O

HAIIMOHAJIEH BOEHEH YHUBEPCUTET ,,BACUJI IEBCKH*
BEJIMKO TBbPHOBO
POAKVYJITET ,,JIO'NCTUKA U TEXHOJIOI' UHU*

NPEHA I'EOPI'MEBA TOAOPOBA

MOTHUBALUATA U OBYYHEHUETO HA HOBEHIKHUTE
PECYPCHU KATO INTPEAIIOCTABKA 3A ITPEBEHIIUS HA
KOPYHHIUATA B MUHUCTEPCTBOTO HA BbTPEHIHUTE
PABOTH

ABTOPE®EPAT

Ha JucepTalus 3a NpuaoouBaHe Ha oOpa3oBaTesiHa M Hay4YHa CTENEH ,,JJOKTOp*
OobsacT Ha BUCHIETO 00pa30oBaHue
3. ,,ConuanHu, CTONaHCKU U IPaBHU HAYKHU
IIpodecuonasno HanpaBJieHUe
3.7.” AIMUHUCTpaUys U yIIpaBJIeHUE
JokTopcka nporpama

,Opranuzaius u yrnpasJlieHue U3BbH cepara Ha MaTePUATHOTO MPOU3BOJICTBO
(curypHOCT U oTOpana)”

Hayuyen pbkoBoauTen:

Hpo@. a.1. Exuna Ilerposa

Beimnko TopHOBO

2025



Hucepranmmonuuar Tpya € oocwhaeH Ha 06.03.2025 r. Ha kKaTenpeH ChBET B
Kateapa ,,Jloructuka 1 MEHUIHKMBHT OT ¢akyareT “JIOTHCTUKA M TEXHOJIOTHK Ha
Hanvonanen BoeHeH yHuUBepcuterT ,,Bacun JleBcku”, rpan Bemunko TwpHOBO, 1O
JIOKTOpCKa mporpama ,,Opranu3aius 1 yrpaBjieHue U3BBH chepaTa Ha MATEpHUATHOTO
MIPOU3BOJICTBO (CUTYPHOCT U OTOpaHa)” M HACOYeH KbM O(pUIIHAIHA 3al[UTA.

J{McepTAMOHHUST TPY/ €€ ChCTOU OT 235 cTPaHMIH
OcHoBeH TekcT — 160 crpannuu

Ipuioxkenns — 7/ npuJiokenus, 65 crpaHum
JlnteparypHu U3TOYHUIIU — 6 cTpaHMIH

Bbpoii Ha JuTepaTypHHUTE U3TOYHMIH — 85

Bpoii Ha purypurte B 0CHOBHUS TeKCT— 56

Bpoii Ha TabaunUTEe B OCHOBHHS TeKCT— 4

bpoii Ha ny0aukanunrTe — 5

3amurara Ha AMCEPTALMOHHUS TPy A e ce cbeTor Ha 22.05.2023 r. ot 11.00
yaca B yueOeH kaOuHeT Ne 3226, BTOpH €Tax, TPETH yueOeH KOpIyc Ha (pakynTeT
,JIOTUCTHKAa W TexHojoruu“ B HaluoHaneH BOEHEH YHUBEPCUTET ,,Bacui
JleBcku®, rpaa Bennko TwpHOBO.

Marepuanure 1o 3amuraTa ca Ha pa3noyIOKEHUE HA MHTEPECYBALIUTE CE B
NucTuTyTa 32 HAYYHOU3CJIEAOBATEICKA M MHOBAIIMOHHA JIEMHOCT Ha Hanmonanen
BOCHEH yHUBEpCUTET ,,Bacun JIleBcku®, rpan Benuko TwpHOBO.

ABTOPBT Ha AUCEPTALMOHHUS TPy € JOKTOPAHT 4YpPE3 CaMOCTOSITEITHA
MOATOTOBKA B Karenapa “JIoructuka m MEHHDKMBHT OT (hakynreT *“ JlorucTuka u
TexHoJiorun~ Ha Hamuonamen BoeHeH yHuBepcuter “Bacun JleBcku™, rpan
Bemnko TspHOBO.

Asemop: Upena I'eopeuesa Toooposa

Tema: ,, Momusayusma u 00yueHuemo Ha yogewKume pecypcu Kamo npeonocmaska
3a npegenyus Ha Kopynyuama 6 Munucmepcmeomo Ha ebmpeuinume pabomu *
Tupaorc 10 6pos

Hsnuza om neuam na 20.03.2025 e.



I. OBIIIA XAPAKTEPUCTUKA HA TUCEPTALITMUOHHUS TPY ]

1. AkTyasHoCT Ha mpodJema

Kopynuusta € HeraTuBHO OOLIECTBEHO SIBJIEHHE ChC CBOM CHELU(UYHU
XapakTepUCTUKU W (opMu Ha mnposiBiieHHe. ChOTHECEHO KbM CHUCTEMaTa 3a
CUTYPHOCT M OOIIIECTBEH PeJl, IBICHUETO KOPYILHUS € OeNsI3aHO OT 0COOEHO BUCOKA
CTENEH Ha OOIIEeCTBEHa YYBCTBUTEIHOCT M YKOpuMoOcCT. Hapymienusita Ha
CITy>KE€OHUTE 3aIbJKCHUS W MPECTHITHUTE MPOSBU, U3BBPIIBAHU OT CIY>KUTEIN
Ha MMHHCTEpCTBOTO Ha BBTPEIIHUTE PabOTH, KOUTO MO 3aKOH Ca MPU3BAHU Ja
3alllTaBaT M ONa3BaT peJa W MpaBaTa U CBOOOJUTE HA IPAKIAHUTE, HaMajsBaT
JIOBEPHETO Ha OOIIECTBOTO B MHCTUTYLMATA, NOAPUBAT aBTOPUTETAa Ha
JbpKaBHATA aIMUHUACTPAIUS KAaTO ISUI0 U TOpaXKaaT yceuiaHe 3a 6e31oKoncTBO U
HECUTYPHOCT B IbP>KaBHOCTTA U300LI0.

N3cneaBanara o6nacT € akTyajlHa KaTo TeMaTHKa M OJlarompusiTHa 3a
MPOYYBAaHE, KATO MOCTaBS MHOKECTBO MPEIW3BUKATEICTBA 3a pPAa3KpHBaHE Ha
OHe3U (PaKTOpH, KOUTO OKa3BaT BIUSHUE OCPEICTBOM MOTUBALMS U OOyUYEHHE 32
NOBUIIABAaHE Ha BB3MOXKHOCTUTE 3a I[PEBEHIMS Ha HEraTMBHU H35SBH B
€XKEeJIHEBHATA JICMHOCT Ha ciyxurenure B MBP.

Upes 3a1bJ1004€HOTO M3CIIeABAHE HA MpoOIeMaTHKaTa Ce Moy4yaBaT HOBU
3HAHMS U C€ YCTAaHOBSBAT B3aHMMHATa CBbP3aHOCT U OOYCIOBEHOCT Ha MPOLIECUTE
0 MOTHBAIUSl, MOTHBAalLMA 4Ype3 OOydYyeHHWE U TMPEBEHIMs Ha KOPYMIIMOHHU
SBJICHHSI, KATO B JOIMBJIHEHUE YPE3 JUCEPTALMOHHUS TPY CE ThPCAT NPUIOKUMHU
MEpPKH, KOMTO Ja Ca B CBHCTOSHUE Ja NOBIMSAT B IOJOKUTEIHA HACOKa 3a
IpeBeHUMs Ha kopyniusa B MBP.

2. U3caenoBaresicka Xxumoresa.

MoTtuBaiuara u oOydeHHETO Ha 4oBemkure pecypcu B MBP oxkassar
KJIFOUOBO BJIMSTHUE BHPXY HAUMHA HAa U3M'BJIHEHUE HA CITY>)KEOHUTE 3abJKEHUS OT
CILYXKUTEJIHUTE, TMOANOMaraT CcyOeKTUBHAaTa MOTPEOHOCT OT MPaBOMEPHO
NOBE/ICHNE, TOBUIIABAT YCEUIaHETO 3a NpodecuoHalHa KOMIETEHTHOCT U
oOmiecTBeHa HEOoOXOIMMOCT Ha Mpodecusita M BB3MPENSATCTBAT MpOsSBATA HA
KOPYIILIHSL.

3. e u 3a1a4u HA U3CJI€ABAHETO

OcHoBHaTa meJ Ha AUcepTalysaTa € Ja ce OMpeiesid 3HAYCHHETO Ha
MOTHBAILIUSTA, KAKTO U J1a C€ KOHKPETH3UPa POJIATa, KOSITO OKa3Ba 0OYyYEHHETO B
LSUIOCTHUS IPOLIEC HA KaApOBO pa3BUTHUE HA ciyxurennte B MBP 3a ocb3HaBaHe
Ha HEOOXOAMMOCTTa OT CIMa3BaHe HAa HOPMATUBHHUTE MPEANUCAHUS TIpU
U3ITBIHEHNUE Ha CIYXEOHUTE 3abJKCHUS U 3@ HEJOMYCKaHETO Ha KOPYMIIMOHHO
noBeZeHue kato (¢Gopma Ha 370ynoTpedba ¢ BJIACT W HECHEIBAIO Ce
o0J1aroeTeICTBaHE.

BbB Bpb3ka ¢ neduHupaHaTa OCHOBHA IIeJl B JAMCEPTALIMOHHUS TPYH ca
dbopMynrpaHu 3a pelaBaHe CIeIHUTE HAYYHO-U3CIICTOBATEIICKH 3aJa Y u:

1. Jla ce u3BBpPUIM TEOPETUYEH Mperjie[; Ha OCHOBHMU ITOCTAHOBKH,

Kacaelly MOTUBAIUATA HA YOBEIIKUTE PECYPCH;



2. Jla ce KOHKpeTHU3upa HopMaTUBHATa 0asa, periaMeHTHpana npoueca
Ha oO0yueHue Ha ciryxurenute B MBP;

3. Jla ce mpoBene NpoydBaHE B pealiHa Cpela 3a U3CJIeABaHus OOEKT,
KaTo Ha Ta3MW 0a3a ce Uu3MepH 3aBHCHMOCTTa MEXAYy OOYyYEHHETO U MOTHUBALIUSATA
Ha YOBEIIKUTE pecypcH B cucreMara Ha MBP u 3HaueHneTo um 3a HEJOIyCKaHETOo
Ha KOPYMNIIMOHHU MPOSIBU Ha IMOBEACHHUE;

4. Jla ce aHanM3MpaT NOJYYEHHUTE PE3YATaTH U J1a CE€ MPEJI0KAT MEPKH
3a MpEBEHUUs Ha KOPYNIMOHHUTE H3iBH IIOCPEICTBOM MOJOOpsBaHE Ha
nporecuTe mo o0ydeHrWe M MOTHBALMATA Ha KaJIpOBHUS PECYypC U MOCTHUTaHE Ha
e(EKTUBHOCT MPH U3MBIIHEHUE HA CIYKECOHUTE 3aIBJDKEHUS KATO LSJIO.

4, O0eKT 1 peaMeT HA U3CJIeABAHETO

O0ekT Ha u3cienBaHE B HACTOALIMS AUCEPTAUMOHEH TPYJ Ca YOBEIIKUTE
pecypcu B MUHHUCTEPCTBO Ha BBTPEIIHUTE paOOTU U MO-KOHKPETHO KaTo LIeJIeBa
rpyIa Ha U3CJeIBaHe ca MPUBJICUYCHH CIYKUTEU OT IIECT 00JIACTHU AUPEKIIUHU Ha
MBP.

IIpenmer Ha wu3cieqBaHE ca NPOLECUTE HAa MOTUBALUSA U OOy4YEHHE U
KOHKPETHUTE BB3MOKHOCTU TIOCPEICTBOM TAX Ja OBbAAT MNPEBAHTHPAHU
MMOTEHIUAJIHA KOPYIIIUOHHU NPOSBYU NIPH Cirykutenn Ha MBP.

5. MeTtoaoJiorusi Ha U3cJieIBAHETO

N3cneaBanero Ha OOy4EeHUETO M MOTHUBAIMSITA HA YOBCIIKUTE PECYpPCH B
MBP kato dakTopu 3a MpeBeHIIMs Ha KOPYIIIUTA, CE OCHOBABA HA ChbBKYITHOCT OT
MeToau. KaTo 0CHOBEH METO/] € TOATOTBEHO U MPOBEICHO EMITMPUYHO U3CIICIBAHE
B peajHa cpelia cpejl CIy)KUTelu Ha MUHUCTEpCTBOTO HA BHTPEIIHUTE paboTU B
1iecT 00JIaCTHU MTUPEKIUU. JJOIBIHUTETHO ca MPUJIOKEHU METOIM Ha UCTOPUKO-
TEOPETUYHO U3CJIEJBaHE, KOMOMHUPAHU METOAM, KAaKTO U CIeHU(UYHU TaKUBa —
HaOJII0JICHUE, CPABHUTEJICH aHaIW3, WHAYKIUS, JAeAyKUUs, Kiacupukaius,
CUCTEMEH TOJIXO0JI, aHKETH W MHTEPBIOTA, CTATUCTUYECKH METOJU. 32 00paboTKa
Ha JaHHUTE € M3I0JI3BaH MakeT 3a CTaTUCTHYecKa 00paboTka HAa JaHHU OT
COLIMOJIOTMYECKH n3ciensanus — SPSS.

ToBa mo3BoJisiBa TSIXHATa WHTEPIPETALUS MTOCPEICTBOM (HaKTOPEH aHAIN3,
KOpEJIALIMOHEH aHajiu3, U3UMCisiBaHe Ha koepuiueHT Ha [IubpchH, koedumneHt
Ha Kpamep, Xu-kBaapar aHaiau3, JIUCIEPCUOHEH aHainu3. Pesynrature ot
JTUATHOCTUYHUS €KCIIEPUMEHT ca 0POPMEHH M TIPEICTABEHN KAKTO TA0JIMYHO, TaKa
u rpaduuno. I[logobeH moaxon moAmomara aHajin3a, KaTo IO3BOJIABA Ja Ce
HaIpaBsT U U3BEIAT HACOKHU 3a MOI00psiIBAHE HA MOTUBAIIUATA HA CITY>KUTEIIUTE B
MBP.

6.0OrpaHuyeHus.

3a nga OBIAT TMOCTHTHATH LEICHACOYCHH W 3abJIOOYECHU pPE3YNITaTH OT
JMCEePTALMOHHMUS TPY]I CE HaJIara Jia e ocoyaT HAKOU Bb3MOXHH OTPaHNYe€HHS.
Te ca mpoBOKHMpaHU OT OOCTOSITENCTBOTO, Y€ B CIYXOWUTE 3a CUTYpPHOCT H
oOI1IecTBeH pea ce 0OpaBU C YyBCTBUTEIHA WM Kiacu(HIMpaHa WH(OpMALIUSL.



ExxenneBuero Ha ciyxutenute B MBP e BbB pokyca Ha 00111eCTBEHOTO BHUMAHUE,
HO crienu@uuHara JuTepaTypa 3a METOAUTE U CPEACTBATA, C KOUTO T€ PadOTAT
yecTo ©Ma KoH(uueHnumaneH xapakrtep. [lopagu ToBa  HACTOALIUST
JTUCEPTAIIMOHEH TPyA ce 0a3mpa camMo Ha OOMIOJAOCTBHIIHU W SIBHH W3TOYHHIIH.
N3cnenBanusT mpoOieM € NpsiKo CBbp3aH € HAIMOHAIHOTO 3aKOHOJATENICTBO,
KOETO OrpaHHYaBa BH3MOKHOCTUTE 3a IOJI3BAHE M Ha Yy)KIECTPaHHA Hay4Ha
auteparypa. [1o oTHoIIEHHEe Ha HEro, ChIIO TakKa, HE € HAJIMYHA JI0CTaTh4HO JIpYyTa
cTaTUCTHYECcKa MH(pOpMAIIHS.

Jlpyro orpaHudeHHe, KOETO CE€ Hajara, € Mo OTHOUIEHHWE Ha KOHKPETHO
u3ciieBaHara uneinesa rpyna. B MBP paOoTaT Tpu kareropuu CIiryKUTEINH,
cboOpa3Ho crnenuduKara Ha UMbIHABAHUTE JEHHOCTH — JbPKABHU CITYKUTEIH,
YUITO CTATyT CE peryJivpa chc 3aKOHA 38 MUHUCTEPCTBOTO HA BTPEIIHUTE padOTH
(BMBP)!, nupxaBHU CIyKMTEIM, YMHTO CTaTyT ce€ ypexkJa OT 3aKoHa 3a
nbpkaBaus ciayxkuten (3[Cn)? u nuna, paboTenyu 1o TpyA0BO MPABOOTHOLIEHHE,
KOeTo ce pernamenTupa ot Komexca Ha Tpyma® m orgennu Hopmu Ha 3MBP.
KoHKpeTeH Taprer Ha u3cieBaHe B AUCEPTALMATA CA IbPKABHUTE CITY>KUTEIU 1O
1. 142, an. 1, 7. 1 or 3MBP, uniito QyHKIIMOHATHN 3abJDKCHUS TIpeoaaraT
OIepaTMBHA CAMOCTOATEIHOCT KaTO OPTraH Ha BJIACT, B3EMAHETO HA MHAUBUY AJTHU
pelieHys B mpoleca Ha padoTa M1 HOCEHETO Ha KOHKPETHA OTTOBOPHOCT.

Il. CTPYKTYPA HA JTUCEPTAIIMOHHUSA TPY [

JIucepTallMOHHUAT TPYA C€ CbCTOM OT YBOJA, TPU TJIABH ChC CHOTBETHHUTE
U3BOAM KbM TsX, OOLIM M3BOJM, 3aKIIOUYEHHE, HAyYHU M HAYYHO-TIPUIIOKHU
npuHOCH, OUOIMOrpad)CKi COUCHK C M3MOJI3BaHATA JUTEPATypa U MPUIOKEHUS.
Pa3paboTBaHeTo Ha AMCEPTALMOHHUSA TPYH € (POKyCHpaHO KbM H3IBIIHEHHE Ha
[IOCTABE€HATa HAyYHOM3CIEHOBATEJIICKA 1€ W MPOU3IM3ALIUTE OT Hes
U3CIICIOBATENICKU 3a/1aud. AHAIU3bT € OPUEHTUPAH KbM OOEKTa M MpeaMera Ha
u3cieBaHe B CBOTBETCTBHE C (opMyJMpaHaTa M3CIEOBaTelICKa Te3a,
IIOCTABEHUTE OrPAHMYEHHS W BB3NPUETHS OT aBTOpa MOAXOJ KbM Temara.
CHHTE3UpPAHOTO U3JI0KEHNE HA AUCEPTALMOHHUS TPY/l BKIIOYBA!

1. TJIABA IIbPBA ¢ o3ariaBeHa TeopeTH4YHHM TMOCTAHOBKH OTHOCHO
MOTHBAIUATA M O0yuyeHHMeTO HA 4YoBemikuTe pecypcu B MBP. B Hes ca
pasriiefaHd OCHOBHUTE TEOPETUYHU MTOCTAHOBKM OTHOCHO MOTHMBAIIUATA, TAXHATA
BPEMEBA XPOHOJIOTUS HA Pa3BUTHE U KOHLENTyaJHa TPajJaliyisl. a CIEABAIIO MICTO
€ HU3SICHEHAa HOpPMaTHUBHATa OOYCIOBEHOCT Ha MPOLECUTE MO MpodhecHOHATHO
oOyuenue Ha ciyxutenure B MBP. Pa3rienana e Bpb3kaTa Ha IMPOLIECUTE IO
MOTHBalMsI M OOydYeHHEe C YNpaBieHCKaTa JAEWHOCT M TIXHaTa B3auMHa

! 3akon 32 MUHHCTEPCTBOTO HAa BETpEMHUTE paboTw, B cuna ot 22.07.2014 r, akryanuno 1B, 6p. 70 ot 20 Asrycr
2024 r.

2 3aK0H 3a IBPIKABHUS CIYKUTEN, B cuna ot 27.08.1999 r., akryanno JIB, 6p. 85 ot 10 okromepu 2023 T.

3 Konekc na tpyna, B cuna ot 01.01.1987 r., axryamno JIB, 6p. 70 ot 20 asrycr 2024 .



00yCIIOBEHOCT U BIUSHUE CIIPSIMO Tpolieca Ha MPOTUBOACHCTBHE HAa MOTEHIAHA
KOPYIILHS B MUHUCTEPCTBOTO.

1.1.CbIHOCT U ChABPKAHUE HA MOTHBAIIUATA — OCHOBHH IOCTAHOBKHU

MoTuBHpaHETO HAa YOBEIIKUTE PECYPCH € criennpuyuHa ynpaBaeHCKa JeHHOCT
Ha BJIMSHUE M HaMupaHe Ha OajaHc MeXIy LEJIUTe Ha MHJIMBUIA U OOLIUTE
OpraHU3allMOHHU Lei. MoTuBauMsITa € OOEKTHUBEH MPOLIEC, & MOTUBUPAHETO €
BU/I YIIPABIIEHCKO Bb3/ICHCTBUE

MortuBanusTa € cliaTa, KosATO Kapa XxopaTa Ja IOCThIIBAT, Ja ACUCTBAT, 1a
CE OTHACAT KbM HSKOT'O WIH KbM HEILO B PA3JIUYHU CUTYallMU IO HAYKUH, KOUTO T€
camuTe nzbepar.

Haii-061110 ka3aHO, MOTHBaLIMSITA MOXKE /14 CE pa3/JeNIM Ha JIBa BUJ1a: BbTPEIIIHA
MOTHBalLlMS U BBbHIIIHA MOTUBalKs. BeTpemHara MoTuBauus € noa0yara, Kosito
Ce caMo3apaxk/Ja y YOBEKA U BIIMsE€ HA HETOBOTO MTOBEICHNE. BBHIIIHATA MOTHBAIUS
€ JKEJAHUETO 3a ONPENEIICHO IOBEACHUE, KOETO CE€ NPEAU3BUKBA y KOHKPETCH
WHIUBU/] TIOJl BIUSHUETO HA JIPYTY YOBEIIKW UHIMBUAM. TS € BHUJ YIPABICHCKO
BJIUSIHUE, YMSITO IBJITOCPOYHOCT 3aBUCH OT MHTEH3UTETa W IOCTOSHCTBOTO, C
KOUTO C€ Bb3JCHCTBA.

OcHOBHa yIpaBJIEHCKAa 3aJaya B OpraHH3aluATa € Ja C€ MOTHBHUpA
YOBEUIKUAT pecypc 3a e(ekTuBHa padoTa W M3MOI3BAHE HA IOTEHLHMAajda Ha
pabOTHUIIUTE M CIYXHUTEJIUTE IMO-MOJA30TBOPHO. MOTHBAIMOHHUTE TEOPUHU
MPEACTABIIABAT CIOKHA KOHCTPYKIMS, OOCAMHSABAILA €IEMEHTH OT TEOPUUTE 32
NOTPEOHOCTUTE,  COLMAIHO  NPHUIOOUTOTO  3HAHUE, OnxenBHOpPU3MA,
KOTHUTUBHUTE, TMCUXOAHAIUTUYHUTE M OHONOrM3upaHuTre Teopuu. KbMm
I'bPBOM3TOYHULINTE HA CHBPEMEHHHMTE TEOPUM 33 MOTHBALMATA MOXKEM Jia
nocounm:’

MoTuBallMOHHU TEOPUU, OPUEHTHPAHU KBM MOTPEOHOCTUTE;
buonorusupanu Teopun 3a MOTUBAIIUSTA,;
[lcuxoaHAIUTUYHU TEOPUH 32 MOTUBALIMSATA,
buxernBHOPUCTUYHYN TEOPUU 382 MOTHUBALIUSTA;
KorauTuBHU T€OpHUH 3a MOTUBAIIUATA;
e CoUMaTTHO-KOTHUTUBHO HAIPaBJIEHUE B TEOPUUTE 3a MOTUBALIMSTA.

OcHoBHaTa cucTeMaTu3alnys Ha MOTHBALMOHHHUTE TEOPHUU TH pa3fens Ha
ChABPIKATEIHU U ITpoliecyastHy. [IbpBaTa rpyna Teoprun JaBa OTTOBOP Ha BhIIpOCa
,,KaKBO MOTHMBHpa Xopara?”’, a BTOpara pasriiekJa Kak IMPOTHYa NPOLECHT Ha
MOTHBHPAHE.

B rpynara Ha ¢hbabPKATETHUTE MOTHBAIMOHHHM TEOPHH IIOIIAIAT:’

e Teopusara Ha noTpeOHOCTHTE HA MBpeit (Mbpn);

e Teopusara Ha Macioy 3a iiepapxusta Ha TOTPEOHOCTHTE;

e Teopusita Ha XepuOepr 3a aBara GakTopa;

e Teopusara Ha ATKMHCOH 32 HEOOXOJUMOCTTa OT OCTHKEHHUS,

4 ITerposa, Ennna, MoTtuBanus Ha nepconana. PKOBOACTBO M MaepCTBO. Briact B ynpasnenueto, Benuko THpHOBO,

2011, uznatencku komiiekc Ha HBY ,,Bacuin JleBcku”, Benuko TbpHOBO.

> [lerposa, Enuia, OcHoBu Ha ynpasnenueto, Benuko Teproso, UK na HBY ,,Bacun Jlescku”, Benuko TepHoB0,2013.
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e Teopusita Ha Annepdsp;
e Teopusta Ha MakKnenbH7 3a connanHo Npug0OUTUTE MOTHBHY;
e Teopus 3a uetnpure noaruka Ha JloypwsHe u Hopusi.
[To-BaXHH OT MPOLECYATHUTE TEOPHH Ca:’
e MoTHUBalMOHHA TEOPHS 32 MOAKPEIUICHUSATA,
e Teopus 3a Moau(pUKaUs HA TOBEACHUETO;
e Teopus 3a CIpaBeIIMBOCTTA;
e Teopus 3a OYaKBAHETO;
e KomMOunupan monen Ha [loptsp — Jloynsp;
e Teopus 3a nenure Ha Jlatam u Jlokwu.
Beska ot Te3u Teopun TpsOBa a Obje pasriekiaHa BbB B3aUMOJICHCTBUE C
OCTaHaIUTEe M OM Morna jga ObJe M3M0JI3BaHA B 3aBUCHUMOCT OT KOHKpETHAaTa
CUTYaLIHS.

