHM OTHOBO CHOOIABAT 3a Hal-OnaronpusTHU OleHku (M =
3,19, SD = 0,83), cnenBanu OT Te3u Ha Bb3pacT 45-54 romquau (M = 3,06, SD =
0,71) u 35-44 romuan (M = 3,03, SD = 0,77). Haii-Huckure cpeHu CTORHOCTH
ca HaOJIOJaBaHU CpeJ| Haill-MJTaJIuTe PECIIOHACHTH Ha Bh3pacT 18-24 romuan (M
= 2,72, SD = 0,88) u te3u Hag 64 roguan (M = 2,66, SD = 0,75). Post-hoc
TECTOBETE IMOMUYEepTaBaT, ue Tpymara Ha BB3pacT 25-34 TOOuHHM € TOoJyduia
3HAYUTEJIHO TO-BUCOK pe3ynrar oT rpynurte 18-24 u Hajy 64 ronuHU, ITOKATO
Pa3NUKNTE MEXKAY TPYTIUTE Ha CpelHa BB3PACT Ca IMO-MaJKH M HE ca MMOCTOSTHHO
3HAYAMU.

3a HarpajiMTe U CTUMYJIMTE Pe3yJITaTUTe PasKpuxa M0-CKPOMHH, HO BCE MaK
3HAYUTEIHN PA3INKA MEXIy Bbh3pacToBuTe rpymnu, F( 5, 494) =2,489, p =0,031.
Cryxxurenute Ha Bb3pacT 25-34 roguan (M = 3,20, SD = 0,75) u 35-44 roaunau
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(M =3,13,SD =0,71) nagoxa Halk-OJIaronpHUATHA OIIEHKH, JOKATO CITyKUTEITATE
Ha BB3pacT HaJ 64 TOAMHU OTYNTAT Hali-HUCKA ynoBieTBopeHocT (M = 2,84, SD
= 0,48). Post-hoc aHanm3uTe Moka3Bar, 4e PazIuKUTE Ce JBJDKAT TJIAaBHO Ha ITO-
mnaaute (18-24) u mo-Bb3pacTHUTE CITy>KHTEH (>64), KOUTO OTIUTAT TO-HUCKA
YIOBIIETBOPEHOCT B CpaBHEHHUE C Bb3pacToBara rpymna 25-34 roqunu. Kato 11510,
TE3U pe3yJTaTH IMOKAa3BaT, Ye CIYXUTEIUTE B PAaHHUTe M KbCHUTE €Tanu Ha
KapuepaTta CH ca CKIOHHH Jla OBJaT MMO-MajKO JOBOJHH OT IMPAKTUKUTE 3a
yIpaBJICHUEC Ha YOBCHIKUTE PECYPCH, JOKATO CIY)KUTCIUTE B Cpeiara Ha
Kapuepara CH — 0COOCHO Te3H Ha Bb3pacT 25-44 roAuHu — OIICHABAT HAOMPAHETO
Ha MEPCOHAJ, O0C3IETCHUATA U BB3HATPAXKICHUATA MO-TIOJOKUTEITHO. [IbiIHH
post-hoc cpaBHEHUs ca MPEJOCTABCHU B IPUIIOKECHUETO.

AHanu3bT H3CNEABa CHIIO JAJIM  BB3NPHUATHATA 33 IIPAKTUKUTE 3a
ynpasienue Ha yosemkute pecypcu (HRM) Bapupar B 3aBUCHMOCT OT TPy XOBHS
CTaX Ha CIy)kKuTenuTe. 3a HabupaHeTo Ha nepcoHan u noxgbopa, ANOVA nokaza
3HAUUTENHU pasnuku, F( 3, 496) = 2.992, p = 0.031. Ciryxurenure ¢ noBeye ot
IIECT TOAWHU TPYIOB CTaXK OTYUTAT Ha-BHCOKa yaoBIeTBOpeHocT (M =3.12, SD
= 0.82), mokaTo Te3W C TPU A0 INECT TOAWHHU TIOKa3BaT Hai-HUCKA CpeaHa
croitHocT (M = 2.84, SD = 0.76). Post-hoc LSD cpaBHeHHATa TOTBBPAUXA, TE
CITy’KHTEJINTE C TIOBEYE OT LIECT TOANHH TPYAOB CTaX M3Pa3siBaT 3HATUTEIIHO 110-
BHCOKa YIOBIETBOPEHOCT OT CIy)KHTEINUTE C €AHa OO TPH TOAWMHM (CpemHa
pazmuka = 0.20, p = 0.040) u Te3u ¢ TpH 10 mIeCT ToauHA (cpeana paznuka = (.28,
p = 0.005). Paznukure Mexay TpynuTe C IO-KpaThbK TPYIOB CTaX He Osxa
CTaTUCTUYECKH 3HAYUMH.

3a o0e3mieTeHHATa 3a CIY)KHTEJWTE CBINO OfXa OTKPUTH 3HAYUTEITHH
pasmukwu, F( 3,496) = 4,148, p = 0,006. Coy>kuTenuTe ¢ oBede OT IIeCT TOMHH
TpyaoB crax (M = 3,13, SD = 0,75) u te3u ¢ mo-Manko ot exHa roauna (M =
3,11, SD = 0,72) oTuuTar HO-BHCOKA YAOBIETBOPEHOCT B CPAaBHEHHE CbC
CITy’)KUTENUTE ¢ OT enHa 1o Tpu roauuu (M = 2,86, SD = 0,92) u oT Tpu A0 1mecT
romman (M = 291, SD = 0,70). Post-hoc LSD TecroBere mokaszaxa, ue
CIIy’)KUTEIIUTE C OT €HA JO TPH FOJUHH UMAT 3HAYUTEITHO MMO-HUCKU OIICHKH 3a
o0e3mieTeHNATa B CpaBHEHNE KAaKTO C TE3W C MO-MaJIKO OT €IHa ToIuHa (CpenHa
pasmuka = -0,25, p = 0,035), Taka u ¢ T€3UW C MMOBeYE OT MIECT FOJUHU (CpeaHa
pasmuka = -0,27, p = 0,003). Ilo momobeH HaYWH, CITYKUTEIUTE C TPH 1O IIECT
TOJWHU TPYAOB CTaXX OTYHUTAT MO-HHUCKA YJOBJIETBOPEHOCT OT CITy>KUTEIHUTE C
mmoBede OT miecT roauau (cpeaHa pasiuka = -0,23, p = 0,012). Te3u pe3ynraru
MOKa3BaT, Y€ TPYNOBHST CTaX HWrpae 3HA4MMa pojs BB (OPMHUpPAHETO Ha
BB3MPUATUATA HA CIYKUTEIUTE 32 MPAKTUKUTE 3a YNPABJICHHEC HA YOBCIIKUTE
pecypcu. JlokaTto MO-HOBHUTE CIYKHUTEIH W T€3H C HO-ABIBI TPYAOB CTaX ca
CKJIOHHM Jla OIICHSABAT HAOMpPAaHETO HA NEPCOHAT M OOE3MICTEHUSITA II0-
MOJIOKUTEITHO, CITY>)KUTEIUTE B CPEIHUTE €TAlK Ha TPYIOBHS CTax (OT eIHA 10
IIECT TOAMHHU) OTYMUTAT CPABHHUTEIHO IO-HHCKA HUBA Ha YJOBJICTBOPEHOCT.
[IpnHUTE pe3ynraT OT post-hoc TecTa ca NPeICTaBeHU B MPUIIOKEHHUETO.
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EMmnmpuaHuTE pe3ynTaTH ce CBEXIAT IO TPU OCHOBHHU 3akitodeHus. [IspBo,
IMTyONMWYIHAAT W YaCTHUAT CEKTOP MOKA3BaT MHOTO CXO/IHHU CHBKYITHU BB3MPHUSATHS.
Bropo, KauecTBOTO Ha BB3HATPAKICHUATA U OLICHKATa € Hali-CHIIHO CBBP3aHO C
MOTHBAIIMATa W aHTaXXHpaHOCTTa. Tpero, memMorpadCKUTe TPyNH BB3MpHEMAT
CHCTEMHUTE 3a YIpaBICHHE Ha YOBEMIKUTE PECYpPCH IO Pa3IMYeH HAYHWH, KOETO
OCHTYpsIBa OCHOBA 32 II0-CETMEHTHPaHa KOMYHUKAIUS, pa3BUTHE U MOHUTOPHHT
HAa CIPaBEAIMBOCTTA. Te3U 3aKITFOUCHISI H3MECTBAT YIIPABICHCKOTO BHUMAHKE OT
CTHKCTHTE Ha (OPMAITHHS CEKTOP KbM HAICKIHOCTTA, HOCICAOBATCIHOCTTA U
pa3BoifHATa CTOWHOCT HA MPAKTUKUTE B YIPABICHUECTO HA YOBCIIKUTE PECYPCH.

3.3. NIPENOPBKU, KbM HR MEHU/UKBPUTE, BASUPAHU HA
N3CJIEIBAHETO

B®3 ocHOBa Ha pesynraThTe OT mMpoyuBaHeTo, HR MEHHMIKBpUTE KAKTO B
WHIYCTPUATHUTE, Taka W B IyOJUYHUTE OpraHW3aldd MOTaT Ja 3acHUIsaT
MOTHBAIUSITA ¥ OPTaHU3AIMOHHATA AHTAXXHUPAHOCT, KAaTO CE ChCPEAOTOYAT BEPXY
HR oOnactute, KOHMTO CIy>KUTCIUTEC BB3IPHEMAT KAaTO HaW-3HAYUMU.
JlokazarerncrBaTta MoKa3BaT, e HArPAJUTE M CTUMYJIUTE Ca HAN-CHIIHUAT JIOCT,
KaTo OIICHKaTa Ha TPYJOBOTO MPEJACTABSIHE CHIIO AONPUHACS 3HAYMMO, JOKATO
00y4YeHHETO M Pa3BUTHUETO H3MICKAAT HaW-CIabM M MO-MalKo CBBP3aHU C
ocezaemu pesynratd. ClefHUTE NPENOPBKH TMPEBPBLIAT TE3M MOJCIH B
MPUJIOKUMH YIIPABICHCKHU IEHCTBHS.

3a uHaycTpHatHuTe GUPMU MPUOPUTET TPSOBA Ja Ce Iajie Ha U3rPaKJaHETO
Ha MHTETPUPaH JIOTOBOP 3a TPYIOBO IPEICTaBsiHe, KOWTO 0OeAnHsIBa OlICHKATa,
BB3HAIPAKICHHUITA U PA3BUTHETO B €/IHA ChIIIACYBaHA cHCcTeMa. MEHHDKbPUTE
YOBEIIKH PEeCypcH TpsOBa Ja yCTAHOBAT MPOLECH 3a OLCHSBAHE, KOUTO Ce
OCHOBABAT Ha SICHU KPUTEPHUHU U MOCIIEAOBATEIHN CTAHAAPTH 32 I0KA3aTENICTBA B
paznuynuTe 3BeHa. OOYYEHHETO HAa MEHHKBPUTE OTHOCHO TOYHOCTTa Ha
OLICHSIBAHETO, JIOKYMEHTHPAHETO M OLIEHKATa, OCh3HABAIIA MPELy0ekKIeCHUATA,
TpsiOBa Ja CBHIOBTCTBA Ta3W IPOMsHA, HApEJ C TMEPHOAWYHMA CpEINU 3a
KamuOpupaHe, KOWTO ChIVIACYBAT HOPMHTE 3a OICHSABAHC W HaMalsBaT
BB3NPHUATUATA 32 (aBopusupaHe. OTACIBT MO YOBCIIKA PECypcH TpsOBa na
WHCTUTYIMOHAIHM3HUPA CTPYKTYPUPAHHS JUAJIOT 33 TPYAOBOTO MPEACTaBIHE Upe3
TPUMECCYHH IPOBEPKHU, KOUTO JABAT JOKYMCHTUPAHHU PE3YJITATH, BKIIOYHTEITHO
aKTyaJIM3UpaHy LEed, IOTOBOPEHH JICHCTBUS 32 Pa3BUTHE U SICHA OYaKBAaHUS 3a
ClIeIBAIlld CTHIIKU. YCHOPEIHO C TOBa, apXMTEKTypaTra Ha Bb3HAIPAKACHUSITA
TpsOBa 11a Obe MpepaboTeHa KbM MPO3PAYHOCT U BH3IpHUEMaHa CIpaBeJInBOCT.
MeHUDKBPUTE YOBELIKH pecypcH TpsiOBa Ja BbBeIaT KOMYHHKAIMs 32 HUBATa
Ha 3alUlalllaHe 10 HUBA HA POJIs, J]a M3SACHAT MPaBUiIaTa 3a JOMyCTHMOCT Ha
OOHYCHTE U Jia OTIPEEIIAT [IPAroBe 3a TPYJ0BO NPEJCTABSHE U TEKECTH, TaKa ue
CIy)KUTECIIUTE Ja MOorar Ja pasdepar Kak ce ONpEACsIT pe3yJITaTHTe.
[IpusHanueTo TpsiOBa Ja BKJIIOYBA M CTPYKTYPHPAHH HEMAPUYHH MEXaHU3MHU,
KaTo HampuMep yBeIWuYcHHs, O0a3upaHu Ha CEPTU(PHUIMPAHE, CKUITHU HArpaj,
00BBpP3aHU C HM3MEPHM MPHUHOC, M O(UIMAIHO NMPHU3HAHUEC 33 MOCTHKCHUS B
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obnacTTa Ha 6E€30MACHOCTTA WIIM Ka4eCTBOTO, C MyOJIMKYBaHH KPUTEPUH, KOUTO
noakpersaT noBepuero. OOydeHweTo TpsOBa Oa Ce€ MPETO3HIIMOHUpPA KaTO
OCHOBEH (DaKTOp 3a pa3BUTHE, a HE KAaTO aJIMUHHCTpaTHUBHA NeitHoCT. OTaembpT
,,JOBeImKN pecypcu™ TpsOBa Ja BHEAPH MATPUIM HA KOMIIETEHTHOCTHTE,
0a3upaHM Ha POJIM, CBBP3aHM C ONEPATHBHU IOKA3aTeNH, M Ja BhBE/IE OICHKA
cien oOydeHWe, Taka 4Ye NPUAOOMBAHETO HAa YMEHHS Ja CTaHE BHIMMO.
3aBBPIIBAHETO HA ONPENCIICHUTE MBTHINA Ha 00y4YeHUE TPIOBa Ja ce MPEBBPHE
B U3pUYHO OOMHCIsIHE Ha oOoraTsSBaHe Ha pOJATa, paslIMPSBaHE Ha
OTTOBOPHOCTUTE WJIM TOTOBHOCT 32 MOBHUIIICHUE, KATO MO TO3M HAYHH CE 3aCHIIBA
BB3IPHEMaHATa BPh3Ka MEK/Y Pa3BUTUETO M HANIPEABKA.

3a mnyONMYHHATE OpPraHU3alUM MPEMOPBKUTE ce (OKYCHPAT BBPXY
MpOoIeIypHATa JISTHTUMHOCT, CIPABEIIUBOCT M U3rPAKIAHETO HA KATIAIIUTET B
pAaMKUTE HA WHCTUTYIIMOHATHHUTE OrPAaHHYCHUsS. MEHUDKBPUTE YOBELIKU
pecypcu TpsiOBa ja BHEAPAT MPO3PAYHU PAMKH 32 OICHKA C SICHU KPUTEPUU 3a
U3MBJIHCHUE W U3UCKBAHUS 32 TOKYMCHTUPAHU JJOKA3aTEeJICTBA, KATO rapaHTUpaT,
4ye pe3yiTaTHTe OT OIIEHKaTa ca CBBP3aHM C DEUICHHATa 3a HAMpeObK IO
MoCcJIeIOBaTeNIeH M IperneneH HaduH. [locnemoBaTenHOCTTa Ha TOBUIICHUSATA
TpsiOBa Ja ce perynrmpa OT SCHH IIpaBWia, KOWTO OCTaBaT BHIUMH 3a
CIy)KUTENINTE, C SCHO TMpETerisiHe Ha KPUTEpUUTE U CTaHOapTH3HpaHa
JIOKYMEHTAIUsI, KOSTO TOAKPEIS OCIOPHMOCTTa W JIOBEPHETO B PEIICHHATA.
VYnpasineHneto Ha oOydeHHETO TpsAOBa 1Ha ce M3MECTH KbM IUIAaHHpaHEe Ha
paboTHaTa CUIIa, OCHOBAHO Ha KOMIIETCHTHOCT, KOSTO 3aCHJIBA CIIPABEUINBOCTTA
HA JIOCTBIIA ¥ YMECTHOCTTA Ha ChABbpPKAHUETO. UOBEHIKHTE pecypcH TpsOBa na
MPOBEXKA CTPYKTYpPHpaHa JUATHOCTHKA HA HYXKIUTE OT 0Oy4eHUE, 1a OTIpeIes
KPUTEPHHTE 33 JOIyCTHMOCT, Ja MyOJIMKyBa TOAUIIHM IJIAHOBE 332 OOy4YCHHE,
ChOOpa3eHU C TPUOPUTCTHTEC HA YCIYTHTE H POJKUTE 3a JUTCHTaHA
TpaHchopMaIys, U Ja TPOCICAsBa PEe3yIATaTUTE OTBBJ IOCEHIAeMOCTTa 4pe3
OIICHKAa Ha YMEHHATA W ITOKA3aTeNH 3a KaHTUIATCTBaHE HAa pabOTHOTO MSACTO.
I'mackT Ha ciyxurenuTte TpsOBa Aa ce MPEBBPHE B PEIOBEH KOMIIOHEHT Ha
YIpaBJICHHETO Ha epcoHana. YoBemKNTE pecypcu TpsiOBa 1a yCTaHOBAT aHKETH
HAa HUBO 3BEHO, CTPYKTypHpaHH KaHamd 3a oOpaTHa Bpb3Ka HArope M
MpociieASBaHe Ha ACWCTBUATA, TaKa Ye CIy>)KUTEIHNTE Ja HaOIro1aBaT BEpUTH 3a
oOpatHa Bpb3Ka U ynpasieHcka otyeTHOCT. Lludposure HR mnardopmu tpsoBa
Jla Ce WU3NOJ3BaT KaTo CKeJIe 3a OTYCTHOCT, KOCTO CTaHAapTH3Hpa
JIOKYMEHTAIUATa W TOJbPKA MOHHTOPUHI HA PABEHCTBOTO B 3alHCHTE 3a
OIICHKA, UCTOPUATA HA OOYYCHHUETO U PAOOTHUTE MPOIECH 33 OTITYCKH, JOKATO
YIPaABJICHCKUTE CIIOCOOHOCTH OCTaBaT IICHTPAIHHU 32 KOYYMHIa M JBYCTPaHHUSI
JTHAIIOT 32 €PEeKTHBHOCTTA.

W B nmBata cekTopa BHEOpsIBAaHETO TpsOBa na OTpassiBa JeMorpadCKuTe
MoJieNy, HaONroIaBaHu B HaOopa OT JaHHU. MEHUIKBPUTE YOBCIIKU PECypCH
Tpsi0Ba Ja MpuiaraT CCTMEHTUPaHA KOMYHHKAIIMS U IeJICHACOYCHA TIOKpena 3a
CIIy’)KUTEIIUTE B paHHA Kapuepa 4pe3 Mo-siCHU OYaKBaHUS 32 aalTallus, H3PUIHO
00sICHeHNE Ha TIPaBIJIaTa 3a OIICHKA M Bh3HATPAXACHUE, KAKTO M CTPYKTYPUPAHO
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IUlaHupaHe Ha paszButHero. Oxautute, (DOKYCHpaHH BBPXY PaBEHCTBOTO, Ha
pasnpeneseHUeT0 Ha OICGHKUTE M pe3ylTaTuTe OT Bb3HArPAKACHHUATA B
pasnuyHUTE AeMorpadCKu TpyId U OpraHU3aI[MOHHN AMHUIN TPsOBa aa Obaat
BHEJIPEHH KAaTO pyTHHHA MpPaKkTHKa HA  yNPaBICHUE, IOJKPEISIAKY
MPO3PavyHOCTTa U 3aCHIBAKKM BB3IPHUEMaHaTa CHOpPaBEUIMBOCT. Beuuku Te3n
MEpPKH TPEMO3UIUOHMPAT CHCTEMUTE 3a YOBELIKH pEeCypcH He Karo
aJMUHUCTPATHBHU HHQPACTPYKTYPH, a KaTO HMHTCTPUPAHH apXHUTCKTYPH Ha
yIpaBJICHUE, B KOWTO OLCHKATA, BH3HATPAXKICHHETO W PA3BUTUETO B3aMMHO
MOJCUIIBAT ~ OpPraHU3AIOHHATA  MPOWU3BOJUTECIHOCT W  JOBEPHETO  HA
CITy)KUTCIUTE.

W3cnenBaHeTo SICHO TOKa3Ba, Y€ aHTaXHPAHOCTTa W MOTHUBAIMATA HA
CITY’)KUTEIIUTE B IPBIKUTE OPraHU3aLNH Ca MPEIUMHO TOBJIHMSHHU OT CIIPABEIJIMBH
BB3HATPAKICHUS, CMUCIICHO TPU3HAHKME M OLICHKU HA TPYIOBOTO MPEICTaBSHE,
KOUTO OCHTYpsIBAT CHIIECTBCHA OOpaTHa Bpbh3Ka 3a pa3Butuero. Cpel BCUUKH
W3CJICBAHM MPAKTHKH 3a YyhpaBlicHHe Ha uvoBemkute pecypcu (HRM),
HArpajuTe W CTHUMYJHTE C€ O4YepTaBaT KaTo HaH-MOIIHUST JABHraTesl Ha
MOTHUBALIUSITA, CJIEJABaHM OT OIGHKaTa Ha TPYAOBOTO MpPEACTAaBsIHE U
00e31eTeH sATa, KaTO MEPCOHAIBT U 00YUEHHETO TOMPHUHACST [TOJI0KHUTEIHO, HO
B TI0-MaJIKa CTEIICH.

KoHcraTanuure nokas3sat, ue HR MeHHKBbpUTE TpsiOBa 1a ce ChcpeaoTouaT
HE caMO BBpXy mnpwiaraneto Ha HRM mpakTuku, HO W BBPXY TAXHATA
e(peKTHBHOCT B HACHpPYABAHETO HA KyJTypa Ha CIPABEMJIUBOCT, MPHU3HAHHWE U
paszButue. CrpaBemMBOCTTa TNpH HaOUpaHETO M MOAOOpa, SCHOTaTa TpPH
y4acTHeTO B OOydYeHHWE W KOHKYPEHTHHTE MPEIUMCTBA Ca OT ChHINECTBEHO
3HauYEHUE 32 YKPENBaHe Ha JOBEPHETO B opraHm3amusaTa. OCHOBHUTE JIOCTOBE 3a
MOBHIIIABAHE HA MOTHUBAIUATA 00a4ye Ce KPUAT B MPOCKTUPAHETO HA CUCTEMH 3a
BB3HATPAKICHUE, KOUTO Ca MOCICAOBATCIHN U Oa3UpaHU Ha 3aCIyTH, KaTto ce
rapaHTUpa, Y€ OLICHKUTE HAa TPYJOBOTO MPEJICTABSIHE Ca CMUCICHH U CBBP3aHHU
KaKTO C IIPU3HAHHUETO, TAKA U C KAPUCPHOTO Pa3BUTHE, K MHTCTPUPAHETO HA TC3H
MPaKTUKU B mociegoBatenHa HR crparerus, KOsATo BUIMMO CBBP3Ba YCHIIUATA
HA CIYXHUTEJIHUTE C 0CE3aEMHU PE3YJITATH.