1.2. O0yuenuero kaTto (GakTop 3a NMOBHIIABAHE HA MOTHBALMSATA HA
cay:xureaure B MBP. HopmaTuBHa ypenda Ha nmpoueca Ha o0y4eHue

B HanMOHAJIHOTO 3aKOHOIATEJICTBO SIBJICHUETO KOPYIILHS HaMupa CBOSTA
npaBHA periameHtanus B Hakasarennus xomekc Ha PenyGmuka Boirapus’, B
KOWTO Ca KPUMHUHAJIM3UPAHU MPECTBHIUVIEHUATA MO CIyk0a M MOJAKYIbT, KaTo
KJIACUYECKN KOPYNUMOHHU JACsAHUsA. BaXeH elneMEeHT OT aHTUKOPYNLIMOHHOTO
3aKOHOAATEJCTBO IPEACTABIABAT ACUCTBAIIMTE 3aKOH 3a MPOTHMBOJCHCTBUE HA
KopynuuaTa® 1 3aKkoH 3a OTHEMaHe Ha HE3aKOHHO MPUI00UTO MMymiecTBo®. JIpyr
aKT, UMalll OTHOLIEHUE KbM IPOTUBOJECUCTBUETO HA KOPYNLUATA, € IIpUETaTa OT
Mununcrepckn cbBeT HanmonanHa cTpaTerus 3a IpeBEHLIMS U IPOTUBOJIECUCTBHE
Ha kopynuuara B P Bearapus 2021-2027 1.1°B usnbianeHre Ha HalMOHATHUTE
CTpaTEeTUYECKU IOKYMEHTH B 00J1aCTTa Ha MPOTUBOJIEHCTBUE HA KopymusaTa, MBP
M3TOTBS ¥ U3ITBJIHABA AHTUKOPYIIIMOHEH TUIaH 1,

MuHUCTEPCTBOTO Ha BBTPEHIHUTE pPaOOTH € Jbp)KAaBHA WHCTUTYILIMS,
oOeauHsBaIma NPO(ECHOHATHO MOATOTBEHU CIIYXKHUTEIH, KOUTO €XKEIHEBHO
cieliBa Jia moJiaraT TPy B MIHTEpeC Ha 0OLECTBOTO.

[IpodecronannoTo 00ydeHHE C OTKBbCBaHE OT paboTa ce€ U3BBPIIBA B
Axanemusita Ha MBP u apyru oOyuaBanyu WHCTUTYLIIMM Ha MHUHHUCTEPCTBOTO.
[IpoBexna ce B MPUCHCTBEHA, AUCTAHIIMOHHA UM KOMOMHUpaHa GopmMa.

CpmieBpemenHo MBP e opran Ha u3nbJIHUTENHATa BJIACT, CTPYKTypa Ha
LCHTpAJHATa aJIMUHUACTPALMS Ha AbpKaBara U KaTO HEWH MPEICTABUTEN CIEABA
Ja T[pujiara B CBoATa JEWMHOCT pasmnopendbute Ha Hapegbara 3a

6 Ierposa, Enuua, OcHoBu Ha ynpasinenuero, Benuko Teproso, UK na HBY ,,Bacun Jlesckn”, Bennko THpHOBO,
2013.

7 Hakaszarenen xozexc, B cuna ot 01.05.1968 r., akryanno JIB, 6p. 42 ot 14 maii 2024 .

8 3akoH 3a IPOTUBOAEHCTBHE HAa KOpyLuATa, B cuia ot 06.10.2023 r., akryanno JIB, 6p.13 ot 12.02.2024 .

9 3aK0H 3a OTHEMaHE Ha HE3AKOHHO MPUA00MTO MMYIIECTBO, B cria ot 06.10.2023 r., akryanno JIB, 6p.41 or
10.05.2024 r.

1 Hanmonanna crparerns 3a mpeBeHINs M NPOTHBOEICTBHE Ha KopynuusTa B P Bearapus 2021-2027 r., npuera ¢
Pemerne Ne 235 wa Munucrepckus cbeet ot 19.03.2021 r., https://www.strategy.bg, noctsmao 22.09.2024 .

1 https://www.mvr.bg, nocrenno 22.09.2024 r.
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aJIMUHUCTPATUBHOTO oOciyxBaHe, mpuera ¢ [IMC Ne 246/13.09.2006 r. B 4. 3,
an. 1 or ceumiata € NpeaBUACHO: ,,AIMHUHHUCTPAaTUBHUTE OPIaHU OCUTYpSBAT
NOBHINIAaBaHE Ha TMpodecroHalHaTa KBaNU(UKALUA Ha CIYXKUTEIUTE 32
nofo0psABaHE HAa aJMUHHCTPATUBHOTO oOcmyxBane.“.? IlpemBmwkaaHeTo Ha
oOyudeHHue OT 3aKOHOAATENS B PA3IMYHU MO0 CTEIIEH HOPMATHBHHU aKTOBE IOCTaBs
BaXEH AaKIEHT WMEHHO BBPXYy HEOOXOJMMOCTTa OT TIOBHILIABaHE Ha
npodecnoHanHaTa KBATH(PHUKAIUS U 3HAHUITA HA CITYKUTEIUTE.

Coraacio un. 3, am. 2 or Hapemba Ne 81213-433/16.03.2017 r. 3a
npodecronanHoTo oOydeHwe Ha ciayxkurenute oT MBP, mpodecmnonamnoTo
oOyueHue Mo MectopaboTa ce OCHIIECTBSBA UPE3:

. CIelMalIn31paHa NOAr0TOBKA;

. (hu3myecka nNoAroTOBKa;

. IOJITOTOBKA TO MOJIMIIEHCKA JTMYHA 3aIHUTa;
. CTPEJIKOBA MOJATrOTOBKA;

. TI0’KapO-CTPOEBa MOArOTOBKA,;

. TAKTUYECKa MOJTrOTOBKA.

Upes npoBexk1aHETO Ha €XKErOJHUTE 00yUEHHUs 110 MECTOpadboTa ce MOBUIIIABA
TEOPETUYHATA U MIPAKTHYECKA TOJTOTOBKA HA CIIY)KHTEITUTE U BH3MOKHOCTTA MM
Jla pearupar aJIekBaTHO B IpoIieca Mo MPOTUBOACHCTBUE HA MPECTHITHOCTTA, KAKTO
U J1a He JONycKaT aJMUHUCTPATUBHU M JUCLUIUIMHAPHU HapyLICHHs B CBOSATA
exeqHeBHa neHocT. OOyueHueTo Ha ciyxutenure B MBP e aktuBeH u
HEIpeKbCHAT Mpoliec. 3a na Obae epexkTuBeH obaye, AbPKABHUTE CIIYKUTEIU
TpsiOBa Aa ca MOTUBUPAHU U Ja HAMUPAT T0J13a B IPUI00MBAHETO Ha HOBU 3HAHUSI.

AN DN AW

1.3.Cnenuduxa Ha ynpasieHckarta aeiiHoct B MBP u HeiiHaTa poJisi B
NpUJIaraHe Ha MEXaHM3MHTE 32 NPEBEHIUA HA KOPYNUHUATA

B3auMooTHOUIEHUATA MEXy MyOJMYHATA OpraHu3aluus W HEUHHTE
CILYKUTENH ca (PYHKIUS OT MOTUBALIMOHHUTE (DAKTOPU, ChUETAHU C YMEHHSTA Ha
PBKOBOJIHMS CBhCTaB J1a OPraHMW3Mpa JIEHWHOCTTAa HA YOBEUIKUTE PECYPCH M J1a TU
HAcO4YBa KbM peAIM3UpPaHe HA OOLIUTE LENH.

B u3puuna Hapenba, KOATO ypexaa pena 3a HocThliBaHE Ha padoTa B
cucremara Ha MBP no cnienupanu3upana METOAMKA CE IPELECHIBA MOTUBALIUATA HA
KaHIUJATUTE 3a paboTa omie MO BpeMe Ha KOHKYpCHAa Mpoueaypa 3a
Ha3HA4YaBAaHETO UM KaTO AbP’KABHU CIYKUTEIU CbC CTATyT no wi. 142, an. 1, 1. 1
ot 3MBP.

N3cnenBaHero Ha TeKyllaTa MOTHBALMS Ha CIIY)KUTEIUTE C€ IPOBEkKIA
nocpeactBom Hapen6a Ne 81213 — 408 ot 14 ampun 2015 r. 3a oneHka Ha
U3IBJIHEHUETO HAa JUIbKHOCTTA HA IbP>KABHUTE CITY>)KUTEIM B MUHHCTEPCTBOTO Ha
BpTpemHuTe padotu’. IlpM OlEHKA HA M3IBIHEHUETO HA JIBKHOCTTA OT

12 Hapenb6a 3a angmunucTpatuBHOTO o6cmyxBane, MC, B cuia ot 26.09.2006 1., aktyanuo B, 6p. 47 ot 24 rorun 2022
T.
13 Hapenba Ne 81213 — 408 or 14 ampum 2015 r. 3a OLEHKA HA M3NBIHEHUETO HA UIBKHOCTTA HA JbPXKABHHUTE

CIyXHUTeTn B MHUHHCTEPCTBOTO Ha BhTpemHuTe padotu, MBP, B cuma ot 21.04.2015 r, akryanno JIB, 6p. 30 ot
11.04.2017 r.
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TbPKABHUS CIYXKHUTEN C€ MPELEHABAT CICAHUTE KPUTEPHH: MPOQecHOHATHA
KOMIIETEHTHOCT, W3I'BJIHCHUE HA JUIBKHOCTHUTE 33JbJDKCHUS, OTJIMYMATA,
HarpajanTe, HaKa3aHUATa U JIMYHOCTHUTE KaYeCTBA, CBbP3aHU C U3I'BJIHEHUETO Ha
JUTBKHOCTTA.

CraHpapTuTe NpH W3NBIHEHHETO Ha JUIBKHOCTTA €A BAXKEH E€JIEMEHT OT
byHKIIMOHMpaHeTO Ha myOnuuyHaTa aaMUHHCTpanus. ETuuHute mnpaBuna B
paborata Ha abp’KaBHATA AIMUHHUCTpAIMS ca Pa3MUCaHd OOWYAHO B ETHUYHH
KOJEKCH C Pa3iMYHO ChABP)KAHHWE U 00XBAT, HO ChAbpXKAIM HEM3MEHHHU OOLIH
HeHHOCTH. B MUHUCTEpCTBOTO Ha BBTPEUIHUTE PAaOOTH CHPSIMO IbpPKABHUTE
ciyxutenu o wi. 142, an. 1, . 1 or 3MBP geiicTBar u ca nprjIoKUMU €THYHU
paBuiia, 00XBaHATH OT ETHYEH KOAEKC 3a OBEAECHHUE Ha IbPKABHUTE CITYKUTEIN
B MBP,

CBoeoOpa3eH MexaHU3bM 3a IPOTUBOACHCTBUE Ha KOPYIIIMOHHO MTOBEICHUE
IIPENCTABIIIBA U HOPMATHBHO PETJaMEHTUPAaHATa Bb3MOKHOCT 3a JIENO3UpaHe Ha
NPEeMIOKEHUsI W CUTHAIM, Kacaelld JEHMHOCTTa Ha JIbp)KaBHUTE OpPraHu.
HopmartnBHa ypenoda Ha ,,CUTHaIuTEe o CMHCBHJIA Ha
AnmunuctpatuBHonpouecyannus kogekc (AIIK) ce chappka B MaBa ocma
., [pEIIJTOAKEHNS ¥ CHTHAJIM Ha KOJIEKCa.

M3yyaBaHeTo Ha NPUYMHUTE W YCIOBUATA, KOUTO OJIaronpuATCTBAT,
PECIIEKTHBHO 3aTpyJHSIBAT, HW3BBPIIBAHETO HAa KOPYNLMOHHHU NPOSBH OT
ciyxurennure Ha MBP, e Baxna mnpeamocraBka 3a OCBUIECTBSIBAHETO Ha
IIPEBAHTUBHA JEUHOCT B CHCTEMATA.

HanpaBeHnuTe M3BOAM OT IJIaBa bPBA €a CJICHUTE:

1.MoTuBauusTa € KjitouoB (pakTop 3a €PEKTUBHOCTTA HA CITYKUTEJIHUTE B €/1HA
opranuzauus. Ts mnpeacraBisiBa CIOXKEH NPOLEC, KOWTO 3aBUCH KAKTO OT
JUYHOCTHUTE XapAKTEPUCTUKU HA CITy>)KUTEJIUTE, TaKa U OT BBHIIHUTE yCIIOBHUS, B
KOUTO T€ paboTAT. OCHOBHUTE MOTHMBALIMOHHU TEOPUU MOAYEPTABAT 3HAYEHUETO
Ha NOTPEOHOCTUTE, BB3HATPAXKICHUITA, NMPU3HAHUETO M BB3MOXKHOCTUTE 3a
pa3BUTHE KaTO BOJCIIN (PAKTOPH, ONPEEIIAIIN aHTAKUPAHOCTTA Ha CITY>KUTEIIUTE
Y HUBOTO HAa M3MBJIHEHUE HA CITYKEOHUTE 3abJIKEHUS.

2. O0y4eHHEeTO € CTpAaTEerMuecku MHCTPYMEHT 32 NpOo(EeCHOHATHO Pa3BUTHE
B ChbBPEMEHHUTE opranusanuu. VlHBecTupaHnero B 00yueHuUsl NOBHILABA HE CaMO
KOMIIETEHTHOCTTa, HO M MOTHUBAlMSTa Ha TEPCOHANa, Thid KAaTO NPEAOCTaBs
BB3MOKHOCTH 32 KAPUEPHO U3PACTBAHE U YCHBBHPILICHCTBAHE.

3. IlpunaraneTo Ha MEXaHU3MHM 3a MpPeBeHIMs Ha Kopyniusata B MBP e ot
ChIIIECTBEHO 3HAYECHHE 32 MOAIBPKAHETO Ha JOBEPUETO B HHCTUTYLUATA U
oOIIECTBOTO Karo 1sui0. Bucokata motuBamuss U goOpara oOy4eHOCT Ha
CILYKUTEJINTE JOIPUHACSAT 3a HAMAJISIBAHE HA KOPYNIIMOHHUS PUCK U YKPETIBaHE Ha
3aKOHHOCTTa B cucremara Ha MBP.

4.B MuHHCTEpCTBO Ha BhTPEIIHUTE PabOTH ca MPEABUACHHU U ChILECTBYBAT
MEXaHU3MH 32 Bb3CICTBUE KAaKTO HA KOPYNIIMOHHUTE IPOSIBU, TaKa U HA BCSIKAKBU

14 ETnuen KozieKC 3a MOBEACHUE HA IbPIKABHUTE CIykuTean B MBP, yTBbpIEH ChC 3al0BEN HA MEUHHCThpa Ha BP, B
cuna ot 25.07.2014 r., akryanuo B, 6p. 79 ot 17.09.2024 .



JPYTd HEraTUBHU U34BH, KOUTO € Bb3MOKHO Ja Bb3HUKHAT MPHU U3IBJIHCHHUE HA
eKelHEeBHAaTa CiyXeOHa JIEeWHOCT OT cTpaHa Ha yoBemkus (axrop. Te e
HEOOXOaUMO Ja ObJaT MEePUOJUYHO AaKTyalIM3HpaHd M ChOOpa3siBaHU C
IIPOMEHSIIISATA CE PEATHOCT.

2. TNIABA BTOPA ¢ ozarnaBena EMnupu4Ho wu3cieiBaHe BbpPXY
MOTHBANMATA Ha ciay:xkuTeaure B MBP u morpedHocTTa OT 00YyUeHue ¢ orJien
NpeBeHIMs] HA EBEHTYAJIHM KOPYNUMOHHM NPOsIBH. B Hed ca pasrienanu
METOJUTE 3a U3CJICIBAHE HA W3y4aBaHUs KOHCTPYKT U € U3BEJCHA YHUBEPCAIHA
METO/JMKA 3a H3CJIEJBAaHE Ha HUBOTO HA MOTHUBALMATA W MNPOPECHOHAIHA
IIOATOTOBKAa Ha cayxkurenure B MBP kato mpeamocraBka 3a INpEeBEHIMS Ha
KOpynuuoHHus puck B MBP.

2.1. Mertonojiorusi 3a u3cjelBaHe HA MOTHMBAIMATA M HMBOTO Ha

npogecrnoHasIHa MOArOTOBKA Ha ciay:xureaure B MIBP

N3non3BanaTa METOIONIOTHS 3a U3YyYaBaHE U U3CJICABAHE HA MOTHUBALIMATA 32
TPy ¥ YOBEIIKA JIeHHOCT B OBIrapcKu YCIOBHSA € omucaHa B oT Mocud Wiues,
Humutsp [llonoB, Mapraputa Atanacosa, Enuia [lerpoBa u apyru Obarapcku
aBTopu. MeTononorusita € pa3paboTeHa B CHOTBETCTBHE C TEOPETUYHOTO
O0oraTcTBO, CBHABPXKAIIO C€ B MOTHBAIMOHHUTE TEOPHUM U OTYMTAHE Ha
3amaJHOCBPONEHCKUS ONUT. T Mma 3a 1€ Ja YCTAaHOBU PABHUILIETO HA MOTUBALUS
3a 00yueHHEe Ha YOBEUIKUTE pecypcu B MUHHUCTEPCTBOTO Ha BHTPEIIHUTE pabOTH
KaToO OCHOBHA (DYHKITHUS 32 MPEBEHIINS HA KOPYIIHUSATA.

EMIHMpUYHOTO M3ClIeIBaHE BbPXY MOTHBALMATA Ha ciyxurenute B MBP u
MOTPEOHOCTTa OT 00YUYEHHUE CE ChCTOU OT HAKOJIKO €Tara; JUarHoCTUYEH eTall, IpU
KOWTO C€ M3rOTBSI METOJOJIOTHS 3a M3CJICIBAHE HAa MOTHBALMATA U HUBOTO HA
npodecuoHaliHa TOATOTOBKa Ha ciyxutenute B MBP; ocHoBeH eram Ha
MPOBEXKAHE HA EMITMPUYHOTO U3CJIEABAHE BHPXY MOTHUBAIMATA U OOYYEHUETO Ha
cnykurenutre B MBP u 3akimtounTteneH eTamn, B KOMTO ce aHAIM3UpaT MpooIeMUTe
Y C€ ThPCAT Bb3MOKHHU PELICHUS.

[Ipy nuarHOCTUYHMS €Tam OT HM3CJIEIBAHETO B AHKETHOTO MPOYYBAHE CE
3aj1araT HAKOJIKO IMOCOKH 3a U3CJIEIBAHE:

Jumencus 1. Yemanoesasane na nusomo na momusayus 3a paboma ¢ MBP u
V00871em8opeHOCm Ha 04aK8aHuama 3a npogecuonanna peanusayusi. Dopmupaxa
CE€ BBIIPOCUTE:

1. 3amo padotute B MBP?

2. Kak ce HacounxTe KbM KaHIuIaTCTBaHe 3a pabota B MBP?

3. C kakBo Hait — MmHOTO Bu npuBinya HacTosimata Bu padoTa?

4, OmnpaBgaxa nu ce Bammre ouakBanusi 3a mpodecroHanHa
peanm3zanus’?

5. VY noBneTBopeHu Jiu cTe oT paborara?

6. Nmate nu sxenanue ga mpoabKuTe na paborutre B MBP?
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7. Cuurtate nu mnonwmieickara mnpodecus/paborata B MBP 3a
npecTrxHa?

8. CnpaBemyuBo M € crnopes Bac ornensBanero Ha JeiiHocTTa B,
OCBIIECTBSIBAHO OT PHKOBOJIHUS CHCTaB?

Q. Kou oOGcrosrenctBa Bu kapar nma ce dyBCTBaTe M3JbraH B CBOWTE
OYaKBaHUs?

Humencus 2. Hzeomesane Ha momusayuonen npoguil Ha nepcouana no
KOHKpemHu axkmopu-momusamopu. Ha ta3u ocHoBa ce hopmupaxa Bsipoc 10.
,,Koe cmarare, ye moxke na Bu ctumymmpa ga paborute o nodpe?* u Bpmnpoc 11.
,Kon ca (akxropure, kouto OMxa MOBIUSIN BBpPXYy Bamero mpodecmoHaHo
noBseaeHue? .

Humencua 3. Tepnumocm KvM KOPYNYUOHHU CXeMu U OpyeU 6U008e
He3aKoHocvbobpasnu Oeticmeus. Ilo3nasane u cnazeéamne na HopmamusHama 6asa,
npogecuonanna keanuguxayus u momusayuoru mepku. O0XBaia BIIPOCUTE:

1. buxte mu MpOSBWIM THPIHUMOCT KbM HSIKAaKbB BUJl KOPYIIIMOHHA
CXeMa WJIu APYT BUJl HE3aKOHOCH0Opa3HO JCHCTBUE U 3a110?
2. Cuurare M, 4e KOraTo HE CT€ JIOCTaThYHO J00pe MOATOTBEH 3a

CIpaBsiHE C JajieHa npodecHoHaTHa CHUTyalus € IMo-7o0pe Ja He B3eMare
OTHOIIIEHHE TI0 Ka3yca, OTKOJKOTO Ja MOCTBhIUTE TpEeIIHO W ciei ToBa jga Bu
HaKaxar?

3. Cuurare 51, 4e HemOOpOTO MO3HABaHE Ha HOpMaTWBHaTa 0asa, C
KOSITO paboTUTE, BOAW JO HECUTYPHOCT MPU H3IM'BIHEHHWE HA CIIyKEOHUTE
3aabIDKEHUS ?

4, B cnyuait, yue Bue unu Hakou ot kosnerute Bu nonycHe HapylieHue B
ciyxeOHaTa IeWHOCT, MPUJIarar Jiu c€ CaHKUUU?

5. Cwmsitate 1, ye 00y4eHUETO, TPOBEKAAHO IO MecTopadboTa, BOAU 0
noBuIiaBane Ha BamaTa npodecuonanna kpanuduxaus?

6. [Tognmomara nu Bu Bamust ppkoBoguTen ¢ 0Oy4eHHE U pa3siCHEHUS
M0 IPWJIAraHeTo Ha HOpMaTHWBHaTa 6aza?

Cormo-nemorpadckus npoduil ce yCTaHOBSIBA C BBIIPOCH MO OTHOIIIEHUE Ha
BB3PacT, MoJI, 00pa3oBaHue, JIHKHOCTEH CTaTyC, CTaX B cuctemMara Ha MBP.

2.2. OcHOBeH eTalm Ha MPOBEXIaHe HA E€MIUPHUYHOTO H3CJeJBaHe
BbPXY MOTHBALMATA U 00y4eHHeTO HA cayxurteaure B MBP.

OCHOBHHMAT €Tall OT EMIIMPUYHOTO U3CIEABAHE € MPOBEACH C ABA OTACJIHU
o0eKxTa Ha NpPOy4YBaHe — PBKOBOJHMUS CHCTAaB M W3IIBIHUTEICKUS CbhCTaB B
MunmcTepcTBO Ha BbTpelIHUTEe pabotu. [IpennokeHoTo aHKETHO MPOyYBaHe ce
MIPOBEXKJAa MNUCMEHO W WHAWBHUIYAJHO OT BCEKM YYAaCTHHK. AHAIA3BT Ha
pe3yJITaTUTe c€ MOoAlNoOMara OT NPWIArTaHEeTO Ha I[AKEeT MAaTeMaTUKO -
CTaTUCTUYECKU METOAM U nporpamu. OTueTeHa e creurdukara Ha MmoJMienckara
paboTa, OTTOBOPHOCTTA U MOTHUBAIIUSATA 32 TPY/I.

EMIupu4HOTO HM3ClleBaHE € IPOBEJEHO 4Ype3 aHKeTHa  Kapra,
pasnpocTpaHeHa B mecT obonactau aupekiuu Ha MBP — Bapna, byprac, Bemnko
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TwpHoBO, Pasrpan, Pyce u TovproBumie. AHkerara € OCBIIECTBEHA B IMEpPUOJA
anpust — toHu 2022 roguHa. OOEKT Ha TPOyYBaAHE Ca CIYKUTEIUTE OT ChCTaBa Ha
,OXpaHUTEIHA NOJULIM, YUUTO CIIYKEOHU 3aIbJKEHUS Ca CBbP3aHU C JEHHOCTH
IO JIMHUS Ha TbTEH KOHTPOJ.

BaxkeH eran nmpeau CTaTUCTUYECKUS aHAIN3 € IPOBEPKATa 32 HOPMAJIHOCT Ha
EMIIUPUYHUTE pazmpeeiacHus. TecThT 3a HOPMaTHOCT Ha EMIIMPUYHUTE JaHHU B
HAay4YHOTO W3CIIEIBAHE II0Ka3Ba, Y€ pa3NpeleiICHUETO Ha H3BaJKaTa HE €
HOPMAJHO.

AHKeTUpaHu ca 62 ciy)uTenr Ha MUHUCTEPCTBOTO HA BHTPEITHUTE PaOOTH.
YeTupuMa OT aHKETHUPAHUTE HA Ca MOIMBJIHUIN WIA Ca MOMBIHUIA HEKOPEKTHO
BBIIpOCHUTE C paHxkupan otroBop ( eaud ot OJIMBP Pasrpan, nsama or OJIMBP
Pyce u emun or OJIMBP Twprosumie). Pe3yaratute OT aHaJIUTUYHUTE
WHTEpIIpETalluK ca MPEJCTaBeHU 3a o0Ius Opoi aHKETHPAHH, KaTo 3a BBIPOCU
NelO m Nell or aHkeTHaTa KapTa aHaIM3bT oOOXBalla JIEUCTBUTEITHHUS OpOM
IIOI'BJIHEHU OTTOBOPH, a UMEHHO — OT 58. Te3m pesynaratu paskpuBaT HSAKOU
0COOEHOCTH Ha MOJUIIeHcKaTa JeHHOCT.

Coyuanno-oemoepagckusm npogun Ha aHKETUPAHUTE BU3YyalU3Hpa
HEPAaBHOMEPHOCT B Pa3MpeACICHUETO MO MPU3HAKA T0JI HA PECIOHJCHTUTE —
84,61% ot ankeTupaHurte ca Mbxke, a 16,39% oT aHkeTupaHUTE ca KEHH, KOETO
MOKeM J1a Ob/ie 00sICHEHO Che criendukaTa Ha ojuieickaTa padoTa.

100,0%—

50,0%—

50,0%

Percent

o]

20,0%

0% T T
Mk HieHa

BawwnAar non?

I'pa¢. 1. Pasnpenesienne Ha nepcoHasia 1o moJj

[1o oTHOIIIEHHE HA 8b3paAcmo8ama CMpyKkmypa KOHCTaTUpaMe MHOTO BUCOKHU
HATPYINBaHUS B TPETUS MHTEPBAJ, BUCOKA BHB BTOPHS MHTEPBAI W IO-HUCKH
YECTOTH B MBPBHUS M YETBBPTHUA, T.€. Junara Mexay 41-50 romuau Gopmupar
43,55% oT aHKeTHpaHWTE U 3a€TH B oOnacTTa, Jumara Mmexay 31-40 roauHu
dbopmupart 35,48%, Te3u Ha Bu3pacT 20-30 roguHu npencrasisaBar easa 17,74 %
u ymrara Haj 50 rogunau Gopmupar 3,226% OT aHKETUPAHUTE.