W3cnenBaHeTo MOKa3Ba, 4Ye [OBUINABAHETO HAa MOTHBALUATa U
OpraHM3aIlMOHHATA aHTAXKUPAHOCT CE CBBP3Ba TIABHO C HAJCIKIHU CHCTEMH 3a
BB3HATPAKICHUEC M CMUCICHH IMPOIECH 3a OLCHKA Ha TPYIOBOTO MpEACTaBsHE,
JIOKaTo 00yYEeHHUETO U PA3BUTHETO ca 00JIACTTA, KOSATO C€ HYKJIae OT HAl-TOJIIMO
CTpaTerudecko yKpemBaHe. Taka dYe MOTHBAIUATa W OpraHU3alMOHHATA
AHTOKHUPAHOCT HA CIIYKUTEIUTE Ce JIBIDKAT IO-MaJIKO OT ,,3arJIaBHATa* peTOpUKa
3a yIOpaBlieHWE Ha YOBEIIKUTE PECYypCH M TIOBeYe OT BB3IpPHEMaHaTa
JIOCTOBEPHOCT Ha CHUCTEMHUTE 3a yMpaBleHHE HAa TPYAOBOTO IPEACTABSIHE H
BB3HArpOKIeHUATa. Harpaaure W CTHMyNHWTE TOKa3BaT Hal-CHIIHA BpB3Ka C
aHT@XXHPAHOCTTa/MOTUBAIMSITA W OCTABAT HAW-CTAOMIHUAT MPECIUKTOP B
perpecuonHust ananm3. OLEHKaTa Ha TPYJOBOTO TNPEACTaBSHE  CBINO
JIEMOHCTPUPA CMHCJICHA BPB3Ka M CTATHCTHYCCKU 3HAYUM, MaKap M MO-MAJbK,
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NPEANKTOPEH MPUHOC. 3a pa3ivKa OT TOBA, O0OYYEHHETO U PAa3BUTHUETO OTYUTAT
Hali-HUCKUTE OOILM OL[CHKU U HE CE 0UEPTABAT KaTo JUPEKTEH HPEIAUKTOP, ClIe
KaTo Cce B3eMaT INpeIBUJ HArpajuTe M OILEHKATa, KOETO MpeArnojara, 4e
00y4eHHETO B MOMEHTa C€ BB3IPHUEMa KaTO HEIOCTAThYHO CBBP3aHO C
HampeabKa, MPOU3BOJUTEIHOCTTA U [TPU3HAHUETO. Te3u MOJeNnH Mpearnoaarar,
ye HR MeHwmkbpuTe TpsAOBa Na JaaaT MPUOPUTET Ha (a) CIpaBEIJIMBOCTTA H
MPO3pPaYyHOCTTa HAa HArpaauTe U OlCHKaTa U (0) MPEBPBIIAHETO HA ACUHOCTHUTE
3a pa3BUTHE BBB BUIAVMH IOCIICIHUIIN 32 KapUepaTa U 3aIuialiaHeTo.

B wuHnycrpmamauTe (pUpMHM, OTAETBT 3a YOBEIIKH pPECypcH TpsOBa ma
TpeTHpa BB3HATPAXKACHUATa M OIEHKAaTa KaTo WHTErpUpaH ,,JOTOBOp 3a
U3MBJIHCHUE, & HE KaTO OTHENHU mpolech. [IbpBo, MCHUDKBPUTE TPIOBa 1a
BBBEJAT KanmOpupaHa, 0asupaHa Ha KPUTCPHH OLCHKA CBHC 3aBIDKHTEIHO
0o0ydeHHEe HAa MCHH/DKBPHUTC W TMEPHOAMYHHM KamuOpupaliyd MHaHenw, 3a Ja
HaMalsAT WHQIANUATAa HA PEHUTHHTHTE ¥ BBH3IPHEMAHOTO (haBOpU3UpAHE.
Huckute OLEHKM 3a NPUOPUTET HA MOBUIICHHETO W OOpaTHAa BpbB3Ka 3a
TPYZOBOTO MpEICTaBAHE MOKa3BaT, Y€ CIYXHUTEINTE HE BB3MPHUEMAT OICHKATa
KaTo MEXaHW3BM 3a HalpeabK Wil o0ydeHrne. CbOTBETHO, OTAENBT 32 YOBEIIKH
pecypcu TpsibBa Ja HMHCTUTYLHOHAIM3WPA TPUMECEYHHTE TIIPOBEPKU H
JIOKYMEHTHPAHUTE PAa3TOBOPH 3a Pa3BUTHE, KAaTO CBHP3BAa BCEKH IMKBI Ha
OIICHSABAaHE C KOHKPETEH pe3ynTar (IUIaH 3a yMEHHWs, oOoraTsBaHE Ha pOIIATa,
pemieHne 3a OoHycw/ipu3HaHuWe). BTopo, pbKoBomuTenuTe TpsOBa na
YCHBBPUICHCTBAT AapXHUTCKTypaTa Ha Bb3HATPAKACHUATA KBM IPO3PAdHHU,
3aBHCUMH OT TPYAOBOTO TMPEJACTABSIHE KOMIIOHCHTH, KaTO ChIIEBPEMEHHO
M3PUYHO YIPABISABAT BB3MPUATHATA 32 CIPABEAIMBOCT, OCOOCHO BaXKHH B
MAJIKUTE W CPEIHHU MPEIIPUATHS, KbICTO He(QOPMATHUTEC NMPAKTUKHA MOTaT Ha
JoMuHUpaT. ToBa MOXeE Ja ce MOCTUTHE upe3 MyONHMKyBaHH JMANa3oOHH Ha
3aIUIaliaHe, SCHU IpaBWia 3a JOIMYCTHMOCT 3a OOHYCM M KOMOHHAIUS OT
(mHAHCOBO M HE(MHAHCOBO NPU3HAHKE (HAITP. YBEJIMUCHYSI Ha 3aIUTall[aHEeTO Bh3
OCHOBa Ha yMeHHs, OOHycH 3a cepThuduIHpaHe, €KWIIHW Harpamu). Tpero,
CTApIIATE CIYXHUTEIH TPAOBA Ja MPEOCMHUCIAT OOYYEHHETO KaTo pas3BHTHE,
OCHOBaHO Ha NPOM3BOIUTENHOCTTa @ TPEABHI CKPOMHHTE OICHKH 3a
BB3JICHCTBUETO HAa OOYYCHHETO BBHPXY KapHepaTa/IpOAyKTHBHOCTTA (CpEeIHH
cToitHoCcTH ~ 2,55-2,64), OTAETBT 3a YOBEIIKU pecypcH TpsOBa Ja IPEMHHE KbM
MAaTPUIM Ha KOMIIETCHTHOCTHTE, 00BBP3aHU C OIICPATHBHU KITFOYOBHU [TOKA3aTECIH
3a epexrtuBHocT (KPI), ¢ orneHku cieq OOyYCHHETO M BHIUMH IBTHINA OT
3aBBPIIBAHE HA OOYYCHUETO JI0 Pa3rIICKIaHe Ha TOBUIICHUETO.

B Hy6HI/I‘IHI/ITe OpraHm3alnuu, yrpaBJICHCKHUAT IMPUOPUTET € da CC 3aCHUIN
npoueaypHara JETUTUMHOCT, KaTO ChIICBPEMCHHO CC YBCJIIMYHN KAllAUUTCTHT 3a
Pa3BUTHC NPU UHCTUTYHHUOHAJIHA OT'paHUYCHUSA. H’prO, PBKOBOAUTECIINTE TpH6Ba
Jia BbBCIAT MPOrpeCusi, OCHOBAaHa Ha 3aCIyI'u, 4Ype3 Npo3pavyHu paMKH 3a OLICHKa
U KpUTCpUM 3a MNOBULICHHUE, KOUTO MNOMJICKAT Ha OAUT U C€ Ipujarat
MOCJICA0BATCIIHO, KATO MO TO3W HAYUH C€ aJApeCupa AUPEKTHO HN3PA3CHOTO
HCIOOBOJICTBO OT ITOCJICAOBATCIIHOCTTA HA ITOBHUIICHUATA. BTOpO, MCHUKBPUTE
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CchIIO TpsiOBa Ja TOAOOPST YIpaBJICHUETO Ha OOYYEHHWETO, Karo NpHueMar
IUIAHMpaHe Ha paboTHAaTa CWila, OCHOBaHO Ha KOMIIETEHTHOCTH, Thil KaTo
HEIOBOJICTBOTO OT MoAOOpa Ha OOy4YeHHWE CHUTHAIM3Mpa 3a Bb3IpPHEMaHa
HEepaBHOMOCTaBeHOCT B jocTbrna. HR oTaensT TpsOBa jga craHmgapTusupa
KPUTEpUHUTE 3a JOMYCTUMOCT, Ja H3IOJI3Ba JMAarHOCTHKA HA HYXIUTE OT
o0ydeHwne 1 J1a My OJMKyBa TOJUIITHHE IIIAaHOBE 32 00y4UeHHe, ChOOPa3eHU C POJIUTE
B AWTHTaIHATa TpaHchopmalms. Tpero, BUCIIUAT MepcoHal TpsOBa 1a BHEIPH
CHUCTEMH 32 IJIaC ¥ OOpaTHa BpPB3Ka OT CIYXKHUTEIHTE (HAMp. CTPYKTypHpaHa
oOpaTHa BpB3KAa HArope, AaHKCTH 3a IyjJca HA 3BCHATA, CBBP3aHH C
00CITy’)KBaHETO), 32 ]a KOMIICHCUpa cliadaTa Bh3MpUEMaHa KyJITypa Ha oOpaTHa
BpB3Ka. [{upposure HR mmaTdopmu MoraT a moroMorHaT ONpoCTIBAHETO HA
paboTHHS mporiec (OTIYCKH, TOKYMEHTAIIMs 32 OIICHSIBaHe, 3aITMCH 32 00yUJeHHE),
HO JaHHUTE MOKa3BaT, Y€ TEXHOJOrMUTE TpsdBa Ja CiyXaT KaTo cKeje 3a
OTYETHOCT 3a CIIPABE/JIMBU PEILCHHUS 32 OLIEHKA U Bh3HATPAXK/CHHUE, a HE KaTO
3aMECTHUTEN Ha OPUEHTUPAHOTO KbM YOBEKa JIUAEPCTBO U JBYCTPAHHUS AUAIIOT
3a TPYIOBOTO TPECTaBSHE.

YoBeuKkuTe pecypcu TpsiOBa Jia BKJIIOYAT CEIMEHTHUPAHE MO JeMOrpadcKu
JIAaHHY TIPY KOMYHHKAIMATA U PUJIAraHeTO Ha Te3H peOPMU: MBKETE OTUUTAT
3HAYUTEJIHO IO0-HUCKA YIOBJIETBOPEHOCT B KJIIOYOBU OOJIACTH HA YOBEIIKUTE
pecypcu (HabupaHe Ha TepcoHal, 00e3IIeTeHNs, OIICHKA, Bh3HATPAXICHUA), a
CIIy’)KHTENINTe B HA4YaJOTO HAa Kapuepara CH MOKa3BaT I10-CJIa0H OLICHKH B
HSIKOJIKO MpakTHKH. LleneHacoueHaTa KOMyHHKANUS C MCHHKBPHUTE, MO-SICHOTO
OTIpE/ICIISTHE Ha OYAKBAHUATA 32 HOBHUTE CIIy)KUTCIH M OIUTHUTE, (POKYyCHpaHH
BBPXY PpABEHCTBOTO, MOTaT CICAOBATCIHO Ja MOAOOPAT BB3NpPUCMAaHATA
CIPaBENTUBOCT U, KATO MO TO3H HAYWH, MOTUBAIUATA ¥ aHTAKUPAHOCTTA.

BuenpsiBanero TpsOBa ga  ciie[Ba OETAallHA  [OCJICAOBATEIHOCT.
Oprasu3anyuuTe MOraT Ja 3all0YHAT C JUATHOCTUYCH OJIUT HAa CHIICCTBYBAIUTE
HR npouenypu u BB3NPHUATHATA HA CIOYXHUTEIHTe. BTOpWAT etam ompenens
M3MEPHUMHU CTaHJAPTH 32 OIICHKA, BH3HATPAXKICHUS U Pa3BUTHE. TpeTHAT eramn
o0ydaBa MEHHJDKBPUTE M CHOOIIABA HOBHTE IIPAaBHJA HAa CIYXKHTCIHUTE.
UeTBBpPTHUAT €TaIl MWIOTUPA MPOLEAYpPUTE B U30paHH 3BeHA U ChOMpa oOpaTHa
Bpb3ka. [locieqHusAT eram OLEHSBa pe3yiNTaTHTe 4Ype3 [oKaszaTeld 3a
YAOBIETBOPEHOCT  HA  CIY)XUTEJIWTEe, 3aBbpIIBAHE HAa  OOy4YCHHUETO,
CHpaBeUIMBOCT Ha HANpeIbKa, 3aJbpiKaHe Ha MepCOHasa, IPOU3BOJUTEIHOCT,
Ka4eCTBO Ha 00CITy>KBaHE 1 PaBEHCTBO.
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3AKVIIOYEHUE

Ienrta Ha TOBa M3CieABaHE OemIie a ce MPOYYH POJISATA HA MPAKTUKHUTE 32
yrpasieHue Ha YoBemkute pecypcu (YUP) 3a popMupaneTo Ha MOTHBALIUATA U
aHT@XHUPAHOCTTa HA CIIY)KUTEIUTE, C OCOOCH AaKICHT BBHPXY HNOTCHIMAIHUTE
Pa3IHMKU MEKAY MyOIHYHHS M YacTHHS CEKTOp. Upe3 aHanu3 Ha OTTOBOPUTE OT
ankera Ha 500 yyacTHHLIM, NPOYYBAHETO TECTBA TPU XHUIOTE3U OTHOCHO
CEKTOPHUTE pa3Inyusi, MPOTHOCTHUYHA poiisi Ha npaktukure 3a YUP u
MOJIEPHPAIIOTO BIMSHAE Ha IeMorpadCKuTe XapakTepucTuku. KoHcraTannuure
MIPEIOCTABAT [IeHHA HH(OPMAITH 3a TOBa Kak cucteMute 3a Y UP ce Bp3mpuemar
B Pa3NIMYHATE KOHTEKCTH, KaTO C€ MOJYePTaBaT KAKTO TEXHUTE NMPEKU ePEeKTH
BBPXY MOTHBALIMATA, TaKa M PA3TMYHOTO UM BB3/ICHCTBHE B 3aBUCHMOCT OT I10JIa,
00pa30BaHUETO, BB3PACTTA U TPYIOBHS CTAX.

Xwunoresa 1 npezrmmonara, 4e CIIy)KATSIIMTE B YaCTHUS CEKTOP OMXa OTYUTAIH
[O-TOJISIMa YIOBJICTBOPEHOCT OT MPAKTHKUTE 3a YIPABICHHE HAa YOBEIIKUTE
peCypcH W MO-BHCOKM HHBA HAa MOTHBAIMS M aHTQKUPAHOCT B CPABHEHHE CHC
CIIy)KUTENIUTEe B MyOnm4yHHsS ceKkTop. T-TecToBeTe 3a HE3aBHCUMH H3BaJKU HE
pa3Kpuxa CTATUCTUYCCKH 3HAYMMHU PA3JIUKU MO0 HUTO €IHO OT IIECTTE U3MEPEHHU
U3MEpeHUs: HaOupaHe W moAOOp, OOyYeHHUE W pa3BHTUC, OOC3UICTCHHS 32
CITy’)KUTEIIUTE, OLICHKA HA TPYJIOBOTO MPEJCTABSHE, HATPAIU U CTUMYJIU, KAKTO 1
0o0Ia MOTHBAIMS W aHTAXUPAHOCT. Makap 4e Osxa HaONMIONABAaHM MAJIKH
BapHalluy, HANPUMEDP, CIYKUTCIUTEC B YACTHHUS CEKTOP OTYUTAT MAJIKO IIO-
BHCOKA yIOBJIETBOPCHOCT OT OOYYEHUETO M Pa3BUTHETO, JOKATO CITY)KUTCIUTE B
MyONMWYHKUS CEKTOpP IMOCOYBAT MaJKO II0-BHCOKa YIOBICTBOPEHOCT OT
o0e3mIeTeHUsITa W HAarpaWTe, HUTO €IHA OT TE3H PAa3IuKd HE JAOCTHTHA
craTucTHYecKa 3HaunMocT. CrieoBarenHo XumoTte3a 1 6emre oTxBbupIiieHa. To3u
pe3yaTar mpeanojara, 4e MoHe B PAMKHTE Ha Ta3W M3BAaJKa BB3MPHUATHATA 33
MPAKTUKUTE 33 YMPABICHHE HAa YOBCIIKUTE PECYPCH M TSIXHOTO BIMSHUE BBPXY
MOTHBAIMSITA Ca KAaTo LSJI0 CXOJHU B JBaTa cekropa. KoHcTaTanmsTa ocropea
OOIIONPUETHTE TPEAMOJIOKCHUS, Y€ YACTHUAT CCKTOP € MO-¢()CKTHBCH WM
OpPUCHTUPAH KbM CITy)KUTCIUTE B YIIPABICHUETO HA YOBCIIKUTE PECYPCH, TOKATO
MyONMMYHHAT CEKTOp M30CcTaBa. BMeCTO TOBa pe3ynraTHTe MOKa3BaT, ue U J(BaTa
CEKTOpa ca U3IMPABEHU MPEJ CPABHUMU CIJIHH U CJIa0K CTPaHU B HAOMpPaHETO Ha
MepCOHaj, 00yYeHHUETO, OICHKAaTa W Bb3HarpaxaeHusra. OT IJIeAHa TOYKa Ha
MTOJIUTHKATA TOBA COYM KbM HEOOXOAUMOCTTA OT pehopMH | B ABAaTa CEKTOPA, 3a
la ce TapaHTHpa, 4¢ CHCTEMHUTE 3a YIPABJICHHC HA YOBEIIKUTE PECYpCH Ce
BB3IIPHEMAT KaToO CIPABCIJIHBH, MMPO3PAavyHHd M MOTHBHpAIIX. BakHO € ma ce
oTOeNIeKH, Ye JIMIICAaTa HAa 3HAYWTEIHH CCKTOPHH Pa3IHdWs Ipeanosara, 4e
MOTHBAIMSITA M aHTAKAPAHOCTTA Ha CIIY)KUTEIUTE ¢ (hOpMHUpPAT MMO-MAJIKO OT
camMusl OpPTaHU3AIMOHCH CEKTOP M IOBEYE OT KAYCCTBOTO HA IMPAKTHKHTE 32
yIpaBJICHUE HA YOBCIIKUTE PECYPCH, NIPUIATaHU B KOHKPETHUTE OPraHU3aIuH.

Xunore3a 2 mpennojara, 4e¢ MPAaKTHKUTE 3a YIPABICHHE Ha YOBEIIKUTE
pecypcu (YUP) me ciayxaT KaTo 3HAa4MMHU TPEAUKTOPH 33 MOTHBAIMATA H
aHT@XHPAHOCTTA HA CIIy)KUTCIUTE M 4e Ta3W Bph3Ka e ObJe MOACPHpAHA OT
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CEKTOpa, KaTo Ce OYaKBaT MO-CHIHA €(DEKTH B YACTHUS CEKTOp. PerpecnoHHUAT
aHaNM3 TOTBBPAM, Y€ MPAKTUKHATE 3a YIPaBICHWE HA YOBEUIKHUTE DPECypCcH
KOJIGKTUBHO OOSICHABAT 3HAYMTEIHA YacT OT IWCIIEPCHUATAa B MOTHBAIUATA H
aHTaxupanocTra. Cpen OTAETHHWTE NPAKTHKH, HArPaJuTe M CTUMYJIHTE Ce
odepTaBaT KaTO Hail-CHIIHU MPEIUKTOPH, CIEIBAHM OT OIEHKAaTa Ha TPYIOBOTO
npeacraBsae. HabupaneTo u mombopa, OOydeHHETO M Pa3BUTHETO, KaKTO H
00e3IIeTeHUTa He TI0KA3BaT 3HAYUTEITHH MPOTHO3HU e(DeKTH caMu 1o cebe cu,
BBIPEKM Y€ 3aCTHO MONPUHACIT 332 OOSCHUTENHATa CHia Ha Mojena. Te3u
pe3yNTaTh ca B ChOTBETCTBHE C TCOPHUTE 3a BH3IPUCMAHATa OPraHU3alMOHHA
MOJIKpENa W COIMATHHUS OOMEH, KOMTO TBBPAAT, Y€ KOTATO CIIy)KUTCIUTE CE
YyBCTBAT CIIPABEUINBO BB3HATPAICHU U OOCKTHBHO OIICHEHH, € IMO-BEPOSTHO Ja
OTBBPHAT C MO-BUCOKH HUBA HA MOTHBAIIUS U JIOSITHOCT.

Bwnpekn TOBa, HEpapXUYHOTO PErPECHOHHO TECTBAHE Ha MOJAEpHpalnaTa
pOJIsl Ha CEeKTOopa HE OTKPU 3HAYMTEIHU eeKTH Ha B3ammoaekictBue. C apyru
JlyMH, TPOTHOCTHYHATA CHJIA HA MPAKTUKUTE 32 YNPaBICHHEC HAa YOBCIIKUTE
pecypcu (HRM) BBpXy MOTHBAIUATa M aHTOKHAPAHOCTTA HE C€ pa3nyaBalie
CBIIECTBEHO MEXIy CIYXHUTCINTE B ITyOJHMYHUS W YacTHHS ceKkTop. ToBa
o3HayaBa, ye Xunore3a 2a (HRM mpakTukuTe Npeacka3BaT MOTHUBALUATA H
aHTKHUpaHOCTTa) Oerne mpueTa, MokaTo XurmoTe3a 20 (Bpb3KaTa € MOo-CHIIHA B
JacTHHSI CeKTop) Oerne oTxBbpieHa. M3BoabT €, ¢ HRM cucremure ca ot
TOJSIMO 3HA4YCHHE, HO TAXHaTa €()EeKTUBHOCT HE € OTpaHHMYEHa caMoO 0 €IUH
cekrop. Kakro myOnuyHUTE, TaKa U YACTHUTE OPraHU3alMy MOTaT Ja HOCTUTHAT
MO-BUCOKA MOTHUBAIMS W aHTAKUPAHOCT, KATO WHBECTHPAT B CIPABCIJIMBH
CHCTEMH 3a OIICHKA U MPO3PAaYHU CTPYKTYPH 32 Bb3HATPAXKICHHE.

Xunoresa 3 mpearnoara, 9e B3NPUATHATA Ha CIYKUTEIHUTE 32 PAKTUKUTE
3a yNpaBlICHHE HAa YOBEHIKUTE PECYpCH, MOTHUBAIMATA M AHTAKHPAHOCTTA MM
OWxa ce pasauuaBaiyd 3HAYUTEIHO B 3aBUCHMOCT OT JeMorpadckure
XapaKTEPUCTUKH KaTo TOJ, 00pa3oBaHue, BB3PACT U TPYIOB CTax. Pe3ynrature
MpeIOCTaBUXa CHJIHA MOJKperna Ha Ta3u xunote3a. CpaBHEHUATa, Oa3upaHu Ha
mojia, IOKAa3BaT, Y€ JKCHUTE CIYXKHUTCIA OTYUTAT 3HAYUTEIHO ITO-BHCOKA
YIOBIETBOPEHOCT OT HaOMpaHETO W TOoM0O0pa, OOe3IIeTeHusATa, OlleHKaTa Ha
TPYZOBOTO TMPEACTaBIHE W BB3HATPAXICHHUATA B CpPaBHEHHE C MBXKETE
cayxutend. OOpa30BaTeIHOTO HHUBO CBHIIO CE€ OdYEpTaBa KaTo 3HAYUTEIICH
nugepeHmmpant GakTop: CIyKHUTEIUTe ¢ 0aKalaBbPCKa M MaruCThPCKa CTETICH
ca CKJIOHHHM Ja OLICHSIBAT MPAKTUKUTE 32 YIPaBICHHE HA YOBEIIKUTE PECYPCH IO~
MTOJIOKUTETTHO OT TE3M CaMO C Ha4allHO WJIM CPEAHO 0Opa3oBaHWE, BBIIPEKH Ue
MPUTEKATSIUTE HA JOKTOPCKA CTEIEH YECTO OTYUTAT MO-KPUTHYHH BH3TJICIU.
Bw3pacroBute pa3iMkd ca OYCBHIHM TPU HAOUpaHETO HA MEPCOHA,
00e3lIeTeHUITa W BB3HATPAXKICHHUATA, KATO MO-MiaguTe chyxurenu (25-34
TOJIMHN) OOMKHOBEHO OTYHTAT IO-BHUCOKA YIOBICTBOPCHOCT OT HaH-MIIaauTe
(18-24) n naii-Bp3pacTHuTE rpynu (>64). U Hakpas, TpyIOBHST CTaXX CHILIO €
BaXCH (PAKTOP, KATO CIYXHUTEIUTE, PabdOTCIIU IOBEYE OT INECT TOAWHU B
OpTraHM3aIlUATa CH, TIOKa3BaT IO-BHCOKA YIOBIETBOPEHOCT OT HAOMpaHETO Ha
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MepCOHA 1 00E3IIETEHUSITA, OTKOJIKOTO Te3H C MO-MAaJIKO TOIUHU TPYJOB CTaXK.
CnenoBarenHo Xwunore3a 3 Oemre mnpuera. Te3w OTKPUTHSA TOMIEpTaBaT
B)KHOCTTA HA aJaNTHPAHETO HA CTPATErMUTE 33 YIPABJICHUE HA YOBCIIKUTE
pecypcH KbM pasnuuHute aemorpadceku rpynu. Hampumep, mo-BUCOKUTE HHBA
Ha YJOBJIETBOPEHOCT Ha JXCHUTE MOXKE Jia OTPa3siBaT MO-ToJisiIMa OT3MBYMBOCT
KbM MPUOOIIABALINTE MOJIMTHKH B OOJACTTa HA YOBEUIKHTE PECYpPCH, TOKATO
pa3iMKuTe B OOPA30BAHMETO M TPYAOBUS CTaXK MOKA3BaT, Y€ OYAKBAHHATA 32
KapHepHO pa3BUTHE M OOC3IICTCHHs CE MPOMEHSAT C TCUCHHE Ha BPEMETO.
OpraHm3anuuTe, KOUTO C€ CTPEMAT Ja HAChpYaBaT MOTHBAIUATa W
aHTaXHUPAHOCTTA, TPAOBA 1a pPa3pabOTAT MPAKTHKY 32 YIIPABICHUE HA YOBCIIIKUTE
pecypcH, KOUTO ca JOCTAThUHO I'bBKABH, 32 J]a OTTOBOPSAT Ha TE3H Pa3HOOOpPa3HU
HY K/ Ha CIYXKHUTCIIHTE.

Beopekn HaIeKTHOCTTa HAa KOHCTATAllMUTE, TPIOBAa J1a CE MPU3HAAT
HSKOJIKO OorpaHudeHus. [IbpBo, MPOyYBaHETO CE OCHOBAaBa HA CAMOOLICHSIBAHU
JIAaHHW, CHOpaHM Ype3 BBIPOCHUIM, KOUTO MOTaT Ja OBJaT IMOBJHSHUA OT
COLIMAJIHO JKEJIAHWE WM CYOEKTHBHO ThJIKyBaHE Ha elleMeHTHTe. BTopo, Kpoc-
CEKIIMOHHUAT [HM3ailH MPENOTBpPATSBa MPUUNHHO-CIICACTBEHUTE 3aKIIOUYCHUS;
JIOKaTO MPAKTUKUTE 32 yrpasieHue Ha doemkure pecypcu (HRM) ca cBbp3anu
C MOTHBAIIMS M @HTAKHPAHOCT, TOCOKATA HA MPUYNHHO-CIICJICTBEHATA BPb3Ka HE
MOXe Ja ObJle OKOHYATEIHO yCTaHOBeHa. Tpero, BHIOPEKH Y€ pa3MepbT Ha
M3BaJIKaTa € CPABHUTEIIHO TOJISIM, TOM € orpannyeH 10 500 ciiyKuTeiu B paMKUTe
HA C€IUH HAIMOHAJNCH KOHTEKCT, KOETO OrpaHu4aBa 0000INacMOCTTa Ha
pe3ynTaTuTe 3a IPYrH CTPaHU WIM HHAYCTpud. UeTBBpTO, MPOYYBAHETO
usciensa camo mect HRM m3MepeHus, TOTCHIMAIHO TpeHEOpEerBaiiku Apyru
MPAKTHUKU, KATO HAIIPUMED MOJUTUKHU 33 OaJlaHC MEXKAY paboTa M JIUYCH )KHUBOT,
BB3MOXKHOCTH 32 KAPUEPHO PA3BUTHE WIIH CTUIT HA JIMJCPCTBO, KOUTO CHIIO MOTAT
Jla TOBJMSAAT HAa MOTHBAlUATa W aHraXWpaHoctra. M Hakpas, aHaIu3bT Ha
MojepaluaTa 3a CeKTopa MOXKe Ja € Own orpanndeH oOT OwHapHara
KJacuuKalus Ha MyOJMYEeH CIPSIMO YacTeH, KOETO MOXKE [la MacKHpa Ba)KHU
Pa3IMKH MEKITY MOJCEKTOPUTE WIIK OPraHU3AINOHHHUTE THUITOBE.

Brpaemmre m3cnenBanus Ou TpsIOBANO a pasriieAar Te3W OrpaHWYCHHS IO
HSKOJIKO HauymHa. HammpxHWUTe OM3aifHM OWXa IMOMOTHAIHM 3a HM3SICHABAaHE Ha
MIPUYHHHO-CIEACTBCHUTE BPB3KA MEXIy MpPaKTHKATE 3a YIpaBICHHE Ha
gopemkure pecypcu (YUP) m MoTHBamusATa Ha CIYKUTEJIUTE, KAaTO OTPA3AT
MPOMEHUTE BBB BPEMETO W IBITOCPOYHHTE e(peKkTH OT pedopmHurte.
PasmmpsaBaneTo Ha 0O0xBaTa Ha 3MepeHuaTa Ha YUP, 3a na ce Bkiodar obactu
Kato OalaHC Mexay paboTa W JIMYEH J>KMBOT, TJIACHT Ha CIYXHTCIUTE H
JUICPCKUTE MPAKTHKH, OM OCUTYPWIO MO-ISTIOCTHO pa30upaHe 3a TOBa Kak
OpraHu3alMUTe YIOpPaBIABAT YOBEIIKUTE pecypcu. CpaBHUTENHU MPOYUBAHUS B
PA3IMYHK HAI[MOHAJHHU M KYJITYPHH KOHTCKCTH OMXa XBBPJIMIN CBETIIHMHA BBPXY
TOBAa KaK HMHCTUTYLMOHAJIHUTE PAMKU M KYJITYpPHUTE HOPMH BIMSAT BBPXY
BB3MPUATHATA 32 epekTHBHOCT HA YUYP. OcBeH TOBa, MO-HIOAHCUPAHH CEKTOPHH
aHaJIN3M, KaTO HAIpUMEp pasrpaHIYaBaHe MEXAY IIEHTPATHOTO MPABUTEICTBO,
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MeCcTHaTa aMUHHCTpALUS U JbPKABHUTE MPEINPHUATHS B MyOIUYHUSI CEKTOP
WJIN MEXAY FOJIEMH KOPIIOPALUHU U MAITKU (GUPMH B YaCTHHUS CEKTOP, OMXa MOTJIH
Jla pasKpuAT crelupUIHN 32 CEKTOpa NWHAMUKH, KOUTO He Osxa 00XBaHATH B
HACTOSAUIOTO Mpoy4BaHe. M Hakpas, Ka4eCTBEHH METOIM KaTO WHTEPBIOTA WIIN
¢dokyc Tpynu OMxa MOTJIM JAa JONBIHAT IAaHHUTE OT IMPOYYBAHUSITA, KATO
NPEeAJIoKAT 1M0-33AbI00UEHH MMO3HAHMS 32 JKUTEHCKHS OMUT W OYaKBAaHHATA HA
CITy)KHTENINTE KbM CHCTEMHUTE 32 YIPABJICHUE HA YOBELIKUTE PECYPCH.

JucepranmsaTa mOKa3Ba, dUYe AaHTAKUPAHOCTTA W MOTHBAIUATa Ha
CIy)KUTENINTe 3aBHUCAT NPEAUMHO OT BB3MPHEMAaHOTO KadyecTBO Ha
OpTaHM3aIMOHHOTO OTHOWIEHHe. IIpo3padHOTO TpH3HAHWE, JOCTOBEpHATA
OIICHKA U BHIMMHTEC BPB3KH MEXKIY HMPUHOCA U PE3YJITATHTE OCHIYPSBAT HaM-
SICHUSL YNpPaBICHCKH JIOCT. CaMO CEKTOPHHUST CTaTyC € WMall OTrpaHHuYCHa
00sICHUTENIHA CTOWHOCT B EMITUPUYHATA M3BaJKa. TOBa OTKPUTHE IOJIKPEIIS
pedopmara B YNpaBICHHETO HA YOBCIIKATE PECYpPCH W B JIBaTa CEKTOpa
HAChpUYaBa MEKIYCCKTOPHOTO 00yueHHe. MHIycTpHaTIHUTE OpraHU3allid MOTaT
la ce BB3MOBBAT OT CTAaHAAPTHTE HA IyONWYHHS CEKTOp 3a IMpoLeAypHa
MIPO3PAvHOCT W COIHAIHA OTYETHOCT, TOKATO ITyOJUYIHUTE OPTaHU3AI[HA MOTAaT
la ajanTHpaT aKIeHTa Ha WHIYCTPHAJIHHSA CEKTOp BBPXY KOMIETEHTHOCTTA,
HaBpeMEHHaTa oOpaTHa BpB3Ka W HMHTETPHPAHOTO YIpaBiIeHHE Ha
MIPOU3BOIUTEITHOCTTA.

[To-mmpokuTe TOMUTHYECKHA MOCIETUIM C€ OTHACAT OO Karamurera Ha
yoBemkus Kanwurtan Ha ['eprums. LuppoBata m 3emenata TpaHchopmarms,
neMorpa)CKUTe IPOMEHHN U MTOCTOSTHHUTE HECHOTBETCTBHS MEXKIY THPCCHUTE U
MpeyIaraHuTe YMEHHS IMOBUIIABAT CTOMHOCTTA HAa CTPYKTYPHUPAHOTO O0OyUeHHeE,
CIIpaBEVINBUTE KAapHUepHU CHCTEMH H IUIAaHHpPAaHETO Ha paboTHaTa CHIa,
OCHOBAaHO Ha JaHHU. YcToWumBara pedopMa chYETABA HHCTUTYIHMOHAIHA
JISTUTUMHOCT C YIpaBJIeHCKa OT3UBUUBOCT. [lonyuenaTa cucrema 3a ynpaBJieHHe
Ha YOBEUIKUTE PECYPCH TPETHUPA CIIy>KUTEIUTE KaTO YYACTHUUHU B MOCTUTAHETO
HA OPTaHU3AIMOHHUTE 1M, MOIKPEIs PA3BUTHETO HA KaNalUTeTa U IPEeBPhIIa
(hopMalTHUTE TPOLIEAYPH B HAJICHKTHHU ©KCTHCBHH MPEIKUBIBAHUS.
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III. HAYYHU ITPUHOCH

e /3BbplIEH € CUCTEMAaTH4eH Mperyie]] U CUHTE3 Ha OCHOBHHUTE TEOPETHYHU
MOAXOM KBbM H3CJIEIBAHETO HA MPAKTHKUTE IO YIPABJICHUWE HA YOBEIIKHUTE
pecypcu, ToNpHUHACSIL 32 U3SICHSIBaHE HA ChbBPEMEHHHUTE KOHILIETLIUH, MOJEIU U
MOIXOAX B O0JIaCTTa Ha yNPaBICHUETO HA YOBEIIKUTE PECYPCH M OICHKAaTa Ha
TPYZOBOTO TIPEICTABSIHE Ha CIYKHUTEIINTE.

o AHanmm3uWpaHu ca CHelM(QUYHHTE XapaKTCPUCTUKUA HA WHIYCTPHATIHUS W
nyOnuyaus cektop B ['bpuus W ca MACHTUGUIMPAHH W KOHICTITYaIH3UpPaHH
OCHOBHHTE DPa3IW4Mi B MPAKTUKUTE MO yIpaBICHHE Ha YOBEIIKUTE PECypCH
MEXIy BaTa CEKTOpa.

* Pa3zpaboTeHa ¢ METOMOIOTMYHA paMKa 33 aHAIN3 U OLICHKA HA MPAKTUKUTE IO
yIpaBJIeHHE Ha YOBEIIKUTE PECYPCH B MHAYCTPHATHUS M IMyOIWYHHUS CEKTOP B
I'spums, BKITIOYBama CHEOUGUYHATE 32 CEKTOPHTE XapaKTEPUCTHKH W
KOHTEKCTyaJTHUTE (GaKTOPH, BIUSCIIN BbPXY €(PEKTHBHOCTTA HA YIIPABICHUETO
Ha YOBEIIKUTE PECYPCH.

* V3pppmieHa € aHANMTHYHA OLEHKAa Ha MPAKTUKUTE IO YIIpaBlIeHWE Ha
YOBEMIKUTE PECYPCH B OPTaHNU3AIINH OT MHTy CTPHATHUS U ITy OJTMIHHUS CEKTOP BB3
OCHOBA Ha PE3YNTAaTHTE OT MPOBEICHOTO EMITMPUIHO H3CIICABAHE.

o @dopMmyNupaHu ca TPAKTUYCCKU MPEHOPHKH, OCHOBAHM Ha CMITUPUYHU
JTOKa3aTelcTBa, HACOUYEHHM KBM MEHHDKBPUTE HYOBEIIKH pECypcH C Iel
MTOBHIITaBaHE HAa €(PEKTHBHOCTTA U €(PUKACHOCTTA HA MMPAKTHKHTE TI0 yIIPaBICHHUE
Ha YOBEUIKUTE PECYpCH U YCHBBPIICHCTBAHE HA YIIPABICHCKHUTE IIPOLIECH B
OpraHu3aluuTe, QyHKIMOHUPAIIA B MHIYCTPHATHHS U ITyOIIMIHISI CEKTOP.
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I. DISSERTATION GENERAL CHARACTERISTICS

Relevance and research context

Human resource management (HRM) has emerged as one of the most
decisive factors in determining the performance, competitiveness, and
adaptability of organizations in the twenty-first century. As technological change,
globalization, and demographic transformation reshape labor markets, human
resources represent not merely a cost center but a strategic source of value
creation (Boxall & Purcell, 2016; Armstrong & Taylor, 2023). In economies such
as Greece, where industrial restructuring and public-sector reform have been
persistent policy challenges since the 1990s, the effective management of human
capital has become central to national competitiveness and sustainable growth
(OECD, 2023).

The Greek economy is characterized by a dual structure: a small yet dynamic
industrial sector and an extensive public administration apparatus. Both sectors
face distinct but interrelated human resource challenges. Industry struggles with
skills shortages, productivity gaps, and technological lag, while the public sector
is burdened by bureaucratic rigidity, limited incentives for innovation, and
persistent fiscal constraints (European Commission, 2025). The economic crises
0f 2009-2018 further underscored the fragility of human resource systems across
both sectors. Wage compression, early retirements, and employment freezes
created institutional inertia that continues to affect motivation, engagement, and
organizational learning (Karampela et al., 2022).

In the post-pandemic era, Greece’s participation in the EU Recovery and
Resilience Plan (Greece 2.0) and the REPowerEU initiative has redefined the
environment for industrial and public management. These programs allocate
significant funding toward digital transformation, upskilling, and administrative
reform (European Commission, 2025). Within this context, rethinking HRM
practices, from recruitment and performance appraisal to training and employee
engagement, becomes vital to align both sectors with European benchmarks of
efficiency, transparency, and sustainability.

The present dissertation examines human resource management in the
industrial and public sectors of Greece, emphasizing their comparative
characteristics, developmental trajectories, and reform prospects. The study spans
the period 2010-2025, covering the post-crisis restructuring phase, the COVID-
19 period, and the ongoing transformation driven by digitalization and EU-funded
modernization.

The study treats human resources as a strategic organizational capability and
examines the Greek economy as a common institutional environment within
which industrial enterprises and public organizations apply different
administrative traditions. This comparative design connects macroeconomic
restructuring, organizational systems, and employee perceptions. It also places
the analysis within the period of financial adjustment, pandemic disruption,
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digital transformation, and European investment in skills and administrative
modernization.

Research scope, significance, object, and subject

This scope allows the research to bridge macroeconomic, organizational, and
behavioral dimensions, integrating perspectives from management theory, labor
economics, and institutional studies.

This study holds theoretical, empirical, and practical significance. At the
theoretical level, it contributes to the limited body of research on HRM in Greece,
particularly the intersection between industrial- and public-sector human resource
systems. While numerous international studies have analyzed HRM in either
private or public domains (Paauwe & Farndale, 2017; Guest, 2017), few have
examined how sectoral distinctions interact within a single national context
marked by economic volatility and institutional reform.

Empirically, the study provides original survey data collected from HR
managers and employees across manufacturing enterprises and public agencies.
By employing quantitative analysis and hypothesis testing, it identifies
correlations between HRM practices and employee outcomes, such as motivation,
engagement, and perceived fairness, offering evidence-based recommendations
for policy and management improvement.

Research practical contribution entails guidance for policymakers and
executives in designing integrated human resource strategies that balance
efficiency with equity. For the industrial sector, it suggests frameworks for talent
development, performance-linked rewards, and innovation-oriented cultures. For
the public sector, it proposes mechanisms for merit-based advancement,
accountability, and the adoption of digital HR tools consistent with EU
administrative standards (OECD, 2023; SEV, 2025).

The research object comprises organizations operating in the industrial and
public sectors of Greece. The research subject pertains to human resource
management practices within these organizations, with a particular focus on how
recruitment, training, performance appraisal, and employee motivation impact
individual performance, organizational commitment, and overall organizational
effectiveness.

In essence, the study investigates how sectoral context (industrial vs. public)
shapes the application and effectiveness of HRM practices, and how these, in turn,
affect employee attitudes and organizational performance.

This thesis implies that when strategically designed and implemented, HRM
functions can overcome structural inefficiencies, even in traditionally rigid public
institutions or capital-constrained industries. Conversely, the absence of coherent
HRM systems perpetuates low productivity and employee disengagement.



The primary goal is to analyze and evaluate HRM practices in Greece’s
industrial and public sectors and to assess their impact on employee commitment
and motivation.

The research object therefore consists of Greek organizations operating in
the industrial and public sectors. The research subject comprises the practices
through which these organizations attract, develop, evaluate, reward, and retain
employees, together with the association of these practices with employee
commitment and motivation. The central analytical interest lies in the quality and
credibility of the HRM system rather than in the formal existence of isolated
procedures.

Research tasks:

e To review, analyze, and systematize the main theoretical concepts,
approaches, and models related to human resource management
practices, including contemporary methods for employee performance
evaluation;

e To examine the historical development and current characteristics of the
industrial and public sectors in Greece, with the aim of identifying the
contextual factors influencing human resource management practices
and the differences between the two sectors;

e To develop an appropriate methodological framework for the analysis
and evaluation of human resource management practices in the industrial
and public sectors in Greece, considering the specific sectoral,
organizational and demographic characteristics;

e To conduct empirical research and analyze the obtained results in order
to assess the effectiveness of human resource management practices in
organizations operating within the industrial and public sectors.

e To formulate evidence-based recommendations for human resource
managers aimed at enhancing the effectiveness of HRM practices and
improving management processes in organizations from both sectors.

Research hypotheses

The research proposes the following research hypotheses:

Hypothesis 1: Sectoral Differences: The first hypothesis assumes that employees
in the private sector will report higher satisfaction with HRM practices, as well
as greater motivation and organizational commitment, compared to public sector
employees. The rationale lies in the competitive and performance-oriented
character of private organizations, which typically design HRM systems more
closely aligned with employee expectations.

Hypothesis 2: HRM Practices as Predictors of Motivation and Commitment: The
second hypothesis posits that HRM practices collectively and individually predict
employee motivation and commitment. This relationship is grounded in theories
of perceived organizational support (Eisenberger et al., 2001) and social exchange



(Cropanzano & Mitchell, 2005), which suggests that fair and supportive HRM
systems foster stronger psychological bonds between employees and
organizations.

Hypothesis 3: Demographic Differences: Employee demographics is an important
source of variation in perceptions of HRM practices and organizational outcomes.
Prior research has shown that gender, age, education, and tenure can
systematically influence satisfaction with HR systems and commitment levels.
On the basis of this literature, the following sub-hypotheses are developed:

Theoretical framework

The theoretical framework integrates classical and contemporary HRM
theories, blending behavioral, strategic, and institutional perspectives. Human
Capital Theory (Becker, 1993) provides the foundational logic: investment in
education, training, and employee development yields productivity returns for
organizations. Resource-Based View of the Firm (RBV) (Barney, 1991)
conceptualizes human resources as a source of sustainable competitive advantage
when they are valuable, rare, inimitable, and organized effectively. Strategic
HRM (SHRM) theory (Wright & McMahan, 2011) emphasizes the alignment
between HRM policies and corporate strategy. Motivation and Organizational
Behavior Theories, including Maslow’s hierarchy of needs, Herzberg’s two-
factor model, and Deci and Ryan’s self-determination theory, inform the analysis
of intrinsic and extrinsic motivators. Institutional Theory (Scott, 2014) is
particularly relevant for the Greek context, where public-sector HRM is shaped
by administrative law, collective bargaining, and political traditions. Comparative
HRM frameworks (Brewster & Mayrhofer, 2012) offer insight into how European
integration and EU directives influence national HRM systems. By synthesizing
these perspectives, the dissertation situates HRM as both a strategic
organizational function and a context-dependent institutional process.

The integrated framework supports a multilevel interpretation. Human
Capital Theory explains the productivity value of investment in employee
knowledge and skills. The Resource-Based View explains how strategically
organized human capabilities can support sustained organizational advantage.
Strategic HRM highlights alignment between human resource policies and
organizational priorities. Motivation theories clarify the mechanisms linking
rewards, development, recognition, and work design with employee attitudes.
Institutional theory explains how legislation, administrative traditions, labor
relations, and European governance influence the range of feasible HRM
practices in Greece.

Methodological design

The empirical study followed a quantitative, comparative, and cross-
sectional design. Data were collected through a structured questionnaire from 500
employees in Greece, with equal representation from the public sector and the
private or industrial sector. The instrument measured recruitment and selection,
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training and development, employee benefits, performance appraisal, rewards and
incentives, and employee commitment and motivation. Demographic variables
included gender, age, educational level, and organizational tenure.

The statistical analysis was conducted in SPSS. Descriptive statistics
summarized the sample and employee evaluations. Independent-samples t tests
examined sectoral and gender differences. Pearson correlations assessed
statistical relationships among HRM dimensions and employee commitment and
motivation. Multiple regression estimated the combined and individual predictive
contribution of the five HRM practices. Hierarchical regression examined the
employment sector as a potential moderator. One-way analysis of variance with
LSD post hoc comparisons examined differences associated with education, age,
and tenure. Cronbach alpha coefficients assessed internal consistency, and all
procedures followed principles of voluntary participation, informed consent,
anonymity, confidentiality, and aggregate reporting.

Dissertation structure and expected value

The structure of the present dissertation follows a logical and sequential
progression designed to link theoretical foundations with empirical analysis and
practical implications. Chapter 1 provides the theoretical framework of Human
Resource Management, presenting definitions, models, and key conceptual
approaches that underpin modern HRM theory and practice. This chapter
establishes the basis for understanding how HRM has evolved as both an
administrative and strategic function across different organizational contexts.

Chapter 2 examines the state and development of the industrial and public
sectors in Greece, offering a historical and analytical overview of their
institutional structures, policy reforms, and labor-force characteristics. Particular
emphasis is placed on the evolution of employment systems, managerial culture,
and HRM challenges within each sector, allowing for a comparative
understanding of their current dynamics.

Chapter 3 discusses the empirical evidence and HR management
implications in the industrial and public sector. It outlines the methodological
framework of the research and the analytical procedures employed for data
processing and interpretation. This methodological chapter provides transparency
regarding the empirical approach, ensures the validity and reliability of research
findings and discusses the empirical results. It also highlights practical
recommendations for enhancing HRM efficiency, fostering innovation, and
promoting organizational effectiveness across both the industrial and public
sectors.

The expected contribution of this dissertation is fourfold. First, it provides an
integrated assessment of human resource management practices across Greece’s
dual-sector economy, revealing common patterns and divergences between
industrial and public organizations. Second, it identifies best practices that can be
transferred and adapted between these sectors to improve performance and



organizational culture. Third, it contributes to ongoing policy debates regarding
public administration reform and industrial competitiveness, aligning the findings
with broader European policy frameworks. Finally, it enriches comparative HRM
literature by offering a detailed case study from a Southern European economy
undergoing profound structural transformation, thereby extending theoretical and
empirical insights into HRM under conditions of economic recovery and
institutional change.

The dissertation contains three substantive chapters, a conclusion, a
statement of scientific contributions, a bibliography, and two questionnaire
appendices. The abstract follows the same analytical sequence while
concentrating on the concepts, evidence, and managerial implications that directly
support the research objectives.