15 TIpenBapuTenHo ca OTCTpaHEHH IMIICBAINY JAHHM C TOMOINTA Ha MeToaa data imputation, 3anoxen B miatdopmara
SPSS. B ornennn ciaydam uma W oOeuHsIBaHE HAa KAaTETOPHHM OTTOBOPH C Il TOJydyaBaHe Ha IOBEYE SICHOTA B
TPYIHPAHETO.
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Hap 51 roguHm

0%
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20-30 rogiHi 31-40 roguiHi 41-50 roguHi

B koA BB2pacToBa rpyna nonagare?

I'pa¢. 2. Pasnpenesienne HA MepcoOHAJA 0 Bb3PacT

O6paSOBaT€JIHI/I}IT HpO(bI/IJI Ha U3CJIICABAHUTC IIOKA3Ba I10-T'OJIIMO ITPUCHCTBUC

Ha JIMIiaTa ¢ BUcuie oopazoBanue — 67,21%, cienBat nuiara cbC CpeaHO, CPEAHO
CTEIMATHO WJIM TIOJyBHCIIEe oOpa3oBanue — 32,79%.

60,0%—

40,0%—

Percent

67,219

20,0%—

0%

T T
CpeaHo, CHEAHO CreLManHo, NonyBMcWe Bucue

BaweTto o6pasoBaHue?

I'pa¢. 3. Pasnpenenenune Ha mepcoHajia no odOpasoBanmue

B kareropusita — IIBXKHOCTEH CTAaTyC € HAJIMIE HAM-BUCOK IMPOLEHT Ha
JUIaTa, 3aeMallyd MIIAIIIN W3IMBJIHUTSICKA/MIIAAIINA €KCIIEPTHU JTBXHOCTH —

45,9%, crnenBa U3MBIHUTENICKUS CbCTaB — 39,34% U pbKOBOJAHUTE CIIYKUTEIU —
14,75%.
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MnagwK 3N BAHWTENMANaA WK HMansnHWTEN PrKoBOREH CNYKHUTEN
ercnepT

BawMAT AN BLXKHOCTEH cTaTyc?

I'pa¢. 4. Pasnpenesienne Ha MepCoOHAJIA MO UIBKHOCTEH CTATYC

[To oTHOILIIEHHE HA PA3NPEACIICHUETO HA CIYKUTEIUTE MO KPUTEPUS CTaX B
cucremara Ha MBP ce koHcTaTHpa Hail-BUCOK MPOIEHT Ha JniaTa cbe ctax 11-20
roguau — 40,98%, ciaenasar nunara cbe crax Hag 20 roauuau — 32,79% u nuiara
cbC ctax 6-10 roguan — 8,197%. IlpaBu BrieuaTneHne CPaBHUTEIHO BUCOKHSAT
MPOLICHT CIYXUTENMU CbC CTax a0 5 roguuu — 18,03%, KoeTo mokasBa, ye ce
mojaratT yCWJIMs CHCTeMaTa Ja ce OOHOBSBa W TO IIPpH OTYUTaHE Ha

HEO0OXOIMMOCTTa OT IPUEMCTBEHOCT, 0€3 TOBA Jla C€ CIIy4Ba C EKCTPEMHO OBbp3H
TEMIIOBE.

50,0%—

40,0%—

30,0%—

Percent

20,0%— 40 ,98%

10,0%7 18,09%

0%

T T T T
No s rog, 6-10 rop, 11-20 rog, Hap, 20 rog,

BawKAT cTaw B cUcTemara Ha MBP?

I'pad¢. S. Pasnpenenenne Ha nepcoHasia 1o CTaxk B cucreMara

B nmuarHocTuuHus eTamn Ha U3CIEABAHETO BbPXY MOTHUBALIUATA U OOYUECHUETO
Ha yoBemkuTe pecypcu B MBP kato hakTopu 3a mpoTuBOIeHCTBUE HA KOPYIIIIUAATA
Ce OTKpOsIBAaT OTTOBOPUTE HA CJICAHHUTE BBIIPOCHU CHOOPA3HO TPUTE MOCOKH Ha
H3CJe/IBaHe:

Jumencus 1. Yemanossasane na nusomo na momueayus 3a paboma ¢ MBP u
V0081emB8OPEHOC HA OYAKBAHUAMA 3d NPOPECUOHATHA Pealu3ayusl.
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Mo cTeYeHWe Ha OT MHTEREC KBM CUrypHocT Ha paGoTaTta Apyro
oGCToATENCTEATa nonMusickaTa B A bpKaBHaTa
npogpecna AEMMHNCT RaLA

3awe padotnte B MBP?

0%

I'pad. 6.3amo pad6orute B MBP

['onmsamaTa 4acT OT aHKETHpPAHUTE JIMIA Ca B3€JU PEIICHUE Ja MOCTHIT B
MUHHCTEPCTBOTO HAa BHTPEIIHUTE PaOOTH, BOJEHU OT UHTEPEC KbM IMOJUIIeHCcKaTa
npodecus — 75,81% u ensa 11,29% ca ro HarpaBuiiu 10 CTEUEHUE HA CIIyYaHU
00CTOATENICTBA, KOETO € MOJIOXKUTEJIEH MOMEHT, MOKa3Balll MPUBBP3AHOCT KbM
OpraHU3aluATa U HEHHUTE 11eJI1, KAaKTO U aHTaXXUPAHOCT B paOOTHHUS MPOLIEC.

100,0%

£50,0%|

60,0%]

Percent

40,0%—

20,0%

0% 3,226% 1 3,226% 3,226%
L T T T T
CamocToATENHD U Mo HacToABaHE HA  [MOpaAW HEB BIMOKHOCT Ipyro
OCBIHATO pogUTENMTE 13 CW HaMEPA ARy ra
paboTa

Kak ce Haco4YMxTe KbM KaHOWAATCcBaHe 3a pabGota B MBP?

I'pa¢. 7. Kak ce HacouuxTe 3a KaHAUAATCTBaHe 32 padota B MBP

To3u BBIPOC 10 TojiiMa CTENEH CE sSBSBAa KOHTPOJEH IO OTHOIICHUE Ha
npeaxoaHusi. KoHcTaTupaHusT BUCOK MPOIEHT OTTOBOPU Ha aHKETUPAHUTE JIUILIA,
a uMeHHO - 90, 32% OT TIX ca MOCOYWJIA, Y€ Ca HAMPABUIIMA CAMOCTOSITECJICH U
OCBh3HAT NMPOo(dEeCHOHAIICH N300p — JI0Ka3Ba HEOOXOIUMOCTTA OT MOTHBAITUS KAKTO

Ha BXOJla Ha CHUCTEMaTa, Taka M B Ipolleca Ha TOCJICIBAIIO YIpPABICHHE Ha
YOBEIIKUTE PECYPCH.
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I'pag. 8. C xakBo Haii-mHOro Bu npusiuya Hacrosimara Bu padora

Pazbupaemo e mo-royisiMata 4YacT OT aHKETUpPAHUTE JIMIIA Jla TOCOYBAT
YCEIIaHETO 3a yIOBIETBOPEHOCT, MOJIE3HOCT U MPU3HAHUE KaTO OCHOBEH (akTop,
KOHTO TM MPHBJIMYA Hai-MHOTO KbM moJnnerickara aerinoct ( 37,1%), Thii karo
paboratra B MBP e cBbp3ana ¢ mpegocTtaBsHETO Ha OOIIECTBOTO Ha yciyrara
oXpaHa Ha 0OIIEeCTBEHUsI peJl U CUTypHOCT. Ha BTOpO MSCTO € BBh3NpHUEMaHeTo Ha
npodecusiTa KaTo OOIIECTBEHO 3HAYMMa M mpecTwkHa — 25,6%. Crnensar nBa
PaBHOCTOMHM IO MPOLIEHTH O0TroBopa — 12,9% oT aHkeTupaHuTe ca OTTOBOPUIIH,
ye cropea Tiax paboraTta OTroBapss Ha BB3MOKHOCTUTE UM U TPEAOCTaBs
BB3MOKHOCT 3a U3pacTBane. VM3HeHaaBaIo, HO U TOKa3aTEIHO €, Y€ 3arlIallaHeTo
HE € OCHOBEH MOTHB 3a pabora B MBP.

40,0%

30,0%—

Percent

20,0%—

TR

10,0%—

[11,29%

0% T T T
He ce onpas paxa Onpas gaxa ce & Onpaspaxa ce o HanbnHo ce onpaspaxa
RAKSKEBa CTEMeH ronAMa cTeneH

Onpaepaxa N1 ce Buwwnte o4akeaHWA 3a NnpodecMoHanHa peanusayma?
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I'pa¢. 9. OnpaBaaxa jim ce Bamure ouakBanus 3a NpoecMOHAIHA pealTu3alus

3a 37,1% oOT aHKeTHpaHWTE IIMIla OYaKBaHUATA 3a MpodecroHaHa
peanu3alus ca ce onpaBAalid J0 ToJisiMa CTereH, 3a 35,48% — B HsKaKBa CTEIEH,

3a 16,13 % ouakBanusTa He ca ce omnpaBganu. Ena 3a 11,29% ot nunara
OYaKBAHUSITA UM Ca CE OINPABIAJIA HAMMBIIHO.

60,0%—

40,0%—

Percent

64,52%

20,0%

0%

T
He mora pa npeugHal gpyr Aa
oTroBoR

YaoBneTtBopeHW Nu cTe oT paBoTtara?

I'pa¢. 10. YaoBieTrBopenu Jjim cTe oT padorara

[To-ronmsiMma wact oT aHkeTHpanute - 64,52% - ca yaoBIETBOpEeHH OT

paborara cu, 22,58% He morar na npeneHst u easa 12,9% ca ganu oTpuiaTesieH
OTTOBOP.

80,0%—

50,0%

Percent

40,0%

20,0%

T

e WA
0% [1 51

T T
He He mora aa npeueHa ApyroTrosop Aa

HMmate nu wenaHve Aa NpoAbLmkUuTe Aa paGotute B MBP?
I'pa¢. 11. Umate ;11 kesiaHMe 1a NPOAbJKUTE 1a padoTtute B MBP

OTroBopuTe Ha TO3W BBIPOC HMMIIOHMPAT HAITBIHO C OTTOBOPHUTE HA
MPEAXOIHUTE BBIIPOCH. 77,42% OT OTTOBOPUIIUTE JIMLIA TOTBBPKIABAT KEITAHUETO
CH Jia IPOABJDKAT Ja Ca aHTAKUPAHU C TToJuueicka aeiHoct, 11,29% ne morar na
npereHsaT, 9,7% mnocouBar, ye He OMXa MNPOABIKWIA MNPOPECHOHAIHATA CHU
kapuepa B MBP u camo 1,613% u3bupat apyr oTroBop.
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He mora pa npeugHAa Oa

CuyuTare NU NnonuuenAcKaTa NpocecHa 3a NpecTUKHaA?

I'pa¢. 12. Cuurarte i nojauueiickara npogecus/padorara B MBP 3a npecrnxkna

Oxkozo 2/3 ot ankerupanu nuuna (67,74%) cunrar nonuueiickara npodecus

3a mpecTxHa, Apyru — 19,35% ca Ha NpOTUBOMOJIOAKHOTO MHEHUE, a 12,9% oT
TAX HE MOTaT Ja MpPEeLeHST.
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20,09

10,0%—

T
He

0%

T T T
Mo-cropo He Mo-ckopo pa Aa

Cnpaeeanueo NKW e cnopen Bac oueHABaHeTo Ha AeWHocTa Bh,
OChLUECTEABAHO OT PLKOBOAHUA ChChTAB?

I'pad. 13. CnpasensinBo j1u e ciopen Bac ouensiBanero Ha neifHoctra Bu,
OCBIIECCTBABAHO OT PbKOBO/JIHUA CbCTAaB

77, 42% OT aHKeTUpaHUTE JIMIA JABAT IOJIOKUTEIEH OTTOBOP Ha TO3MU

BBIIPOC, U3pa3eH B U300p Ha eIHa OT ABeTe omuuu — ,,Jla* u ,,Ilo-ckopo ma“. 14,
52% naBat oTroBop ,,I1o ckopo He u exaBa 8, 065% otrosapsrt c ,,He .
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HenpecTanHK NMunca Ha Nunca Ha HegocTaTbyHo  OrpomMHba no OTRUUETENHK
KOHCPMKMETH 1 EbTPEWHE B b3MOMHOCTH no6po ofem 0B WECT BeHK
HaMpEXeHe MOTHBELMA 33 MIPCTEEHE M 3annalEHe HOPMETHUE HE Harmack u

npodecoHanHo G338, ¢ KOATO C8 OTHOWEHME KM
pasBEnTHE paboTk NoNMUEACKUTE
CRYHRUTENA

Kou oBcToAaTencTea Bu kapaT fa ce 4YyBcTBaTe M3NbraH B cBOMTE
oYaKBaHUA?

I'pag. 14. Kon ob6cTosiTesicTBa Bu kapar 1a ce 4yyBCcTBaTe U3/JIbIraH B CBOUTE

OYaKBaHuA

Haii-romsim mponieHT anketupanu juna — 39,34% ca mocodymwsidi OTrOBOP
,OTpullaTeIHU OOIIECTBEHU HArjacd W OTHOIICHHE KbM MOJHUIECHCKUTE
cnyxkurenu’‘. CTpeMeXbT KbM OOIIIECTBEHO MPU3HAHUE € 00SCHUM, KOTaToO CTaBa
Jyma 3a ciiy0a B MHTepec Ha 00LIECTBOTO, 3aKOHHOCTTAa U pena. Ha Bropo msicto
Cc eHaKkBa 3HaYUMOCT — 19,67%-ca pamxupanu aBa orroBopa —,,OrpoMHa 1mo ooem
HOpMaTHBHa 0a3a, ¢ KOATO ce paboTH M B YCTAaHOBEHUTE BEYE IMPOICHTH —
,2HemoctarbuHo A00po 3amamane. Tpera, 4eTBHpPTA W IMETa MO3UIIMS 3aeMat
OTTOBOPHU CBBP3aHU ChC CYOCKTUBHU BB3MPUATHUS HAa WHAWBUIA, & UMEHHO: 9,
836% ,,Hernpecranan KOH(QIMKTH U Hanpexenue*, 6,557% ,,JIumnca Ha BpTpenIHa
MoTuBarus, 4,918 | Jlunca Ha Bb3MOXKHOCTH 3a U3pacTBaHEe U MPO(ECHOHATHO
pa3BuTHe.

Jumencus 2. Hzeomesamne na momueayuounen npo@ui HA NEPCoHAld No
KOHKpemHU (axmopu-momueamopu.

3a UHTEpIpeTalus Ha pe3yaTaTUTEe OT OTroOBOpa Ha BbIpoca: ,,Koe cmstare,
ye Moxe J1a Bu ctumynupa na padoturte mo-mo06pe?* ca u3Mmoa3BaHu TPU Pa3IudHH
MeTOJla - T.Hap. METOJ Ha MEIWAaHHUTE PAHIOBE, METOJ Ha CPEOHUTE OLIEHKU U
KOHKOPJIAIIMs WM T.Hap. KoeUIIMEHT Ha KOHKOpalus mo Metoja Ha Kengan.

AHaMu3bT Ha JTAHHWUTE MPU BCUYKH M3MOJI3BAHUW METOJM IMOKa3Ba €IUH U
CBII] KpaeH pe3yJTar:
3annawane < Ilpogpecuonanna nookpena om cmpana Ha pvKoeoocmeomo < Ycnoseus Ha
mpyo < /loopu ezaumoomnowienus na pabomuomo macmo < Cuzypnocm na paboommuomo
macmo < Ilpecmuosic u oowgecmeena 3nauumocm na npopecuama < Coyuannu npuoooueKu
< Paboma, omzosapawa na ymenuama u 3Hanuama < Bwvzmorcnocm 3a uzpacmeane u
npoghecuonanno pazeumue < Paznoodpaznu ciayuau 6 exceonesnama padoma <
Bwv3moscnocm 3a camocmosamenno 63emane HA peuwleHUAs U HOCeHe HA OM2080PHOCH <
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Bwv3mooicnocm 3a HenpeéKbCHamo noeuuiasane Ha npod)ecuonaﬂuama K60J1M¢ul<al{u}l <
Asmopumem U KomnemeHmHnocm Ha pbkosooumeﬂume

Cpimre METOIM ca U3MOJI3BaHM 32 0000IaBaHe Ha OTTOBOPHUTE, AaJ€HU OT
aHKeTUpaHWUTE Ha cienHus Bbrpoc:“Kou ca ¢akropute, KOUTO OMXa MOBIUSIN
BbpXYy Bamero npodecnonanno mopeaeHue?

U Ttaka, kmacupaneTo uma gopmara:
30pasocnosenu npoonemu, Omuowienue na pvkosooumena< Pabomna cpeoa< Jlunca na
cnpaeeonugocm npu ouensaeanemo u npogpecuonanno uspacmeane< Heaodexeamno
3anaauwane< CemeitHu u 1UYHU RPOOIEMU

TBi1 KaTO HIKOM MOTUBALIMOHHU (PAKTOPH Ca MOJYYUIIU €THAKBB OpOW TOUKH,
CHIOpE]] pa3rJIekqaHUs METO/I T€ Ca EKBUBAJICHTHU U CJIEIOBATEIHO ca 00€IMHEHU
B IrpyIa - KJ1aCc Ha €eKBUBAJICHTHOCT.

Humencus 3: Tepnumocm KvM KOPYRYUOHHU CXeMu U Opyeu 6Uoose
He3aKoHocvbobpaszHu deticmeus. Ilo3naseane u cnazeane Ha HopmamueHama basa,
npoghecuonanua Kearugurayus u MOMueaAyuUoHHU MepKu
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£0,0%]
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40,0%

20,0%

3,226%
0% : ] 2 |
He Oa

Buxte nn APOAEBWMIMANA TEPMMMOCT KM HAKAK®LEB BWMA KOPYNLUWOHHA cXemMma
WNW APYr BMA HE3AKOHOCBLOOpassHO AeAcTENE?

I'pad. 15. buxrte 1M NPOABUIM THPIMMOCT KbM HAKAKBB BH/ KOPYIIMOHHA CXeMa
WJIH APYT BHJ HE3aKOHOCHOOPa3HO el CTBHE.

96,77% ot ankeTupanute ciayxkurenn Ha MBP naBat orpunareneH oTroBop
Ha TO3W BBIPOC, KOETO MpeAcTaBisiBa JoOpa OTIpaBHA TOYKA 3a aHAIM3 Ha
KopenanusiTa ,,MOTHBAIUs U O0y4YeHHE — MPOTUBOACHCTBUE HA KopymiusaTa®. 3,
226% 0TroBapsT MOJOKUTEIHO HAa BBIPOCA.

Ha Bbnpoca: ,,Cuutare iy, 4e KOrato He CT€ JIOCTaThYHO J0OpE MOArOTBEH
3a CIpaBsHE C JdajieHa TpodecroHamHa CUTyalus € To-7o0pe Ja He B3emate
OTHOIIIEHHWE MO Ka3zyca, OTKOJKOTO Ja MOCTHIMUTE TPEIIHO W CJeJ ToBa Ja Bu
Hakaxat?* 62, 9% OT MOMUIEHCKUTE CITYKUTENN AaBaT OTPUIIATEICH OTTOBOP. 39,
48 % OT aHKETUPAHUTE OTrOBAPSAT MOJIOKUTEIHO, @ €IMH OT aHKETUPAHUTE HE €
OTTOBOPUJI Ha BBIIpOCa, KoeTo npeacrasissa 1,613% ot n3Baakara.
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CYHTaTe NKU, 4e e no-AoSpe Aa He B3eMaTe OTHOWEHHE B AaAeHa
CUTYaLMA, OTKOMKOTO Aa crpelwnTe Mnu Aa Bu Hakaxkar?

I'pa¢. 16. Cuurare j1u, ye e mo-100pe 1a He B3eMaTe OTHOLIEHHE B /1ajleHa
CHUTYyalHusl, 0TKOJIKOTO 2 MOCThIIUTE IPelHo u 1a Bu Hakaxat

[Ipomyckute B HOpMaThBHaTa 0a3a, C KOATO ce pabOTH, MOpaxaar
HECUTYPHOCT NPU M3IBJIHEHUE Ha CIY)KEOHWUTE 3aJb/DKEHUS, ThH Karo B
aJIMUHHCTPATUBHO-HAKa3aTeIHAaTa JEWHOCT KOPEKTHOTO JOKYMEHTHpaHE Ha
HapyLIEHUETO € rapaHius 3a cTaOuiauTeT Ha caHkuusATa. 3aroBa 80, 65% ot

AHKCTHUPAHUTC daBaT IIOJIOKUTCIICH OTTOBOP HA BBIIPOCA, a 9, 677% OTroBap:AT, 4c
HC MOTraT Ja IIPCICHAT.
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He mora 43 npeueHn na

CyuTaTe NU ,He Hef oOGPOTO NOZHABAHE Ha HopmaTMBHaTagaSOTHa Gasa,
BEOAWM A0 HECWUIYPHOCT NPWXU M3NBbN T Ha cny TE
330 BLMKeHUAT

I'pa¢. 17. Cuurare u, 4e HeOOPOTO MO3HABAHE HA HOPMAaTHBHAaTa 0a3a, BOJAH 10
HECUT'YPHOCT IIPH UBIILJHCHHEC HA C.]Iy)KBﬁHI/ITe 3aAbJI5KCHUSA

JlucrunimHapHUTE METOAM WMAaT OCBEH CaHKIIMOHHA, M TPEBaHTHBHA
bynkmus. B To3m cMuChI Te ce sABsSBAaT (GakTop 3a MPOTUBOJCHCTBHE Ha
kopynuusta. 48, 39% ot anketupanute cinyxutend Ha MBP naBat nosioxurenexn
oTroBop, 30, 65% mnocousar ,,IloHsKOra, B 3aBUCUMOCT OT CyOE€KTUBHATA MTPEICHKA
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Ha pbKOBOJACTBOTO®, 16, 13% otroBapsr ,,/Ipyro* u 4,839% mnocouar ,,He* karo
OTTOBOP.
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He Apyro MoHAkora B 3aBUCUMOCT
OT NpeugHKaTa Ha
PBROBOACTEOTO

T
Oa, BrHan

CuyuTaTe NM ,"e NpU Hapy iMe Ha cny 1aTa AeiHocT oT Bac unu sawm
Koneru, ce npunarart CZHKHMM?
I'pad. 18. Axo Bue nim HsAKO# OT KoslerutTe Bu 10mMycHe HapylieHue B cJy:ke0HaTa
AeHHOCT, MPUJIATAT JIM ce CAHKLIMHU

62, 9% mNOaXO0XJIaT TIO3UTHUBHO CIPSAMO OOYYECHHATA, IPOBEKIAHU 10

MectopabdoTa. 20, 97% ru cuutar 3a HeePeKTUBHU, a 16, 13% OT aHKeTUpaHUTE HE
MOraT J1a MPELEHST.
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He mora pa npeugHaippyro Da

CmATare nu, 4e oGyHeHMeTo No mecTopaGoTa BoAM A0 NOBUILABaHE Ha
Bawara npodrecoHanHa keanudpMKauma?

I'pag. 19. Cmsarare sin, 4e 00y4eHHETO, MPOBEKIAHO N0 MeCTOPadoTa, BOIH 10
nosuuaBane Ha Bamara npogecuonaina kpaaupukanus

[Ipu aHaM3 HA OTTOBOPUTE HA AHKETUPAHUTE HA BbITpoca ,,l logmomara i Bu

Bammsar pbkoBoguTen ¢ oOOydeHHME | pa3siCHEHUsS 10 TMPUJIAaTaHeTO Ha
HopMartuBHaTa 6aza?* 80, 65% oTroBapsr, 4ye pbKOBOAUTENAT UM I'M MOJIIOMAara ¢
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nosicHeHust B JneiHoctTa, 11, 29% naBar orpumnareneH otroBop, a 8, 065%
OTroBapsT ¢ ,,Jlpyro.
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Momara nu Bu BawwAaT pskoEogMTen ¢ obyHeHWe 1 pasAcHeHWA No
npunaraHeTo Ha HopMaTMBHara 6asa?

I'pad. 20. Ilognomara s Bu Bamuuat pproBoguTes1 ¢ 00y4yeHue U pa3siCHeHHS 110
NpUJaraHeTo Ha HOpMaTHBHAaTa 0a3a

HanpaBenuTe M3B0aM OT IJ1aBa BTOPA €A CJIeHUTE:

1. IIpoBereHOTO eMIMPUYHO U3CIIEIBAHE MTPEAOCTaBs OOEKTUBHA U JeTailIHa
KapTHMHA Ha HUBOTO Ha MOTUBALIMS ¥ TPO(ECUOHAIIHA TOATOTOBKA HA CITYKUTEJIUTE
B MBP. ®opmupanusT MOTHUBAIIMOHEH MPOQWI IMO3BOJSABA Ja CE OIpeaAeiu
CTEIIEHTa Ha MOTHBUPAHOCT HaA CIY)KUTEIUTE, IO BB3IAECHCTBUETO Ha
ChBKYITHOCTTa OT KOHKPETHHM MOTHBAllMOHHU (PAKTOpU M HA Ta3W OCHOBA Ja ce
Ch3JaJaT yCJIOBUS 3a MOAOOPSBaHE HA MPOIECUTE HA MOTHBAIMSA U O0ydeHHEe Ha
IepcoHana C LeJl HEIONYyCKAHE Ha ENW30AUYHM HETaTUBHU SIBJIICHHS KAaTo
KOPYIILIUSL.

2. CerimacHo wusBefeHHs OOl MOTHUBAIlMOHEH Mpodwi, IMOKa3Baly
paH)XKMpPAHETO Ha MOTHBALMOHHUTE (HaKTOpU MO TAXHATA 3HAYUMOCT 34
AHKETUPAHUTE JIMIA, BOJCIIATE MOTHBH, BIHSICIIA BBPXY MNOBEICHUETO HAa
JUYHOCTTA TIPU M3MBJIHEHUETO Ha MOJMIIeHCKaTa Ciry»x0a, ca: Ha IbPBO MSCTO —
3aIIalaHeTo; BeIHAara CJie]l HEro cieBar — npodecuoHaiHa MoAKpena OT CTpaHa
Ha PHKOBOJICTBOTO, YCJIOBHS Ha TPy, CUTYPHOCT Ha pabOOTHOTO MSICTO W JPYTH.
Ha mocnemno MscTo B u3BEACHHS OOIl MOTHMBAIIMOHEH MPOGUI Ca MOCTABEHU
(bakTopuTe — aBTOPUTET U KOMIIETEHTHOCT Ha PHKOBOAUTENIUTE, Bb3MOKHOCT 32
HEIMPEKbCHATO MOBUIIIaBaHE HA Mpo(decroHaTIHaTa KBaTU(PUKALINS, Bb3MOXKHOCT 32
CaMOCTOSITEIIHO B3€MaHEe HA PELICHUs] U HOCEHE Ha OTrOBOPHOCT. MIMeHHO TOBa ca
U TIpoOJIeMHUTE 00JaCTH, KOUTO CE€ OTKPOSIBAT U MPSIKO MOTratr Ja BIUSSAT BbPXY
KOpPYHNIMOHHATA ,,TOJIEPAHTHOCT cpex ciryxurenure Ha MBP.