II. SUMMARY OF DISSERTATION CONTENTS

CHAPTER ONE: CONCEPTUAL FRAMEWORK OF HUMAN
RESOURCE MANAGEMENT

1.1. HUMAN RESOURCE MANAGEMENT FOUNDATIONS

The first subsection establishes the conceptual foundations of human
resource management and traces its progression from an administrative personnel
function toward an integrated strategic system. It examines definitions,
objectives, policies, practices, and contemporary workforce challenges, with
particular attention to the Greek industrial environment.

Human Resources Management (HRM) has various definitions. The
definitions vary depending on the era, the development of each society and
economy and the particular characteristics of the wider environment to which the
society belongs. Also, HRM can be used to describe administrative activities but
on the other hand it indicates the function of the management of all employees.
In this sense, it highlights the human-centered approach to management,
especially in the modern environment of globalization (Torrington et al., 2017;
Anderson et al., 2014; Terzidis, 2008; Mihiotis, 2005). The most well-known and
at the same time simple definition considers that HRM refers to the process of
selecting and placing the right person in the right position, at the right time.
Characteristically, Maurice Cuming states that Personnel Management
contributes to the company acquiring the best personnel and then trying to retain
them and help in their development (Cuming, 1986). According to Schermerhorn
et al., (2018), HRM is the process of attracting, developing and retaining
employees in the organizations.

A key characteristic is the employee’s attachment not only to their work but
also to the organization they serve (Schermerhorn et al., 2018). Mondy et al.
(2018: 3) define HRM as “the use of people to achieve organizational goals”. The
HRM concerns all administrative staff, regardless of their hierarchical level. In
fact, the HRM concerns all organizations regardless of whether they are
considered small, medium-sized, large, national or multinational, regardless of
whether they belong to the public or private sector or NGOs. Robbins et al.
(2017), like Schermerhorn et al., consider that HRM concerns the acquisition,
training, motivation and retention of the most capable employees. The authors
argue that the quality of an organization depends on the quality of employees.
Their success depends on finding those workers who possess the right skills to
perform the required tasks in the best possible way.

Each organization formulates decisions and tools with the aim of
appropriately staffing all departments but also to retain the employees it considers
necessary for the achievement of goals and the continuity of management
(Robbins et al., 2017). Kinicki et al., (2017) argue that HRM refers to all actions
carried out by managers and involved in planning, attracting and developing and
managing effective human resources. Dessler (2015) (according to Dubey et al.,
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2015) defines HRM as the policies and practices that involve people and special
issues related to recruitment, training, evaluation and others.

According to Torrington et al. (2017), HRM forms the basis of administrative
functions but not the basis of business activities. Gomez-Mejia et al. (2012)
highlight the HRM Strategy emphasizing that it refers to how it will help to
achieve the maximum profit against the rivals in the market. As HRM they define
the functions that concern the employees in a company. Bateman & Snell (2011)
define HRM as the formal system for managing employees within the
organization. Executives create value through the knowledge they possess. The
HRM Strategy aims to highlight the skills and abilities of employees (Bateman et
al., 2011). Noe et al. (2009) consider that HRM refers to the set of practices,
policies, and systems that affect the performance, attitudes, and overall behaviors
of employees in organizations. The HRM departments of modern organizations
carry out a series of functions and responsibilities concerning the people of the
organization. According to Werther et al. (1989), the purpose of the HRM is to
improve the efficiency and productivity of the company's employees and to
describe what they do and what the managers of the organizations should do.

Strategic Human Resource Management first appeared in 1981 (Tichy,
Fombrun, & Devanna, 1982) and has often been a point of comparison with
traditional Human Resource Management. In the earliest attempts to apply and
generalize Strategic Human Resource Management, Beer and his colleagues
(1992) emphasized "...the need to establish a two-way relationship between
external human resource management practices and the strategic characteristics
of this internal management". The term Strategic Human Resource Management
refers to those processes that take place in an organization to smooth out the
problems arising from the human resources working in it. In addition, its purpose
is to influence the formation of the behavior of each individual employee for the
implementation of the strategic principles of each company. The definition
attributed to this specific concept is as follows: "Strategic Human Resource
Management is the set of policies and methods of Human Resources Management
that help a company achieve its strategic goals, as they have been determined by
its business strategy and implemented through of strategic management"
(Papalexandri, & Bouradas, 2002: 90). It becomes clear that Strategic HR
Management is characterized by the following elements: the existence of a plan
from the side of the company, a specific philosophy of personnel management,
the connection of the business strategy with the practices of Human Resources
Management and the treatment of the personnel of a company as key to
developing competitive advantage (Hendry, & Pettigrew, 1986).

Over time, it has been observed that both the soft and hard side of HRM have
focused on reshaping work and organizations. The concept redesign is not new as
a process, but as a new name, which became popular, defined as “...the
fundamental redefinition of work processes with a purpose to achieve dramatic
improvement in critical modern measures of efficiency such as cost, quality,



service and speed" (Hammer, & Champy, 1993:32). This new perspective on
redesigning an organization's processes, through highlighting technologies and
communications and promoting "self-managing" workgroups, becomes more
important through senior management's commitment to radical changes in the
way organizations are managed and operated, through development in the culture,
the setting of ambitious goals and the initiation of redesign processes (Champy,
1996).

In terms of occupational structure, Greek industry continues to be
characterized by a high concentration of low-skilled employment and a relatively
narrow scope for technologically advanced activities. Innovation and applied
research have a limited foothold in the production process, resulting in
constrained opportunities for modernization and export competitiveness
(Georganta et al., 2023). The skills base remains insufficiently diversified: while
a portion of the workforce possesses traditional technical expertise, there is a
pronounced deficit in specialized skills required for operating advanced
machinery, digital tools, and automation systems. This shortage of technical and
digital competencies amplifies the wvulnerability of many occupations to
automation and global supply-chain restructuring (Kokkos et al., 2022).

Demographically, the industrial labor force exhibits significant age
polarization. Older employees often occupy traditional manual roles, while
younger, more specialized professionals tend to emigrate in search of better
prospects abroad, perpetuating the phenomenon commonly described as the
“brain drain” (Kokkos et al., 2022). This outflow of talent undermines succession
planning and innovation diffusion, further entrenching the dependency on an
aging and less digitally proficient workforce. The issue of digital and
technological readiness is equally pressing. Despite growing discourse on
Industry 4.0 and digital transformation, many Greek industrial firms have yet to
integrate advanced technologies such as cloud computing, artificial intelligence
(Al), or big data analytics into daily operations. Employees often lack adequate
digital training, creating a disconnect between emerging industrial technologies
and existing workforce capabilities (Thanos & Kapoutsis, 2024). Without
strategic investment in digital reskilling, the industrial sector risks lagging behind
European counterparts that are rapidly adopting smart manufacturing systems.

The profile of human resources in Greek industries is marked by educational
imbalances, limited innovation capacity, digital skill shortages, and demographic
asymmetries. Addressing these weaknesses requires a coherent policy approach
that links education with production needs, institutionalizes lifelong learning, and
promotes technological literacy at all occupational levels. As the analyses of
Efstratoglou and Kritikidis (2020), Georganta et al. (2023), Kokkos et al. (2022),
and Thanos and Kapoutsis (2024) collectively indicate, sustained competitiveness
and industrial resilience in Greece will depend on the strategic upgrading of
human capital, the cultivation of horizontal skills, and the establishment of robust
mechanisms for professional recognition and digital transformation.



The Greek economy reflects a skills ecosystem in transition. Across all
sectors, technical specialization remains crucial, but long-term employability
increasingly hinges on transversal skills — emotional intelligence, adaptability,
teamwork, and cultural literacy. The analyses of Thanos and Kapoutsis (2024),
Georganta et al. (2023), and Kokkos (2022) collectively emphasize that the
sustainability of national competitiveness will depend on an education and
training system capable of synchronizing hard and soft skill development. In this
evolving environment, lifelong learning and cross-sectoral skill portability are no
longer optional attributes but structural imperatives for both individual careers
and organizational resilience.

Simultaneously, the advent of digital transformation is redefining
recruitment and selection processes, introducing both opportunities and ethical
challenges. As Nugroho (2025) explains, the integration of Artificial Intelligence
(Al), e-learning platforms, and automated screening tools into HRM workflows
has markedly improved efficiency and objectivity in candidate evaluation. Al-
powered systems can rapidly process large volumes of applications, compare
profiles based on predefined competencies, and generate data-driven insights to
support decision-making. These tools reduce administrative burden and
accelerate hiring cycles, aligning HRM operations with the responsiveness
required in digitally driven industries. Nevertheless, overreliance on algorithms
risks diminishing the human dimension of recruitment. Selection, as Zaya (2025)
warns, must continue to incorporate qualitative judgment, empathy, and
contextual understanding, since the ultimate goal extends beyond technical
matching to include motivation management, goal alignment, and long-term
adaptability within the organizational culture.

The process of attracting and selecting talent has evolved from a procedural
activity focused on résumé evaluation into a strategic function of organizational
transformation. Effective HRM systems integrate innovative recruitment tools,
mentoring networks, and digital analytics while preserving the human element
that ensures authenticity and long-term engagement. Success in talent acquisition
thus depends on an organization’s capacity to merge technological advancement
with empathy, purpose, and adaptability, which are qualities that define the new
social contract between employers and employees in the digital age (Latukha et
al., 2025; Xu et al., 2024; Nugroho, 2025; Zaya, 2025). Also, the retention of
human resources represents one of the most critical strategic imperatives for
organizations aspiring to achieve sustainable growth, continuity, and competitive
differentiation. Beyond the traditional focus on recruitment and performance
management, retention encompasses a comprehensive set of practices designed
to integrate, motivate, and nurture employees throughout their career trajectory.
Effective retention policies serve not only to minimize the financial and
operational costs associated with staff turnover but also to reinforce
organizational resilience, institutional memory, and cultural cohesion — factors
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that underpin long-term performance in an increasingly volatile economic
environment.

According to Syafri and Rasyid (2025), the adoption of sustainable human
resource practices, such as the implementation of inclusive well-being policies,
structured career development pathways, and the cultivation of a strong
organizational culture, produces tangible effects on employee loyalty and
organizational stability. Their empirical research conducted in Indonesia revealed
that the systematic integration of these practices correlates with a 0.38-point
increase in staff retention, indicating that investments in employee well-being and
career progression yield measurable, long-term organizational returns. These
findings resonate strongly with the context of the Greek industrial sector, where
workforce continuity and knowledge retention are key prerequisites for
maintaining productivity and innovation capacity amid demographic pressures.

Taken together, these perspectives demonstrate that the retention of human
resources constitutes a multidimensional and systemic endeavor, integrating
organizational, psychological, and economic factors. In the context of Greek
industry, retention strategies acquire heightened importance due to persistent
demographic decline, migration of skilled professionals, and intensified global
competition for talent. Ensuring the continuity of specialized personnel thus
requires a holistic HRM model that blends employee well-being, professional
development, participatory leadership, and regional innovation linkages. By
adopting these integrated practices, organizations can transform retention from a
reactive necessity into a proactive driver of strategic sustainability and
organizational excellence (Syaftri & Rasyid, 2025; Xu et al., 2024).

From the definitions listed we understand that the main characteristics of the
definitions are: people, referring to employee talents; management, which as a
concept is based on a series of both strategic and operational actions; the
resources, which include the machines, the facilities, but also the people; the
strategic actions, which have a direct effect on the employees with the ultimate
goal of the success of the organization, and finally, the operational actions,
characterized by long-term results (Prastakos, 2019; Torrington et al., 2017;
Chytiris et al., 2015; Chytiris, 1996; Zeugaridis et al., 1980).

According to the descriptions of qualifications, responsibilities and duties on
the websites of companies and public organizations the Human Resources
Director prepares and monitors the strategic policies and procedures for the
organization's human resources, prepares and describes the positions of
employees (in collaboration with the other Departments), contributes to
recruitment, monitors employee performance and plans to file everything of the
elements, shapes the work schedules and shifts of the production line, helps in the
education, training and development of all executives, deals with labor and legal
issues, advises on labor issues and employee motivation. The formal
qualifications that must the Human Resources Director possess is the important
seniority in matters that relate to human resources management, basic degree and
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master's degree in a similar subject (management and HR), good knowledge of
labor legislation. Also, he must have communication skills and the ability to
influence, excellent knowledge of Greek and at least one foreign language
(preferably English), computer skills. Finally, he must have the ability to develop
interpersonal relationships, result orientation, motivation for continuous
improvement and development of initiatives (Porfyridis, 2008). It is characteristic
that the EEDE awards prizes in various categories to Greek companies, more
specifically: Recruitment/sourcing, Onboarding and Assimilation; Training and
Development; Integrated Systems of Rewards, Benefits and Incentives (Total
Reward Management); Talent Management and Succession Planning;
Technology in HR (HR Technology); Management of Organizational Changes
(Managing Change); Redefining Culture & Internal Communication — (Cultural
Change and Internal Communication); Healthy Working Environment - Wellness
and Wellbeing; and Building the future of HR.

Having quoted the most well-known definitions, we can define Human
Resource Management as that management function that deals with a series of
functions and actions of the organization, taking into account the internal and
external environment of the organization. At the same time, it highlights the
human being as the organization's most valuable resource. A man can contribute
to the success of the organization and is a competitive advantage over other
businesses. The main functions are recruitment, job evaluation, planning, job
description and selection of suitable human resources; also, human resource
performance evaluation, performance management, human resource training and
development, knowledge management, motivation, employee health and safety,
organizational culture, Corporate Social Responsibility and business
communication, all of these within the framework of the systemic approach of
organizations and the effects from the internal and external environment (Mondy
et al., 2018; Parmar, 2014; Shawn et al., 2005).

Table 1. Differences in Personnel Management and Human Resource Management

. . Personnel Human resource
Dimension
management management
Organizational | Separate administrative Integrated strategic
position task function
. . Performance an
Remuneration Job-based evaluation eriormance d
contribution alignment
Employment Collective and Individual and
relations procedural focus organizational alignment
. Limited information Broad and continuous
Communication . )
flow information flow
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. . Personnel Human resource
Dimension
management management
. . Teamwork and integrat
Work design Task fragmentation © © d integrated
roles
Conflict Management of climate
Temporary settlement
management and culture
Controlled access to Multiple continuous
Development .
courses learning forms
Evaluation C Maximum use of
. Cost minimization e
criterion employee capabilities

Source: Storey, J. (1992) Development in the Management of Human Resources.
Blackwell, Oxford.

The subsection concludes that contemporary HRM combines organizational
efficiency with employee development. In the Greek setting, this role acquires
particular importance because skill shortages, demographic imbalance, digital
adaptation, and the retention of qualified employees influence both industrial
competitiveness and public-service capacity. Strategic HRM therefore depends
on coherent links among staffing, learning, appraisal, rewards, employee voice,
and organizational purpose.

1.2. HUMAN RESOURCE MANAGEMENT MODELS

The second subsection reviews major HRM and motivation models. The
models organize the relationship among organizational context, employee
capabilities, managerial choices, motivation, and performance. Their comparative
value lies in showing that HRM operates through interconnected systems rather
than isolated practices.

The unevenness generally observed in Human Resource Management results
in the existence of different models. According to Fombrun's Matching Model
(Armstrong, 2006) there are specific processes that appear in every organization:
selection of employees, appraisal, rewards, and development of employees.
Therefore, since they are found in every organization, they should be taken into
account so that the HRM can be harmonized with the strategy of an organization.

The Harvard Framework is a more strategic approach. It includes those
decisions and actions concerning the organization-employee relationship, where
the latter are considered an "asset" of the organization (Armstrong, 2006).
According to this model, stakeholders, employees and government on the one
hand, and occasional events (e.g. technological development, legislation) on the
other, exert a direct influence on the choice of HRM policies (e.g. employee
reward system). These policies affect personnel (loyalty) which in turn causes
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long-term consequences both at the individual and organizational level or even at
the societal level (well-being).

The Contextual Model studies HRM within the environment in which it
develops, taking into account both the characteristics of the organization and the
situations it faces, as well as social, institutional, political forces and the influence
they exert on the organization (Armstrong, 2020). In Adams's model the activities
of the HRM appear to be externalized. Essentially, in this particular model, human
resources are approached in different ways (Armstrong, 2006). HR are viewed as
the “in-house agency". Human resources are likened to a center that manages
costs, either its own or those of other departments within an organization. Another
perspective of HR is “the internal consultancy". It is considered that human
resources provide their services to managers but they have the possibility to turn
to another department if they are not satisfied. HR can also be explained as “the
business within a business". This interpretation refers to a certain degree of
freedom that human resources can have and that allows them to "deal" with units
both inside and outside the organization. Another interpretation of HR is “the
external consultancy". Units within the organization look to outside businesses
for help and guidance.

The 5-P Model, as presented by Schuler, provides a concise framework for
understanding how HRM operates (Armstrong, 2020): (1) Philosophy has to do
with the way human resources are treated and their role in the success of an
organization. Stakeholder Interest: Stakeholders Management Trade Unions
Government Society Situational Factors: Employee Characteristics Business
Strategy Management Philosophy Labor Market Legislation Social Values
Technology HSE Policy Options: Employee Influence Reward Systems Work
Systems Outcomes: Loyalty: Skills Relevance Cost Effectiveness Long-Term
Consequences: Individual & Social Welfare Organizational Efficiency; (2)
Policies are about providing guidelines for everything that involves or involves
the human factor element. Policies can be categorized (Jiang et al., 2012)
according to whether they are related to knowledge, abilities, skills (recruitment,
selection and training policy), to motivation and effort (performance management
policy, compensation and incentive policy), with participation opportunities
(involvement and job-design policy). Each of the above policies is implemented
by adopting corresponding practices; (3) Programs are created based on policies
and contribute to the IAS's efforts to manage change and meet the needs of the
organization; (4) Practices are all those activities that stem from the
implementation of policies and programs; (5) Processes are actions with a
beginning and an end and they put into effect the plans of the HRM.

Additionally, Maslow’s hierarchy of needs is among the most widely used
motivational models in HRM because it translates human motivation into a
developmental logic: individuals seek to satisfy lower-order needs before higher-
order aspirations become salient (Maslow, 1943). In organizational settings, the
framework has typically been operationalized as a staged approach to employee
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support, where compensation and working conditions secure basic stability, while
recognition, growth opportunities, and meaningful work enable higher
engagement. Although the hierarchy is often represented as a strict ladder,
Maslow’s original argument was more probabilistic than mechanical: needs can
overlap, and multiple needs may operate simultaneously, but there is a general
tendency for unsatisfied “deficiency needs” to dominate attention (Maslow,
1943).

In HRM scholarship and practice, a key value of Maslow’s model is
diagnostic: it helps interpret why “one-size-fits-all” incentives fail. For example,
an organization may invest heavily in development programs, but employees who
experience insecurity (e.g., precarious contracts, unpredictable overtime, or
perceived unfairness) may interpret these initiatives as symbolic rather than
supportive, and remain disengaged. Conversely, where basic conditions are
consistently met, employees may respond more strongly to non-monetary
motivators, such as autonomy, recognition, and opportunities to work on complex
problems. Thus, the hierarchy encourages HR practitioners to treat motivation as
a system of interdependent conditions rather than a single lever. At the same time,
the empirical status of a strict hierarchical ordering has long been contested.
Wahba and Bridwell’s review highlights mixed evidence for the universal
sequencing implied by popularized versions of Maslow’s theory, noting that
individuals differ in priorities and that contextual factors shape which needs
become salient (Wahba & Bridwell, 1976).

Also, Alderfer’s ERG theory was developed explicitly as an alternative to
Maslow, retaining the basic insight that human needs shape motivation while
proposing a more parsimonious and empirically testable structure: existence,
relatedness, and growth (Alderfer, 1969). “Existence” consolidates material and
security needs; “relatedness” covers interpersonal connection and social standing;
“growth” involves personal development, competence expansion, and
psychological flourishing. Crucially, ERG theory relaxes the assumption of strict
progression. Individuals can pursue multiple needs at once, and movement
between needs is not only upward. The model’s distinctive mechanism, often
described as frustration—regression, proposes that when higher-level needs are
blocked, individuals may intensify efforts to satisfy lower-level needs (Alderfer,
1969).

Herzberg’s Two-Factor Theory (also called the Motivation—Hygiene theory)
remains influential in HRM because it reframes employee attitudes as the product
of two relatively distinct sets of job factors: hygiene factors that prevent
dissatisfaction and motivators that generate satisfaction and positive engagement
(Herzberg, Mausner, & Snyderman, 1959). The theory emerged from qualitative
research in which employees recounted episodes when they felt exceptionally
good or bad about their work; Herzberg and colleagues observed that
dissatisfaction was typically attributed to the job context (e.g., pay, supervision
quality, organizational policies), while satisfaction was attributed to the job
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content (e.g., achievement, recognition, responsibility, growth) (Herzberg et al.,
1959). This distinction has been highly consequential for HRM because it
challenges the assumption that improving extrinsic conditions alone will reliably
produce motivation. Instead, it implies that organizations can reduce
dissatisfaction via sound employment conditions, yet still fail to create genuine
motivation unless roles are designed to provide meaningful intrinsic drivers.

In HR practice, the hygiene dimension maps onto baseline employment
architecture: fair compensation, safe and manageable working conditions, clear
policies, competent supervision, and adequate resources. These are non-
negotiable foundations because deficiencies trigger dissatisfaction and preoccupy
attention, often eroding trust and intensifying turnover risk. However, Herzberg’s
argument is that the absence of dissatisfaction is not equivalent to motivation.
Motivators are experienced primarily through the work itself, i.e. task
significance, ownership, the possibility of mastery, and visible accomplishment.
Therefore, HR interventions aligned with Two-Factor Theory tend to emphasize
job enrichment and job design rather than only incentives. Job enrichment
involves vertical loading of responsibilities — expanding autonomy, decision
latitude, and the scope of meaningful contributions, so that employees experience
achievement and personal growth (Herzberg, 1968).

This logic converges with the broader job design literature. Hackman and
Oldham’s Job Characteristics Model identifies core job attributes, such as skill
variety, task identity, task significance, autonomy, and feedback, which promote
intrinsic motivation and satisfaction by shaping experienced meaningfulness and
responsibility (Hackman & Oldham, 1976). While conceptually distinct, this
body of work reinforces Herzberg’s core HRM implication: sustainable
motivation is more likely when roles provide both structural support and
psychologically rich content. In applied HRM terms, this translates into practices
such as redesigning workflows to increase end-to-end task ownership, building
feedback-rich environments (not merely annual appraisals), developing
recognition systems tied to meaningful achievements, and creating internal
mobility routes that allow employees to expand responsibility over time.

The theory also faces limitations that HRM writers should acknowledge.
Measurement traditions (e.g., projective techniques such as the Thematic
Apperception Test) raise practical and psychometric questions in organizational
settings, and the neat separation among needs can blur in real work contexts. Even
so, the model’s enduring value lies in providing a differentiated account of
motivation: employees are not uniformly driven by the same incentives, and
motivational architectures must account for these dispositional differences. In
practical terms, HR systems benefit from providing multiple pathways for
recognition and advancement — technical excellence routes (appealing to nAch),
leadership and influence routes (nPow), and relational-expertise routes (nAff) —
rather than assuming a single “best” career trajectory.
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Herzberg and McClelland complement one another by connecting
motivation to both job design and individual differences. Herzberg emphasizes
the structure of work (hygiene versus motivators) and directs HRM toward job
enrichment and intrinsic drivers, while McClelland emphasizes variation across
individuals in learned motives and directs HRM toward fit, differentiated
development, and leadership design. Combined, they support a multi-level HRM
argument: (a) organizations must secure minimum employment conditions that
prevent dissatisfaction; (b) roles should be designed to enable achievement,
responsibility, and growth; and (c) motivational strategies should be tailored to
dominant employee needs, avoiding one-dimensional incentive systems that
assume uniform preferences.

Also, the Harvard Framework Model is a foundational “soft HRM” approach
that conceptualizes human resource management as an integrative policy system
shaped by stakeholder interests and situational constraints, and evaluated through
long-run outcomes for both organizational effectiveness and employee well-being
(Beer etal., 1984). Rather than treating HR as a set of isolated practices, the model
proposes that organizations make HR policy choices across four core domains —
employee influence, human resource flow, reward systems, and work systems,
and these choices generate immediate HR outcomes (e.g., commitment,
competence, congruence, cost-effectiveness) that ultimately affect individual and
societal consequences. The framework’s distinctive contribution is its explicit
recognition that HR choices are inherently political and contextual: management
preferences must be balanced against multiple stakeholders (employees, unions,
government, community, shareholders) and against situational factors such as
labor markets, workforce characteristics, technology, and legal regimes (Beer et
al., 1984).