3. Cpen ¢daxropuTe, OKa3Ballll HAW-CUJIHO  BIMSIHUE  BBPXY
PO ECUOHATTHOTO MOBEJECHUE HA TOJULEHUCKUTE CITy>)KUTENIU, HA IbPBO MSCTO B
aHKETHOTO M3CJIe/IBAaHE Ca MOCTABEHU 3/IpABOCIOBHUTE MPOOJIEMHU U OTHOIIIEHUETO
Ha PBKOBOJIUTENS, CJIEIBaHU OT paboTHaTa cpefa. Tpera MO3UIMS 3aeMmar
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dakTopuTe NUIICA Ha CHPABEIIMBOCT MPHU OLEHSIBAHETO U MPOPECHOHATHO
M3pACTBAHE W HEANEKBATHO 3aruiamaHe. Ha mocienHa 4erBbpTa MO3ULUA
AHKETUPAHUTE TIOCTABAT CEMEHHUTE U JIMYHU MPOOTIEMHU.

4. AHamu3bT HaA CHOpaHHUTE [aHHU I[IOKa3Ba, Y€ CHUCTEMHOTO M J00pe
CTPYKTYpPUpPaHO OOy4YEHHE € ChHILECTBEH €JIEMEHT B Pa3BUTHUETO HA YOBEIIKUTE
pecypcu B MBP. OcBen 4e nompuHacs 3a MOBHINIaBaHe Ha Mpod)eCHOHATHATA
KOMIIETEHTHOCT Ha CIY)KUTEIUTE, OOyYEHHEeTO HKMa KIYoBa poJid B
W3TPaXXJAHETO HA OpPraHu3aldOHHA KYJITypa, OCHOBAaHA HAa BHCOKHM E€TUYHU
CTaHJAPTH.

3.TJABA TPETA ¢ ozarnaBena Hacoxku 3a mnoaoOpsiBaHe Ha
MOTHBAIMATA U 00y4eHUeTo Ha ciayxkuteaure B MBP ¢ orsien npeBennus Ha
KOPYNUMOHHU TposiBU. B Hes ca 0000mIeHM W aHAIM3UPAHU TOJYYCHUTE
EMNUPUYHU pe3yaTatu. [IpennoxkeHn ca KOHKPETHU MEPKH, IPpUMEpPHA aHKETHa
KapTa ¥ MOJIeNl 3a MoAOOpsiBaHE Ha MPOIECUTE MO MOTHUBAIMS M OOydeHUE Ha
yoBelIKUTE pecypcu B MBP kato npeamnocTaBka 3a peayldpaHe Ha KOPYIIMOHHUS
PUCK.

3.1. AHau3 HA Bb31eCTBUETO HA OTJAeJIHUTE MOTUBAIIMOHHU (paKTOpH
BbPXY HHBOTO HA MOTHMBALUS M O0ydyeHHe HA YOBEIIKUTE PECypCH KATo
NPeaNnoCTABKA 32 IMpeBeHUHMS HAa KOpynuusita B MMHMHHCTEPCTBOTO Ha
BbTpelIHUTE PpadoTu.

OOmusaT MoTUBalMOHEH mpodui Ha 0a3a OTrOBOPUTE Ha TIOBEUETO
aHKETUPAHU M3BEXKJA HAa IHPBO MACTO 3aIUIANIAHETO KaTo (DaKTOp 3a MOTHUBAITUS
Ha ciyxxurenure B MBP.

MoTuBaimoHusT (akTop, U3BEACH Ha BTOPO MSCTO HAW-MHOIO MBTH IO
CTENEH Ha YJOBIETBOPEHOCT, € mpodecroHaTHaTa TMOJAKperna OT CTpaHa Ha
PBKOBOICTBOTO B €KEIHEBHATA MOJIMLEHUCKA IEMHOCT.

Kato Tperu mno 3HAaYMMOCT MOTHUBALMOHEH (AKTOP-yAOBICTBOPUTEIN
aHKETUPAHUTE CIY>KUTETH Ha MUHUCTEPCTBO HA BHTPEIIHUTE PaOOTH MOCOYBAT
YCJIOBUSATA HA TPYA.

Kato 4eTBBpTH MO 3HAYMMOCT MOTHUBAIIMOHEH (HaKTOp ca oOmpeeeHu
n00puTE B3aMMOOTHOIIICHUS HA PAOOTHOTO MSICTO.

Ha meTo msicTo 1o cTerneH Ha yAOBJIETBOPEHOCT € MO3UIIMOHUPAH (PaKTOPHT
CUTYPHOCT Ha pPabOTHOTO MCTO. MHUHHMCTEPCTBO Ha BBTPEIIHUTE, CPABHEHO C
JIpYTrd CTPYKTYpPH Ha JIbpKaBHATA aJIMUHUCTpalUs, JaBa U3KIIOYUTEIHO TOJISIM
CTaOMIIMTET Ha CIYKEOHOTO MPABOOTHOIICHHUE. TOBA € MOJOKUTETHA TIPAKTUKA,
TBHU KaTO JbprKaBaTa MHBECTUPA CPEACTBA U BpeMe B 00yuaBaHETO Ha TE€3HU KaJpu
U U3TPKIAHETO UM KaTo 100pu mpodecronanuctu. JIummaBaneTo OT TEXHUS OIUT
Y 3HaHUS € HETaTUB 3a CUCTEMATA.

[Ipectuk u 001IECTBEHA 3HAYUMOCT Ha MpoecusiTa € MOCTaBEHUSAT Ha IIECTO
MSICTO MOTUBAIIMOHEH (DAKTOP IO MPOIICHT Ha yA0BICTBOPEHOCT, a HA CEAMO MSCTO
¢ pamwkupaH GakTOPbT MOTUBATOP — COIMAIHUA MPUIA0OHUBKH.
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Ha ocMO MsCTO aHKeTHpaHUTE ca NOCOYWIM paboTaTa, OTroBapsila Ha
YMEHUSATA U 3HAHUSATA UM KaTO yJOBJIETBOPUTEN, KOWTO I'M MOTHUBHpA B Ipolieca
Ha U3ITBJIHEHUE Ha CIIy)KEOHUTE UM 3aIbJDKCHUS.

Jeseruar no mnoapenda (akTop € B IpsiKa U HENOCPEICTBEHA BpPB3Ka C
MPEAXOJHMS — Bb3MOXKHOCT 3a M3pacTBaHe M MpodecroHasHo pa3Butue. Beeku
CILy’KUTEJ, KOWTO CE€ YyBCTBA yJIOBJIETBOPEH Ha PaOOTHOTO MSCTO, KOMIIETEHTEH U
MOJITOTBEH J]a CE CIpaBsi ¢ Pa3HOOOpAa3HM Ciayyau M 3aJaud, ThPCH BapUaHTH 3a
U3pacTBaHE B KapHuepara.

Ha peceto msacto e pamkupaH (GakTopbT ,,pa3HOOOpPA3HM Cloydad B
eXeqHeBHaTa paboTa“, a Ha €OMHAEeCeTO — BB3MOXKHOCT 3a CaMOCTOSITEITHO
B3€MaHE Ha pelIeHUs 1 HOCEHE Ha OTroBOpHOCT. He Bcekn MHAMBUJ MpUTEkKABA
KauecTBaTa PEIIUTEIHOCT M OTrOBOPHOCT. Te ca cieAcTBUE MO-CKOPO Ha
XapaKTEPOBH YEPTH U TEMIIEPAMEHT, KOMTO B MpoLieca Ha MoJulencKkara padboTa
Morar /1a ObJ1aT pa3BUTH.

Ha nBananmecero MsCTO € IMOCTaBEH OT AHKETUPAHHUTE JiMLA (PaKTOPbHT
pazHooOpa3Ha U HHTEpeCcHa padoTa.

ABTOpPUTETHT M KOMIIETEHTHOCTTa Ha PBKOBOJUTENIUTE KaTro (aKkTop —
MOTHBATOp 3a M3IIBIHEHUE Ha CIIykeOHuTe 3aabkeHuss B MBP e mocraBeH Ha
nocJyeiHa, TpUHaJeceTa no3uuusa. Makap ga uMa cBosiTa poJjisi, TO3U (PaKTop HE €
ornpeaensl. PbKOBOJHUAT CIyKHUTE B aIMUHUCTPALUSTA INIAHUPA, OpPraHu3upa u
KOHTPOJIMpa M3MBJIHEHUETO Ha 3ajauute. [Jomyctumo € na He € Haill-moOpusT
eKCIIepT, KOraTo MpeBeC B3eMaT JIMYHUTE YMEHUS 32 €()eKTUBHA KOMYHHMKAIUS C
NOTYMHEHUTE, OPTaHU3UpaHE U3ITbJIHEHUETO HA 33JaUUTe U Ch3JaBaHETO Ha CKHUII.

CpOpaHuTe OT €MIOUPUYHOTO M3CJENBAHE NAaHHU, (DOPMYJMpAT CIETHUTE
U3BO/JIU:

1. 3mpaBocioBHHTE TPOOJIEMH OKa3BaT ChHIIECTBEHO BIHMSHUE BBPXY
MOTHUBUTE 32 YIPAKHABAHE HA MOJULEHCKAaTa MPoQecusl.

2. OTHOIIEHUETO HA PBKOBOAMTEISA KbM NOJYMHEHUTE MY CIY>KUTEIN OKa3Ba
KaTerOpUYHO BIIMSHUE BBPXY MOTHBALMATa, HUBOTO Ha YJOBJIETBOPEHOCT U
eXeHeBHaTa npodeCHOHaNIHA U35Ba Ha CITY>KUTEJIS.

3. PaborHara cpena kato cneuuduyeH couuaneH (axktop pediekTupa
0Ce3aeMO BBPXY MOTHBALMATA HA CIY)KUTENsl M Hail-Be4e BbpPXY HHUBOTO HA
YIOBJIETBOPEHOCT, 0COOEHO Ha (poHA HAa OTPHUIIATEIIHU OOIIECTBEHU HArjacu U
HEJIOBOJICTBO OT CTEMEHTa Ha Pa3KpUBAEMOCT Ha MpecThIUieHusATa. Te3u gpakropu
o0aue HE OKa3BaT OIpeNeNsAllo BIUSHUE 3a U300pa U YINPaKHABAHETO Ha
nosmieiickara npodecus.

4. Jlumncara Ha CHOPAaBEAJIUBOCT MPHU OLEHSABAHETO U MNPOGECHOHATHOTO
U3pacTBaHe, KaKTO U HEaJeKBAaTHOTO 3aIljialllaHe ca ONpEAeIISIIH 3a CTeIeHTa Ha
HEYJOBJIETBOPEHOCT Ha ciyxkutenute Ha MBP. YnpaBneHckusiT checTaB TpsOBa J1a
Ce OTHACS C U3KJIIOYUTENIHO pa3dupaHe KbM Te3H (HaKTOpPHU U J]a HACOUM YCUITUSATA
CH KbM B3€MaHE Ha MEPKH 3a TAXHOTO MOJ0OpsABaHE U aKTyaJU3UpaHe.
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3.2. Mogaeu 3a nmogo0psiBaHe HA MPOLIECUTE 10 MOTHUBALMS U O0yUeHuUe
Ha ciayxuteure B MBP kaTo HaYuMH 32 NpeBeHIM HA KOPYNIIMOHHO
NoBe/JAeHne

Bb3 ocHOBa Ha HampaBeHHs aHadu3 M O0O0OIIAaBaHE HA IOJYYECHHUTE
MOCPEJICTBOM aHKETHOTO MPOYYBAHE PE3yJITaTh, MOraT Ja ObaaT (popMyIupaHu
NPENoOpBbKHA 3a MOJ0OpsSBAaHE HA IPOLIECHTE MO0 MOTHUBAaLUKA M OOyYEHHE KaTo
€JIEMEHT Ha YIPABJICHUETO HA YOBEIIKUTE PECYPCH.

® Mepku 3a noooopsasane na pabomuama cpeoa:

- AHanM3 Ha ChIIECTBYBAIIOTO IIATHO PA3MHCAHUE U HA HEOOXOIUMOCTTA OT
OCBBPEMEHSIBAHE U NMPECTPYKTYpPUPAHE HA BETOMCTBOTO KaToO 15710, 32 Ja MOXKE J1a
dbyHKIMOHUpa B OOIIECTBEH HMHTEpPEC; OTIAJaHe Ha ChIIECTBYBAIIM, HO Beue
Hecneun(pUuHU NEMHOCTH, MPOEKTUPAHE HAa HOBH JUTBKHOCTH, CHOOPA3E€HU C
W3HCKBAHUSTA HA CbBPEMEHHUTE OOIIECTBEHU MOTPEOHOCTH K HEOOXOJUMOCTTA OT
aJiekBaTHO (GyHKIMOHUpaHe HAa MUHHUCTEPCTBOTO;

- llenieHaco4yeHO BB3AEUCTBHUE 32 IOI00pABaHE HA MOTHUBALIMATA 32 TPY;

- AJIEKBaTHO M AaKTyaJlHO OOy4YeHue Mo MecTopadoTa, OTroBapsIio Ha
peasHuTe NOTPeOHOCTH OT 3HAHMS,

- Enumunanpane Ha GopManHOTO 00ydeHue U (HOpMaTHOTO M3MbIHEHUE HA
CITY>K€OHHU 3aIBIKCHUSL.

® Mepku 3a nooobpsagane Ha pPBLKOGOOCMEOMO U YHNPAGICHUEMO 6
pabomunama cpeoa

-IloBumaBane aBToputera W nOpodecruoHaTHaTa KOMIIETEHTHOCT —Ha
PBHKOBOJUTENINTE TIOCPEICTBOM MIPOBEKIAHE Ha 00YUYEHHsI HE caMO MPOUITUPAHO
[0 HampaBJieHWEe Ha JEMHOCT, HO U 4Ype3 BKIIOYBAHE HA MOAYJIU IO
0O110aIMUHUCTPATUBHA YIIPaBJICHCKA JEHHOCT.

- TlomoOpsiBane Ha o0OIECTBEHUS UMUK Ha MHUHUCTEPCTBOTO Ha
BBTPEIIHUTE padOTH Ype3 MOBUIIABAHE HA JOBEPHUETO HA XOpaTa U OTYETHOCTTA
Ipe rpakJaHCKOTO OOLIECTBO.

- AKTUBHO MEIMITHO OTpa3sBaHE HA MO3UTHBHM ACHEKTU OT IOJIMUIEHCKATa
JNEHHOCT U MPEMO/ICNIMpaHe Ha BB3IPUATUETO 32 ,,CUIIOBA CTPYKTYypa‘ .

- PeOpanaupane Ha MBP - oT Be1oMCTBO, MPUIIO3HABAHO KATO PENPECUBEH
OpraH, B aIMUHHUCTpAIMs, KOSTO MPEJOCTaBs CHELUPUUHN OOIIECTBEHO MOJIE3HU
1 00II1eCTBEHO HEOOXOJUMH JIEHHOCTH;

- IloBumaBane Ha CUTYPHOCTTa Ha pabOTHOTO MSCTO 4Ype3 HEMPEKbCHATO
noo0psiBaHe Ha MaTEpPHUATHO — TEXHUYECKHUTE YCIOBHS 3a (PYHKIMOHUpPaHE Ha
MBP;

- UHTepec Ha pbKOBOAUTEINS KbM €KEJHEBHATA AEHHOCT HA NOJYMHEHUTE MY
CILY KUTEIIH.

® Mepku 3a nonucasane Ha CKIOHHOCMMA 3a yyacmue 6 KOPYRUUOHHU
cxemu. Ilonuscasane mHa KOpynyuoHHuUsA NOMEHUUA1 Ha cpeoama.
Heoonyckane na Kopynyuonnu nposeu.

- CnpaBeqnuBa atectanus. Bcekn YoBeKk oudakBa TPyIbT My Ja Obje
3a0ensizan U oneHeH. CyOeKTUBU3MBT MPU ATECTUPAHETO HA CIIYKUTEJIUTE
reHepupa HeA0BOJICTBO. IMEHHO TO MOXe Ja ObJie ynoTpeOeHo 3a MPOBOKHpPAHE

26



Ha HapylICHWE Ha CIyXEOHUTE 3aJbJDKEHHs C el ,,Bb3CTAHOBSIBAaHE Ha
CHPaBeIMBOCTTA.

- Ilo-Bucoka creneH Ha oOpaszoBanue. [loetanHo mnpeuusupane u
TpaHcopMHUpaHe Ha BCe IOBeYE IBKHOCTH, MPEIBHUJCHU 3a 3aeMaHe OT
CIIy’)KUTEJIM CbC CPEJHO O00pa3oBaHUE, B TaKMBa — 3a CIYXHUTEIU C BHUCIIE
oOpa3zoBaHure. MHOXXECTBOTO JUTHKHOCTH 3a CIIYKHUTEIU ChC CPEAHO 0Opa30BaHKE
ca TPOEKTHPAaHU MpU JAPYrH OOLIECTBEHO-MKOHOMHYECKH YciaoBus. Beue
HOpMaTHBHaTa 0a3a € KOMIUIMLIMpaHa, M3UCKBAaHUATA 3a [IOEMaHE Ha OTTOBOPHOCT
Y U3IIBJIHEHUE Ha CIIy)KEOHUTE 3a7aud ca BHCOKM. HeoOxoauma e JeKCHKallHa
TPAMOTHOCT W TO3HAHUS, HAIXBBPJSIIM TE3H, KOUTO CPEIHOTO OOpa3OBaHHE
IpeIoiara;

- [IpoBexx1aHe Ha MepUOIUYHU O0yUYEHHU 3a pa3siCHABAHE HA CHIIHOCTTA Ha
MNOHATHUATA MOJAKYI M KOPYNIMs, Ha (OpPMHUTE HAa KOPYNUMOHHO MOBEACHUE U
CBIIHOCTTAa Ha QyMWTE Jap, obiyiara, HapylleHUE, NPeCTbIUIEHUE, ,,aKTUBEH U
,,JJACUBEH' MOJKYI; KOTa MOAAPBKbT WU 3a€MbT MOXKE Jla € KOPYIILHs, KaKBO €
KOPYIILIMOHHA CXEMA;

- CUCTEMHO CaHKIMOHHMPAHE HAa HApyLIEHUS U YCELIaHE 3a AUCIUIUIMHAPHA
PELUITPOYHOCT;

- J1oGpo oTHOIIEHNE KbM CITY>KUTEJIS OT 00IIECTBOTO.

Bpb3kaTa ppKOBOAUTEI — CILYKUTEN CIEABA [1a CE Bh3IPHEMa B OCbBPEMEHEH
KOHTEKCT. EMH OT Hali-e()eKTMBHUTE HAYMHU 32 MU3MEPBAaHE M MOBUIIABAHE HA
ciyeOHaTa aHTaKUPAHOCT Ha CIIY>KUTEIUTE € MOCPEICTBOM 00paTHATa Bpb3Ka C
TAX M KOMYHHKanusta. Korato Ciy’KMTEIUTE C€ YyBCTBAaT OLICHEHW M YYTH OT
PBKOBOJICTBOTO, BEPOSITHOCTTa Ja ObJAaT MOTUBHUPAHW W AHTAXKUPAHU C
OpraHU3alMOHHUTE LIETU CE MOBHINABa. A TOBa, OT CBOS CTpaHa, PeAyLHpa PUCKBT
OT €BEHTYyaJIHa KOPYIILIMOHHA IPOsIBa.

3.3.IlpumepHa aHKeTHa KapTa 3a o0paTHa Bpb3Ka OTHOCHO
He00X0AUMOCTTAa OT BBHIIHA MOTHBaUus W o0y4YeHHe BBB BpPb3Ka C
npeBeHUMs Ha KopynuusaTa B MBP.

VYropaBieHHeT0O W Pa3BUTHETO HAa YOBEHIKUTE PECYpPCH € €IEeMEHT OT
CTpaTernyeckara BU3Ms Ha BCsKa €Ha aAMUHUCTpalus. 3a HEWHOTO NMPABUIHO U
KOMIETEHTHO (YHKIMOHUpPAHE € IIeJechoOpa3HO TMEepUOAUMYHO Ja Obaar
U3MEpPBAaHU OTIEIHH KAa4eCTBCHH TMapaMeTpH, TPYNHUpPaHH B TPU KOHKPETHH
HaIpaBJIEHUs], a UMEHHO — 00yUYeHUE, MOTUBAIS, KOPYNIIMOHEH PUCK:

IMPUMEPHA AHKETA 3A OGPATHA BPB3KA

Jlannu 3a ankemupanus (MPU UMEHQ) ... ... ... .ev e veever e aae anann e
JITOHCHOCTIL ... . e eee e et e e e eee e e
Mecmopaboma (CIMPYKIMYPHO 38EHO) ... ... .c.veeeves s cen aee aee vee s cn aen aee vee s e aen aee e
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1. HeobxogumocT oT 00y4eHHe M0 KOHKPETHA TEMH IPE3 MPEACTOAIIATA
A (5100 5 E 10 01171 o: H

.H0()06p}1661H€ HA JUYHAmMa u Koaekmuernama KOMnemeHmHoCmi
e /lo3nasane Ha ONbIUHCHOCMHAMA xapaxkniepucmuxka u 3A0BINCEHUS
e //o3nasane Ha HopmamueHunie akmoee U Hacntvnuiu USMeHeHU
OCJzyuau om npakmuxkamada, Koumo usuckeam obcvocoane u 63emamne Ha
p'bKO@OOHO peulerue 3a peutaeanemo um
2. HCO6XOI[I/IMOCT OT IMpOMsHA B U3BUCKBAHMATA 34 U3ITBJIHCHHUC HA

B ] 5 (N (6 e

MOMUGB: . ... et e
3. Ouenka 3a KOMYHHMKAallMOHHATA €()EKTUBHOCT B
)2 1S (01 0 PR
MOMUBU: . ...
4 HeoOxomquMocT ~ OT  mojgoOpsBaHE  HAa  KOMYyHHUKalMsITa U
B3aMMOOTHOIICHUSTA C TpaKJaHUTE, KOJIETUTE u

PBKOBOICTBOTO . v vvteeeenetteee e enttteeeentaeee e e nns s ehrbreeesansbbrneeeesassbreeeeesassbreeeeeaas
MOTUBUL: ..o oo e e e e e e e e e e e e e e e e

5.3a0e13aH1 CITA0OOCTH B JIEHHOCTTA. + .+ vt v eeeeeeeeeeeeeeeeeeeeeennennnnnnnns
MOMUBU . ..o e ettt ettt
6.bpaemu OYaKBaHUs U NEPCIEKTUBH 3a CITy€e0HO
006337 1 (P
MOMUBU . ...t ettt ettt

/.Bb3MOXHM ~ KOPYNUMOHHM  3aIlaxd  WIM  cjJabocth  mpea
CERIIIAL . .o e eeteeeee ettt ettt et e e eee ettt e et e e e sbe e e e sbe et e e et e e s aae e e s satb e e e saraneesenaee e e b

Pa3bupa ce, mogoOHO wu3CleIBaHE U KOMYHMKALUS ChC CIYKUTEIUTE €
HE0O0XO0MMO /1a ObJaT pa3nucaHy B paBuUiia, KOUTO Ja MO3BOJIABAT €IHAKBOTO UM
[IpUjlaraHe BbB BCUUYKU CTpyKTypu Ha MBP. Hemo mnoseue, meronukara Ha
oOpaTHaTa Bpb3Ka € JOMYCTUMO Ja ObJie ChIIOCTaBEHa C METOJMKaTa 3a
U3CJIe/IBAaHE HAa YJIOBJIETBOPEHOCTTa OT aJMHUHHUCTPATUBHOTO OOCTY’>KBaHE WU
JPYTH METOJM 3a 00paTHa Bpb3Ka C rpaxkaanute U 6uzHeca. ToBa Ou 1M0O3BOJINIIO
Jla ce MOJIy4aT U aHaJu3upaT AaHHHU, KOUTO Jla MOCHIyXaT 3a OTIpaBHA TOYKa 3a
nomoOpsiBaHe Ha eQeKTHBHOCTTA U e(UKAacCHOCTTa Ha MUHHCTEPCTBOTO Ha
BBTPEIIHUTE PAOOTH.

3.4.Ilpensio:xkeHue 3a MoeJ 32 MOTHBAIUA U O0yUeHHE HA YOBEHIKHTE
pecypcH KaTo npeanocraBKa 3a npeseHuus Ha kopynuusara 8 MBP.
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MogenbT 3a MoOTHBaIMs W OOy4YeHHE Ha YOBELIKUTE PECypcH Karo
IpeanocTaBKa 3a MpeBeHlus Ha kopynuuara B MBP e pa3paboreH Bb3 oCHOBa Ha
YCTaHOBEHM ITPUHLIMIIMN U IPAKTUYECKU U3BOJIA, KOUTO MMOAYEPTABAT BAXKHOCTTA HA
UHTETPUPAHUs MOAX0A KbM H300pa, 00yueHHEeTO, MOTHBAIIMATA U KOHTpOJIA HA
ciyxurenute. OCHOBHUTE apTyMEHTH, KOUTO 000CHOBaBaT N300pa Ha TO3U MOJEI
ca:

®HEOOXOAUMOCT OT CTpaTeruyecka MpPEeBEHUUS Ha KOPYIUHUATA 4Ype3
Ka4E€CTBEHU YOBEILIKHU PECYPCH;

e M3rPAXK/IAHE HA YCTOWYMBA €TUYHA KyJITypa HA OPTaHU3ALUATA;

e110700psiIBaHE HAa MOTHBAUMATAa KAaTO MHCTPYMEHT 3a MPEBEHLHUs Ha
KOpYILUATA,

®[[SUIOCTEH KOHTPOJ U 00paTHA Bpbh3Ka HA O0YyUHUTETHUS IPOLIEC;

® CHHEPTUYHOCT M MHTETPUPAH NOAXO0J Ha OTJIEIHUTE €JIEMEHTH.

Kopynuusita nogkonasa o011eCTBEHOTO J0BEPHE, 3aTPyAHSABA MIPUIIAraHETO
Ha 3aKOHAa W Cb3/JaBa IMPEANOCTAaBKM 3a MpecTblHa AeiiHocT. EdexTuBHaTa
IIPEBEHIIMSA HA KOPYILMATA HM3HCKBA IBITOCPOYHA CTpPATETHs, OCHOBAaHA Ha
1o,100p, o0ydeHue, MOTUBALIMS U KOHTPOJI Ha citykutenute. [Ipeanaranust moaen
€ CTPYKTYpHpaH B II€T OCHOBHH €Talla, KOUTO B3aMMHO C€ JIOIBJIBAT, KaTO
OCHUTypsIBaT €(PEeKTUBHA MPEBEHIUS U YCTOMYMBO aHTUKOPYIMIIMOHHO MOBEICHUE
cpen ciyxurennre Ha MBP.

ETnynaTta KynaTypa W OpPraHU3AallMOHHUTE LEHHOCTHM Ca KIIOYOBH 34
dbopMHpaHeTo Ha cpela, B KOSATO KOPYIMUMOHHUTE MPAKTUKA HE HAMUPAT MOYBA.
CTpUKTHOTO cIla3BaHE Ha E€TUYHUTE MPaBWIA W BBBEKIAAHETO HA IPO3PAYHU
MPOLIETypH 3a MOBUIIABAHE HA CIY>KUTEJIMTE Ch3AaBaT aTMoc(epa Ha TOBEpUE U
OTTOBOpHOCT. IloguepraBaHeTo Ha E€TUYHUTE CTAHAAPTH M AKTUBHO
HAaCbpYaBaHETO Ha MOYTEHOCTTA IOBUIABA OCBEAOMEHOCTTA U aHTaKUPAHOCTTA
Ha CIy’)KUTEJNTE, KATO HAMAJIIBA CKJIOHHOCTTA KbM KOPYIILIMOHHU JAEHCTBHS.

MoTtuBanusTa € HEeHTpaJeH KOHTPANyHKT 3a MPEBEHLMATA HA KOPYNLIUATA,
3al10TO JOBOJHMUTE, TPU3HATH U MPO(HECHOHATHO pa3BUBALIM CE CIIYKUTEIH ca Mo-
MaJIKO MOJATIVBUA HA BBHILIECH HATUCK. BKIIOYBAHETO HA CIElMAlEH MOXYJ IO
MOTHBALMSA U €TUYHO JIMJEPCTBO aJpecrpa BbTPEIIHUTE U BBHIIHUTE (PaKTOpH,
KOUTO BIMSAAT HA INOBEICHUETO HA CIYKUTENUTE. TOBa BKIIOYBA M3y4aBaHE Ha
MOTHBAI[MOHHU TEOPHUM, TEXHHUKM 3a YIIPABICHHE HA CTpeca W Pa3BUTHE Ha
JUIEPCKH YMEHHUSI.

Hacrosmust ,,Mozen 3a MoTuBanus 1 00y4eHHe Ha YOBEIIKUTE PECYypCH KaTo
MpEANOCTaBKa 3a MPEeBEHIMA Ha KopynuusaTa B MBP* BkitouBa cinegHuTe eramnu:

3.4.1. IlogGop npu Ha3HAYABaAHE HA KAAPHU

[TonGopbT Ha Kaapu € MbpBOHAYAHATA CTHIIKA, KOSITO OCUTYpsIBA HaJIM4UHe
Ha CIY>KUTEJU C BUCOK MOpaJieH U npodecuoHaleH NoTeHuuan. Ype3 CTpUKTHU
KPUTEPUHU U TICUXOJOTMYECKO MpoduiiupaHe ce M3rpaxJa OCHOBaTa 3a €THYHA
pabotHa cpena. [lonbopbT Ha KaJpu ¢ BUCOK MOpa U CHJIHA €THYHA YCTOMYUBOCT
HaMaJsiBa BEPOSITHOCTTA OT KOPYILMOHHU IPAKTUKH B OBbJEIIE.

[TonGopbT Ha ciykuUTENM 0OXBallla MPUBIMYAHETO HA MOAXOIALIN KaHIUAa-
TH 3a OINpPEIEIIeHa JUIBKHOCT, IPELEHABAHE HA TEXHUTE Ka4eCTBA OT IJI€AHA TOYKA

29



Ha M3UCKBaHUATA 3a JUITBKHOCTTA M OpraHm3anmsTa karo 1sio. Ilpomecht Ha
1noa00p € KpUTHUYEH 3a MPEJA0TBpaATABAHEe HA KOPYMIIUATA, Thi KaTO Ha TO3MU €Tall
ce ompenens NpodmrbT Ha OpAemuTe ciyXutearn. OCHOBHUTE acTeKTH Ha TO3U
eTar BKJIIOYBAT:

®SICHU KPUTEPHUH 32 TI0JI00p — HE caMO MPO(ECUOHAIHA KOMIIETEHIIUH, HO U
eTHUYHU U MOPAJIHU KayeCTBa,

®[ICUXOJOTHYECKO MpOoPHIMpaHe U QUITpalus Ype3 IPOBEPKHU 3a JOSTHOCT
— OIEHKa Ha YCTOWYMBOCTTAa Ha KaHIuJaTa KbM KOPYIIIMOHEH HATHUCK 4Ype3
TECTOBE 32 JTUYHOCTHH XapaKTEPUCTHKHU;

®OIICHKA HAa HArjlacUTe KbM KOPYIIUSATAa — MPOBEXKIaHE HA WHTEPBIOTA C
XUMOTETUYHU KOPYMIIMOHHU CUTYAIlNH 32 aHAIN3 Ha PeaKI[MUTE Ha KaHIUAATUTE,

eoOpaTHa BpB3KAa OT TMpPEAUIIHH paboTomaTredn — aHajdu3 Ha
PO ECUOHATTHOTO MUHAJIO 32 UACHTH(PUIIUPAHE HA PUCKOBU (PAKTOPH.

3.4.2. BbBek1a1o U NepuoOIUYHO 00ydeHune

OOy4eHneTo Ha IIepcoHasa € CUCTEMEH MPOoIeC Ha 00oraTsIBaHe HAa 3HAHUATA,
YMEHHSTA U HAarJIaCUTE Ha 3a€TUTE C IIEJT J]a C€ YChBBPIIEHCTBA TAXHOTO TPYIOBO
OpeJICTaBsiHE B JIBXKHOCTUTE, CTPYKTYpHOTO 3BEHO U OpraHMU3alusTa.
OOydeHneTo He € caMo TIpeaBaHe Ha 3HaHUs, a Mpollec Ha PopMHUpaHe HA YMEHHS
¥ HarjacH, KOUTO MO3BOJISIBAT Ha CITYKUTEIUTE J1a Pa3lo3HABAT U Ja CE CIIPABST C
KOPYNUMOHHU cuTyauu. O0yueHHeTo Urpae LeHTpaliHa poJisd B U3rPAKIAAHETO HA
OCBEJIOMEHHM, MOTHBHUpPAHHM W €THYHO YCTOHWYMBH CIyXHUTeTHu. To cCh3aaBa
KOMIIETEHTHH KaJpH C SCHO pa3dumpaHe 3a TOCIEACTBUATA OT KOPYHIUATA H
METOJUTE 3a MPOTHUBOACHCTBHE. BbB Bpb3ka C LeMUTE HAa HACTOALIUS MOJEI
00yuYeHHETO MOJKE Jia Ce pa3/IeNu Ha:

®BHBEXKIAIO OOyYEHHE, KOETO MOXE Ja BKIIOYBA: 3all03HABAHE C
HOpMaTHUBHaTa 0a3a 3a OopOa ¢ KOpyMuusTa, pEAIHUM Ka3yCH M CUMYyJalluy Ha
KOPYIIMOHHU CUTYyallMl, OCHOBHH €TUUHU IPUHILIMIIN B pabOTaTa Ha CITYKUTEIUTE
Ha MBP, nuckycum BbpXy MOpadHU AWIEMH W MOCIEACTBUSA OT KOPYHUMOHHU
JEUCTBUSL.

®[ICPUOJUYHO (HAATpaKJalo) oOydyeHHe, KOETO MOXKe Ja BKIIOYBA:
3aJIbJDKUTENIHN KypCOBE 33 aKTyaJu3alys Ha MO3HAHUATA IO aHTUKOPYMIIMOHHOTO
3aKOHOJATEJICTBO, OOy4YEHHE MO TEXHUKU 32 pa3lo3HaBaHE Ha KOPYMIIMOHHU
posiBU B pabOTHATA cpesia, U3MOI3BaHe Ha MHOBATUBHU METO/IM KaToO POJIEBU UTPU
Y BUPTYaJHU CUMYJAMU, OOMSIHA Ha ONUT C AaHTUKOPYMNIIMOHHHU CIIYOH OT IpyTH
JbPKaBH.

B exxenneBHaTa npodecuoHanHa 1efHHOCT MOraT Jja Ce U3MO0J3BaT U CIeIHUTE
METOJIY 32 O0y4YCHHE:

®00YUYUTEIHHU KYpCOBE;

® JICKIINH;

® CEMHUHAPU;

® IUCKYCHUU;

e yeOUHapH;

®CaMOCTOSITEIHO O0yUYEHHUE;
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®pabOTHHU CpEIIH;

®HACTaBHUYECTBO, MEHTOPCTBO, KOYUHUHT;

epoTaIus Ha TPYJIOBU 3a7a4d WIH JTHKHOCTH;

eo0oraraBaHe U pa3MIUpsiBaHE HA JTHKHOCTH;

eyyacTHe BbB BPEeMEHHH PabOTHU TPYIIH;

ey4acTHe B MPOCKTU Ha OPraHU3aIUATA;

eyyacTue B KOHPEPEHIIUU U POPYMU;

eyyacTHe B IPOQPECUOHATTHI OpraHU3allii, MPEXHU U IIaT(GopMu.

3.4.3. ETnuHa KyJITYpa M OPraHu3alMOHHU LIEHHOCTH

CunHata opraHu3allioHHa KyJITypa Cbh3/laBa Cpe/ia, B KOATO KOPYHIIHOHHUTE
neicTBus ca TpyaHO nomyctumu. ETukaTta B opranuszanusara TpsiOBa na Obiae B
OCHOBATa Ha €KEJHEBHATA JIEHHOCT Ha CIIyXUTeIuTe. ToBa MOXKE Ja C€ MOCTUTHE
9pes:

eClla3BaHE Ha JICWCTBAIIUTE €TUYHU MpaBuUja — JACTAMIHO pa3NuCaHu
IPUHIUIOMN 33 MOBEJACHUE, CAHKLIUM W MEXaHU3MH 3a 3al[uTa Ha CIIYXKUTEINTE,
KOUTO JIOKJIaJBAT 32 KOPYMHIIMOHHH MMPAKTHKHU;

®pa3sICHUTENIHA KaMIIaHWs 33 €TUYHO IOBEJIECHUE — Pa3NpPOCTPAHEHHUE HA
MaTepuaad, oOpraHu3upaHe Ha JAe0aTh M JUCKYCMU 32 IIOBMILABAaHE Ha
OCBEIOMEHOCTTA;

®[IPO3PAYHOCT B YIPABJICHUETO — SICHO Pa3MUCaHU U JAOCTBHIIHU IpaBuia 3a
KapUEepHO pa3BUTHE, IOBUILIECHUS U OOHYCH.

3.4.4. Cucrema 32 MOTHBAIUSI U CTUMYJIMPAHE HA MIOYTEHOCTTA

ExaHa oT OCHOBHMTE NPUYMHM 3a KOPYILHMS € JIMIcara Ha ajeKBaTHa
MOTHBALMSA Cpell cirykutenuTe. Cucremara 3a MOTUBALMs HAMAJIIBa CTUMYJIMTE 32
KOPYINIIMOHHO TOBEJIEHUE Ype3 OCUTYpsIBAHE Ha CUTYPHOCT M NpPHU3HAHUE 32
noutreHoctTa. EQexTuBHara cucrema 3a cTUMyJimpaHe TpsOBa J1a BKIIIOYBA:

e CIIpaBEJIMBY Bb3HATPAXKIACHHUSI — KOHKYPEHTHO 3aIllalllaHe, CbOOpa3eHo C
PUCKOBETE U OTTOBOPHOCTUTE HA MO3UIIUATA;

eriporpamMa 3a KapuepHO Pa3BUTHE — SICHU KPUTEpUU 3a NpodecruoHaneH
pacTeX, KOUTO HE 3aBUCST OT CyOeKTUBHU (HaKTOPH;

¢ prHAHCOBU ¥ HEPUHAHCOBU CTUMYJIN;

¢ 00I1I€CTBEHO NPU3HAHUE U HArpa)KJaBaHE Ha CIY>)KUTEJIM C BUCOK MOPAJICH
CTaHAApT.

3.4.5. KoHTpOJ 1 MeXaHU3MHU 32 00paTHA BpPb3Ka

KoHTponbT rapantupa e€(peKTUBHOCTTAa HAa BCHUYKM OCTaHAJIU €JIEMEHTHU B
Mojiesa, OCHUTYPSIBalKM MEXaHU3MM 3a WUICHTHU(HUIMpPaHE U EITMMUHUpPAHE Ha
KOPYNIMOHHUTE pHUCKOBE. KOHTPOABT W MOHMTOPUHIBT Ca KIIOUYOBU 32
NpeBeHIUATa Ha KopynuusiTa. OCHOBHUTE MEPKH BKJIFOUBAT:

®KaHAJIM 33 CUTHAJIM — OCUTypsBaHE Ha IOBEPEHHU IUIaT(HOpMHU 3a JOKIIaBaHE
Ha KOPYIMILHUOHHU CIy4Yau P rapaHTUpaHa aHOHUMHOCT;

epEryJsipeH aHalu3 Ha KOPYNIIMOHHUTE PUCKOBE — OLICHKA HAa KPUTHYHHUTE
30HU B cHCTEeMara 1 pa3paboTBaHe Ha MPEBAaHTUBHU MEPKU;
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e[I[pOrpaMyd 3a KOHTPOJI M BBHIIEH OAWT — CBTPYJHUYECTBO C
HENPABUTEJICTBEHU OPraHU3alUU U MEXIyHAPOJHU MHCTUTYLUHU 332 HE3aBUCUMU
IPOBEPKHU;

KoHTpombT M MexaHu3muTEe 3a O0OpaTHa Bpb3Ka Ca CBUIECTBEHHU 3a
MOHMTOPUHI Ha TpUJaraHeTO Ha MPUAOOUTUTE 3HAHUS U 32 PaAHHO
uAeHTU(ULIpaHe Ha TOTEHIIUATHA PUCKOBE.

[TpennoxeHUsAT MOJIEeN 32 MOTUBALIMSA U O0yUYEHHE HA YOBEIIKUTE PECYpCH B
MBP e nsnocren noaxoa, KOUTO UHTErpupa 1moadop, o0yueHue, OpraHu3alluoOHHA
KyJITypa, MOTUBAaLMs U KOHTPOJ. B3auMoBpb3KkaTa MeXx/1y T€3H €JIEeMEHTH Ch3aBa
yCTOWYMBA CHCTEMa 3a TPEBEHIMS HA KOPYINLHUATA M U3TPpaXKAaHEe Ha
Ipo(hEeCUOHATTHO U MOPAIHO YCTOMUNBHU CITYKUTEIH.

B3aumMopeiicTBuETO MEX Iy OTIETHUTE €Tanu Ha Mojena (moadop, o0ydeHue,
eTHYHA KyJTypa, MOTUBALIMS U KOHTPOJI) TapaHTUPA, Y€ BCEKH KOMIIOHEHT 3aCHJIBA
edekra Ha ocTaHaiuTe. ToBa Chb3/1aBa CHHEPIUUYEH €(EeKT, IPU KOUTO ISUIOCTHATA
CHICTeMa 3a TPEBEHILMA Ha KOPYIIHUATAa CTaBa MO-yCTOWYWBa W e(EeKTHBHA,
OTKOJIKOTO aKO BCEKH €Tall e pa3riex/ia NooTAEIHO. Ype3 cucTeMaTu4eH NoAX 01,
KONTO KOMOMHMpa KayecTBEH MoA0op, 3a1bI00UeHO 00ydeHHe, HachbpyaBaHe Ha
eTHYHA KyJITypa, CHJIHA MOTHBallMA W €(PEKTUBHU KOHTPOJIHU MEXAHU3MH,
MOJIETTBT OCHUTYPsIBA HAJECKIHA MPEANOCTaBKa 3a MPEBEHIUS Ha KOPYMIIMOHHHUTE
npakTuku B MBP. ToBa He camo moBuIlIaBa KaueCTBOTO Ha paboTHATa cpena, HO U
BBH3CTAHOBSIBA JOBEPHETO Ha OOIIECTBOTO B HWHCTHUTYIUATA, Ch3JaBalKHU IIO-
MpO3paveH, OTTOBOPEH U yCTONYHMB MOJIEI Ha YIIpaBJICHHUE.

3.4.6. YueOHa mporpama 3a MOTHBANUsi M O0y4YeHHEe HA YOBEHIKHTE
pecypcH KaTo nmpeanocraBkKa 3a npeseHuus Ha kopynuusata 8 MBP.

¢(00CHOBKA HA IIporpamMara

[Tporpamara 3a MoOTHBanusi M OOy4YeHHME Ha YOBEIIKHTE PECYpCH Karo
MpeAnocTaBKa 3a npeBeHIys Ha kopynuusata B MBP e pazpaboreHna Bb3 0CHOBa Ha
HEOOXOJMMOCTTa OT H3rpa)kIaHe Ha YCTOWYMBA, €THYHA U MPoQecHOHATHA
paOoTHa cpefa B paMKUTE Ha MHCTUTYLMUTE 32 CUTYpHOCT. Upe3 MHTerpupaHeTo
HA TEOPETHYHU 3HAHUS, NPAKTHUECKA YyMEHHS H €(QEeKTUBHU OLECHBYHU
MEXaHM3MH, MporpaMara OCUTYpsiBa yCTONMYMBA W Tpo3padyHa paboTHa cpena,
KOSITO 1€ MOBUIIN €(EKTUBHOCTTA U PEMyTalUATa HA UHCTUTYLIHSITA.

[Iporpamara 1M CUCTEMATHYHO OOYYCHHE W MOTHBAIIHSI, KOWUTO IIE
OCUTYpSIT TMO-100pa TOTOBHOCT Ha CHYXUTEIWTE Ja WACHTU(DUIUpAT,
PEeIOTBPATABAT U pearupaT Npu KOPyHIHOHHU NposiBU. Upe3 oOydeHue mo eTuka
¥ aHTUKOPYTIIMOHHY TPUHIIMIN CE TIOCTaBs OCHOBATa 3a M3TpakaHe Ha paboTHa
cpena, B KOSITO KOPYMIIMOHHUTE TMPAKTUKH CE CYUTAT 3a HEMPHUEMIIMBU M HE Ce
TOJIepHpaT.

[IporpamaTa BKJIIOUBa MOAYJIM, KOUTO OCUTYpPSIBAT 33bJIO0YEHO pa3OoupaHe
Ha TIpaBHATA paMKa, €TUYHUTE MPUHIUIN ¥ MOTUBAIIMOHHUTE MOJENU, KaKTO U
IPAKTUYECKU YIIPaKHEHUS, KOUTO CUMYJIUpAT peaiHu cuTyaruu. ToBa rapantupa,
Yye 3HAHHUSTA HE OCTAaBaT CaMo Ha TEOPHsl, a Ce MPEBPHIIAT B YMEHHUsI, KOUTO MOTaT
na ObJaT NPUIIOKEHU B €XeAHEBHaTa pabora. MoaynauTe Mo IMCHUXOJOTUS Ha
MOTHBALIMSATA, €TUYHO JHJEPCTBO W YNpaBICHHE Ha cTpeca ce Oa3upar Ha
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pU3HATH TEOPHUH, KOUTO Ca JI0Ka3alu cBOsiTa €EeKTUBHOCT MpH MOA0OpsABaHE HA
paboTHaTa MOTHMBAallUg U YCTOMYMBOCTTa KbM HAaTHCK. BxirouBaHero Ha
CIIEUAJIEH MOAYJI 10 MOTUBALMS ¥ ETUYHO JIMAEPCTBO I10{4EPTABA 3HAUCHUETO HA
BBTPEIIHATA U BHHILHATA MOTUBALMSA 3a IOCTUTAHE HA BUCOKU €TUYHU CTAHAAPTH.
Cayxutenure ce o0ydaBaTr HE caMoO J1a pa3l0o3HaBaT KOPYIIIMOHHU CXEMH, HO U Ja
NOJJIBPKAT COOCTBEHA MOTUBALIKSA, 14 PA3BUBAT JIMJEPCKU YMEHUS U Ja YCTOSBAT
Ha BBHIIEH HATHCK.

IIporpamara € CTpyKTypHpaHa Taka, 4€ BCEKHM MOJYJ JOIbJIBA OCTAHAJIMTE.
TeopeTHYHUTE MO3HAHUS CE YCHJIBAT OT MPAKTUYECKH YIIPAKHEHUS, @ OLICHBYHNTE
MEXaHU3MH OCHUTYpsIBAT OOpaTHa BpPb3Ka, KOATO IO3BOJISIBA HENPEKBCHATO
YCBBBPIICHCTBAHE KAKTO Ha OTJECIHUTE YYACTHUIIM, TaKa U HA [s1aTa CUCTEMA.

Cucremara 3a OLEHKa BKIIOYBA TEOPETUYHU TECTOBE, NPAKTUYECKHU
CUMYJIallM{ ¥ TOBEICHYECKHU OLIEHKH U IPYTH, KOETO ITO3BOJISIBA LISUIOCTEH IIPETIIE]T
Ha 3HAHMATA M yMEHMsATa Ha oOydaemute. ToBa ocHUrypsiBa BB3MOXKHOCT 3a
WHIUBUYaIHO W KOJEKTUBHO yChbBbpIIEHCTBaHE. DHHANIHATA CEpTHUPUKALMS U
BB3MOKHOCTHUTE 3a JOIBJIHUTEIHO O0YyUYEHHUE TAPAHTUPAT, Y€ CITYKUTEIUTE, KOUTO
JEMOHCTPHUpPAT BUCOKM HUBA HA aHTAKUPAHOCT U KOMIIETEHTHOCT, €a IOCTaThYHO
no0pe TMOATrOTBEHH 3a CHpPaBsSHE B KPUTUYHA CHUTyallMsl Ha KOPYHMUHUOHHO
BB3/ICHCTBHE.

0 BbBenenue

Ta3zu yyeOHa mporpamMa € HacodeHa KbM H3TpaxaaHe Ha NpodecHOHATHO
MOATOTBEHH, MOTHBUPAHM M €THUYHO YCTOMYMBHU CIY)KWUTEIHA, KOUTO [a
IIPOTUBOJEHCTBAT HAa KOpymnuusTa. Ts cbueTaBa TEOPETUYHU M INPAKTUYECKU
3aHATHS, KaTo 0OXBalla KJIOYOBU ACMEKTH KaTO 3aKOHOAATEJICTBO, MCUXOJIOTHS,
AHTUKOPYILIMOHHU CTPAaTEeTUU U MOTUBalus. Ta3u ydyeOHa mporpaMa € HacoueHa
KbM JBJITOCPOYHO H3TpaxJaHe Ha NpodeCHOHATHH, MOTUBUPAHH MU ETUYHO
ycToiunBr kaapu B MBP. Upe3 koMmOuHauus OT TEOpETUYHO OOyYeHHeE,
MPaKTUYECKU 3aHATUS U OLICHKA HA 3HAHUSATA, ITporpamMaTa OCUrypsiBa eexkTuBHa
NPEBEHUMs HAa  KOPYyNUMATa W  YTBBpPXKJABaHE Ha  IIOYTEHOCTTAa B
IIPABOOXPAHUTEHATA CUCTEMA.

¢ CTpyKTypa Ha nmporpamara

[Iporpamara e pa3zneneHa Ha 6 OCHOBHU MOJyJIA.

Mooyn 1: Bveeoenue 6 emuxama u anmuxkopynyusama

Len: 3ano3HaBaHe CbC 3HAYEHUETO HA €TUYHUTE HOPMHU M NPUHLUIINTE Ha
100pOTO yHpaBlieHUE B IbpKaBHATA aIMUHUCTPALIHSL.

OCHOBHHM TEMU:

¢« OCHOBHM €TMYHM TMPUHLMIM B JbpKaBHaTa AaJAMHHHUCTpALMS M
IIPaBOOXPAHUTEIIHUTE OPTaHHU.

o Busgnue Ha KopynuusTa BbpPXY OOIIECTBOTO, WHCTUTYLUUTE U
MKOHOMMKATA.

e MexxIyHapolHU CTaHAapTH U JO0OpH MPaKTUKU B TpPEBEHUUATA Ha
KOPYIUUATA.

« Pasrnexnane Ha peanHu cilydad Ha KOPYNIMS U TEXHUTE OCICIULN.
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Metonu Ha oOy4eH#He: JEKINU ¢ IPUMEPH OT peajHaTa MPAKTHKA, TPYTIOBH
JUCKYCHU IO MOPAJIHU JTUJIEMU, BUCO aHAJIU3 HA Ka3yCH

Mooyn 2: [lpaéna pamka u uHCmumyyuoHaIHU MEXaHusMu 3a npegeHyus Ha
KOpynyusama

[en: OcwurypsiBane Ha JA€TailIHO pa3OupaHe Ha 3aKOHOAATEJICTBOTO U
MEXaHU3MUTE 3a OopOa ¢ KOpyHIusATa.

OCHOBHM TEMHU:

« bbarapcko 3akoHOAATENICTBO B 00JIaCTTa HA AaHTUKOPYILHMATA: 3aKOH 3a
MPOTUBOACHCTBUE Ha KOPYMIMATa M 3aKOH 3a OTHEMaHE Ha HE3aKOHHO
MPUI0OMTOTO UMYIIeCcTBO, HakazaTeneH Ko1eKC — KOPYHITMOHHH MPECTHIUICHHS.

o Ponist Ha mHCTUTYHMUTE: TPOKYypaTypaTa, CrieluaIu3upaHu MOJUIIEUCKU U
pascieaBany Opratu.

o MexayHapoiHu aHTUKOpYNUUOHHU HHCTpyMeHTH (KonBenumsta Ha OOH
cpeury kopynuusra, npenopbku Ha OUCP u EC).

o Jlexiiapupane Ha UMYIIECTBO M KOH(MJIUKT Ha MHTEPECU — MEXaHU3MU 3a
OTYETHOCT.

Metonu Ha oOydeHHE: JEKIUU C EKCIEPTH MO aHTHUKOPYIIMOHHO TPAaBO,
MPAKTUYECKU Ka3yCU U aHAJIU3 Ha ChAcOHA MPaKTHUKa, Je0aTH U POJIEBU UTPU

Mooy 3: [lpakmuuecku aHMUKOPYNYUOHHU CIpame2uu

[len: Pa3BuTHe HAa MPAaKTUYECKU YMEHHUS 3a pa3M03HABAHE U pearupaHe Mmpu
KOPYIIIMOHHU CUTYaIIUH.

OCHOBHU TEMU:

« Mertoau 3a pa3cieBaHe Ha KOPYIIIUOHHU MPECTHILICHHUS.

« PazriozHaBaHe Ha  KOPYNIIMOHHM CXEMU M CHUTHAJIM3UpaHE Ha
KOMIIETEHTHUTE OPTaHH.