Additionally, the AMO model, often summarized as Ability—Motivation—
Opportunity, is a widely used mechanism-based account of how HR systems
shape performance. In this view, employee performance is a function of whether
employees can do the work (ability), will do the work (motivation), and are
enabled to do the work through participation and supportive structures
(opportunity) (Appelbaum et al., 2000). The model’s practical strength is its
diagnostic clarity: it explains why organizations may fail even when they invest
in one HR domain. For instance, strong selection and training (Ability) will
underperform if incentive systems are weak or perceived as unfair (Motivation),
or if rigid hierarchies and poor workflow design prevent employees from applying
their skills (Opportunity).
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Table 2. Principal HRM models and their managerial implications

Model

Central focus

HRM implication

Matching or

Alignment of selection,
appraisal, rewards, and

Internal consistency and strategic fit

Michigan model development with strategy
Stakeholder interests,
Harvard situational factors, HR policy | Balanced attention to employees,
framework choices, and long-term effectiveness, and social legitimacy
consequences
Interaction of HRM with

Contextual model

institutional, economic, and
organizational conditions

Adaptation to sector and national
context

Philosophy, policies,

Coherent implementation from

5P model programs, practices, and principles to daily routines
processes
Human needs and chanein Portfolio of financial, social,
Maslow and ERG L changing developmental, and growth
motivational priorities .
opportunities
. . Sound employment conditions
Hygiene conditions and . . .
Herzberg S . combined with meaningful work and
Intrinsic motivators .-
recognition
. Learned needs for Differentiated roles, leadership
McClelland achievement, affiliation, and
development, and feedback
power
Ability, motivation, and Complementary bundles of staffing,
AMO model . ; development, rewards, and
opportunity to contribute L
participation
Balanced Financial and nonfinancial Link HR indicators with
Scorecard performance perspectives organizational outcomes

Source: author’s elaboration

The models show that employee performance emerges from a system of
capabilities, motivational conditions, opportunities for contribution, and
institutional support. The dissertation uses this combined perspective to interpret
why similar formal HR practices may produce different experiences across
organizations and demographic groups.
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1.3. HR PERFORMANCE APPRAISAL METHODS

The third subsection examines traditional and contemporary performance
appraisal methods. Performance appraisal is treated as a central HRM mechanism
because it translates organizational objectives into employee expectations,
feedback, recognition, development, and advancement decisions.

Employees’ performance evaluation is a very important construct of
organization human resources management. There are various approaches that
can by employed each having its advantages and benefits.

The narrative report method is the simplest form of evaluation, the aim of
which is to avoid limiting the role of the evaluator, as is the case with other
methods, describes the employee's performance, strengths and weaknesses. Such
can be the general performance of the employee, the level of his knowledge about
his work, his development possibilities, his ability to make decisions or deal with
difficult situations. Certainly, this method has the advantage of giving the
employee the opportunity to be informed about his general performance through
a descriptive and analytical way in order to collect as much information as he can.
(Vaxevanidou & Rekleitis, 2008). On the other hand, it is particularly time-
consuming to prepare and requires a lot of paperwork as well as appropriate
training on the part of the evaluator. It also involves a high degree of subjectivity
and bias due to the absence of specific evaluation standards and criteria. (Mouza
& Lazaridis, 2006: 233) Some companies direct the evaluators to complete the
evaluation report essentially answering open-closed type questions, while others
provide them with more flexibility and freedom (Lunenburg, 2012). For these
reasons, in recent years the narrative report method is used in addition to other
methods and is preferred when the evaluator wishes to emphasize specific
characteristics and abilities of the employee.

In the method of forced choice, initially, the evaluator is given pairs of
sentences related to different criteria, which describe the basic characteristics of
the employee (Vaxevanidou & Rekleitis, 2008: 303—304). Then, the evaluator is
asked to choose one of the two proposals which best characterizes the employee.
This particular method is considered to significantly reduce the case of bias in
favor of an employee. In fact, in each pair of sentences there may be two negative
or two positive, but never a positive and a negative sentence, as it would be easy
for the evaluator to conclude which of the two is the desired one (Flippo, 1984:
232). Therefore, the clear advantage of this method is the achievement of a greater
degree of objectivity by the evaluator. However, like any system, the compulsory
selection method also has its weaknesses. More specifically, the main
disadvantage of the method is that it is not suitable when the goal is the
development of the employee, which is the main purpose of modern evaluation.
Moreover, the results obtained through this system are exclusively qualitative,
which makes their processing particularly difficult. Overall, despite its
contribution to objectivity, the method should be chosen in line with the specific
aims of the appraisal process.
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Modern methods and modern evaluation systems were created due to the
need to overcome the disadvantages arising from the use of traditional systems,
such as subjectivity or bias (Aggarwal, 2013). Management by Objectives (MBO)
is a particularly popular method of employee evaluation and wider management
of human resources. In several surveys that have been done on evaluation
methods, it is shown that more than half of the organizations participating in the
surveys use some kind of management through objective objectives in order to
evaluate the performance of their employees. (Fisher et al., 1996: 84). As a term
it was met for the first time in 1954 by Peter Drucker (Chytiris, 2013: 247). It is
a management philosophy in which the supervisor in collaboration with the
employee discuss, exchange opinions and finally set objectives (e.g., sales
volume, return from customers, company profits) based on the course and result
of which the employee will be evaluated at the end of each given period. More
specifically, MBO includes the following steps: The employee holds a meeting
with his supervisor during which, after an exchange of opinions, they set some
goals that must be achieved in a specific time frame During this period, the
process and progress towards achieving goals is monitored and controlled,
although the employee enjoys relative freedom as to how to achieve them At the
end of the initially defined time period, employee and supervisor hold another
meeting to compare expected with actual results, evaluate their achievement and
decide together on new goals. In order for the above steps to be performed
successfully there are certain guidelines that must be followed. First, the goals
that will be set must be clear, quantified and achievable (Fisher, 1996: 484-485).

A human resources performance evaluation system, which is gaining more
and more acceptance over the years, is the 360-degree evaluation system,
otherwise known as circular feedback. Indicatively, according to research, 12%
of organizations in the United States of America (USA) use this specific method
of evaluation, while approximately 25% of organizations use some variation of it
(Waldman, 1998). In practice, in circular feedback, information about the
employee's performance is collected simultaneously from different sources such
as subordinates, customers, supervisors, colleagues and also from a self-
evaluation process (Fisher, 1996: 487-488). Moreover, depending on the nature
of the work (e.g., for a salesperson), questionnaires can also be given to
customers, while the method is used more for issues related to the development
and training of employees and less for remuneration issues (Mouza-Lazaridis,
2006: 244). As a rule, the information is collected through questionnaires, which
are shared and completed anonymously by all the aforementioned groups of
people. As is readily apparent, the main advantage of the 360-degree evaluation
is precisely that it collects from multiple sources information about the
employee's performance. Thus, by increasing the sample of respondents, it
becomes more likely to approach accuracy in the final performance estimate. In
addition, an equally important advantage of the method is the fact that the
questionnaires are completed anonymously. In this way, the participation of the
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employees increases, who will not hesitate to give a negative rating, e.g., their
boss, fearing consequences and revenges.

Notably, research even shows that supervisors who received a low or
moderate rating from their subordinates showed an improvement in their
performance over a period of six months (Smither, 1995). Nevertheless, regarding
some of its disadvantages, we can include the long time needed during its
execution but also the increased cost it requires (Mouza & Lazaridis, 2006: 244).
Undoubtedly, like any other way of evaluation, circular feedback requires
important decisions to be made and necessary actions to be taken so that it proves
beneficial for the organization that adopts it (Harris, 2000: 220). In order for the
participants in the circular feedback to answer honestly in the questionnaire that
will be given to them, it is very important to ensure their anonymity. Research
shows that when the evaluation is done by name, the evaluators tend to rate higher
than is appropriate in the case. As in any other method, in this one it is considered
necessary to train all participants in order to avoid errors in the evaluation (see
the relevant chapter on errors). Although initially the use of the human resources
assessment was for the development and improvement of the employee, in recent
years several companies use its results as a criterion for promotions or salary
increases. But soon some of them realized that with this change in the use of the
method, the employees acquired a negative attitude towards it while several
evaluators started to be more flexible in their ratings. It would be good to use the
method mainly for development purposes and to decide later, when it has become
part of the organization's culture, to use it for other purposes as well.
Organizations and companies considering the possibility of implementing 360-
degree evaluation as a means of evaluation must first of all define what exactly
they wish to achieve by using the method and then develop the further processes
that will be useful to lead to the desired results. Results. The goals that the
company will set are the ones that will determine the success of the specific
evaluation method and whether it will have substantial utility or not (Antonioni,
1996).

Additionally, software-based appraisal has been taking place more and more
in recent years in businesses, which seems logical as it gathers and analyzes the
necessary performance data in less time. There are many software packages on
the market which, through complex algorithms, collect the necessary data and
provide direct and objective (since quantified) measurements regarding the
performance of employees, thus enabling the supervisor to know who has a good,
acceptable or unacceptable performance (Katsalis and Tsokos, 2009: 140-141).
Access to these softwares may be given either only by authorized supervisors, or
by employees in order to provide information and feedback to the system. Studies
even show that the use of electronic systems in evaluation enhances employee
participation compared to traditional evaluation systems (Payne, 2009). through
which the supervisor can choose which ones will be included in the evaluation
and which ones will not. They also provide detailed instructions to both the
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assessee and the supervisor, related to ways that will lead to an increase in the
employee's performance and efficiency. In fact, the description of these
instructions is not just theoretical but concrete with texts and examples. An
advantage of evaluation using electronic systems is the speed of collecting and
analyzing information about the employee's performance, compared to traditional
evaluation methods. (Fletcher, 2001). Critics of the use of such evaluation
systems focus their criticism not on the machines themselves, but on the way these
machines are used by supervisors. Since the program is not able to take into
account the human and physical work environment, the supervisor must evaluate
the data provided by the system about the employee taking these parameters into
account. Finally, the use of such programs should not invalidate the process of
real communication between evaluator and appraisee, as this way one of the
essential requirements of personnel evaluation is lost.

Classical performance appraisal methods do not take into account the modern
work environment. Annual reviews are now considered obsolete, as many
employees depending on their type of work may need monthly or even weekly
goals (Rock & Jones, 2015). The projects that an employee may be currently
engaged in are short-term and tend to to change during them, changing
accordingly the tasks and also the goals that an employee is asked to fulfill. In
this way, an annual evaluation of his performance would not be characterized as
accurate and fair. Also, in the modern work environment, employees do not
always have the same duties and responsibilities, which may change from year to
year or from project to project. This fact renders meaningless the use of traditional
evaluation systems, which mainly evaluate the past performance of employees,
without focusing on their perspective and talents (Tavis, 2016). Furthermore, due
to the globalization of the market, it is common for supervisors not even to be in
the same country as their subordinates, which naturally creates doubts about
whether they can properly and objectively evaluate their performance and results.
(Rock & Jones, 2015).

Table 3. Main families of performance appraisal methods

Method family Representative methods Main managerial value
Narrative and scale Narrative report, graphic Simple documentation and
methods rating scale, checklist structured comparison
Comparative Ranking, paired comparison, | Relative differentiation among
methods forced distribution employees
Behavioral Critical incidents, BARS, Evaluation of observable job-
methods BOS related behavior
Objectives-based Management by obiectives Alignment of individual results
methods & Y 00) with organizational goals

22



Method family Representative methods Main managerial value
. Broader feedback from
Multisource . .
360-degree feedback supervisors, peers, subordinates,
methods .
and clients
Assessment Assessment centers, Evaluatl'on of managerial
. . . ; potential and complex
methods simulations, interviews .
competencies
.. Software dashboards and Continuous data collection and
Digital methods . o . . .
electronic monitoring timely performance information

Source: author’s elaboration

The analysis favors developmental and evidence-based appraisal. Credible
systems use explicit criteria, trained evaluators, periodic dialogue, multiple
sources of evidence where appropriate, and a visible connection with learning and
career progression. Modern digital tools increase the availability of performance
information, while procedural fairness, proportionality, privacy, and human
judgment preserve employee trust.
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CHAPTER TWO: STRUCTURAL AND CHARACTERISTIC
FEATURES OF INDUSTRIAL AND PUBLIC SECTORS IN GREECE

2.1. SPECIFIC CHARACTERISTICS OF INDUSTRIAL SECTOR IN
GREECE

The first subsection of Chapter Two presents the historical development of
Greek industry from the nineteenth century to the contemporary investment and
digital-transition period. The analysis connects industrial structure with
employment, skills, technology, finance, public policy, and international
economic conditions.

The Birth of Greek Industry (1865-1892) emerged during the 1860s,
particularly under the government of Alexandros Koumoundouros. Although
earlier attempts at state reorganization had begun with King Otto and the Bavarian
regency after independence, these focused on the navy, communications, and
agricultural modernization rather than on industry — a reflection of an economy
still too fragile to sustain large-scale production. Only around 1865 did the
domestic conditions mature sufficiently for an industrial takeoff.
Koumoundouros’ economic policy sought to restructure public finances,
modernize the army, enhance trade, expand exports of agricultural goods, and
crucially, promote industrial growth (Kremmydas, 1999).

The early factories, mainly wine-processing and packaging units, appeared
after the Crimean War as a response to the contraction of the raisin trade. A new
tariff policy introduced in 1867 proved decisive: it was liberal for industrial raw
materials but protectionist for domestic manufactured goods. The twelve-year
period 18671878 saw a sharp rise in industrial establishments, especially flour
mills, ironworks, tanneries, and oil presses, since imported substitutes were now
taxed. The end of the American Civil War (1867) also reshaped trade flows.
European markets resumed cotton imports from the United States, compelling
Greek producers to redirect their output internally, thus stimulating the
development of local spinning and weaving mills. Financially, industrial
expansion was supported by the creation of banking institutions such as the
General Credit Bank (1873) and the Industrial Credit Bank (1874), which
complemented the National Bank of Greece (founded in 1841). These banks
mobilized diaspora capital and foreign investment.

The industrial sector was equally constrained. The fall in prices stemmed not
only from cyclical forces but also from intensifying international competition.
Britain was losing its former industrial hegemony, while a newly unified
Germany expanded aggressively, seeking outlets for its surplus output. Small and
import-dependent Greece became a convenient target market for these advanced
economies just as domestic purchasing power weakened. Consequently, Greek
enterprises saw their profit margins eroded and their ability to accumulate capital
severely limited (Thirlwall, 2001). The Greek crisis unfolded in two phases.
Between 1875 and 1877, apart from the worldwide slump, the Eastern Crisis
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disrupted commercial exchanges with the Ottoman Empire, depriving Greek
manufacturers of a major export destination. The cotton industry, already plagued
by over-production, was the most severely hit. After 1878, a brief recovery
ensued: trade with the Ottomans resumed, and the anticipated annexation of
Thessaly inspired optimism about new markets and raw-material sources. Yet
these expectations soon proved illusory.

Following the declaration of state bankruptcy in 1893, the Greek industry
(1893-1940) entered a prolonged period of restructuring. According to Mansolas
(as cited in Matrapazis, 2003), compared with 1865, the number of mechanized
plants had nearly doubled, and the industrial labour force had tripled, reaching
around 15,000 workers employed in 220 factories with a combined capacity of
approximately 10,000 steam horsepower. These figures, though indicative of
progress, reflected more a quantitative expansion than a qualitative
transformation, since most enterprises remained small, under-capitalized, and
technologically backward (Matrapazis, 2003). Despite these constraints,
institutional developments gradually prepared the foundation for further
industrial advance. The imposition of International Financial Control (1898) after
Greece’s fiscal default introduced a degree of budgetary discipline and
encouraged modernization of public works, particularly in transport and
communications infrastructure. Industrial diffusion proceeded slowly but
perceptibly, marking what economic historians later termed Greece’s “second
industrialization”, extending roughly until 1912 (Hatzigiosif, 1993).

For Greece, the interwar period began effectively after the Treaty of
Lausanne in 1923, later than in most European countries due to the prolonged
Asia Minor conflict. The arrival of roughly 1.3 million refugees from Asia Minor
and the redrawing of national borders transformed both the labour market and
domestic demand. As Matrapazis (2003:32) notes, 1923-1940 was a time of
accelerated economic growth, with industry becoming the primary beneficiary of
investment inflows, albeit under conditions of small market size and weak
technology. Nevertheless, the author insists that this period did not constitute a
full industrial revolution but rather Greece’s first substantial industrialization—a
process still constrained by limited firm scale, fragmented production, and
financial dependence on state or foreign capital (Matrapazis, 2003). The
achievements of the 1930s were largely obliterated by the Second World War,
which destroyed infrastructure and reversed much of the progress made since the
1920s. Despite successive demographic enlargements, such as the annexation of
Thessaly in 1881 and the integration of refugee populations after 1922, the
potential benefits of scale were diluted by mass emigration, slow population
growth, and the destructive impact of recurring wars. By 1940, Greek industry
had become larger and institutionally more organized than ever before, yet it
remained structurally weak, heavily reliant on state protectionism and foreign
capital inflows (Matrapazis, 2003).
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The period 1953—1973 marks what Matrapazis (2003: 47) calls the “take-off
phase” of Greek industrialization. Economic recovery evolved into rapid growth
through a combination of state-led investment, foreign capital inflows, and
macroeconomic stabilization. The 1953 currency reform, which pegged the
drachma at 30 to the U.S. dollar, curbed inflation and created a stable environment
for investment (Petrakis, 1992). Between 1953 and 1961, industrial output grew
on average 7-8 per cent annually, outpacing GDP growth and confirming
Nicholas Kaldor’s growth hypothesis linking manufacturing expansion to overall
economic performance (Thirlwall, 2001). Key sectors included textiles, food
processing, cement, chemicals, metallurgy, and energy production. The
establishment of the Public Power Corporation (AEH) in 1950 enabled a rapid
extension of electrification to urban and rural areas, drastically reducing
production costs and stimulating mechanization (Kremmydas, 1999).

With the oil crisis of 1973, which abruptly ended the post-war boom. Rising
energy costs, declining export competitiveness, and tightening credit precipitated
a worldwide industrial recession that reached Greece by 1974. Although the
industrial sector had achieved its most sustained expansion in modern Greek
history, its dependence on imported technology and external demand left it
vulnerable to the global downturn. According to Matrapazis (2003), the post-war
trajectory of Greek industry evolved through three overlapping phases. The first
one was the Reconstruction (1944—1952) characterized by emergency recovery
under foreign aid and partial state planning, restoring basic production capacity.
The second phase was called the Expansion (1953-1973), distinguished for its
rapid, state-supported growth driven by foreign capital, urban demand, and
energy modernization. And the final phase is known as the Crisis (1973 onwards),
associated with an abrupt slowdown following the oil shock, revealing the
fragility of an import-dependent model.

Throughout, the process retained enduring characteristics identified since the
nineteenth century: small-scale ownership, limited technological autonomy, and
a high degree of state mediation in capital accumulation. From the aftermath of
the sovereign-debt crisis to the eve of the pandemic, Greece’s industrial base
operated under severe headwinds: fixed investment was depressed, bank credit
was scarce, and the energy cost gap with EU peers remained sizable.
Nevertheless, by 2017-2019 a gradual export-led recovery had emerged, aided by
structural reforms that improved the business environment and by the first waves
of digital upgrading in medium-tech manufacturing (OECD, 2023). The sector
remained relatively small in a services-intensive economy, but the mix
consolidated around branches with strong domestic linkages — agri-food, non-
metallic minerals and construction inputs, basic metals,
chemicals/pharmaceuticals, and selected machinery components, providing a
platform for subsequent growth (Eurostat, 2024; IOBE, 2024).

The pandemic interrupted this recovery, but the rebound was rapid. The
OECD (2023) attributes Greece’s post-2020 outperformance to a combination of
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policy support, the launch of the National Recovery and Resilience Plan (“Greece
2.0”) and an export rebound. The RRP’s mix — digital transformation, green
investment, skills and innovation—has been particularly relevant for
manufacturing upgrading and for crowding-in private capital. The European
Commission (2025) reports that real GDP growth exceeded the EU average in
2023-2024, with investment growth “high” and supported directly by RRP grants
and loans; it further notes that the REPowerEU chapter has reoriented part of the
pipeline toward energy security and decarbonization — critical for energy-
intensive producers.

Greece’s industrial sector has moved from a fragile, post-crisis base to a more
diversified, investment-led expansion. The evidence points to three strategic
priorities. First, deepen the energy transition — grid reinforcements, renewable
PPAs, and electrification, to mitigate cost risk for energy-intensive branches and
to align with EU carbon policies (European Commission, 2025; OECD, 2023).
Second, broaden the export base beyond agri-food by scaling pharmaceuticals,
specialty chemicals and advanced materials through clusters, R&D tax incentives
and skills partnerships. Third, accelerate diffusion of digital production
(automation, data/Al, quality analytics) across SMEs to lock in productivity and
quality upgrading. With continued execution of the RRP/REPowerEU pipeline
and attention to the cost-competitiveness margin, Greek industry can sustain
convergence toward EU peers despite a still-challenging external environment
(IOBE, 2024; Reuters, 2025a, 2025b).

The historical trajectory reveals recurring dependence on external finance,
imported technology, state support, and small-scale enterprise structures.
Contemporary recovery provides stronger investment and export opportunities,
especially in agri-food, energy, pharmaceuticals, logistics, and digitally enabled
manufacturing. Human resource strategy becomes decisive because productivity
growth requires technical specialization, digital skills, continuous learning, and
the capacity to retain qualified professionals.

2.2. SPECIFIC CHARACTERISTICS OF PUBLIC SECTOR IN GREECE

The second subsection examines the Greek public sector as an institutional
component of economic development, social provision, employment, and
administrative governance. Particular emphasis is placed on the sovereign-debt
crisis, the Economic Adjustment Programs, wage and employment changes, and
the continuing modernization of public administration.

In the post-war era, the development of the Greek public sector followed a
delayed trajectory compared to that of the more advanced Western economies. Its
expansion occurred at a slower pace, reflecting structural rigidities and the
relatively late modernization of the Greek state apparatus. Similarly, the
subsequent contraction of the public sector, triggered by the dominance of
neoliberal economic doctrines, also took place with a significant time lag relative
to Western Europe. However, the decisive turning point in the evolution of the
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Greek public sector was the global financial crisis of 2008-2009 and the
subsequent Eurozone crisis of 2010, which reshaped both fiscal policy and the
institutional framework of governance. The global capitalist crisis of 2007-2008
effectively marked the end of the period known as the Great Moderation — a phase
of relative economic stability that followed the global downturn of 1974. During
that time, despite modest growth rates, prevailing economic theories (those
dominant among Western governments and major international organizations
such as the IMF, World Bank, and OECD) portrayed the global economy as
having entered an era of controlled volatility. The more extreme variants of these
theories even declared the “end of business cycles.” This optimistic narrative was
abruptly overturned by the 2007-2008 crisis, which unleashed a prolonged phase
of intense and unpredictable economic fluctuations (Mavroudeas & Passas,
2022).

Formally recognized in 2010, the Greek economic crisis had been brewing
earlier, as growth rates had already turned negative prior to that year. At the
outset, the EU and mainstream economic institutions promoted the idea that the
problem was an isolated “Greek disease.” This interpretation was soon disproven
as other peripheral economies faced similar collapses. Mainstream analyses
interpreted the Greek case as a situational or policy-driven failure, attributing it
to domestic mismanagement rather than to deeper structural contradictions of
capitalism (Mavroudeas & Paitarides, 2015). As a result, the crisis was
predominantly labeled a public debt crisis, allegedly caused by the overexpansion
of the public sector, which led to excessive external borrowing and, consequently,
to imbalances in the current account. The dominant narrative described this as a
“twin-deficit” problem — fiscal and external, where fiscal irresponsibility was
assumed to trigger the deterioration of the balance of payments. Within this
framework, the public sector, and particularly public-sector wages, were singled
out as the root cause of national decline. According to these mainstream
perspectives, the Greek public sector had become excessively large and
inefficient, sustained by clientelist networks and characterized by fiscal
indiscipline. Public employment expansion was interpreted as a politically
motivated concession to lower-income social groups, while public-sector wages
were portrayed as disproportionately high compared to productivity levels. This
line of reasoning legitimized the imposition of austerity measures aimed at wage
compression, privatization, and downsizing of public employment — policies that
would define the trajectory of the Greek public administration throughout the
2010s (Mavroudeas & Passas, 2022).

As a consequence of the prevailing neoliberal policy framework, both the
first and second Economic Adjustment Programs (EAPs) introduced severe
reductions in the size, scope, and expenditure of the Greek public sector,
particularly targeting public-sector wages and compensation structures. As will
be demonstrated in subsequent sections of this study, these institutional reforms
and austerity measures led to a rapid deterioration of employment relations, wage
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conditions, and morale across the public administration. The policy of wage
compression began even before the formal implementation of the first
Memorandum of Understanding (MoU). In early 2009, under the preceding New
Democracy government, a salary freeze was imposed on public employees
earning above €1,700 per month, as well as on local government and public law
entity (NPDD) employees and pensions exceeding €1,100. This measure was
framed as a pre-emptive response to fiscal instability but effectively set the tone
for the austerity policies that followed.

In macroeconomic terms, the compression of public wages contributed to the
recessionary spiral of the Greek economy, as domestic demand weakened while
unemployment rose sharply. Although presented as necessary for fiscal
consolidation, the strategy effectively undermined both the productive capacity
of the state and the social legitimacy of public administration. The
implementation of the Unified Wage System thus symbolized not merely a
budgetary adjustment but a structural reconfiguration of the Greek public sector,
with long-term consequences for equity, service delivery, and institutional
efficiency (Kouzis et al., 2013; Hellenic Stability and Growth Program, 2010).
The evolution of the Greek public sector in the post-war period followed a
delayed trajectory compared with that of the more advanced Western economies.
Its expansion occurred gradually, reflecting the slower pace of state formation
and economic modernization in Greece. Likewise, the contraction of the public
sector, which emerged after the ascendancy of neoliberal policy frameworks,
unfolded with considerable temporal lag relative to other Western countries.
However, the most decisive factor shaping the course of the Greek public sector
was the global financial crisis of 2008-2009 and the subsequent Eurozone crisis
that erupted in 2010.

Initially, European institutions and mainstream economists framed the Greek
crisis as an isolated and exceptional case — a “Greek disease.” This interpretation
was soon invalidated when similar crises emerged across the Eurozone periphery.
Orthodox analyses adopted a conjunctural explanation, asserting that Greece’s
crisis stemmed primarily from domestic policy failures and fiscal indiscipline,
rather than from systemic contradictions within FEuropean capitalism
(Mavroudeas & Paitarides, 2015). Within this framework, the Greek crisis was
narrowly defined as a public debt crisis, attributed to an overexpanded public
sector that had generated excessive external borrowing and, consequently, a twin
deficit — fiscal and current account. According to this view, the fiscal deficit was
the primary cause of the external imbalance, and the public sector, particularly
through its wage expenditures, was identified as the main culprit. Proponents of
this narrative argued that Greece maintained an overstaffed and inefficient
bureaucracy, sustained by clientelist politics, which crowded out private
investment and economic growth (the so-called crowding-out effect). Public
employment was portrayed as a populist concession to lower social classes, while
public sector wages were depicted as inflated and unsustainable.
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Regarding the claim that public employees enjoy a wage premium over their
private-sector counterparts, loakeimoglou (2019) demonstrates that such
assertions are statistically misleading. They fail to account for structural
differences in education, tenure, and job classification. The higher proportion of
university graduates and long-term employment contracts in the public sector
naturally yield higher average wages, but these reflect job complexity rather than
inefficiency. Thus, the notion of an unjustified public wage premium is largely
ideological, serving to legitimize austerity-driven pay cuts. Despite the theoretical
weaknesses of the mainstream interpretation of the Greek crisis, all Economic
Adjustment Programs (EAPs) were constructed upon it. The first and second
programs, in particular, implemented deep reductions in both the size and
expenditure of the public sector, with wage costs becoming the primary target. As
will be elaborated in subsequent analyses, these institutional reforms caused a
sharp deterioration in labor relations, leading to compressed earnings and
weakened morale among public employees.

The international comparability of public sector wage levels presents a series
of methodological complexities, primarily due to variations in definitions,
coverage, and reporting systems across countries. Differences in how the term
public servant is legally defined, the extent of social contributions and tax
deductions, and discrepancies in classification between central, regional, and
local government employment create significant obstacles to cross-country
comparisons. In order to approximate a meaningful comparative framework, the
analysis often focuses on average gross wages in key public-service sectors,
namely, public administration, education, and health services, which together
capture the core of public employment across the European Union. When
measured in nominal gross terms, the trajectory of Greek public sector wages
between 2008 and 2020 reveals an exceptional degree of contraction relative to
other EU and Eurozone members. In Greece, average wages in public
administration, education, and health declined by 25.6% over this period, whereas
Eurozone averages increased by 21.4% and EU averages by 23.8%. This stark
divergence underscores the depth of wage austerity imposed under Greece’s
Economic Adjustment Programs (EAPs) and the long-term erosion of purchasing
power among Greek public employees. Even when compared with other countries
that underwent similar fiscal adjustment programs, Greece’s experience appears
singularly severe. For instance, Cyprus recorded a 6.3% increase, Spain likewise
saw 6.3% growth, and Portugal experienced a 5.2% rise in average public sector
wages during the same period. Only Ireland, which also implemented drastic
austerity measures, registered a wage decline of 6.5% - far smaller than Greece’s
contraction.

Particularly pronounced were the cuts in education and public
administration, sectors that endured the most severe reductions in pay levels.
These developments produced a dual outcome: not only was the average income
of public servants reduced, but the internal equity of the wage structure was also
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eroded, undermining morale and long-term professional motivation within the
sector. When compared at the European level, the extent of wage reduction in
Greece stands out as exceptional. During the period 2008-2020, average public
sector wages fell by 25.6% in Greece, while in contrast, they increased by 21.4%
across the Eurozone and by 23.8% in the European Union overall. Among the
Eurozone countries that also implemented adjustment programs, none
experienced such drastic cuts. For instance, Cyprus and Spain both recorded wage
increases of 6.3%, Portugal 5.2%, and only Ireland showed a decrease (6.5%),
which is far milder than Greece’s reduction. In core Eurozone economies,
Germany saw an increase of 37.2%, the Netherlands 29.8%, and France 21.8% in
public sector pay. These disparities clearly reflect the unequal distribution of
austerity burdens within the European Monetary Union and the absence of
mechanisms for social and wage convergence across member states. The
argument, often advanced by policymakers, that public employees constitute a
fiscal burden on the state has also been discredited. Empirical analyses
demonstrate that, with the exception of a brief period preceding the crisis, public
sector employees have consistently contributed more in tax revenues than they
have received through redistributive transfers. Thus, their role has been that of a
net contributor to public finances rather than a drain (Mavroudeas & Passas,
2022).

The already harsh wage environment has been further aggravated by recent
macroeconomic conditions. The surge in inflation during 2022, driven by both
cyclical and structural factors, has led to a significant decline in real purchasing
power. Unless addressed through wage adjustments, this inflationary wave will
deepen income insecurity for public employees, whose salaries have not kept pace
with rising living costs. Addressing these challenges is critical not only for the
public workforce and its representative unions but also for the broader
socioeconomic stability of Greece. The public sector once again demonstrated its
strategic importance during the COVID-19 pandemic, when its institutions,
especially in health and education, were pivotal in mitigating the crisis. Effective
public administration requires that its personnel operate under fair and sustainable
employment conditions.

The crisis period reshaped public employment through recruitment
restrictions, wage compression, organizational restructuring, and increased fiscal
oversight. These measures altered employee expectations, career opportunities,
morale, and the age and educational composition of the workforce. Subsequent
reforms introduced digital services, standardized procedures, mobility
mechanisms, and performance-related initiatives. Their long-term value depends
on administrative capability, transparent implementation, employee participation,
and a renewed relationship between accountability and professional development.
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2.3. KEY DIFFERENCES IN HRM BETWEEN INDUSTRIAL AND
PUBLIC SECTOR

The third subsection compares sectoral HRM systems across recruitment,
compensation, performance management, training, flexibility, job security, and
motivation. The comparison explains expected differences through organizational
purpose, regulatory frameworks, accountability structures, labor-market
exposure, and managerial autonomy.

Recruitment and selection are central functions of Human Resource
Management (HRM), as they determine the quality, competence, and
sustainability of an organization’s workforce. While both industrial (private) and
public sector organizations aim to attract and select qualified individuals, their
recruitment and selection practices differ significantly due to variations in
objectives, governance structures, and accountability requirements. The industrial
sector prioritizes competitiveness, efficiency, and performance, whereas the
public sector emphasizes legality, transparency, and equity in employment
practices (Harel & Tzafrir, 2001).

Furthermore, industrial sector HR managers enjoy greater autonomy in
tailoring recruitment and selection practices to organizational needs. This
flexibility supports efficiency and adaptability but may also result in
inconsistencies if standardized guidelines are lacking. Nevertheless, performance
outcomes and competitive advantage remain the primary benchmarks for
evaluating recruitment effectiveness in the industrial sector (Madhusudhanan &
Velmurugan, 2025).

In contrast, recruitment and selection in the public sector are characterized
by formalization, regulation, and standardization. Public organizations operate
within strict legal frameworks, civil service laws, and administrative procedures
designed to ensure fairness, transparency, and equal opportunity for all applicants
(Konateh et al., 2023). Recruitment is typically conducted through publicly
advertised vacancies, with clearly defined eligibility criteria and standardized
procedures. Public sector selection processes are often lengthy and structured,
involving written examinations, ranking systems, panel interviews, and formal
approval mechanisms. These procedures are guided by the merit principle, which
requires that candidates be selected based on objective qualifications rather than
personal connections or managerial preference (Harel & Tzafrir, 2001). While
these practices strengthen public trust and legitimacy, they also reduce flexibility
and slow down hiring processes. Public sector managers usually have limited
discretion in selecting candidates, as final decisions must comply with established
rules and accountability mechanisms (Konateh et al., 2023). As a result, public
organizations may struggle to respond rapidly to labor market changes or attract
highly specialized talent.

Recruitment and selection practices differ substantially between the
industrial and public sectors due to variations in organizational objectives,
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regulatory environments, and accountability requirements. The industrial sector
benefits from flexible, performance-oriented recruitment systems that support
strategic goals and competitiveness. In contrast, the public sector relies on
formalized and standardized procedures to uphold fairness, transparency, and
public trust. Understanding these differences is essential for evaluating HRM
effectiveness and designing reforms that balance efficiency with equity in both
sectors (Konateh et al., 2023).

Compensation and benefits constitute a critical component of Human
Resource Management (HRM), as they directly influence employee motivation,
job satisfaction, performance, and retention. Compensation systems reflect
organizational priorities, financial capacity, and institutional values.
Consequently, marked differences exist between compensation practices in the
industrial (private) sector and those in the public sector. While the industrial
sector emphasizes performance-based pay and flexibility to enhance
competitiveness, the public sector relies on standardized pay structures designed
to ensure equity, stability, and public accountability (Milkovich, Newman, &
Gerhart, 2020).

In the industrial sector, compensation systems are primarily market-oriented
and performance-driven. Organizations design pay structures to attract and retain
talent in competitive labor markets while motivating employees to achieve
organizational objectives. Base pay is often supplemented by bonuses,
commissions, profit-sharing schemes, stock options, and other incentive-based
rewards linked to individual, team, or organizational performance (Milkovich et
al., 2020). Performance-related pay is a defining feature of industrial sector
compensation. Employees are rewarded based on measurable outcomes such as
productivity, sales targets, efficiency, or innovation. This approach aligns
employee behavior with strategic goals and reinforces a results-oriented culture
(Harel & Tzafrir, 2001). Flexible benefits packages, sometimes referred to as
“cafeteria-style benefits”, allow employees to choose benefits that best suit their
needs, including health insurance options, retirement plans, paid leave, and
wellness programs. Furthermore, industrial sector compensation systems are
highly adaptable. Organizations regularly adjust pay levels in response to labor
market conditions, financial performance, and industry benchmarks. This
flexibility enables firms to remain competitive but may also result in pay
disparities and income inequality if not carefully managed (Milkovich et al.,
2020). Ultimately, compensation effectiveness in the industrial sector is measured
by performance outcomes, employee retention, and organizational profitability.

In contrast, compensation and benefits in the public sector are governed by
fixed pay scales, legal frameworks, and centralized wage-setting mechanisms.
Salaries are typically determined by legislation, collective bargaining agreements,
or civil service regulations, with employees placed on predefined salary grades
based on position, seniority, and qualifications (OECD, 2021). Public sector
compensation systems emphasize equity, transparency, and consistency rather
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than performance differentiation. Employees performing similar roles are paid
according to standardized rates to ensure fairness and avoid favoritism or political
influence (Perry & Hondeghem, 2008). Although some public organizations have
introduced limited forms of performance-related pay, such schemes are often
constrained by regulations and play a minor role in overall compensation (OECD,
2021). Benefits in the public sector are generally comprehensive and secure,
including pensions, healthcare coverage, paid leave, and job security. These
benefits compensate, in part, for the limited flexibility in pay progression and the
absence of substantial performance incentives. Public sector compensation
systems aim to promote long-term commitment and stability rather than short-
term performance gains (Harel & Tzafrir, 2001). However, rigid pay structures
may reduce the public sector’s ability to attract highly skilled professionals,
particularly in specialized fields where private sector wages are significantly
higher. As a result, public organizations may face challenges in recruitment and
retention despite offering strong non-monetary benefits (OECD, 2021).

The differences between industrial and public sector compensation systems
reflect contrasting organizational missions and accountability requirements. The
industrial sector prioritizes efficiency, competitiveness, and performance
differentiation, while the public sector prioritizes fairness, predictability, and
public trust. According to Milkovich et al. (2020), performance-based
compensation enhances motivation when rewards are clearly linked to outcomes.
However, Perry and Hondeghem (2008) argue that in the public sector, excessive
emphasis on performance pay may undermine intrinsic motivation and public
service values. Thus, each system reflects the broader institutional logic
governing the sector.

We can draw the conclusion that compensation and benefits systems differ
significantly between the industrial and public sectors due to differences in
objectives, regulatory environments, and accountability mechanisms. The
industrial sector employs flexible, performance-based compensation to drive
productivity and competitiveness, while the public sector relies on standardized
pay structures to ensure fairness, stability, and legitimacy. Although each
approach has strengths and limitations, effective HRM requires aligning
compensation strategies with organizational goals and sector-specific values.
Balancing motivation, equity, and sustainability remains a central challenge for
compensation management in both sectors (OECD, 2021).

Performance management is a core function of Human Resource
Management (HRM) that involves setting performance expectations, monitoring
employee outcomes, evaluating results, and linking performance to rewards,
development, and career progression. Effective performance management aligns
individual efforts with organizational objectives and enhances overall
effectiveness. However, the design and implementation of performance
management systems vary considerably between the industrial (private) sector
and the public sector due to differences in organizational goals, accountability
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mechanisms, and institutional constraints. While the industrial sector emphasizes
productivity, efficiency, and measurable results, the public sector prioritizes
compliance, service quality, and accountability to citizens (Armstrong, 2021;
Perry & Hondeghem, 2008).

In the industrial sector, performance management systems are primarily
results-oriented and strategically aligned with organizational objectives.
Performance is measured using clearly defined indicators such as output levels,
sales figures, profitability, efficiency, and innovation. These metrics enable
organizations to evaluate individual and team contributions to overall business
success (Armstrong, 2021). A defining characteristic of industrial sector
performance management is the strong link between performance appraisals and
rewards. High-performing employees are often rewarded through bonuses, merit
pay, promotions, and career advancement opportunities. This linkage reinforces
a performance-driven culture and motivates employees to achieve or exceed
targets (Milkovich et al., 2020). Performance appraisals are usually conducted
regularly and may involve goal-setting frameworks such as Management by
Objectives (MBO), Key Performance Indicators (KPIs), and balanced scorecards.
Managers in the industrial sector enjoy considerable discretion in evaluating
performance and making reward-related decisions. This flexibility allows
organizations to tailor performance management systems to changing business
needs. However, it may also introduce subjectivity if evaluation criteria are not
transparent or consistently applied. Despite this risk, performance management in
the industrial sector is widely regarded as a strategic tool for enhancing
productivity and sustaining competitive advantage (Armstrong, 2021).

In contrast, performance management in the public sector is shaped by legal
requirements, administrative procedures, and public accountability. The primary
objectives are to ensure compliance with regulations, maintain service quality,
and demonstrate responsible use of public resources. Performance indicators
often focus on procedural adherence, service delivery standards, and policy
implementation rather than financial outcomes or individual productivity (OECD,
2021). Public sector performance appraisal systems are generally less tightly
linked to rewards and promotion. Salary progression and career advancement are
often determined by tenure, grade, and formal qualifications rather than individual
performance outcomes (Harel & Tzafrir, 2001). Although some governments
have introduced performance-based management reforms, the impact of
performance appraisals on pay and promotion remains limited due to rigid pay
structures and concerns about fairness and politicization (Perry & Hondeghem,
2008). Furthermore, performance evaluation in the public sector tends to
emphasize accountability and procedural justice. Appraisal systems are designed
to be standardized and transparent to avoid bias, favoritism, or political influence.
While this approach strengthens legitimacy and public trust, it may weaken
motivational effects and reduce managerial flexibility (OECD, 2021).
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The differences between industrial and public sector performance
management systems can be explained by their distinct missions and
accountability frameworks. The industrial sector focuses on efficiency,
competitiveness, and profitability, whereas the public sector is concerned with
public value, equity, and service delivery. According to Armstrong (2021),
performance-linked rewards enhance motivation when outcomes are clearly
measurable. However, Perry and Hondeghem (2008) argue that in the public
sector, excessive reliance on performance-based incentives may conflict with
intrinsic motivation and public service values. As a result, public sector
performance management systems prioritize control and accountability over
individual differentiation.

In the industrial sector, job security is generally lower because employment
is more directly contingent on organizational performance, competitive pressures,
and market volatility. Firms operating in competitive markets adjust labor
capacity in response to demand fluctuations, technological change, and cost
pressures, which can produce layoffs, restructuring, or the use of temporary and
subcontracted labor to maintain flexibility. This creates a context in which
employees may perceive employment continuity as conditional: retention
depends on performance, skill relevance, and the firm’s commercial
sustainability. The broader labor market literature links these patterns to the
growth of contingent work and to the “risk shift” from organizations to
individuals, where employment becomes less predictable and workers face
greater exposure to economic cycles (Kalleberg, 2009). From an HRM
standpoint, this typically increases the salience of performance management,
employability-enhancing training, and internal mobility programs, since
organizations attempt to retain critical talent while maintaining adaptability.
However, lower security does not necessarily imply uniformly negative
outcomes; rather, it alters the employment bargain. In many industrial
organizations, HR policies substitute traditional lifetime employment with
employability and performance-based progression. Yet the psychological
literature suggests that perceived insecurity can also undermine trust, reduce
organizational citizenship behavior, and weaken long-term commitment,
especially when employees interpret insecurity as unfair or arbitrary (Greenhalgh
& Rosenblatt, 1984). Consequently, industrial-sector HRM often faces a
balancing problem: maintaining flexibility while protecting morale and sustaining
the human capital investments needed for productivity and innovation.

HRM systems in the public sector often reflect this motivational structure.
Although pay and promotion remain relevant, they are frequently standardized
and less performance-contingent than in the industrial sector. Consequently,
managerial efforts to motivate employees tend to emphasize meaningful work,
professional identity, recognition of service, and opportunities to contribute to
policy outcomes or citizen welfare (Perry, Hondeghem, & Wise, 2010). Empirical
studies indicate that when public-sector employees perceive a strong connection
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between their work and societal outcomes, they are more likely to demonstrate
commitment, persistence, and discretionary effort, even in the absence of strong
financial incentives.

The theoretical comparison establishes sectoral expectations while allowing
empirical verification. It also shows that sectoral categories contain substantial
internal diversity. Organizational size, leadership quality, occupation,
technological maturity, and implementation consistency may shape employee
perceptions as strongly as the formal public or private status of the employer.
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CHAPTER THREE: EMPIRICAL EVIDENCE AND HR
MANAGEMENT IMPLICATIONS

3.1. RESEARCH METHODOLOGY

This study has the objective to examine the influence of Human Resource
Management (HRM) practices on employee motivation and organizational
commitment, with particular emphasis on differences between public and private
sector employees in Greece. The research focuses on five core HRM practices:
recruitment and selection, training and development, employee benefits,
performance appraisal, and rewards and incentives, each of which has been
widely acknowledged in the literature as critical determinants of employee
attitudes and behaviors (Guest, 2017; Alfes et al., 2013). Additionally, the study
explores how demographic factors such as gender, age, educational level, and
tenure shape employee perceptions of HRM practices and their impact on
commitment and motivation. This dual focus enables the study to provide both a
sectoral comparison and a nuanced demographic analysis contributing to theory
and practice in the field of HRM.

Human Resource Management (HRM) practices are widely recognized as
central mechanisms influencing employee satisfaction, motivation, and
commitment. Previous research has demonstrated that effective recruitment and
selection, structured training and development, adequate benefits, transparent
performance appraisal, and fair reward systems can significantly enhance
employees’ attitudes and behaviors (Guest, 2017; Alfes et al., 2013). At the same
time, contextual and demographic factors often shape these perceptions, with
differences observed between public and private organizations (Prowse &
Prowse, 2010) as well as across groups defined by gender, age, or educational
level (Kim, 2005). Building on this theoretical and empirical background, the
present study develops three main hypotheses.

500 employees participated in the survey, equally divided between the
private sector (n = 250) and the public sector (n = 250). With regard to gender,
344 respondents were male, representing 68.8% of the total, with a slightly higher
proportion in the private sector (70.8%) compared to the public sector (66.8%).
Female respondents numbered 156, corresponding to 31.2% overall, with 29.2%
in the private sector and 33.2% in the public sector.

In terms of age distribution, the largest group was between 45 and 54 years
old, comprising 131 individuals or 26.2% of the sample, with 28.0% in the private
sector and 24.4% in the public sector. This was followed by 111 participants aged
35 to 44 years (22.2%), divided almost evenly between sectors (21.6% private
and 22.8% public). Younger age groups were also represented, with 92
respondents aged 25 to 34 years (18.4%), of which 14.8% worked in the private
sector and 22.0% in the public sector, and 89 respondents aged 18 to 24 years
(17.8%), including 16.8% in the private sector and 18.8% in the public sector.
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Older employees were fewer, with 64 individuals aged 55 to 64 years (12.8%)
and 13 respondents over 64 years (2.6%).

In terms of educational attainment, 35 participants (7.0%) reported primary
school as their highest qualification, with higher representation in the public
sector (10.0%) compared to the private sector (4.0%). Secondary school graduates
accounted for 132 respondents (26.4%), with 22.8% in the private sector and
30.0% in the public sector. A total of 78 employees (15.6%) held a college
diploma, 99 (19.8%) had a bachelor’s degree, 125 (25.0%) had a master’s degree,
and 31 (6.2%) had completed doctoral studies.

Regarding tenure in the organization, 172 respondents (34.4%) had been
employed for more than six years, 128 (25.6%) for three to six years, 132 (26.4%)
for one to three years, and 68 (13.6%) for less than one year. This balanced
distribution of tenure across sectors reflects a mixture of both new and
experienced employees in the sample.

The research instrument was a structured questionnaire composed of seven
sections: demographic information, recruitment and selection, training and
development, employee benefits, performance appraisal, rewards and incentives,
and employee commitment and motivation. All attitudinal items were measured
on a five-point Likert scale ranging from 1 (“Strongly disagree”) to 5 (“Strongly
agree”), allowing for consistent measurement of employee perceptions across
HRM dimensions.

To ensure reliability, internal consistency was tested using Cronbach’s alpha.
The results indicated satisfactory reliability for all constructs: recruitment and
selection (o0 = .791, 5 items), training and development (o0 = .690, 4 items),
employee benefits (a =.769, 5 items), performance appraisal (o =.797, 6 items),
rewards and incentives (oo = .788, 7 items), and employee commitment and
motivation (o =.765, 5 items). These values meet or exceed the widely accepted
threshold of 0.70 (Nunnally & Bernstein, 1994), with the exception of training
and development, which is slightly below but still within an acceptable range for
exploratory research. The questionnaire items were adapted from established
HRM and organizational behavior scales, ensuring content validity and alignment
with prior studies (Purcell & Hutchinson, 2007; Kooij et al., 2010).