« BzaumopeiicTBue ¢ TpaxxgaHCKOTO OOIIECTBO M MeAuuTe B OopbaTta C
KOPYMIHUATA.

e PoneBu urpm 3a oTrpaboTBaHE Ha CUTyallMM, BKJIIOUUTEIHO: TOAKYIHU
NPEIOKEHHUs] W TPaBWIHA PEaKIys, IIAHTAK W KOH(JIUKT Ha WHTEPECH,
JOKJIa/IBAHE HAa HEPEHOCTH M 3allMTa HA MMOAABAIIUTE CUTHAJIY.

Metoau Ha oOydeHuUe: JEKIUU, CUMYJIAIlMU Ha KOPYMNIIMOHHU CUTYyalluu C
aHaIM3 HAa TIOBEACHUETO, TPYMOBHM TPOCKTH IO pa3paboTBaHE Ha
QHTUKOPYIIIMOHHU CTpaTeruu, Mpe3eHTallu Ha A00pU MPAKTUKU OT APYTH
JT'bP>KaBHU.

Mooyn 4: Ilcuxonozus na Kopynyusama u IuyHOCMHU Gpakmopu

[len: PazOupaHe Ha TUYHOCTHUTE U COUMAIHUTE (hDAaKTOPU, KOUTO BOJSAT JI0
KOPYMIIIMOHHO TTOBEJICHUE.

OCHOBHHM TEMU:

o [Icuxonoruuecku mpodui Ha KOPYMIIUOHHUTE U3BBPIIUTEIIH.

o Biiusinne Ha couMamHMS HATHCK M KOpIIOpaTMBHAaTa KYJITypa BBPXY
MOPAITHUTE U300PH.

o ®akTOpH, BIUSCIIN HA MHAUBUIyaTHATa MOTHUBAITUS 32 TTIOYTEHOCT.

o« Pasnio3naBane Ha Mpu3HALIM HA MOTEHIMATHA KOPYMIMS Cpell KOJEeru u
MOAYUHEHHU.
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Metonn Ha oOydeHHWe: JEKIUW, TCHXOJOTHYECKH TECTOBE W aHAJIW3 Ha
JUYHOCTHUTE HArjacH, padoTa B Irpylu — JUCKYCHUS Ha PEallHU CIydau, pOJIEBU
WTPU 32 B3EMAHE HA MOPAJIHU PELIEHUS IO/ HATUCK.

Mooyn 5: Koumpon u omuemnocm 6 MBP

[en: 3amo3HaBaHEe ¢ MEXAHU3MUTE 332 BHTPEIIEH KOHTPOJ U OTTOBOPHOCT B
WHCTUTYLHSTA.

OCHOBHM TEMHU:

e Ponst 1 QyHKIIMM HA BBTPEIIHKUSA KOHTPOJI U MHCTIeKTopaTta B MBP.

e BbTpelmiHn M BBHIIHM MEXAaHW3MH 332 KOHTPOJ — IPOBEPKH, OJWTH,
pas3cieaBaHus.

« 3HAYEHUE HA POTAIMATAa HAa KAaJApU U MPEAOTBPATABAHE HA KOPYMIIMOHHU
CXEMH.

« Ch31aBaHe Ha KyJITYypa Ha IPO3PAYHOCT U OTYETHOCT.

Metonu Ha oOyuyeHue: aHaluW3 HAa AaHTHUKOPYIIIMOHHU CTPATEeTUU B
IbpKaBHATA aJIMHHHUCTpAIUs, W3CJICIBAaHE Ha pPEAJHU ciiydyau Ha €(QEeKTHUBEH
KOHTPOJI, MPAKTUYECKH 3aJ]auu 3a pa3paboTBaHE HA MEXAHU3MU 3a OTUETHOCT.

Mooyn 6: Momusayus u emuuno 1udepcmeo

[Men: Pa3Burne Ha BbBTpPENIHATA MOTUBALUS, YCTOWYMBOCTTA KbM
KOPYIIIMOHEH HAaTUCK U U3TPaXKJaHe Ha €PEKTUBHU JTUJIEPCKUA KAaUECTBA.

OCHOBHHM TEMU:

o [Icuxomorust Ha MOTUBAMATa U OCHOBHU MOTUBALIMOHHU T€OPUH

« MoTuBanus 3a MOYTEHOCT B paboTHATA cpefia

« CTpec, HaTUCK M YCTOMYMBOCT B Mpod)ecHoHaNIHATA cpea

o JIugepcTBo 1 moTuBanus B MBP

[IpakTHueckn ynpaxHEHHUS:

o PosieBr urpu 3a B3emMaHe Ha pelieHus 101 HATUCK.

o AHaNM3 Ha MOTHMBAIMOHHM MOJIEIM W CTPATETHMM 3a IOBUIIIABAHE Ha
MOTHBALIMATA.

o« [’ pynoBu nuckycuu no peanHu Kazycu ot npakrukara Ha MBP.

Metoau Ha 00ydeHHe: JEKIMU C UHTEPAKTUBHU JTUCKYCUU, TICUXOJIOTUYECKHU
TE€CTOBE 3a JUYHOCTHA MOTUBAIMsl, CAMYJIMPAHHU Ka3yCH U POJIEBU UTPH.

¢ OneHka Ha o0yyaemure u puHaHA cepTUGUKALIMSA

OreHsiBaHETO Ha 00yYaeMHUTE € KpUTHYHA YacT OT yueOHaTa rmporpama, Kosito
rapaHTupa e(OEeKTUBHOCTTAa Ha OOYUYEHHETO M H3MEpBa HMBOTO Ha YCBOEHUTE
3HaHUsA U yMeHMs. OleHKata € MHOTOKOMIIOHEHTHa U BKJIIOYBA TEOPETUYHHU,
MPAKTUYECKHU U MTOBEACHYECKHU aclieKTu. To31 MOEN 3a OLIEHKA FapaHTHPa HE caMO
M3MEpBaHE Ha 3HAHUATA, HO U OLICHKA Ha peajlHaTa TOTOBHOCT 3a MPUJIATaHE Ha
MPUHITUIIUTE HA €ETHYHOCTTA M MOTUBAIMATa B paboTaTa Ha ciykurenure B MBP.

TeopeTnyHaTa OlIEHKAa M3MeEpBa pa30HpaHeTO Ha oOydaeMHUTE 3a MpaBHaTa
paMKa, €TUYHUTE HOPMHU U aHTHUKOPYIIIMOHHUTE CTpaTreruv. Bp3MoxHO € na ce
IPOBEJIE YpE3 MUCMEHU TECTOBE, KOUTO CE€ MPOBEXKAAT CJIE] BCEKA OCHOBEH MOYJI
MW BKJIIOYBAT BBIIPOCH C MHOXKECTBEH H300p, Ka3yCH W OTBOPEHU BBIIPOCH.
OueHsiBaHETO  BKJIIOYBA  JIOTMKA HA  apryMEHTUTE, [IO3HAaBaHE  Ha
3aKOHOJIATEJICTBOTO U €ETUYHUTE CTAaHIAPTH.
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[IpakTyeckara OLIEHKa € HacO4YeHa KbM NPHIOKHUMOCTTA Ha 3HAHMATA B
peaHu CUTYyalH U IIOBEICHYECKUTE PEAKIUH Ha CITY>KUTEIINTE IPU KOPYIIIIMOHEH
HaTUCK. Ts MOXke na ObJe OCHIIECTBEHA YpPE3 POJIEBU UTPU M CUMYJIALUH, TPU
KOUTO YYAaCTHUIIMTE Ca IIOCTABEHM B PEATUMCTUYHHU CLEHAPWUHU, HaAIpUMEp:
IIOJIy4aBaHE Ha IPEIOKEHHUE 3a MOAKYI, Pa3KpUBaHE HA KOPYILIMOHHA CXEMa,
pellaBaHe Ha €TUYHa auiieMa B paboTHaTa cpena. OIeHsBaT c€ PeaklMUTE UM,
HAYMHBT HA KOMYHUKALUS, IPUIATAaHETO HA 3aKOHOBUTE HOPMH M YMEHHUETO 3a
apryMmeHTtauusi. PoneBute urpu morar ga ce JONBIHAT OT I'pynoBa pabora mo
IIPOEKTH, NIPH KOSATO BCEKU €KHUI pa3paboTBa aHTHUKOPYNUMOHHA CTpaTerys 3a
KOHKpeTHa cTpykrypa Ha MBP. OueHsiBaT ce ”THOBaTUBHOCTTA, IPUIIOKUMOCTTA U
CTPAaTETUYECKOTO MUCIICHE.

[ToBeneHuecKa OIIEHKA € TPETHUAT €JIEMEHT OT OLIEHKaTa Ha 00y4aeMuTe 10
nporpamata. OleHkata Ha JIMYHOCTHUTE M Npo(EeCHOHATHUTE HAarjiiacu Ha
oOyyaeMuTe € KJII0UOBa 3a M3MEpPBAaHE Ha MOTHBAlLIMATA U TOTOBHOCTTa MM Jia
npwiaraT HaydeHoTo. [loBeneHueckarta OLEHKa C€ OCBHILECTBSIBA 4pe3
MICUXOJIOTUYECKH TECTOBE 3a JIMYHOCTHA MOTHBAIIMS, HapHUMEp: MpuUiaraHe Ha
TECT 3a BBTPEIIHA M BBHIIHA MOTHBAlUs. AHaIM3upar ce (QakTopu KaTo
aHTAKHUPAHOCT, YCTOMYMBOCT HA HATUCK U CKIIOHHOCT KbM PHUCK.

OOyuyaeMuTe, KOUTO MPEMUHAT YCIEIIHO BCUYKM KOMIIOHEHTH, MOJTy4yaBar
cepTu(UKaT 3a 3aBBPLICHO 00YYEHHE 110 aHTUKOPYMIUS U €TUYHO MOBEICHUE B
MBP. CeptudukarbT Moxke aa Ob/ie U3UCKBAHE 3a 3a€MaHE Ha CIIEHUATM3UPaHU
JUTb’KHOCTH, CBbP3aHH ChC 3aBUIIEH KOPYIIIMOHEH PUCK. Te3H, KOUTO HE MOKPUAT
U3HCKBaHUATA, IPEMUHABAT JOIBIHUTEIHO HHANBUAYAIHO OOyUYEHUE U TIOBTAPSIT
OLICHKATA.

Ype3 cucreMaTuyeH MOJIXOJ, KOUTO KOMOMHUpa KadecTBeH MoAo0op,
3abJI00UEHO O0yUYeHHe, HaChpuyaBaHE HA €TUYHA KYyJTypa, CUJIHA MOTHUBALUS U
e(EeKTUBHU KOHTPOJIHU MEXaHU3MHU, MOJIETTbT OCUTYpPSIBA HAJIEKIHA IPEANIOCTaBKa
3a MPEBEHIMA HAa KOpynuuoHHUTE npaktuku B MBP. ToBa He camo moBuiiaBa
KayecTBOTO Ha pabOTHATa cpejia, HO M Bb3CTAHOBSBA JOBEPUETO HA OOIIECTBOTO B
WHCTUTYIMATA, Ch3JaBallKU MO-NPO3pavyeH, OTITOBOPEH M YCTOWYMB MOJEN Ha
yIpaBJICHHE.

HanpaBenu ca cjieHUTE U3BOJAH OT TPeTa IJIaBa’

1.AHanu3pT Ha MOTHBALUMOHHUTE (DAKTOpU MNOTBBPXKAAaBa, Y€ BHCOKaTa
MOTHUBALIMA U KaU€CTBEHOTO 00yUYEHHUE Ca KJIIOYOBH €JIEMEHTH 3a MOBUIIIABAaHE Ha
npodecroHanu3Ma W MOPAJIHUTE CTaHAApTH cpen  ciayxkurenute B MBP.
Henocrarpunata MOTHBaLMs, JIUNICATa HA JOCTAThYHO CTUMYJIM W JIMIICATa HA
aJIeKBaTHU OOYYHUTEIIHUA IPOrPaMH MOXKE J1a I0BEJIE 10 HaMaJleHa POTyKTUBHOCT,
ciiaba MTHULIMATUBHOCT U B HAKOU CIIy4ad — CKIIOHHOCT KbM HEETHUYHU MPAKTUKH.

2.3a fa ce rapaHTUpa YCTOMYMBO pa3BUTUE HA YOBEIIKUTE pecypcu B MBP e
HEO0OXOJAMMO TPUJIAraHETO Ha MHTErpupaH MOJXOJ, MpU KOWTO MOTHUBALMITA U
00yuYeHHUETO BBPBAT pbhKa 3a pbka. BpBeXkAaHETO HA WHOBATHUBHU YNPABICHCKU
MPaKTUKH, aKTUBHOTO yYaCTHE HA CITYKUTEJIUTE B pa3padOTBAHETO HA OOYUUTEIIHU
IporpaMu U IOCTOSIHHAaTa 0OpaTHa BPb3Ka C PbKOBOJACTBOTO LIE JONpPHUHECAT 32
no-7100pa e(peKTUBHOCT M €TUYHOCT B cucTtemara. JoOpuTe mNpakTUKU B
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YOPABJICHHE HA YOBEIIKUTE pECypCcH, B T.4. MOTHBUPAHE M OOyyeHUE, B
OpraHM3alMUTe OT MYyOJMYHHUS CEKTOp JaBaT BbB3MOXKHOCT 3a CBOEOOpPa3HO
BB3/ICHCTBUE U KOHTPOJI CHPSMO PUCKA OT JOMyCKaHe Ha HEXKEIaHO CIy:KeOHO
IIOBEJICHUE KAKBOTO € KOPYILIMATA.

3.B Ta3u Bpb3Ka HACTOSIMMAT JUCEPTALMOHEH TPy Mpeiuiara MEpKH 3a
no100psiBaHe Ha MPOIIECUTE 10 MOTUBAIUS U 00yueHHe Ha ciayxutenure B MBP
KaTO HAYMH 3a NPEBCHLIMS HA KOPYILHWOHHO MOBEACHWE, B T.4. MEPKH 3a
noj100psiBaHe Ha paboTHATa cpena; MEpKHU 3a MoJ00psiBaHE HA PBKOBOJCTBOTO U
YOPABJIEHUETO B pabOTHATa Cpela; MEPKH 3a MOHWKaBaHE Ha CKJIOHHOCTTA 3a
y4acTue B KOPYILIMOHHU CXE€MH, IOHMKABAHE HAa KOPYIILIMOHHHMS ITOTEHUINAJI HA
cpelara ¥ HEIOIyCKaHe Ha KOPYNLMOHHU IposBH. [IpuiaraneTo Ha Te3u MEpKH
1€ TONpHUHECE 3a MOBUILABAHE HA TPO(ECHOHATHATA TOITOTOBKA, HAMAJIIBAHE Ha
KOPYINIMOHHUTE PUCKOBE U Ch3[1aBAHE HA MO-€()EKTHBHA U €TUYHA pabOTHA cpena
B cucremara Ha MBP.

4.Bb3 0CHOBA Ha U3BBPILICHUS aHAJIU3 CE MpeJiara MOJEN 3a NO100psIBaHE HA
MOTHBALlMOHHUTE MEXaHU3MU U 00yueHrneto B MBP, koiiTo BKkitouBa:

®33aCUJIBAaHE Ha pOJISITA Ha OOYyYEHUATA, CBBP3aHU C E€TUYHUTE HOPMHU U
IIPEBEHIMATA HAa KOPYNUUATA, C LEJ U3TPAXKIAHE HA TBIATOCPOYHH YCTOMYMBHU
po(EeCUOHATTHU HEHHOCTH CPE CIIYKUTEIINUTE;

epa3paboTBaHE Ha IO-MOJEPHU M HUHTEPAKTUBHU OOYUUTEIHU METOMM,
BKJIFOUMTEIIHO OHJIAH TIIaTGOPMH, CHUMYJAlMM M TMPAKTUUYECKH HACOYEHU
TPEHUHTH;

©3aCHJIBAHE HA KOMYHMKALIMATA MEXAY PBKOBOICTBOTO U CIIY)KUTEIIUTE, TaKa
Ye MOTUBALIMOHHUTE MOJIUTHUKY J1a OTpa3aBaT PeaIHUTE NOTPEOHOCTH U OYaKBaHUS
Ha IIEPCOHAa;

©3aCHJIBAHE HA KOHTPOJIA BbPXY NPUJIAraHETO HA aHTUKOPYIILIMOHHUTE MEPKHU
Yype3 BbTPEIIHU MEXaHU3MH 32 MOHUTOPUHT U 00paTHa Bpb3Ka OT CIYKUTEIUTE U
JPYTH.

5.IleproanuHOTO U3BEXIaHE MOCPEACTBOM OOpaTHATa Bpb3Ka HA CUIIHUTE U
ciaduTe CTpaHU Ha CHCTEMaTa, 1aBa Bb3MOKHOCT Ja ObJaT MHANBUAYAIU3UPAHU
BEPOSITHU 3aIUIAXWUTE B METOJOJIOTHATA 3a YIPABICHUE U YOBELIKUTE PECYPCH B
OpraHu3alnyATa, Ha OCHOBATa Ha KOATO Ja C€ PALMOHAJIM3HUPAT YIPABICHCKUTE
npolecu 3a mnoAoOpsiBaHe Ha HeiHata edexTtuBHOCT. OOparHata Bpb3Ka B
KOMYHUKAILIMATA ChC CIYKUTEIUTE € aJIeKBaTHAaTa OCHOBA 3a M3pabOTBAHETO Ha
KOMIIETEHTHOCTHH MOJEJIM Ha JUTbKHOCTUTE, a TOBa € KJIOYOB (pakTop 3a
po(EeCUOHATHOTO pa3rphllaHe Ha MOTEHIMAIa HA YOBELIKUTE PECYPCH BbB BCSKA
€Ha OpraHu3aLus.

I1l. O U3BOJIU OT JTUCEPTALIUATA

Hacrosimoro wu3cneaBaHe pasriexiga MOTHBAlUsATa W OOY4YEHHETO Ha
CIIy)KUTENUTE B MUHUCTEPCTBOTO HA BHTPEIIHUTE paOOTH KaTO KIHOYOBH (pakTopu
3a TOBHWIIABaHe Ha npodecHoHamHaTa e(QEKTUBHOCT W HaMaligBaHE Ha
KOPYNIIMOHHUTE PHUCKOBE. AHamu3bT OOXBaHA TPU OCHOBHHM HANpPABJICHUS —
TEOPETUYHU TOCTAHOBKH OTHOCHO MOTHBAIUATA W OOYYCHHETO, EMIHPUYHO
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U3CJIeIBAaHE Ha CHIIECTBYBAILIUTE MPOOIEMH U MPEUIOKEHUS 3a TOJ0OpeHHE Ha
TE€3U MPOLIECH B KOHTEKCTA HA IIPEBEHIUATA HA KOPYIILHATA.

[IpoBenennTe wu3CAEABAaHUSA, W3BBPIICHUTE AaHAJIW3M W HAIPABEHUTE
CHXXJICHUS B HACTOAILMS TUCEPTALMOHHUAT TPY/I, 1aBaT OCHOBAHME J1a HAIPAaBUM
CJIEHUTE 00II03HAYUMHU U3BOU:

1. MoTuBanusiTa € OCHOBEH JBUTAaTEN HAa NPO(ECHOHATHOTO PAa3BUTHE.
Bucokoro HMBO Ha MoTuBanus cpep cayxureaure B MBP e npeanocraBka 3a
€(pEKTUBHOTO U3I'bJIHEHUE HA CITY>)KEOHUTE 3aIbJDKEHUS U O AbPKaHE Ha BUCOKU
npodecnoHanHu ctaHaaptd. HemoctarpyHata MOTHBAIUS MOXKE Jla JIOBENIE 0
HamasieHa e()eKTUBHOCT U MOBUIICHA CKIIOHHOCT KbM KOPYNIIMOHHU MPOSIBU.

2. AHanu3upaHeT0o Ha MOTUBALMOHHMS MPO(UI HA CIIy)KUTEIUTE B
MUHUCTEPCTBOTO Ha BETPEIIHUTE pA0OTH U TEXHUTE MOTPEOHOCTU OT OOyUYEHHUE,
KaKTO W M3y4YaBaHETO Ha IIE€PCOHAJHATa YJOBJIETBOPEHOCT W OYaKBaHUSA
IIOCPEACTBOM H3CIIE[IBaHE HAa 0OpaTHATa Bpb3Ka C TAX, NPEJOCTAaBAT Bb3MOKHOCT
na ObJaT u3BeaeHn (yHKIMOHATHU 3aBUCHUMOCTH, KOUTO JaBaT peajiHa MpeICTaBa
KAaKTO 32 MOMEHTHOTO ChCTOSIHUE HA MPOLECUTE MO yIPABICHUE HA MOTUBALIUATA
U OOyuYEHHUETO, TaKka U 3a €BEHTYaJHUTE OBbACIIN Bb3JACHCTBHS, HACOUEHU KbM
peayLHpaHe Ha pUcKa OT MOTEHIUATHN KOPYIIIMOHHU MPOSIBU U 3aBUCUMOCTH.

3. KanposusaT pecypc 3aema KIIro4oBa no3unus cpef pecypeure Ha MBP,

KaTo 0OyYEHHETO Ha CIIYXKHUTEJIUTE € BOJACI (paKkTop 3a NOBHUILABAHE HA TAXHATA
npodecruoHanHa KOMIIETEHTHOCT M CIIyeOHO MpeACTaBsIHE B €KEIHEBHATA
nerHocT. KadecTBEHOTO M pEAOBHO OOy4YEHUE Ha CIYXKUTEIMTE € HE Ccamo
CPEIICTBO 3a IOBHILIABAHE HA TEXHUTE 3HAHUSA U YMEHUS, HO U Ba)KEH UHCTPYMEHT
3a (¢opMHpaHe Ha OpPraHU3AIMOHHA KYyJITypa, OCHOBaHA Ha MPO3PAvYHOCT U
MOYTEHOCT.
OCBH3HATOTO M OIICHEHO ycellaHe 3a 00IeCTBeHa HEOOXOIMMOCT Ha MpodecusiTa,
32 JUYHA KOMIIETEHTHOCT W OTTOBOPHOCT Ha CIYKUTENUTE ca (aKTOpH, KOUTO
OKa3BaT MPEBAHTHUBEH €(EKT 3a HM3BBPIIBAHETO HA CIIY)KEOHM HAPYIICHUS U
KOPYINLMOHHHU ITPOSIBU.

4, Hanune e B3auMOBpB3Ka MEXAYy MOTHBAIUATA, OOYYEHUETO U
npeBeHUusATa Ha KopynuusTa. CiyXUTeIuTe, KOMTO ca MOTHBUPAHU U
IpEeMHUHABAT Mpe3 eEeKTUBHU OOYUUTENIHN TPOrpaMu ca MO-MaJIKO MOJATINBH Ha
KOPYNIMOHHU TPAKTUKH.

5. HeobGxomuMm € cTpaTermyecku TMOJAXOA 3a IOJ00peHHe Ha
MOTHBALMATA U 00y4eHHEeTO. Bb3 OCHOBa Ha HaNpaBEHUTE aHAIM3H € MPEIJI0KEH
MO/ieJT 32 0I00pEeHrEe Ha MOTUBAIMOHHUTE MEXaHU3MH U OOYUHUTEIIHUTE IPOLIECH
B MBP.

VYpaBiaeHUETO Ha YOBEIIKUTE pecypc B MUHHCTEPCTBOTO HAa BETPEIIHUTE
paboTH HEMUHYEMO € CBBP3aHO C HEOOXOIUMOCTTA OT HAMHUpPAHE Ha MPaBUIHUTE
MEXaHU3MM 3a MPOTHUBOJEHCTBHE HA BCSKAKBM HapYIIEHUs Ha cly)keOHarta
JNEHHOCT Ha MOJMLENUCKUTE CITYKUTEIH, BKIFOYUTEIHO U TAKWBA, KOUTO ChIIbPKAT
NpU3HALKMTE HA KOPYNIMOHHM TMposiBU. Te3um mpomecu wmoraT jAa Objaar
MHTEPIPETUPAHU U KAaTO €JIEMEHT OT YIIPABJICHUETO HA HALMOHAJIHATA CUTYPHOCT,
JIOKOJIKOTO C€a TapaHIUs 3a I[OBHUIABaHE Ha OOLIECTBEHOTO JOBEPHE KbM
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cinyxurenure Ha MBP upe3 ocurypsiBane Ha afJileKBaTHa ¥ HABPEMEHHA 3aLIUTA OT
TAX Ha TpaXIaHUTE U OOIIECTBOTO OT MPECTHIUICHUS, TapaHTHpaHe Ha
OOIIIECTBEHUS PEI W CBOCBPEMEHHO IPECHYaHE Ha BCAKAKBU IOCEraTeNICTBa
CIIPSAAMO JINYHOCTTA ¥ UMYIIECTBOTO HA BCEKU €/IMH YOBEK.

1IV.3AK/IIOYEHUE

B Xxoma Ha um3cienBaHETO HM3CIIEOBATENICKAaTa Te3a M M3CIIEN0BATENICKaTa
XUIIOTE3A CE I0KAa3axa KaTo:

1. MotuBausaTa Ha CIy)KUTEIUTE CE U3BEAEC KAaTO IPEANOCTaBKa 3a
HaMaJIsIBaHE Ha KopynuusaTa. Korato CiayXKHTelnTe ce 4yBCTBAT MOTUBHPAHHU U
YAOBIETBOPEHU OT paboTara CH, TIXHAaTa AHTAKUPAHOCT KbM MHCHITa Ha
WHCTUTYLIHSTA U ETUMHUTE CTAHIAPTHU € IO-BUCOKA. [loBHIIIEHaTa MOTHBaLMs BOAU
710 TI0-100pO CIa3BaHe Ha €TUYHUTE HOPMH, ThH KaTO CIYKUTEIUTE CE YyBCTBAT
4acT OT II0-ToJIsAIMa eI U ca MO-CKJIOHHM J1a CJIEABAT 3aKOHOBUTE U3UCKBAHUA U
BBTPEIIHU MTPABUIIA.

2. OO6y4deHuneTo ce 000CHOBA KaTO BaKEH MHCTPYMEHT 3a MPEBEHIIUS Ha
kopynuusita. Korato cayxutenure ca o00ydyeHHM B pas3lO3HABAHETO HA
KOPYINIMOHHU MPAaKTUKUA M C€ HAchpyaBaT Ja ChOOIABAaT 32 HEPEIHOCTH, TE ca
AKTMBHU YYaCTHULH B NPENOTBPATIBAHETO HA KOPYILHATA, NEMOHCTPHUPAT IO-
BHCOKa 'OTOBHOCT J1a C€ IPOTUBOINIOCTABAT HAa KOPYIILIMOHHU OIIMTH U J1a CIIa3BaT
YCTaHOBEHUTE BHTPEIIHU IPABUJIA U IIPOLIEAYPH.