The collected data were analyzed using SPSS. First, descriptive statistics
were calculated to summarize demographic variables and overall responses to
HRM practices. Second, independent-samples t-tests were conducted to compare
public and private sector employees across the six main variables, corresponding
to Hypothesis 1. Third, Pearson correlation coefficients were computed to
examine the relationships between HRM practices and employee commitment
and motivation. Fourth, multiple and hierarchical regression analyses were
employed to test Hypothesis 2, assessing the predictive power of HRM practices
on motivation and commitment, and evaluating the moderating role of sector.
Interaction terms (HRM practice % sector) were computed to formally test
moderation effects. Finally, ANOVA tests with post hoc comparisons (LSD) were
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used to examine demographic differences across education, age, and tenure, while
t-tests were used for gender differences, corresponding to Hypothesis 3. These
procedures ensured a comprehensive evaluation of both direct and moderating
effects, while also identifying demographic patterns in employee responses.

The research adhered to fundamental ethical principles of social science
research. Participation in the survey was voluntary, and all respondents were
informed of the purpose of the study prior to completing the questionnaire.
Informed consent was obtained, and participants were assured of anonymity and
confidentiality. No identifying personal information was collected, ensuring that
responses could not be traced back to individuals. Data were used solely for
academic purposes, and the analysis was conducted in aggregate form. Ethical
clearance for the study was obtained from the appropriate institutional review
body, in accordance with guidelines for the responsible conduct of research. The
study design and administration thus safeguarded participants’ rights while
ensuring the integrity and transparency of the research process.

Table 4. Internal consistency of the research scales

Construct Items Cronbach alpha
Recruitment and selection 5 791
Training and development 4 .690
Employee benefits 5 769
Performance appraisal 6 197
Rewards and incentives 7 788
Employee commitment and motivation 5 765

Source: author’s elaboration

3.2. SURVEY RESULTS ANALYSIS

Descriptive results

The first HRM practice examined in the survey was Recruitment and
Selection, evaluated through five items measured on a five-point Likert scale
ranging from 1 (totally disagree) to 5 (totally agree). Overall, the results reflect
moderate levels of satisfaction with the recruitment and selection processes, with
some variation between public and private sector employees. When asked
whether their organization places the right person in the right job, the overall
mean was 2.86 with a standard deviation of 1.145. Public sector employees
reported a slightly higher score (M = 2.94) compared to private sector employees
(M = 2.79), although both results remained below the midpoint of the scale,
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suggesting only moderate agreement. Regarding the provision of sufficient and
relevant information to candidates during recruitment, the overall mean was 3.14
with a standard deviation of 1.175. Responses were nearly identical across
sectors, with the public sector reporting a mean of 3.15 and the private sector 3.14,
indicating a consistent perception that information is moderately well provided to
applicants. On the issue of whether selection is based strictly on company values,
the overall mean was 3.09 with a standard deviation of 1.118. Public sector
employees reported an average of 3.08, while private sector employees indicated
a mean of 3.10. These results again suggest moderate agreement, showing little
difference between the two groups. Perceptions were less favorable regarding
fairness in recruitment policies. The overall mean was 2.51 with a standard
deviation of 1.204, the lowest score among the items in this category. Public
sector employees expressed lower satisfaction (M = 2.39) compared to private
sector employees (M = 2.62), pointing to concerns about fairness, especially in
the public sector. Finally, the effectiveness of the Human Resources department
in recruitment and selection was evaluated with an overall mean of 3.26 and a
standard deviation of 1.068. Public sector employees reported a slightly higher
score (M = 3.29) compared to private sector employees (M = 3.22), indicating
moderate confidence in HR’s effectiveness across both sectors.

The second HRM practice analyzed was Training and Development, also
assessed through a five-point Likert scale ranging from 1 (totally disagree) to 5
(totally agree). The results reveal rather modest levels of satisfaction, with some
notable differences between employees in the public and private sectors. When
asked whether training and development practices help employees improve their
careers, the overall mean was 2.64 with a standard deviation of 1.136. Public
sector employees reported a lower average score (M = 2.54) compared to their
private sector counterparts (M = 2.73), suggesting that career development
opportunities are perceived as more effective in private organizations. A similar
pattern was observed in relation to whether training programs make employees
more productive. The overall mean was 2.55 with a standard deviation of 1.260,
reflecting generally low satisfaction. Public sector employees gave a lower rating
(M = 2.42), while private sector employees reported a higher mean (M = 2.68).
This indicates that training in the private sector is viewed as contributing more to
productivity than in the public sector. Satisfaction with the method of selecting
candidates for training was also limited. The overall mean stood at 2.44 with a
standard deviation of 1.243. Public sector employees expressed the lowest level
of satisfaction (M = 2.28), compared to private sector employees (M = 2.60).
These findings imply that the fairness or effectiveness of training selection
procedures may be a particular concern in public organizations. By contrast, the
quality of training received relatively better evaluations. The overall mean was
3.07 with a standard deviation of 1.103, surpassing the midpoint of the scale.
Interestingly, public sector employees reported a slightly higher score (M =3.19)
than those in the private sector (M = 2.94). This suggests that while the
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organization and selection of training programs may face criticism, the actual
delivery and quality of training is considered satisfactory, especially within the
public sector.

The third HRM practice assessed was Employee Benefits, measured on a
five-point Likert scale (1 = totally disagree, 5 = totally agree). The results suggest
amoderate level of satisfaction overall, with only slight variations between public
and private sector employees. Concerning whether management shares detailed
information about employee benefits, the overall mean was 2.88 with a standard
deviation of 1.055. Public sector employees rated this aspect somewhat higher (M
=2.95) than private sector employees (M = 2.81), indicating a slightly better flow
of information in public organizations. When asked if current employee benefits
meet their needs, the responses were very similar across sectors, with an overall
mean of 2.90 (SD = 1.037). Public sector employees reported a score of 2.91,
while private sector employees indicated 2.89, reflecting a neutral to moderately
positive stance on the adequacy of benefits. General satisfaction with the benefits
provided was evaluated with a mean of 3.00 (SD = 1.019). Public employees
reported a slightly higher score (M = 3.03) compared to private employees (M =
2.97), suggesting marginally greater contentment within the public sector.
Perceptions of comparability with other organizations in Greece showed the
lowest levels of agreement in this category. The overall mean was 2.77 (SD =
1.013), with public sector employees at 2.74 and private sector employees at 2.80.
This indicates a widespread belief that the benefits offered are somewhat inferior
to those available in other organizations. Finally, punctuality in salary and wage
payments received the most favorable ratings. The overall mean was 3.46 with a
standard deviation of 1.307. Public sector employees reported a higher score (M
= 3.61), while private sector employees gave a lower rating (M = 3.31). This
suggests that timely payment is a stronger feature of public employment, whereas
private sector employees perceive more inconsistency in this area.

The fourth HRM practice examined was Performance Appraisal, assessed
through six items on a five-point Likert scale (1 = totally disagree, 5 = totally
agree). Overall, the findings indicate only moderate satisfaction with performance
evaluation systems, with notable weaknesses in promotion and feedback
processes. Concerning whether performance is evaluated at regular intervals, the
overall mean was 2.83 with a standard deviation of 1.127. Public sector
employees reported a mean of 2.84, while private sector employees scored 2.81,
showing virtually no difference between the two groups. Perceptions of fairness
and objectivity in performance evaluation were slightly higher, with an overall
mean of 2.98 (SD = 1.069). Public sector respondents reported 2.99 and private
sector respondents 2.97, suggesting that employees generally see evaluation
systems as somewhat fair, though not strongly positive. The purpose of appraisal
as a tool to improve performance and enhance skills was rated with an overall
mean of 3.00 (SD = 1.097). Public sector employees rated this at 3.02 compared
to 2.98 in the private sector, indicating a balanced though modest belief in the
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developmental role of appraisals. The realism of performance evaluation methods
was judged similarly, with an overall mean of 2.97 (SD = 1.047). Public
employees rated this higher (M = 3.00) than private employees (M = 2.94),
showing minimal difference between sectors. The weakest aspect of this category
was the perception that good employees are promoted first, which received the
lowest overall mean of 1.91 (SD =0.827). Public sector employees gave a slightly
higher score (M = 2.02) than those in the private sector (M = 1.80), yet both
groups showed strong disagreement, reflecting significant dissatisfaction with
promotion processes. Finally, the belief that employees should receive
appropriate feedback on their performance was rated at 2.29 (SD = 0.850). Public
sector respondents rated this higher (M = 2.42) compared to private sector
respondents (M = 2.16), though the overall score remained well below the
midpoint, underscoring a critical gap in feedback practices across both sectors.

The fifth HRM practice explored was Rewards and Incentives, measured
through seven items on a five-point Likert scale (1 = totally disagree, 5 = totally
agree). Overall, the responses indicate moderate satisfaction with the systems of
rewards and recognition, with some areas viewed more positively than others.
With regard to fairness in the distribution of rewards, the overall mean was 2.83
with a standard deviation of 1.038. Public sector employees scored 2.85 compared
to 2.80 in the private sector, reflecting only marginally higher perceptions of
fairness in the public sector. Salary and wage levels were considered an important
motivational factor, with a mean of 3.37 (SD = 1.159), the highest in this category.
Public employees rated this at 3.43, while private employees gave a score of 3.30,
suggesting that financial compensation is seen as a strong motivator across both
groups. When evaluating whether existing reward schemes fully motivate
employees to perform better, the mean was 3.00 (SD = 1.113). Public sector
employees reported a mean of 3.02 compared to 2.98 for private sector
employees, pointing to neutral perceptions of the effectiveness of these schemes.
Linking rewards to performance was also rated at an overall mean of 3.00 (SD =
1.036). Public employees were slightly more positive (M = 3.05) than private
employees (M = 2.95), but the results suggest that employees only moderately
agree that performance is directly tied to incentives. Recognition of employee
contributions received stronger evaluations, with a mean of 3.33 (SD = 1.042).
Public sector employees scored higher (M = 3.44) than private sector employees
(M = 3.22), reflecting that acknowledgment of contributions is somewhat more
evident in public organizations. The perception of organizational infrastructure as
superior to that of other organizations was rated at 2.90 (SD = 1.086), with
virtually identical scores across sectors (2.89 public, 2.91 private). Finally,
satisfaction with salary increases and bonuses received the lowest mean in this
section, at 2.85 (SD = 1.079). Public sector employees gave a mean of 2.87, while
private employees scored 2.83, underscoring limited satisfaction with financial
rewards beyond base salary.
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The final section of the questionnaire assessed Employee Commitment and
Motivation, using five statements measured on a five-point Likert scale (1 =
totally disagree, 5 = totally agree). The findings reveal a mixed picture, with some
indicators of strong team orientation and intentions for continuity, alongside areas
of insecurity and reluctance to assume additional responsibilities. When asked if
they work under the threat of losing their job, the overall mean was 2.58 (SD =
1.089). Public sector employees reported slightly lower agreement (M = 2.47),
compared to private sector employees (M = 2.68). This indicates that feelings of
job insecurity are somewhat more prevalent in the private sector. Motivation to
work in a team to achieve common goals was rated higher, with a mean of 3.26
(SD = 1.093). Public sector employees gave this a stronger score (M = 3.36) than
private sector employees (M = 3.16), highlighting that collaborative motivation
is particularly emphasized in public organizations. Feelings of guilt if leaving the
organization now had a mean of 2.93 (SD = 1.090). Scores were almost identical
across the two groups (M =2.94 public, M = 2.92 private), suggesting a moderate
sense of loyalty across both sectors. When evaluating the avoidance of additional
tasks and responsibilities, the mean was 2.63 (SD = 1.131). Public sector
employees scored slightly lower (M =2.56) compared to private sector employees
(M = 2.70), indicating a marginally higher reluctance among private sector
workers to take on extra duties. Finally, intentions to continue working for the
organization in the future were moderately positive, with a mean of 3.27 (SD =
1.154). Public sector employees again expressed stronger agreement (M = 3.36)
than their private sector counterparts (M = 3.17), suggesting greater long-term
stability and commitment in public organizations.

The results show that Recruitment and Selection had a mean of 2.97 (SD =
0.843), ranging between 1.00 and 4.80. This indicates a moderate level of
satisfaction with hiring practices, with some variation across responses. Training
and Development recorded the lowest overall score, with a mean of 2.67 (SD =
0.855) and a range of 1.00 to 4.50, suggesting that employees feel training
opportunities and career development support are less adequate compared to other
HRM practices. Employee Benefits achieved a mean of 3.00 (SD = 0.787),
spanning the full Likert scale from 1.00 to 5.00. This suggests a more balanced
perception, with employees evenly distributed between satisfaction and
dissatisfaction. Performance Appraisal had a mean of 2.66 (SD = 0.712), again
pointing to a relatively weak area, as employees rated performance evaluation
practices lower than benefits and recruitment. The category of Rewards and
Incentives produced a mean of 3.04 (SD = 0.717), with a wide range from 1.14 to
5.00. This reflects that while some employees see rewards as fair and motivating,
others perceive them as insufficient. Finally, Employee Commitment and
Motivation had an overall mean of 2.93 (SD = 0.627), suggesting a moderate level
of attachment and willingness to remain in the organization, though not
particularly strong.
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Table 5. Aggregate descriptive statistics

Dimension Mean Stal.ldz.‘rd Interpretation
deviation
Recruitment and selection 2.97 0.843 Moderate evaluation
Training and development 2.67 0.855 Lowest aggregate
evaluation
Employee benefits 3.00 0.787 Balanced evaluation
. Weak developmental
Performance appraisal 2.66 0.712 and feedback signals
. . Highest aggregate
Rewards and incentives 3.04 0.717 HRM evaluation
Moderate
Commitment and motivation 2.93 0.627 organizational
attachment

Source: author’s elaboration

The descriptive statistics of the six overall HRM dimensions, when split by
sector, reveal some nuanced differences between public and private sector
employees. For Recruitment and Selection, both groups reported nearly identical
mean values (public: M = 2.97, SD = 0.90; private: M = 2.97, SD = 0.78),
suggesting that perceptions of fairness and effectiveness in hiring practices do not
differ substantially across sectors. Clearer distinctions appear in Training and
Development. Private sector employees rated this dimension higher (M = 2.74,
SD = 0.95) compared to their public sector counterparts (M = 2.61, SD = 0.75).
This suggests that private sector organizations may offer more accessible or
impactful training opportunities, or that employees perceive them as such. In
terms of Employee Benefits, public sector employees expressed slightly greater
satisfaction (M = 3.05, SD = 0.84) than those in the private sector (M = 2.96, SD
= 0.73). This aligns with the traditionally stronger emphasis on stable and
transparent benefits within the public sector. For Performance Appraisal, the trend
is reversed: public employees reported a higher mean (M = 2.72, SD = 0.75) than
private sector employees (M = 2.61, SD = 0.67), suggesting that evaluation
procedures in public organizations are perceived as somewhat more structured,
even though both sectors remain below the scale’s midpoint. Rewards and
Incentives followed a similar pattern, with public employees showing slightly
higher satisfaction (M = 3.08, SD = 0.77) than private employees (M = 3.00, SD
= 0.66). This may reflect greater expectations in the private sector regarding
performance-related pay, which are not always fulfilled. Finally, Employee
Commitment and Motivation yielded very similar means across sectors (public:
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M =294, SD = 0.61; private: M = 2.93, SD = 0.64), suggesting that overall
motivational levels are moderate and sector-neutral.

Relationships among HRM practices, motivation, and commitment

The correlation analysis provides valuable insights into the associations
between HRM practices and employee commitment and motivation. All
relationships were statistically significant at the 0.01 level, indicating consistent
positive associations across the dataset. Among the HRM practices, Rewards and
Incentives showed the strongest positive correlation with employee commitment
and motivation (r = .470, p < .01). This finding suggests that when employees
perceive reward systems as fair and motivating, their sense of commitment and
willingness to exert effort increase substantially. Similarly, Performance
Appraisal (r = .417, p < .01) and Employee Benefits (r = .369, p < .01)
demonstrated strong positive correlations with commitment and motivation.
These results highlight the importance of transparent appraisal systems and
meaningful benefits packages in reinforcing employees’ psychological
attachment to the organization. Recruitment and Selection (r = .315, p <.01) and
Training and Development (r = .205, p < .01) also correlated positively with
commitment and motivation, although with comparatively weaker coefficients.
This indicates that while fair recruitment processes and skill development
opportunities play a role, their immediate impact may be less direct than that of
rewards, benefits, and appraisal mechanisms. Beyond the dependent variable, the
correlations among the HRM practices themselves were also strong. Notably,
employee benefits, performance appraisal, and rewards exhibited very high
intercorrelations (ranging from .693 to .749), suggesting that these practices are
often perceived together as interconnected components of organizational support.
Overall, the analysis supports the hypothesis that HRM practices are positively
related to motivation and commitment, with rewards and appraisals emerging as
the most influential factors.

Table 6. Correlations with employee commitment and motivation

Correlation with
HRM practice commitment and Significance
motivation
Recruitment and selection 315 p <.001
Training and development 205 p <.001
Employee benefits .369 p <.001
Performance appraisal 417 p <.001
Rewards and incentives 470 p <.001

Source: author’s elaboration
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Testing sectoral differences

Hypothesis 1 proposed that employees in the private sector would report
higher satisfaction with HRM practices, as well as greater motivation and
commitment, compared to those in the public sector. The independent-samples t-
tests, however, reveal no statistically significant differences across the six
measured dimensions. For Recruitment and Selection, the mean scores were
virtually identical between public (M = 2.97, SD = .90) and private sector
employees (M = 2.97, SD = .78), with the difference being nonsignificant (t = -
.064, p =.949). A similar pattern emerged for Training and Development, where
private sector employees reported slightly higher satisfaction (M = 2.74, SD =
.95) than public sector employees (M =2.61, SD =.75), yet the difference did not
reach significance (t = -1.704, p = .089). For Employee Benefits, public sector
employees scored marginally higher (M = 3.05, SD = .84) compared to private
sector employees (M = 2.96, SD = .73), but again, this difference was
nonsignificant (t = 1.296, p = .196). Likewise, the comparison for Performance
Appraisal revealed slightly higher scores in the public sector (M =2.72, SD =.75)
than in the private sector (M = 2.61, SD = .67), though the difference was not
significant (t=1.647, p=.100). Finally, Rewards and Incentives showed a similar
trend, with public sector employees reporting somewhat higher satisfaction (M =
3.08, SD = .77) than private sector employees (M = 3.00, SD = .66), but without
statistical significance (t = 1.231, p =.219). Taken together, these results indicate
that Hypothesis 1 is not supported, as no significant sectoral differences were
observed in employee evaluations of HRM practices or in overall motivation and
commitment.

The evidence therefore supports a pattern of sectoral equivalence. Training
received a modestly higher evaluation in the private sector, while benefits,
appraisal, rewards, and commitment received modestly higher evaluations in the
public sector. The probability values remained above the conventional
significance threshold in every comparison. The predicted broad private-sector
advantage was replaced by a finding of similar employee experiences across the
two sectors.

Regression analysis and moderation by sector

The first regression analysis was conducted with the five HRM practices -
recruitment and selection, training and development, employee benefits,
performance appraisal, and rewards and incentives as independent variables, and
employee commitment and motivation as the dependent variable. This model
aimed to capture the direct contribution of HRM practices without considering
any moderating effects of the employment sector. The model summary indicates
a multiple correlation coefficient of R = 0.481, with an R>=0.231 and an adjusted
R? of 0.223. This suggests that approximately 23% of the variance in employee
commitment and motivation can be explained by the combined influence of HRM
practices. The standard error of the estimate was 0.553, indicating a moderate
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level of prediction accuracy. The ANOVA results confirmed the overall statistical
significance of the model (F = 29.719, p < .001), demonstrating that HRM
practices as a set are meaningful predictors of employee commitment and
motivation. Examining the coefficients reveals that two practices, performance
appraisal and rewards and incentives, had statistically significant effects.
Performance appraisal showed a positive standardized beta coefficient (f = 0.148,
p = .026), indicating that fair and systematic appraisal processes enhance
employee motivation and commitment. Similarly, rewards and incentives had the
strongest effect (B = 0.354, p < .001), highlighting that equitable and
performance-linked rewards are a crucial driver of motivation and commitment.
On the other hand, recruitment and selection (B =-0.017, p =.773), training and
development (B = 0.003, p = .956), and employee benefits (B = 0.021, p =.739)
did not display significant predictive value in this model.

The initial regression demonstrates that while HRM practices as a whole are
significant in predicting employee commitment and motivation, the strongest and
most consistent contributions come from performance appraisal and rewards and
incentives. These findings provide the foundation for further hierarchical
regression analyses, which introduce sectoral differences and interaction effects
to examine whether the impact of HRM practices varies between the public and
private sectors.

The “Variables Entered/Removed” table shows which variables were entered
at each step (block) of the regression. In Model 1, the core independent variables
related to HRM practices were included (Recruitment and Selection, Training and
Development, Employee Benefits, Performance Appraisal, Rewards and
Incentives), along with one interaction term (recruitment sector). In Model 2, the
employment sector (Public/Private) was added, together with the remaining
interaction  terms  (training sector,  benefits sector,  appraisal_sector,
rewards_sector). This table clarifies the hierarchical procedure: in the first step,
the HRM practices were tested, and in the second step, the sector and interaction
effects were introduced to examine potential moderation.

The Model Summary table presents the explanatory power of the two
regression models. In Model 1, the correlation coefficient is R = 0.483, while R?
= 0.233, indicating that about 23.3% of the variance in employee motivation and
commitment is explained by the core HRM practices. The Adjusted R? = 0.224
confirms the model’s stability after adjusting for the number of predictors. The
Standard Error of the Estimate = 0.55262 shows the average prediction error. The
change in R? is statistically significant (F(6,493) =24.967, p <0.001).

In Model 2, after adding the sector variable (public/private) and the
interaction terms, R = 0.488 and R? = 0.238, showing only a minimal
improvement compared to the first model. The Adjusted R? slightly decreases to
0.221, while the Sig. F Change = 0.680, indicating that these additions do not
significantly improve the model’s explanatory power. Overall, the first model
with HRM practices provides a satisfactory explanation of motivation and
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commitment, whereas the inclusion of sector and interaction effects does not add
meaningful predictive value.

The ANOVA table shows the overall statistical significance of the two
models. In Model 1, the analysis indicates that HRM practices explain a
statistically significant portion of the variance in employee motivation and
commitment (F(6,493) = 24.967, p < 0.001). This confirms that the model as a
whole is valid and that the predictors significantly contribute.

In Model 2, which adds the sector (public/private) and the interaction terms,
the model remains statistically significant (F(11,488) = 13.851, p < 0.001).
However, the lower F-value compared to Model 1 suggests that although the
extended model is significant, the added variables did not substantially improve
the explanatory power. In conclusion, both models are statistically significant,
with the first model providing a stronger and more parsimonious explanation.

The Coefficients table presents the regression coefficients for both models.
Model 1: Performance appraisal (B = 0.136, p = 0.021) and rewards and
incentives (B = 0.311, p < 0.001) emerge as the only statistically significant
positive predictors of employee motivation and commitment. Other HRM
practices (recruitment, training, benefits) show no significant effect. This
suggests that employees associate their motivation primarily with recognition,
fair performance evaluation, and tangible rewards.

Model 2: Even after including the sector (public/private) and interaction
terms, rewards and incentives remain the only consistent significant predictor (B
= 0.299, p < 0.001). Neither the sector itself nor the interaction terms reach
statistical significance (p > 0.05), indicating that the effect of HRM practices on
motivation does not meaningfully differ between public and private sectors. It is
noteworthy that several interaction terms show very high VIF values (>10),
suggesting multicollinearity problems. This implies that the interaction terms are
strongly correlated with the main predictors, reducing the model’s statistical
robustness. Overall, the analysis highlights rewards and incentives as the central
driver of employee motivation and commitment, with performance appraisal
having a secondary but still important role.

The Excluded Variables (Annex 2) table shows which predictors were not
entered into the first regression model. Specifically, the sector of employment
(public/private) and all interaction terms (training sector, benefits sector,
appraisal_sector, rewards_sector) were excluded from Model 1 and introduced
later in Model 2. All Sig. values are above 0.05, indicating that none of these
predictors would have provided a statistically significant contribution if included
in the first model. Moreover, the VIF values are extremely high (above 10,
reaching up to 21), highlighting strong multicollinearity. This means that the
interaction terms are highly correlated with the main predictors, which reduces
the reliability of the estimates. The table demonstrates that the sector and
interaction effects do not significantly enhance the explanation of employee
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commitment and motivation, while simultaneously creating severe
multicollinearity problems in the model.

Table 7. Multiple regression predictors of commitment and motivation

Predictor Standardized p value Result
beta
Independent
Recruitment and selection -.017 773 predictive
contribution limited
Independent
Training and development .003 956 predictive
contribution limited
Independent
Employee benefits .021 739 predictive
contribution limited
Performance appraisal .148 .026 Slgnlﬁcaqt positive
predictor
Strongest
Rewards and incentives 354 <.001 significant positive
predictor

Source: author’s elaboration

The initial model explained 23.1 percent of the variance in employee
commitment and motivation and reached statistical significance, F(5, 494) =
29.719, p <.001. The hierarchical model reached R squared =.238 after the sector
and interaction terms were added. The increase of .005 was statistically limited,
and the interaction terms generated high variance inflation factors. The results
support the direct relevance of HRM practices, particularly appraisal and rewards,
and support a common predictive pattern across sectors.

Demographic differences

Independent-samples t-tests were conducted to examine gender differences
across the HRM practices. For Recruitment and Selection, male employees (M =
2.89, SD = 0.85) reported lower satisfaction compared to female employees (M =
3.15, SD =0.79), and this difference was statistically significant, t(498) =-3.264,
p = .001. For Employee Benefits, male employees (M = 2.90, SD = 0.81) again
reported lower satisfaction than female employees (M = 3.23, SD = 0.69), with
the difference statistically significant, t(498) = -4.782, p < .001. In the case of
Performance Appraisal, male employees (M =2.59, SD = 0.70) scored lower than
female employees (M = 2.84, SD = (.70). The difference was significant, t(498)
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= -3.705, p < .001. Finally, for Rewards and Incentives, male employees (M =
2.94, SD = 0.69) reported lower evaluations compared to female employees (M =
3.26, SD = 0.72), and this difference was statistically significant, t(498) =-4.627,
p <.001.

A one-way ANOVA was carried out to test for differences in HRM practices
across educational levels. For Recruitment and Selection, the analysis was
significant, F(5, 494) = 10.339, p <.001. The mean scores ranged from 2.20 (SD
= 0.83) among primary school graduates to 3.25 (SD = 0.76) among bachelor’s
degree holders. The LSD post-hoc tests indicated that primary school graduates
scored significantly lower than all other groups, including secondary school
graduates (M = 2.86, SD = (.85), college diploma holders (M = 2.93, SD = 0.82),
bachelor’s degree holders (M = 3.25, SD = 0.76), master’s degree holders (M =
3.13, SD = 0.79), and doctoral graduates (M = 2.90, SD = 0.77). Furthermore,
bachelor’s degree holders reported significantly higher evaluations than
secondary school graduates and college diploma holders.

For Employee Benefits, the ANOVA was also significant, F(5, 494) = 6.526,
p < .001. Primary school graduates reported the lowest mean (M = 2.41, SD =
0.83), significantly lower than all other groups. Bachelor’s degree holders (M =
3.20, SD = 0.70) scored significantly higher than secondary school graduates (M
= 2.93, SD = 0.82). Master’s degree holders (M = 3.12, SD = 0.75) were also
higher than secondary graduates, while doctoral holders (M = 2.88, SD = 0.81)
did not significantly differ from most other groups.

The results for Performance Appraisal showed significant variation, F(5,
494) =3.878, p = .002. Primary school graduates again rated practices the lowest
(M =2.23,SD =0.62), significantly below secondary school graduates (M =2.63,
SD = 0.74), college diploma holders (M = 2.62, SD = 0.65), bachelor’s degree
holders (M = 2.81, SD = 0.71), master’s degree holders (M = 2.74, SD = 0.71),
and doctoral graduates (M = 2.62, SD = 0.69). In addition, bachelor’s degree
holders had significantly higher means than secondary graduates, while other
differences among higher degrees were not significant.

Finally, Rewards and Incentives also revealed significant effects, F(5, 494)
= 5.335, p < .001. The lowest evaluations were again among primary school
graduates (M =2.54, SD = 0.60), who differed significantly from all other groups.
Bachelor’s degree holders reported the highest mean (M = 3.21, SD = 0.69),
significantly above secondary school graduates (M = 3.00, SD = 0.74) and college
diploma holders (M =2.97, SD = 0.68). Master’s graduates (M =3.13, SD=0.72)
and doctoral graduates (M = 3.04, SD = 0.63) also scored higher than primary
school graduates but did not differ significantly from each other. These findings
confirm significant differences across educational levels, with primary school
graduates consistently evaluating HRM practices more negatively and bachelor’s
degree holders generally reporting the highest satisfaction. The complete set of
LSD comparisons is provided in the annex.
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The analysis also examined whether perceptions of HRM practices differed
across age groups. For Recruitment and Selection, the ANOVA indicated
statistically significant differences, F(5, 494) = 5.158, p <.001. Employees aged
25-34 reported the highest satisfaction (M = 3.12, SD = 0.93), closely followed
by those aged 35-44 (M = 3.10, SD = 0.73) and 55-64 (M = 3.13, SD = 0.68). In
contrast, younger employees aged 18-24 expressed the lowest levels of
satisfaction (M = 2.62, SD = 0.89), alongside the oldest group over 64 years (M
= 2.66, SD = 0.87). Post-hoc LSD tests (see Annex) confirmed that employees
aged 18-24 evaluated recruitment and selection significantly less positively than
employees in the 25-34, 35-44, and 55-64 groups.

For Employee Benefits, significant age-related differences were also found,
F(5, 494) = 4.065, p = .001. Employees aged 25-34 again reported the most
favorable evaluations (M = 3.19, SD = 0.83), followed by those aged 45-54 (M =
3.06, SD = 0.71) and 35-44 (M = 3.03, SD = 0.77). The lowest means were
observed among the youngest respondents aged 18-24 (M =2.72, SD = 0.88) and
those over 64 (M = 2.66, SD = 0.75). Post-hoc tests highlighted that the 25-34
group scored significantly higher than both the 18-24 and the over-64 groups,
while differences among middle age groups were smaller and not consistently
significant.

For Rewards and Incentives, the results revealed more modest but still
significant differences across age groups, F(5, 494) =2.489, p=.031. Employees
aged 25-34 (M =3.20, SD =0.75) and 35-44 (M =3.13,SD =0.71) gave the most
favorable evaluations, while employees aged over 64 reported the lowest
satisfaction (M = 2.84, SD = 0.48). Post-hoc analyses indicated that the
differences were primarily driven by younger (18-24) and older employees (>64)
reporting lower satisfaction compared to the 25-34 age group. Overall, these
results suggest that employees in the early and late stages of their careers tend to
be less satisfied with HRM practices, whereas mid-career employees—
particularly those aged 25-44 - evaluate recruitment, benefits, and rewards more
positively. Full post-hoc comparisons are provided in the annex.

The analysis also explored whether perceptions of HRM practices varied
according to employee tenure. For Recruitment and Selection, the ANOVA
showed significant differences, F(3, 496) =2.992, p=.031. Employees with more
than six years of service reported the highest satisfaction (M = 3.12, SD = 0.82),
while those with three to six years showed the lowest mean (M =2.84, SD =0.76).
Post-hoc LSD comparisons confirmed that employees with more than six years
of tenure expressed significantly higher satisfaction than employees with one to
three years (mean difference = 0.20, p = .040) and those with three to six years
(mean difference = 0.28, p = .005). Differences among the shorter tenure groups
were not statistically significant.

For Employee Benefits, significant differences were also found, F(3, 496) =
4.148, p = .006. Employees with more than six years of tenure (M = 3.13, SD =
0.75) and those with less than one year (M = 3.11, SD = 0.72) reported higher
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satisfaction compared to employees with one to three years (M = 2.86, SD = (0.92)
and three to six years (M = 2.91, SD = 0.70). Post-hoc LSD tests showed that
employees with one to three years had significantly lower evaluations of benefits
compared to both those with less than one year (mean difference =-0.25, p=.035)
and those with more than six years (mean difference =-0.27, p =.003). Similarly,
employees with three to six years reported lower satisfaction than employees with
more than six years (mean difference = -0.23, p = .012). These results indicate
that tenure plays a meaningful role in shaping employee perceptions of HRM
practices. While newer employees and those with longer tenure tend to evaluate
recruitment and benefits more positively, employees in the middle stages of
tenure (one to six years) report comparatively lower levels of satisfaction. Full
post-hoc test results are presented in the annex.

The empirical results converge on three central conclusions. First, the public
and private sectors displayed highly similar aggregate perceptions. Second, the
quality of rewards and appraisal carried the strongest relationship with motivation
and commitment. Third, demographic groups experienced HRM systems
differently, which provides a basis for more segmented communication,
development, and fairness monitoring. These conclusions shift managerial
attention from formal sector labels toward the credibility, consistency, and
developmental value of HR practices.

3.3. RESEARCH-BASED RECOMMENDATIONS FOR HR MANAGERS

Based on the findings of the study, HR managers in both industrial and public
organizations can strengthen motivation and organizational commitment by
focusing on the HR domains that employees experienced as most consequential.
The evidence highlights Rewards and Incentives as the strongest lever, with
Performance Appraisal also contributing meaningfully, while Training and
Development appears weakest and less connected to tangible outcomes. The
following recommendations translate these patterns into implementable
managerial actions.

For industrial firms, priority should be given to building an integrated
performance contract that aligns appraisal, rewards, and development into one
coherent system. HR managers should establish appraisal processes that rely on
explicit criteria and consistent evidence standards across units. Manager training
on rating accuracy, documentation, and bias aware evaluation should accompany
this shift, alongside periodic calibration meetings that align scoring norms and
reduce perceptions of favoritism. HR should institutionalize structured
performance dialogue through quarterly check ins that produce documented
outputs, including updated objectives, agreed development actions, and clear next
step expectations. In parallel, reward architecture should be redesigned toward
transparency and perceived equity. HR managers should introduce pay band
communication by role level, clarify bonus eligibility rules, and define
performance thresholds and weighting so employees can understand how
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outcomes are determined. Recognition should also include structured non-
monetary mechanisms, such as certification-based increments, team awards tied
to measurable contribution, and formal acknowledgment of safety or quality
achievements, with published criteria that support trust. Training should be
repositioned as productivity anchored development rather than an administrative
activity. HR should implement role-based competency matrices linked to
operational indicators and introduce post training assessment so that skill
acquisition becomes visible. Completion of defined learning pathways should
translate into explicit consideration for role enrichment, responsibility expansion,
or promotion readiness, strengthening the perceived connection between
development and progression.

For public organizations, the recommendations focus on procedural
legitimacy, auditable fairness, and capability building within institutional
constraints. HR managers should implement transparent evaluation frameworks
with clear performance criteria and documented evidence requirements, ensuring
that appraisal outcomes connect to progression decisions in a consistent and
reviewable manner. Promotion sequencing should be governed by explicit rules
that remain visible to employees, with clear weighing of criteria and standardized
documentation that supports contestability and confidence in decisions. Training
governance should shift toward competency-based workforce planning that
strengthens fairness of access and relevance of content. HR should conduct
structured training needs diagnostics, define eligibility criteria, publish annual
training plans aligned with service priorities and digital transformation roles, and
track outcomes beyond attendance through skill assessment and workplace
application indicators. Employee voice should become a regular component of
people management. HR managers should establish unit level pulse surveys,
structured upward feedback channels, and action tracking so employees observe
feedback loops and managerial accountability. Digital HR platforms should be
used as an accountability scaffold that standardizes documentation and supports
equity monitoring across appraisal records, training histories, and leave
workflows, while managerial capability remains central for coaching and two-
way performance dialogue.

Across both sectors, implementation should reflect demographic patterns
observed in the dataset. HR managers should apply segmented communication
and targeted support for early career employees through clearer onboarding
expectations, explicit explanation of appraisal and reward rules, and structured
development planning. Equity focused audits of appraisal distributions and
reward outcomes across demographic groups and organizational units should be
embedded as a routine governance practice, supporting transparency and
reinforcing perceived fairness. All these measures reposition HR systems not as
administrative infrastructures but as integrated governance architectures in which
appraisal, reward, and development mutually reinforce organizational
performance and employee trust.
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The research clearly indicates that employee engagement and motivation in
Greek organizations are predominantly influenced by fair rewards, meaningful
recognition, and performance appraisals that provide substantive developmental
feedback. Among all human resource management (HRM) practices examined,
Rewards and Incentives emerged as the most powerful driver of motivation,
followed by Performance Appraisal and Benefits, with staffing and training
contributing positively but to a lesser extent.

The findings suggest that HR managers should focus not only on the
implementation of HRM practices but also on their effectiveness in fostering a
culture of fairness, recognition, and development. Fairness in recruitment and
selection, clarity in training participation, and competitive benefits are essential
to strengthen trust in the organization. However, the primary levers for enhancing
motivation lie in designing reward systems that are consistent and merit-based,
ensuring that performance appraisals are meaningful and linked to both
recognition and career development, and integrating these practices into a
coherent HR strategy that visibly connects employee effort with tangible
outcomes.

The research shows that enhancing motivation and organizational
commitment is mainly associated with reliable reward systems and meaningful
performance evaluation processes, while training and development is the area that
needs the greatest strategic strengthening. So, employees’ motivation and
organizational commitment are driven less by “headline” HRM rhetoric and more
by the perceived credibility of performance management and reward systems.
Rewards and incentives show the strongest association  with
commitment/motivation and remain the most robust predictor in regression.
Performance appraisal also demonstrates a meaningful relationship and a
statistically significant, albeit smaller, predictive contribution. By contrast,
training and development records the lowest overall evaluations and does not
emerge as a direct predictor once rewards and appraisal are considered, implying
that training is currently experienced as insufficiently connected to advancement,
productivity, and recognition. These patterns suggest that HR managers should
prioritize (a) the fairness and transparency of rewards and evaluation and (b) the
translation of development activities into visible career and pay consequences.

In industrial firms, HR should treat rewards and appraisal as an integrated
“performance contract” rather than separate processes. First, managers should
introduce calibrated, criteria-based appraisal with mandatory manager training
and periodic calibration panels to reduce rating inflation and perceived favoritism.
The low ratings for promotion priority and performance feedback indicate that
employees do not experience appraisal as a mechanism for advancement or
learning. Accordingly, HR should institutionalize quarterly check-ins and
documented development conversations, linking each appraisal cycle to a
concrete output (skill plan, role enrichment, bonus/recognition decision). Second,
executives should refine reward architecture toward transparent, performance-
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contingent components while explicitly managing equity perceptions, particularly
salient in SMEs where informal practices may dominate. This can be achieved
through published pay bands, clear bonus eligibility rules, and a mix of financial
and non-financial recognition (e.g., skill-based pay increments, certification
bonuses, team awards). Third, seniors ought to redesign training as productivity-
anchored development: given the modest ratings of training impact on
career/productivity (means =~ 2.55-2.64), HR should move to competency
matrices tied to operational KPIs, with post-training assessments and visible
pathways from training completion to promotion consideration.

In public organizations, the managerial priority is to strengthen procedural
legitimacy while increasing developmental capacity under institutional
constraints. First, executives should implement merit-based progression through
transparent evaluation frameworks and promotion criteria that are auditable and
consistently applied, directly addressing the pronounced dissatisfaction with
promotion sequencing. Second, managers should also upgrade training
governance by adopting competency-based workforce planning, since
dissatisfaction with training selection signals perceived inequity in access. HR
should standardize eligibility criteria, use training needs diagnostics, and publish
annual training plans aligned with digital transformation roles. Third, senior staff
should embed employee voice and feedback systems (e.g., structured upward
feedback, service-unit pulse surveys) to compensate for the weak perceived
feedback culture. Digital HR platforms can support workflow simplification
(leave, appraisal documentation, training records), but the data indicate that
technology should serve as an accountability scaffold for fair appraisal and
reward decisions, not as a substitute for human-centered leadership and two-way
performance dialogue.

HR should incorporate segmentation by demographics when communicating
and implementing these reforms: men report significantly lower satisfaction in
key HR domains (recruitment, benefits, appraisal, rewards), and early-career
employees exhibit weaker evaluations in several practices. Targeted manager
communication, clearer expectation-setting for new hires, and equity-focused
audits can therefore improve perceived fairness and, by extension, motivation and
commitment.

Implementation should follow a staged sequence. Organizations can begin
with a diagnostic audit of existing HR procedures and employee perceptions. The
second stage defines measurable standards for appraisal, rewards, and
development. The third stage trains managers and communicates the new rules to
employees. The fourth stage pilots the procedures in selected units and collects
feedback. The final stage evaluates outcomes through employee satisfaction,
training completion, progression fairness, retention, productivity, service quality,
and equity indicators.
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CONCLUSION

The purpose of this research was to investigate the role of Human Resource
Management (HRM) practices in shaping employee motivation and commitment,
with particular emphasis on potential differences between the public and private
sectors. By analyzing survey responses from 500 participants, the study tested
three hypotheses concerning sectoral differences, the predictive role of HRM
practices, and the moderating influence of demographic characteristics. The
findings provide valuable insights into how HRM systems are perceived across
contexts, highlighting both their direct effects on motivation and their differential
impact depending on gender, education, age, and tenure.

Hypothesis 1 proposed that employees in the private sector would report
greater satisfaction with HRM practices and higher levels of motivation and
commitment compared to employees in the public sector. The independent-
samples t-tests revealed no statistically significant differences across any of the
six measured dimensions: recruitment and selection, training and development,
employee benefits, performance appraisal, rewards and incentives, and overall
motivation and commitment. While minor variations were observed, for example,
private sector employees reported slightly higher satisfaction with training and
development, while public sector employees indicated somewhat higher
satisfaction with benefits and rewards, none of these differences reached
statistical significance. Therefore, Hypothesis 1 was rejected. This outcome
suggests that, at least within this sample, perceptions of HRM practices and their
influence on motivation are broadly similar across the two sectors. The finding
challenges common assumptions that the private sector is more efficient or
employee-oriented in managing human resources, while the public sector lags
behind. Instead, the results indicate that both sectors face comparable strengths
and weaknesses in recruitment, training, appraisal, and rewards. From a policy
perspective, this points to the need for reforms in both sectors to ensure that HRM
systems are perceived as fair, transparent, and motivating. Importantly, the lack
of significant sectoral differences implies that employee motivation and
commitment are shaped less by the organizational sector itself and more by the
quality of HRM practices implemented within specific organizations.

Hypothesis 2 posited that HRM practices would serve as significant
predictors of employee motivation and commitment, and that this relationship
would be moderated by sector, with stronger effects expected in the private sector.
The regression analysis confirmed that HRM practices collectively explained a
meaningful portion of the variance in motivation and commitment. Among the
individual practices, rewards and incentives emerged as the strongest predictors,
followed by performance appraisal. Recruitment and selection, training and
development, and benefits did not show significant predictive effects on their
own, although together they contributed to the explanatory power of the model.
These results align with theories of perceived organizational support and social
exchange, which argue that when employees feel fairly rewarded and objectively
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appraised, they are more likely to reciprocate with higher levels of motivation and
loyalty.

However, the hierarchical regression testing the moderating role of sector
found no significant interaction effects. In other words, the predictive power of
HRM practices on motivation and commitment did not vary significantly between
public and private sector employees. This means that Hypothesis 2a (HRM
practices predict motivation and commitment) was accepted, while Hypothesis
2D (the relationship is stronger in the private sector) was rejected. The implication
is that HRM systems matter greatly, but their effectiveness is not confined to one
sector over the other. Both public and private organizations can achieve higher
motivation and commitment by investing in fair appraisal systems and transparent
reward structures.

Hypothesis 3 proposed that employee perceptions of HRM practices,
motivation, and commitment would differ significantly across demographic
characteristics such as gender, education, age, and tenure. The results provided
strong support for this hypothesis. Gender-based comparisons indicated that
female employees reported significantly higher satisfaction with recruitment and
selection, benefits, performance appraisal, and rewards compared to male
employees. Educational level also emerged as a significant differentiator:
employees with bachelor’s and master’s degrees tended to evaluate HRM
practices more positively than those with only primary or secondary education,
although doctorate holders often reported more critical views. Age differences
were evident in recruitment, benefits, and rewards, with younger employees (25-
34 years) generally reporting higher satisfaction than the youngest (18-24) and
the oldest groups (>64). Finally, tenure was also a significant factor, with
employees working more than six years in their organization showing higher
satisfaction with recruitment and benefits than those with fewer years of service.
Thus, Hypothesis 3 was accepted. These findings underline the importance of
tailoring HRM strategies to different demographic groups. For example, women’s
higher satisfaction levels may reflect greater responsiveness to inclusive HR
policies, while the differences across education and tenure suggest that
expectations about career development and benefits evolve over time.
Organizations aiming to foster motivation and commitment need to design HRM
practices that are flexible enough to address these diverse employee needs.

Despite the robustness of the findings, several limitations should be
acknowledged. First, the study relied on self-reported data collected through
questionnaires, which may be influenced by social desirability bias or subjective
interpretation of items. Second, the cross-sectional design prevents causal
conclusions; while HRM practices are associated with motivation and
commitment, the direction of causality cannot be definitively established. Third,
although the sample size was relatively large, it was limited to 500 employees
within one national context, which restricts the generalizability of the results to
other countries or industries. Fourth, the study examined only six HRM
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dimensions, potentially overlooking other practices, such as work-life balance
policies, career development opportunities, or leadership style, which may also
impact motivation and commitment. Finally, the moderation analysis for sector
may have been constrained by the binary classification of public versus private,
which may mask important differences across subsectors or organizational types.

Future research should address these limitations in several ways.
Longitudinal designs would help clarify the causal relationships between HRM
practices and employee motivation, capturing changes over time and the long-
term effects of reforms. Expanding the scope of HRM dimensions to include areas
such as work-life balance, employee voice, and leadership practices would
provide a more holistic understanding of how organizations manage human
resources. Comparative studies across different national and cultural contexts
would shed light on how institutional frameworks and cultural norms influence
perceptions of HRM effectiveness. Furthermore, more nuanced sectoral analyses,
such as distinguishing between central government, local administration, and
state-owned enterprises within the public sector, or between large corporations
and small firms in the private sector, could reveal sector-specific dynamics that
were not captured in the present study. Finally, qualitative methods such as
interviews or focus groups could complement survey data by offering deeper
insights into employees’ lived experiences and expectations of HRM systems.

The dissertation demonstrates that employee commitment and motivation
depend primarily on the perceived quality of organizational treatment.
Transparent recognition, credible appraisal, and visible links between
contribution and outcomes provide the clearest managerial leverage. Sectoral
status alone carried limited explanatory value in the empirical sample. This
finding supports HRM reform in both sectors and encourages cross-sector
learning. Industrial organizations can draw on public-sector standards of
procedural transparency and social accountability, while public organizations can
adapt the industrial sector’s emphasis on competency, timely feedback, and
integrated performance management.

The broader policy implication concerns Greece’s human-capital capacity.
Digital and green transformation, demographic change, and persistent skill
mismatches increase the value of structured learning, fair career systems, and
data-informed workforce planning. Sustainable reform combines institutional
legitimacy with managerial responsiveness. The resulting HRM system treats
employees as contributors to organizational purpose, supports capability
development, and converts formal procedures into credible everyday experiences.
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III1. DISSERTATION CONTRIBUTIONS

A systematic review and synthesis of the principal theoretical
approaches to the study of human resource management practices has
been conducted, contributing to the clarification of contemporary HRM
concepts, models, and approaches for employee performance evaluation.

The evolution and specific characteristics of the industrial and public
sectors in Greece have been analyzed, leading to the identification and
conceptualization of the key differences in human resource management
practices between the two sectors.

A methodological framework for the analysis and assessment of human
resource management practices in the industrial and public sectors in
Greece has been developed, incorporating the sector-specific
characteristics and contextual factors influencing HRM effectiveness.

An analytical evaluation of human resource management practices in
organizations from the industrial and public sectors has been conducted
based on the findings of the empirical research.

Evidence-based practical recommendations have been formulated for
human resource managers aimed at enhancing the effectiveness and
efficiency of HRM practices and improving management processes
within organizations operating in the industrial and public sectors.
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