3. N3cnenoBarenckara Te3a M XUIIOTE3d, CBBP3aHU C MOTHBALHMATA U
0Oy4YEeHHETO KaTO MPEANOCTaBKH 3a MPEeBEHIMs Ha kopyniusara B MBP, namupar
MOTBBPKACHUE 4Ype3 JOKAa3aTeJICTBA OT TEOpHATAa M NPAKTHKAaTa. YBEJIWYEHATA
MOTHBAIIUSI U BUCOKOKAYECTBEHOTO OOydYeHue Ha ciykutenure B MBP BoasT no
MoBUIIIaBaHEe Ha TpodecroHamu3Ma M MpodecruoHarHaTa MPUTOJHOCT U KaTo
pe3yaTarT — A0 HaMaJIIBAHE Ha KOPYNIIMOHHUTE PUCKOBE. Upe3 CHUCTEMHU H
LIEJICHACOYEHU YCWJIMS B T€3U JBa acnekta, MBP Moxke 3HauMTENHO Ja Hamaiau
KOPYIIMOHHUTE MPOSIBU U J1a MOBUILU JOBEPUETO CPe]l OOIIECTBOTO.

4, Ha ©Oa3ata Ha mpeACTaBEHUTE TEOPETUYHH TIOCTAHOBKH U
U3BBPIIEHUTE METOAOJOTUYECKH M3CIEABAaHUS Ha U3y4yaBaHUs OOEKT —
HOJIMUEHCKU CITYKUTEIH B MUHHCTEPCTBOTO Ha BBTPEUIHUTE PabOTH OT ChCTaBa
Ha ,,OXpaHuTenHa NOJULUS, (YHKIMOHHpAIIM B HAIpaBJICHUE HA JAECHHOCT
,,JTITEH KOHTPOJI** — U3BbpIICHAaTa aHATUTUYHA pab0Ta U HAPABEHUTE U3BOJIU, OU
MOTJIO Ja C€ TBBPAM, Y€ TOCTaBeHaTa B HAYAJOTO HAa paboTa MO HACTOSIIATa
JYCEepTalrsl OCHOBHA II€J1 € IOCTWTHAaTa B 3HAYMTENIHA CTeneH. PemeHn ca
IIOCTABEHUTE HAYyYHO-U3CJIEAOBATEICKH 3aJayd, KaTo I'bpBa M BTOpa HAy4HO-
W3CJIEN0BATEJICKM 3aJa4yd ca PEIIeHM B IIbpBa I[JlaBa, TPETa HAy4YHO-
M3CJIEIOBATENICKA 3ajaya € pElIeHa BbB BTOpa IJaBa, a YETBbPTAa HAYy4YHO-
M3CJIEIOBATENCKA 3a/]a4a € PEIleHa B TPETA I1aBa OT JUCEPTALUOHHHUS TPYA.

Ha 0a3ara Ha aHanM3a B HACTOSIIOTO M3CJEABAHE MOXKE Ja C€ 3aKII0YH, 4e
YCTOWYHMBOTO Pa3BUTHE HA 4OBEIKUTE pecypcu B MBP n3nckBa crparerndecku
NOAX0J KbM MOTHBALUATa M o0O0yueHuero. BbBexnaHero Ha e(EeKTUBHU
MOTHBAIIMOHHU MEXaHU3MU M MOJAECPHU3UPAHH OOYUMTETHH MpOrpaMu Iie
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JIOTIpUHECE HE caMo 3a MojoOpsBaHe Ha paboTHaTa cpena u €pEeKTUBHOCTTA Ha
CIIy)KUTEJUTE, HO M 3a OrpaHWYaBaHE Ha KOPYIMIMOHHUTE PHUCKOBE B
uHcTUTYyIUATa. [IpeBeHnnaTa Ha KOopymnuusTa He TpsAOBa na ObAE €IHOKpaTHa
WHULMATUBA, a T[IOCTOSSHEH W HWHTEIPHpPaH [MpoLeCc, KOWTO BKIIOYBA
npodecuoHaHO pa3BUTHE, 3aCWJIEH KOHTPOJ W U3rpakJaHe Ha KyJiTypa Ha
MOYTEHOCT U MPO3PAYHOCT.

V. IIPUHOCHU HA JTUCEPTALHIMOHHUSA TPY [
1. Hayuynu npuHocu

1.1. ObGoraTeHa e TeopusATa 3a MOTHBALMS W YNPABICHUE HA YOBEIIKUTE
pecypcH, KaTo ¢a OTKPOCHH POJIATA U 3HAYEHHETO, KOUTO OKa3BaT MOTUBALMATA U
OOy4YEeHHETO Ha CIY)XHUTEeIUTe B MHUHHUCTEPCTBOTO HA BBTPEIIHUTE pPadOTH,
KOHKPETHO C OIJIe]] MPEBEHUIUATA HA KOPYIIIIUOHHU ITPOSIBH...

1.2. 'enepupanu ca HOBU 3HaHMsI, KOUTO J1aBAT Bb3MOXKHOCT 3a [TOBUIIIABaHE
Ha BB3MOXXHOCTUTE 3a MOTHUBAIUMA M 3a MNpodecHoHATHO OO0y4YeHuEe Ha
ciyxurerure B MBP ¢ menm pexnynupane Ha KOpPYNIMOHHH TIPAKTUKH 4Ype3
u3Cclie/IBaHe, IPOBENICHO B IIeCT 00siacTHU qupekiuyu Ha MBP.

1.3. AHanu3UpaHu U CUCTEMATU3UPAHU Ca MOTPEOHOCTUTE OT MOTHBALUS U
oOy4eHHE M TSIXHATa BPb3Ka C pPeAylUpaHe Ha KOPYILHMOHHO TOBEJACHHE CpE.
cinyxurenute Ha MBP.

2. HayyHO-nIpHJIOKHM IPUHOCH

1. N3BeneHa € yHHMBEpcalHA METOJMKA 3a OINpPENENIsTHE Ha HUBOTO Ha
MOTHUBALMST U TNPOPECHOHATHO OOyuUEHHUE Cpel CIyXKHUTEJIUTe OT CbhbCTaBa Ha
,,OXpaHUTEeIHA NOJULIMS, YUUTO CITY>KEOHU 3aIbJIKEHHUS Ca CBbP3aHU C AEHHOCTH
10 JTUHUS Ha MbTE€H KOHTPOJ U €BEHTYyaJIeH KOPYNIHOHEH puck. Chlliata Ou Moriia
JI€ C€ U3II0JI3BA 3a ONPEACIISIHE HAa TE3U BEJIUYMHM U 34 APYTH IPYIIH CITy>KUTEIIU B
yOJUYYHMS CEKTOP.

2. V3roTBeH € MOTHUBAIMOHEH MPO(HUI Ha CIY)XUTETH C TOJIUICHCKH
MPaBOMOIIMSA B IIECT o0nacTHU aupekuuu Ha MBP, kaTo B T.4. € BU3yanusupan
couuo-gemorpadcku npodus, HaNmpaBeHa € paH)XKMpPOBKAa HA MOTUBALIMOHHUTE
dakTopu, HUBOTO Ha oOyueHue. I[lpemyioxeHn ca Mepkud 3a NoaoOpsBaHE Ha
IPOLECUTE IO YNPaBICHCKO BB3ACHCTBHE Ype3 MOTHUBALMA U OOydeHHE Ha
CILYKUTENNUTE U (popMUpaHe HA AHTUKOPYIIIMOHHA KYJITYpA.

3. IlpemyioxeHn € oOyuuTeneH MojeNl 3a MOJ0OpsiBaHE HAa MOTHBAIUATA U
O00yUYEHHUETO Ha CIy>KUTEIUTe B MUHUCTEPCTBOTO Ha BBHTPEIIHUTE pabOTU C LeJ
HEJIONyCKAHE Ha IEMOTUBALIMS U €BEHTYaJHO KOPYNIIMOHHO IMOBEACHUE.

VI. TYBJIUKALINU ITO AUCEPTALIUSATA

1. Tomopoma, Mpena (2022), ,,Ponsdra Ha MOoTHBalMsTa B IpHJIaraHe Ha
MEXaHU3MHUTE 3a MPEBEHIUS HAa KOpynuusta B myOiauunusi cekrop®, COOpHUK
noknaau oT ['omumiHa yHuBepcuteTcka Hay4yHa koHdepernmus vHa HBY | ,Bacun
JleBcku* 2022 roguHa, Hay4eH JAOKJIA/;
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l. GENERAL CHARACTERISTICS OF THE THESIS
ABSTRACT

1. Relevance of the problem

Corruption is a negative social phenomenon with its own specific
characteristics and forms of manifestation. In relation to the security and public
order system, the phenomenon of corruption is marked by a particularly high
degree of public sensitivity and reprehensibility. Violations of official duties or
criminal acts committed by employees of the Ministry of Internal Affairs, who by
law are called upon to protect and preserve order and the rights and freedoms of
citizens, reduce public trust in the institution, undermine the authority of the state
administration as a whole and give rise to a feeling of anxiety and uncertainty in
statehood in general.

The research area is topical as a topic and favorable for research, posing
numerous challenges for revealing those factors that have an influence through
motivation and training to increase the opportunities for prevention of negative
manifestations in the daily activities of employees of the Ministry of Internal
Affairs.

Through the in-depth study of the issue, new knowledge is obtained and the
mutual connection and conditionality of the processes of motivation, motivation
through training and prevention of corruption phenomena are established, and in
addition, through the dissertation work, applicable measures are sought that are
able to positively influence the prevention of corruption in the Ministry of Internal
Affairs.

2. Research hypothesis.

Motivation and training of human resources in the Ministry of Internal
Affairs have a key influence on the way employees perform their official duties,
support the subjective need for lawful behavior, increase the feeling of professional
competence and public necessity of the profession and prevent the manifestation
of corruption.

3. Purpose and objectives of the study

The main purpose of the dissertation is to determine the importance of
motivation, as well as to specify the role that training plays in the overall process
of personnel development of employees in the Ministry of Internal Affairs for
awareness of the need to comply with regulatory requirements when performing
official duties and for preventing corrupt behavior as a form of abuse of power and
undue benefit.

In connection with the defined main goal in the dissertation work, the
following research tasks have been formulated for solution:

1. To conduct a theoretical review of basic statements concerning the
motivation of human resources;

2. To specify the regulatory framework regulating the process of training of
employees in the Ministry of Internal Affairs

44



3. To conduct a study in a real environment for the research object, on this
basis to measure the dependence between training and motivation of human
resources in the Ministry of Internal Affairs system and their importance for
preventing corrupt behaviors;

4. To analyze the results obtained and to propose measures for the prevention
of corruption manifestations by improving the training processes and the
motivation of the human resources and achieving efficiency in the performance of
official duties as a whole.

4. Object and subject of the study

The object of study in this dissertation work is the human resources in the
Ministry of Internal Affairs and, more specifically, employees from six regional
directorates of the Ministry of Internal Affairs have been attracted as the target
group of the study.

The subject of the study is the motivation and training processes and the
specific opportunities through them to prevent potential corruption manifestations
among employees of the Ministry of Internal Affairs.

5. Research Methodology

The study of the training and motivation of human resources in the Ministry
of Internal Affairs as factors for the prevention of corruption is based on a set of
methods. As the main method, an empirical study was prepared and conducted in
a real environment among employees of the Ministry of Internal Affairs in six
regional directorates. Additionally, methods of historical-theoretical research,
combined methods, as well as specific ones were applied - observation,
comparative analysis, induction, deduction, classification, systematic approach,
surveys and interviews, statistical methods. A package for statistical processing of
data from sociological surveys - SPSS was used to process the data.

This allows their interpretation by means of factor analysis, correlation
analysis, calculation of Pearson coefficient, Cramer coefficient, chi-square
analysis, dispersion analysis. The results of the diagnostic experiment are formed
and presented both in tables and graphs. Such an approach supports the analysis by
allowing guidelines to be made and derived for improving the motivation of
employees in the Ministry of Internal Affairs.

6.Limitations.

In order to achieve targeted and in-depth results from the dissertation work,
it is necessary to indicate some possible limitations. They are provoked by the fact
that the security and public order services handle sensitive or classified
information. The daily life of employees in the Ministry of Internal Affairs is in the
focus of public attention, but the specific literature on the methods and means with
which they work is often confidential. Therefore, the present dissertation work is
based only on publicly available and open sources. The problem under study is
directly related to national legislation, which limits the possibilities for using
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foreign scientific literature. In relation to it, there is also not enough other statistical
information available.

Another limitation that is imposed is with regard to the specifically studied
target group. The Ministry of Internal Affairs employs three categories of
employees, according to the specifics of the activities performed — civil servants,
whose status is regulated by the Law on the Ministry of Internal Affairs®, civil
servants, whose status is regulated by the Civil Servant Act!’ and persons working
under an employment relationship, which is regulated by the Labor Code!® and
separate norms of the Law on the Ministry of Internal Affairs. A specific target of
research in the dissertation are civil servants under Art. 142, para. 1, item 1 of the
Law on the Ministry of Internal Affairs I, whose functional duties imply operational
autonomy as a body of authority, making individual decisions in the work process
and bearing specific responsibility.

Il. STRUCTURE OF THE DISSERTATION

The dissertation consists of an introduction, three chapters with the relevant
conclusions to them, general conclusions, conclusion, scientific and scientific-
applied contributions, a bibliographic list of the literature used and appendices. The
development of the dissertation work is focused on fulfilling the set research goal
and the research tasks arising from it. The analysis is oriented towards the object
and subject of the study in accordance with the formulated research thesis, the set
limitations and the author's approach to the topic. The synthesized presentation of
the dissertation work includes:

1. CHAPTER ONE is entitled Theoretical statements regarding the
motivation and training of human resources in the Ministry of Internal
Affairs. It examines the main theoretical statements regarding motivation, their
time chronology of development and conceptual gradation. and next, the normative
conditionality of the processes of professional training of employees in the Ministry
of Internal Affairs is clarified. The relationship of the processes of motivation and
training with management activities and their mutual conditionality and influence
on the process of countering potential corruption in the ministry is examined.

1.1. Essence and content of motivation — basic statements

Motivating human resources is a specific management activity of influencing
and finding a balance between the goals of the individual and the general

18_aw on the Ministry of Internal Affairs, in force since 22.07.2014, updated SG, issue 70 of 20 August 2024.
7Civil Servant Law, in force since 27.08.1999, updated SG, issue 85 of 10 October 2023.
18 Labor Code, in force since 01.01.1987, updated in the State Gazette, issue 70 of 20 August 2024.

46



organizational goals. Motivation is an objective process, and motivation is a type
of management impact

Motivation is the force that makes people act, act, relate to someone or
something in different situations in a way that they themselves choose.

Generally speaking, motivation can be divided into two types: internal
motivation and external motivation. Internal motivation is the incentive that arises
spontaneously in a person and influences his behavior. External motivation is the
desire for a certain behavior that is caused in a specific individual under the
influence of other human individuals. It is a type of management influence, the
longevity of which depends on the intensity and consistency with which it is
influenced.

The main management task in the organization is to motivate human
resources for effective work and the use of the potential of workers and employees
more fruitfully. Motivational theories are a complex construct, uniting
incorporating elements of need theories, socially acquired knowledge,
behaviorism, cognitive, psychoanalytic and biologized theories. The primary
sources of modern motivation theories include:*°

* Need-oriented motivation theories;

* Biologized motivation theories;

* Psychoanalytic motivation theories;

* Behavioral motivation theories;

* Cognitive motivation theories;

» Social-cognitive direction in motivation theories.

The main systematization of motivation theories divides them into content
and process theories. The first group of theories answers the question “What
motivates people?”, and the second examines how the motivation process occurs.

The group of content motivation theories includes:?°

* Murray’s theory of needs (Murray);

* Maslow’s theory of the hierarchy of needs;

* Herzberg’s two-factor theory;

* Atkinson's theory of the need for achievement;

* Alderfer's theory;

» McClelland's theory of socially acquired motives;

* Lawrence and Noria's theory of the four drives.

petrova, Elitsa, Personnel Motivation. Management and Leadership. Power in Management, Veliko Tarnovo, 2011,

Publishing Complex of the National University "Vasil Levski", Veliko Tarnovo.

20 petrova, Elitsa, Fundamentals of Management, Veliko Tarnovo, Publishing House of the National University "Vasil

Levski", Veliko Tarnovo, 2013.

21 Petrova, Elitsa, Fundamentals of Management, Veliko Tarnovo, Publishing House of the National University "Vasil

Levski", Veliko Tarnovo, 2013.
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More important process theories are:

* Motivational theory of reinforcements;

* Behavior modification theory;

* Justice theory;

* Expectancy theory;

* Porter-Lawler's combined model,

 Latham and Locke's goal theory.

Each of these theories should be considered in interaction with the others and
could be used depending on the specific situation.

1.2. Training as a factor in increasing the motivation of employees in the
Ministry of Internal Affairs. Regulatory framework of the training process

In national legislation, the phenomenon of corruption finds its legal
regulation in the Criminal Code of the Republic of Bulgaria®?, which criminalizes
official misconduct and bribery as classic corruption acts. An important element of
anti-corruption legislation is the current Anti-Corruption Law?® and the Law of
Confiscation of Illegally Acquired Property?*. Another act related to combating
corruption is the National Strategy for Prevention and Counteraction of Corruption
in the Republic of Bulgaria 2021-20272° adopted by the Council of Ministers. In
implementation of the national strategic documents in the field of combating
corruption, the Ministry of Internal Affairs prepares and implements an Anti-
Corruption Plan.?®

The Ministry of Internal Affairs is a state institution uniting professionally
trained employees who should work in the interest of society on a daily basis.

Professional training with detachment from work is carried out at the
Academy of the Ministry of Internal Affairs and other training institutions of the
ministry. It is carried out in a face-to-face, distance or combined form.

At the same time, the Ministry of Internal Affairs is a body of the executive
branch, a structure of the central administration of the state and, as its
representative, should apply in its activities the provisions of the Regulation on
Administrative Services, adopted by Council of Ministers No. 246/13.09.2006.
Article 3, para. 1 of the same stipulates: "Administrative bodies shall ensure the
improvement of the professional qualifications of employees to improve
administrative services."?” The provision of training by the legislator in various

Z2Criminal Code, in force since 01.05.1968, updated SG, issue 42 of 14 May 2024.

BAnti-Corruption Law, in force from 06.10.2023, updated SG, issue 13 of 12.02.2024.

24_aw on Confiscation of Illegally Acquired Property, in force from 06.10.2023, current SG, issue 41 of 10.05.2024.
SNational Strategy for the Prevention and Counteraction of Corruption in the Republic of Bulgaria 2021-2027, adopted
by Decision No. 235 of the Council of Ministers of 19.03.2021, https://www.strategy.bg, accessed 22.09.2024.
Zhttps://www.mvr.bg, accessible 09/22/202

27Ordinance on administrative services, MC, in force from 26.09.2006, current SG, no. 47 of June 24, 2022
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regulatory acts places an important emphasis precisely on the need to improve the
professional qualifications and knowledge of employees.

According to Article 3, para. 2 of Regulation No. 81213-433/16.03.2017 on
the professional training of employees of the Ministry of Internal Affairs,
professional training on the job is carried out through:

1. specialized training;

2. physical training;

3. training in police personal protection;

4. shooting training;

5. fire and construction training;

6. tactical training.

By conducting annual on-the-job training, the theoretical and practical
training of employees and their ability to react adequately in the process of
countering crime, as well as to prevent administrative and disciplinary violations
in their daily activities, is increased. The training of employees in the Ministry of
Internal Affairs is an active and continuous process. However, in order to be
effective, civil servants must be motivated and find benefit in acquiring new
knowledge.

1.3. Specificity of management activity in the Ministry of Internal
Affairs and its role in implementing corruption prevention mechanisms

The relationship between the public organization and its employees is a
function of motivational factors, combined with the skills of the management team
to organize the activities of human resources and direct them towards the
realization of common goals.

In an explicit regulation that regulates the procedure for entering the Ministry
of Internal Affairs system, the motivation of candidates for work is assessed using
a specialized methodology during the competition procedure for their appointment
as civil servants with the status under Art. 142, para. 1, item 1 of the Ministry of
Internal Affairs Act.

The study of the current motivation of employees is carried out through
Regulation No. 81213 —408 of April 14, 2015 on the assessment of the performance
of the position of civil servants in the Ministry of Internal Affairs?®. When assessing
the performance of a position by a civil servant, the following criteria are assessed:
professional competence, performance of official duties, awards, prizes,
punishments and personal qualities related to the performance of the position.

Standards in the performance of the position are an important element of the
functioning of public administration. Ethical rules in the work of the state
administration are usually written down in ethical codes with different content and
scope, but containing unchanged common values. In the Ministry of Internal

28 Ordinance No. 81213 — 408 of April 14, 2015 for evaluation of the performance of the position of civil servants in the
Ministry of Internal Affairs, Ministry of Internal Affairs, in force from 21.04.2015, current SG No. 30 of 11.04.2017
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Affairs, ethical rules covered by the Code of Ethics for the Conduct of Civil
Servants in the Ministry of Internal Affairs?® are in force and applicable to civil
servants under Art. 142, para. 1, item 1 of the Law on the Internal Affairs.

A peculiar mechanism for counteracting corrupt behavior is also the legally
regulated possibility of depositing proposals and signals concerning the activities
of state bodies. The regulatory framework for “signals” within the meaning of the
Administrative Procedure Code (APC) is contained in Chapter Eight “Suggestions
and Signals” of the Code.

The study of the causes and conditions that favor, respectively hinder, the
commission of corruption acts by employees of the Ministry of Internal Affairs is
an important prerequisite for the implementation of preventive activities in the
system.

The conclusions drawn from Chapter One are as follows:

1. Motivation is a key factor for the effectiveness of employees in an
organization. It is a complex process that depends both on the personal
characteristics of employees and on the external conditions in which they work.
The main motivational theories emphasize the importance of needs, rewards,
recognition and development opportunities as leading factors determining
employee commitment and the level of performance of official duties.

2. Training is a strategic tool for professional development in modern
organizations. Investing in training increases not only the competence, but also the
motivation of the staff, as it provides opportunities for career growth and
improvement.

3. The implementation of mechanisms for the prevention of corruption in the
Ministry of Internal Affairs is essential for maintaining trust in the institution and
society as a whole. High motivation and good training of employees contribute to
reducing the corruption risk and strengthening the rule of law in the Ministry of
Internal Affairs system.

4. The Ministry of Internal Affairs has foreseen and exists mechanisms for
influencing both corruption manifestations and any other negative manifestations
that may arise during the performance of daily official activities by the human
factor. They need to be periodically updated and taken into account in the changing
reality.

2. CHAPTER TWO is entitled Empirical research on the motivation of
employees in the Ministry of Internal Affairs and the need for training with a
view to preventing possible corruption manifestations. It examines the methods
for studying the studied construct and derives a universal methodology for studying

29Code of ethics for the conduct of civil servants in the Ministry of Internal Affairs, approved by order of the Minister
of Internal Affairs, in force from 25.07.2014, current State Gazette, no. 79 of 17.09.2024
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the level of motivation and professional training of employees in the Ministry of
Internal Affairs as a prerequisite for preventing corruption risk.

2.1. Methodology for studying the motivation and level of professional
training of employees in the Ministry of Internal Affairs.

The methodology used for studying and researching the motivation for work
and human activity in Bulgarian conditions is described in by Yosif lliev, Dimitar
Shopov, Margarita Atanasova, Elitsa Petrova and other Bulgarian authors. The
methodology was developed in accordance with the theoretical wealth contained in
motivational theories and taking into account the Western European experience. It
aims to establish the level of motivation for training human resources in the
Ministry of Internal Affairs as a main function for preventing corruption.

The empirical study on the motivation of employees in the Ministry of
Internal Affairs and the need for training consists of several stages: a diagnostic
stage, in which a methodology is developed for studying the motivation and level
of professional training of employees in the Ministry of Internal Affairs; a main
stage of conducting the empirical study on the motivation and training of
employees in the Ministry of Internal Affairs and a final stage, in which the
problems are analyzed and possible solutions are sought.

At the diagnostic stage of the study, several directions for research are set in
the questionnaire survey:

Dimension 1. Establishing the level of motivation for working in the Ministry
of Internal Affairs and satisfaction of expectations for professional realization. The
questions were formed:

1. Why do you work in the Ministry of Internal Affairs?

2. How did you decide to apply for a job in the Ministry of Internal Affairs?

3. What attracts you most to your current job?

4. Have your expectations for professional realization been justified?

5. Are you satisfied with your job?

6. Do you have a desire to continue working in the Ministry of Internal
Affairs?

7. Do you consider the police profession/work in the Ministry of Internal
Affairs to be prestigious?

8. In your opinion, is the assessment of your activities carried out by the
management fair?

9. What circumstances make you feel deceived in your expectations?

Dimension 2. Preparation of a motivational profile of the staff according to
specific motivator factors. On this basis, question 10. "What do you think can
stimulate you to work better?" and question 11. “What are the factors that would
influence your professional behavior?" were formed.

Dimension 3. Tolerance to corruption schemes and other types of illegal
actions. Knowledge and compliance with the regulatory framework, professional
qualification and motivational measures. Covers the questions:
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1. Would you show tolerance to some type of corruption scheme or other
type of illegal action and why?

2. Do you believe that when you are not well enough prepared to deal with a
given professional situation, it is better not to take a position on the case than to act
wrongly and then be punished?

3. Do you believe that poor knowledge of the regulatory framework you
work with leads to uncertainty in the performance of official duties?

4. In the event that you or one of your colleagues commits a violation in
official activities, are sanctions applied?

5. Do you believe that the training conducted at the workplace leads to an
increase in your professional qualification?

6. Does your manager assist you with training and explanations on the
application of the regulatory framework?

The socio-demographic profile is established with questions regarding age,
gender, education, job status, and length of service in the Ministry of Internal
Affairs system.

2.2. Main stage of conducting the empirical study on the motivation and
training of employees in the Ministry of Internal Affairs.

The main stage of the empirical study was conducted with two separate
study subjects — the management staff and the executive staff in the Ministry of
Internal Affairs. The proposed questionnaire survey is conducted in writing and
individually by each participant. The analysis of the results is supported by the
application of a package of mathematical and statistical methods and programs.
The specifics of police work, responsibility and motivation for work were taken
into account.

The empirical study was conducted through a questionnaire distributed in six
regional directorates of the Ministry of Internal Affairs - Varna, Burgas, Veliko
Tarnovo, Razgrad, Ruse and Targovishte. The survey was carried out in the period
April - June 2022. The object of the study are the employees of the "Security
Police", whose official duties are related to road control activities.

An important stage before the statistical analysis is the check for normality
of the empirical distributions. The test for normality of the empirical data in the
scientific study shows that the distribution of the sample is not normal.

62 employees of the Ministry of Internal Affairs were surveyed. Four of the
respondents did not complete or incorrectly completed the questions with a ranked
answer (one from the Razgrad Regional Directorate of the Ministry of Internal
Affairs, two from the Ruse Regional Directorate of the Ministry of Internal Affairs
and one from the Targovishte Regional Directorate of the Ministry of Internal
Affairs). The results of the analytical interpretations are presented for the total
number of respondents, and for questions Nel0 and Nel1 of the questionnaire the
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analysis covers the actual number of completed answers, namely — 58. These results
reveal some peculiarities of police activity®.

The socio-demographic profile of the respondents visualizes an uneven
distribution by gender of the respondents — 84.61% of the respondents are men, and

16.39% of the respondents are women, which can be explained by the specifics of
police work.

100,0%

80.,0%

60,0%

Percent

20,0%

0%

T T
Male Fermnale
Your gender?

Chart 1. Distribution of personnel by gender

In terms of age structure, we find very high accumulations in the third
interval, high in the second interval and lower frequencies in the first and fourth,
I.e. persons between 41-50 years old form 43.55% of the respondents and employed
in the district, persons between 31-40 years old form 35.48%, those aged 20-30

years old represent only 17.74% and persons over 50 years old form 3.226% of the
respondents.
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30Muissing data were preliminarily removed using the data imputation method embedded in the SPSS platform. In some

cases, there is also a merging of answer categories in order to obtain more clarity in the grouping.
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Chart 2. Distribution of personnel by age

The educational profile of those surveyed shows a greater presence of
individuals with higher education — 67.21%, followed by individuals with
secondary, secondary specialized or semi-higher education — 32.79%.

60,0%—

40,0%

Percent

20,0%-

0%

T T
Secondary, special secondary, semi-higher Higher

Your education?

Chart 3. Distribution of personnel by education

In the category - job status, there is the highest percentage of persons
occupying junior executive/junior expert positions - 45.9%, followed by executive
staff - 39.34% and managerial employees - 14.75%.

50,0%

40,0%

30,0%

Percent

200%-

10,0%—

0%

T T
Junior executive/junior Executive
expert

T
Lead

Your rank?

Chart 4. Distribution of personnel by job status
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Regarding the distribution of employees by the criterion of seniority in the
Ministry of Internal Affairs, the highest percentage of persons with seniority of 11-
20 years is found - 40.98%, followed by persons with seniority of over 20 years -
32.79% and persons with seniority of 6-10 years - 8.197%. The relatively high
percentage of employees with seniority of up to 5 years is striking - 18.03%, which
shows that efforts are being made to renew the system, taking into account the need
for continuity, without this happening at an extremely fast pace.

50,0%—

40 0%

30,0%—

Percent

s00%]

100

0%

T T T T
Up to 5 years 6-10 years 11-20 years Over 20 years
Your work experience at the MIA system?

Chart 5. Distribution of staff by length of service in the system

In the diagnostic stage of the study on the motivation and training of human
resources in the Ministry of Internal Affairs as factors for countering corruption,

the answers to the following questions stand out according to the three directions
of research:

Dimension 1. Establishing the level of motivation for work in the Ministry
of Internal Affairs and satisfaction of expectations for professional realization.
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40,0%
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75,81%)|

20,0%

29%|

T T T
By coincidence Due to interest in lob security in the Other
the police profession state administration
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Why do you work at the MIA?
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Chart. 6. Why do you work at the MIA?

The majority of respondents decided to join the Ministry of Internal Affairs
driven by interest in the police profession — 75.81%, and only 11.29% did so by
chance, which is a positive moment, showing attachment to the organization and
its goals, as well as commitment to the work process.

100,0%

80,0%

60,0%]

Percent

40,0%

20,0%

3,226% 1 3,226% 3,226%
T

T T T
CamMocToATENHD K Mo HacToABaHe HA  [opagW HE B B3MOXHOCT Apyro
OCBIHATO POAMTENUTE 43 CW Hamepa apyra
paboTa

0%

Kak ce Haco4YMxTe KbBM KaHAMWA AaTCEaHe 3a paboTta B MBP?

Chart. 7. How did you aim at applying for a job at the MIA?

This question is largely a control question in relation to the previous one.
The high percentage of responses of the respondents, namely - 90.32% of them
indicated that they made an independent and conscious professional choice - proves
the need for motivation both at the entrance to the system and in the process of
subsequent human resources management.

40,0%

30,0%
-
=
@
S 200%
5 =

10 0% 22,58%
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well-paid my abilities socially me a sense of

profession risky

and growth

Chart. 8. What do you like most about your current job?

It is understandable that the majority of respondents indicate the feeling of
satisfaction, usefulness and recognition as the main factor that attracts them most
to police work (37.1%), since work in the Ministry of Internal Affairs is related to
providing the public with the service of protecting public order and security. In
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second place is the perception of the profession as socially significant and
prestigious — 25.6%. Two answers are followed by an equal percentage — 12.9% of
respondents answered that in their opinion the work meets their capabilities and is

prestigious. It is surprising, but also indicative, that the salary is not a main motive
for working in the Ministry of Internal Affairs.

40,0%

30,0%

20,0%

Percent

10,0%

0%

T T T T
They were not met They were met to They were They were
some extent mostly met completely met
Were you expectations for professional fulfillment met?

Chart 9. Were your expectations for professional fulfilment met?

For 37.1% of the respondents, their expectations for professional realization
were largely met, for 35.48% — to some extent, for 16.13% their expectations were
not met. Only for 11.29% of the respondents, their expectations were fully met.

60,0%—

40,0%—
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No | cannot decide/Other Yes
Are you satisfied with your job?

Chart. 10. Are you satisfied with your job?
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The majority of respondents - 64.52% - are satisfied with their work,
22.58% cannot assess and only 12.9% gave a negative answer.

80,0%

60,0%

Percent

40,0%]
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Do you want to continue working at the MIA?

Chart. 11. Do you want to continue working at the MIA?

The answers to this question are completely consistent with the answers to the
previous questions. 77.42% of respondents confirmed their desire to continue to be
involved in police work, 11.29% could not decide, 9.7% indicated that they would

not continue their professional career in the Ministry of Internal Affairs and only
1.613% chose another answer.
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Chart 12. Do you consider the police profession to be prestigious?

About 2/3 of respondents (67.74%) consider the police profession to be

prestigious, others — 19.35% — are of the opposite opinion, and 12.9% of them
cannot judge.
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by the management team is fair?

Chart. 13. Do you think the evaluation of your performance by the management
team is fair?
77.42% of the respondents gave a positive answer to this question, expressed
by choosing one of the two options - "Yes" and "Rather yes". 14.52% gave the
answer "Rather no" and only 8.065% answered "No".
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Chart. 14. What circumstances make you feel betrayed in your expectations?

The largest percentage of respondents — 39.34% indicated the answer
“Negative public attitudes and attitude towards police officers”. The desire for
public recognition is understandable when it comes to service in the interest of
society, law and order. In second place with equal importance — 19.67% — are two
answers ranked — “A huge volume of regulatory framework with which to work”
and in the already established percentages — “Insufficiently good pay”. The third,
fourth and fifth positions are occupied by answers related to subjective perceptions
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of the individual, namely: 9.836% “Continuous conflicts and tension”, 6.557%
“Lack of internal motivation”, 4.918 “Lack of opportunities for growth and
professional development”.

Dimension 2. Preparation of a motivational profile of personnel by specific
motivator factors.

To interpret the results of the answer to the question: "What do you think can
stimulate you to work better?" three different methods were used - the so-called
median rank method, the mean score method and concordance or the so-called
concordance coefficient according to the Kendall method.

The data analysis for all methods used shows the same final result:

Salary < Professional support from management < Working conditions <
Good relationships at work < Job security < Prestige and social significance of
the profession < Social benefits < Work corresponding to skills and knowledge <
Opportunity for growth and professional development < Various cases in daily
work < Opportunity for independent decision-making and responsibility <
Opportunity for continuous improvement of professional qualifications <
Authority and competence of managers

The same methods were used to summarize the answers given by the
respondents to the following question: “What are the factors that would influence
your professional behavior?”

So, the ranking has the form:

Health problems, Manager's attitude< Work environment< Lack of fairness
in evaluation and professional growth< Inadequate pay< Family and personal
problems

Since some motivational factors received the same number of points,
according to the method considered, they are equivalent and therefore are
combined into a group - equivalence class.

Dimension 3: Tolerance of corruption schemes and other types of illegal
actions. Knowledge and compliance with the regulatory framework, professional
qualifications and motivational measures
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Chart 15. Would you tolerate any type of corruption scheme or other type of illegal
activity.

96.77% of the surveyed employees of the Ministry of Internal Affairs give a
negative answer to this question, which is a good starting point for analyzing the
correlation “motivation and training - combating corruption”. 3.226% answer the
question positively.

To the question: “Do you believe that when you are not well enough prepared
to deal with a given professional situation, it is better not to take a position on the
case than to act wrongly and then be punished?” 62.9% of the police officers give
a negative answer. 35.48% of the respondents answer positively, and one of the
respondents did not answer the question, which represents 1.613% of the sample.
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Do you think that when you are not well prepared to deal with a given
professional situation, it is better not to take a stand on the case
than to do wrong and then be punished?

Chart 16. Do you think it is better not to take a stand in a given situation than to do
wrong and be punished

The gaps in the regulatory framework that is being worked with create
uncertainty in the performance of official duties, since in administrative-criminal
activity, the correct documentation of the violation is a guarantee for the stability
of the sanction. Therefore, 80.65% of the respondents give a positive answer to the
question, and 9.677% answer that they cannot assess.
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Chart 17. Do you think that poor knowledge of the legal framework leads to uncertainty
in the performance of official duties

Disciplinary methods have, in addition to a sanctioning function, also a
preventive function. In this sense, they are a factor in counteracting corruption.
48.39% of the surveyed employees of the Ministry of Internal Affairs give a
positive answer, 30.65% indicate "Sometimes, depending on the subjective

judgment of the management”, 16.13% answer "Other" and 4.839% indicate "No"
as an answer.
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Chart 18. If you or one of your colleagues commits a violation in the official activity, are
sanctions applied?
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62.9% have a positive attitude towards on-the-job training. 20.97% consider
it ineffective, and 16.13% of respondents cannot judge.
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an increase in your professional qualifications?

Chart. 19. Do you believe that on-the-job training leads to an increase in your
professional qualifications?

When analyzing the respondents' answers to the question "Does your manager
assist you with training and explanations on the implementation of the regulatory
framework?" 80.65% responded that their manager assists them with explanations
in their activities, 11.29% gave a negative answer, and 8.065% answered "Other".
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Chart. 20. Does your manager help you with training and explanations on the application
of the regulatory framework?

The conclusions drawn from Chapter Two are as follows:

1. The conducted empirical study provides an objective and detailed picture
of the level of motivation and professional training of employees in the Ministry of
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Internal Affairs. The formed motivational profile allows to determine the degree of
motivation of employees, under the influence of the set of specific motivational
factors and on this basis to create conditions for improving the processes of
motivation and training of personnel in order to prevent episodic negative
phenomena such as corruption.

2. According to the derived general motivational profile, showing the ranking
of motivational factors by their importance for the respondents, the leading motives
influencing the behavior of the individual in the performance of the police service
are: in the first place - salary; immediately after it follow - professional support
from the management, working conditions, safety at the workplace and others. In
the last place in the derived general motivational profile are the factors - authority
and competence of managers, opportunity for continuous improvement of
professional qualifications, opportunity for independent decision-making and
responsibility. These are the problem areas that stand out and can directly influence
the corruption "tolerance"” among the employees of the Ministry of Internal Affairs.

3. Among the factors that have the strongest influence on the professional
behavior of police officers, in the first place in the survey are health problems and
the attitude of the manager, followed by the work environment. The third position
Is occupied by the factors of lack of fairness in evaluation and professional growth
and inadequate pay. The respondents put family and personal problems in the last
fourth position.

4. The analysis of the collected data shows that systematic and well-structured
training is an essential element in the development of human resources in the
Ministry of Internal Affairs. In addition to contributing to increasing the
professional competence of employees, training has a key role in building an
organizational culture based on high ethical standards.

3. CHAPTER THREE is entitled Guidelines for improving the motivation
and training of employees in the Ministry of Internal Affairs with a view to
preventing corruption. It summarizes and analyzes the empirical results obtained.
Specific measures, a sample questionnaire and a model for improving the processes
of motivation and training of human resources in the Ministry of Internal Affairs
as a prerequisite for reducing the corruption risk are proposed.

3.1. Analysis of the impact of individual motivational factors on the level
of motivation and training of human resources as a prerequisite for preventing
corruption in the Ministry of Internal Affairs.

The general motivational profile based on the answers of most respondents
places pay in first place as a factor for motivating employees in the Ministry of
Internal Affairs.

The motivational factor, ranked second most times in terms of satisfaction, is
professional support from management in daily police work.
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The surveyed employees of the Ministry of Internal Affairs indicate working
conditions as the third most important motivational factor-satisfier.

Good relationships at the workplace are determined as the fourth most
important motivational factor.

The factor of workplace security is ranked fifth in terms of satisfaction. The
Ministry of Internal Affairs, compared to other structures of the state
administration, provides extremely high stability of the employment relationship.
This is a positive practice, since the state invests funds and time in training these
personnel and developing them as good professionals. Depriving them of their
experience and knowledge is negative for the system.

Prestige and public importance of the profession is the sixth ranked
motivational factor in terms of satisfaction, and the seventh ranked motivator factor
is social benefits.

In eighth place, respondents indicated work that meets their skills and
knowledge as a satisfier that motivates them in the process of fulfilling their official
duties.

The ninth factor in order is in direct and immediate connection with the
previous one - opportunity for growth and professional development. Every
employee who feels satisfied at work, competent and prepared to deal with various
cases and tasks, seeks options for career growth.

The factor “various cases in everyday work” is ranked in tenth place, and the
opportunity for independent decision-making and responsibility in eleventh place.
Not every individual possesses the qualities of determination and responsibility.
They are rather a consequence of character traits and temperament, which can be
developed in the process of police work.

The respondents ranked the factor of diverse and interesting work in twelfth
place.

The authority and competence of managers as a factor - motivator for the
performance of duties in the Ministry of Internal Affairs are placed in the last,
thirteenth position. Although it has its role, this factor is not decisive. The
managerial employee in the administration plans, organizes and controls the
implementation of tasks. It is permissible not to be the best expert when personal
skills for effective communication with subordinates, organizing the
implementation of tasks and creating a team prevail.

The data collected from the empirical study formulate the following
conclusions:

1. Health problems have a significant impact on the motives for exercising the
police profession.

2. The attitude of the manager towards his subordinates has a definite impact
on the motivation, level of satisfaction and the daily professional performance of
the employee.

3. The work environment as a specific social factor reflects noticeably on the
employee's motivation and, above all, on the level of satisfaction, especially against
the background of negative public attitudes and dissatisfaction with the level of
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detection of crimes. However, these factors do not have a decisive influence on the
choice and exercise of the police profession.

4. The lack of fairness in evaluation and professional growth, as well as
inadequate pay, are decisive for the degree of dissatisfaction of the employees of
the Ministry of Internal Affairs. The management team must treat these factors with
extreme understanding and direct its efforts to taking measures for their
improvement and updating.

3.2. Model for improving the motivation and training processes of
employees in the Ministry of Internal Affairs as a way to prevent corrupt
behavior

Based on the analysis and summary of the results obtained through the
questionnaire survey, recommendations can be formulated for improving the
motivation and training processes as an element of human resources management.

e Measures to improve the working environment:

- Analysis of the existing staffing schedule and the need to modernize and
restructure the department as a whole, so that it can function in the public interest;
elimination of existing, but no longer specific activities, design of new positions,
consistent with the requirements of modern public needs and the need for adequate
functioning of the Ministry;

- Targeted impact to improve motivation for work;

- Adequate and up-to-date on-the-job training, meeting the real needs for
knowledge;

- Elimination of formal training and formal performance of official duties.

e Measures to improve leadership and management in the work
environment

- Increasing the authority and professional competence of managers by
conducting training not only profiled by field of activity, but also by including
modules on general administrative management activities.

- Improving the public image of the Ministry of Internal Affairs by increasing
people's trust and accountability to civil society.

- Active media coverage of positive aspects of police activity and remodeling
the perception of a "force structure”.

- Rebranding the Ministry of Internal Affairs - from an agency recognized as
a repressive body, into an administration that provides specific socially useful and
socially necessary activities;

- Increasing workplace security through continuous improvement of the
material and technical conditions for the functioning of the Ministry of Internal
Affairs;

- Interest of the manager in the daily activities of his subordinate employees.

e Measures to reduce the tendency to participate in corruption schemes.
Reducing the corruption potential of the environment. Preventing corruption.

- Fair appraisal. Everyone expects their work to be noticed and appreciated.
Subjectivity in the appraisal of employees generates dissatisfaction. It is precisely
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this that can be used to provoke a violation of official duties in order to "restore"
justice.

- Higher level of education. Gradual refinement and transformation of more
and more positions intended for employees with secondary education into those for
employees with higher education. The many positions for employees with
secondary education are designed under other socio-economic conditions. The
regulatory framework is already complicated, the requirements for assuming
responsibility and performing official tasks are high. Lexical literacy and
knowledge exceeding those assumed by secondary education are required,;

- Conducting periodic training to explain the essence of the concepts of
bribery and corruption, the forms of corrupt behavior and the essence of the words
gift, benefit, violation, crime, "active" and "passive" bribery; when a gift or loan
can be corruption, what is a corruption scheme;

- Systematic sanctioning of violations and a sense of disciplinary reciprocity;

- Good attitude towards the employee by society.

The relationship between the manager and employee should be perceived in a
modern context. One of the most effective way to measure and increase employee
engagement is through feedback and communication. When employees feel valued
and heard by management, the likelihood of them being motivated and engaged
with organizational goals increases. And this, in turn, reduces the risk of possible
corruption.

3.3. Sample questionnaire for feedback on the need for external
motivation and training in relation to corruption prevention in the Ministry
of Internal Affairs.

Human resources management and development is an element of the strategic
vision of each administration. For its proper and competent functioning, it is
appropriate to periodically measure separate quality parameters, grouped into three
specific areas, namely - training, motivation, corruption risk:

SAMPLE FEEDBACK SURVEY

Respondent details (three names)...........c.ooiiiiiiiiiii e
POSTEION. ...ttt e
Job (structural Unit).........c.ooiiiii e

1. Need for training on specific topics during the upcoming school

e /[mprovement of personal and collective competence

e Knowledge of the job description and duties

e Knowledge of the regulatory acts and amendments that have occurred

eCases from practice that require discussion and making a management
decision to resolve them
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2. Need for a change in the requirements for performing the position:

3. Assessment of communication efficiency in the

7. Possible  corruption threats or  weaknesses facing the
LS 10 0 RO PP PRSP

Of course, such a study and communication with employees need to be
written down in rules that allow their uniform application in all structures of the
Ministry of Internal Affairs. Moreover, the feedback methodology can be
compared with the methodology for studying satisfaction with administrative
services or other methods of feedback with citizens and businesses. This would
allow obtaining and analyzing data that could serve as a starting point for
improving the effectiveness and efficiency of the Ministry of Internal Affairs.

3.4.Proposal for a model for motivation and training of human resources
as a prerequisite for corruption prevention in the Ministry of Internal Affairs.

The model for motivation and training of human resources as a prerequisite
for corruption prevention in the Ministry of Internal Affairs has been developed on
the basis of established principles and practical conclusions that emphasize the
importance of an integrated approach to the selection, training, motivation and
control of employees. The main arguments that justify the choice of this model are:

* need for strategic prevention of corruption through quality human
resources;

* building a sustainable ethical culture of the organization;

* improving motivation as a tool for corruption prevention;

» comprehensive control and feedback of the training process;

* synergy and an integrated approach of the individual elements.

Corruption undermines public trust, hinders the implementation of the law
and creates prerequisites for criminal activity. Effective prevention of corruption
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requires a long-term strategy based on selection, training, motivation and control
of employees. The proposed model is structured in five main stages that
complement each other, ensuring effective prevention and sustainable anti-
corruption behavior among the employees of the Ministry of Internal Affairs.

Ethical culture and organizational values are key to creating an environment
in which corrupt practices do not find a foothold. Strict adherence to ethical rules
and the introduction of transparent procedures for employee promotion create an
atmosphere of trust and responsibility. Emphasizing ethical standards and actively
promoting integrity increases employee awareness and commitment, reducing the
tendency to engage in corrupt actions.

Motivation is a central counterpoint to corruption prevention, because
satisfied, recognized and professionally developing employees are less susceptible
to external pressure. The inclusion of a special module on motivation and ethical
leadership addresses the internal and external factors that influence employee
behavior. This includes studying motivational theories, stress management
techniques and developing leadership skills.

The current "Model for Motivation and Training of Human Resources as a
Prerequisite for Corruption Prevention in the Ministry of Internal Affairs " includes
the following stages:

3.4.1. Recruitment Selection

Recruitment selection is the initial step that ensures the availability of
employees with high moral and professional potential. Through strict criteria and
psychological profiling, the foundation for an ethical work environment is built.
The selection of employees with high morale and strong ethical resilience reduces
the likelihood of corrupt practices in the future.

Recruitment selection involves attracting suitable candidates for a specific
position, assessing their qualities in terms of the requirements for the position and
the organization as a whole. The selection process is critical for preventing
corruption, as the profile of future employees is determined at this stage. The main
aspects of this stage include:

* clear selection criteria — not only professional competencies, but also
ethical and moral qualities;

* psychological profiling and filtration through loyalty checks — assessing the
candidate’s resistance to corruption pressure through personality tests;

* assessment of attitudes towards corruption — conducting interviews with
hypothetical corruption situations to analyze the reactions of candidates;

« feedback from previous employers — analysis of the professional past to
identify risk factors.

3.4.2. Introductory and periodic training

Personnel training is a systematic process of enriching the knowledge, skills
and attitudes of employees in order to improve their work performance in their
positions, structural unit and organization. Training is not just a transfer of
knowledge, but a process of forming skills and attitudes that allow employees to
recognize and deal with corruption situations. Training plays a central role in
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building informed, motivated and ethically sustainable employees. It creates
competent personnel with a clear understanding of the consequences of corruption
and methods of counteraction. In relation to the objectives of this model, the
training can be divided into:

* introductory training, which may include: familiarization with the
regulatory framework for combating corruption, real cases and simulations of
corruption situations, basic ethical principles in the work of Ministry of Internal
Affairs employees, discussions on moral dilemmas and consequences of corrupt
actions.

» periodic (upgrading) training, which may include: mandatory courses to
update knowledge of anti-corruption legislation, training in techniques for
recognizing corruption in the work environment, use of innovative methods such
as role-playing games and virtual simulations, exchange of experience with anti-
corruption services from other countries.

The following training methods can also be used in daily professional
activities:

* training courses;

* lectures;

* seminars;

* discussions;

* webinars;

* self-study;

» workshops;

* mentoring, coaching;

* rotation of work tasks or positions;

* enrichment and expansion of positions;

* participation in temporary working groups;

* participation in organizational projects;

* participation in conferences and forums;

* participation in professional organizations, networks and platforms.

3.4.3. Ethical culture and organizational values

A strong organizational culture creates an environment in which corrupt
actions are difficult to tolerate. Ethics in the organization should be the basis of the
daily activities of employees. This can be achieved through:

» compliance with the current ethical rules - detailed principles of conduct,
sanctions and mechanisms for protecting employees who report corrupt practices;

* an explanatory campaign for ethical behavior - distribution of materials,
organization of debates and discussions to raise awareness;

* transparency in management - clearly written and accessible rules for career
development, promotions and bonuses.

3.4.4. Motivation and integrity incentive system

One of the main causes of corruption is the lack of adequate motivation
among employees. The motivation system reduces the incentives for corrupt
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behavior by providing security and recognition for integrity. An effective incentive
system should include:

« fair remuneration - competitive pay, commensurate with the risks and
responsibilities of the position;

« career development program — clear criteria for professional growth that do
not depend on subjective factors;

» financial and non-financial incentives;

* public recognition and rewarding of employees with high moral standards.

3.4.5. Control and feedback mechanisms

Control ensures the effectiveness of all other elements in the model,
providing mechanisms for identifying and eliminating corruption risks. Control and
monitoring are key to preventing corruption. The main measures include:

» signal channels — providing trusted platforms for reporting corruption cases
with guaranteed anonymity;

» regular analysis of corruption risks — assessing critical areas in the system
and developing preventive measures;

» control and external audit programs — cooperation with non-governmental
organizations and international institutions for independent checks;

Control and feedback mechanisms are essential for monitoring the
implementation of acquired knowledge and for early identification of potential
risks.

The proposed model for motivation and training of human resources in the
Ministry of Internal Affairs is a comprehensive approach that integrates selection,
training, organizational culture, motivation and control. The interrelationship
between these elements creates a sustainable system for preventing corruption and
building professionally and morally sustainable employees.

The interaction between the individual stages of the model (selection,
training, ethical culture, motivation and control) ensures that each component
enhances the effect of the others. This creates a synergistic effect, in which the
overall system for preventing corruption becomes more sustainable and effective
than if each stage were considered separately. Through a systematic approach that
combines quality selection, in-depth training, promotion of an ethical culture,
strong motivation and effective control mechanisms, the model provides a reliable
prerequisite for preventing corruption practices in the Ministry of Internal Affairs.
This not only increases the quality of the working environment, but also restores
public trust in the institution, creating a more transparent, accountable and
sustainable management model.

3.4.6. Training Program for Motivation and Training of Human
Resources as a Prerequisite for Corruption Prevention in the Ministry of
Internal Affairs.

eProgram Justification

The Program for Motivation and Training of Human Resources as a
Prerequisite for Corruption Prevention in the Ministry of Internal Affairs was
developed based on the need to build a sustainable, ethical and professional
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working environment within the security institutions. By integrating theoretical
knowledge, practical skills and effective assessment mechanisms, the program
ensures a sustainable and transparent working environment that will increase the
effectiveness and reputation of the institution.

The program aims at systematic training and motivation that will ensure
better readiness of employees to identify, prevent and respond to corruption.
Through training in ethics and anti-corruption principles, the foundation is laid for
building a working environment in which corrupt practices are considered
unacceptable and are not tolerated.

The program includes modules that provide an in-depth understanding of the
legal framework, ethical principles and motivational models, as well as practical
exercises that simulate real situations. This ensures that knowledge does not remain
just theory, but is transformed into skills that can be applied in everyday work. The
modules on the psychology of motivation, ethical leadership and stress
management are based on recognized theories that have proven their effectiveness
in improving work motivation and resilience to pressure. The inclusion of a special
module on motivation and ethical leadership emphasizes the importance of internal
and external motivation in achieving high ethical standards. Employees are trained
not only to recognize corruption schemes, but also to maintain their own
motivation, develop leadership skills and resist external pressure.

The program is structured in such a way that each module complements the
others. Theoretical knowledge is reinforced by practical exercises, and assessment
mechanisms provide feedback that allows for continuous improvement of both
individual participants and the entire system.

The assessment system includes theoretical tests, practical simulations and
behavioral assessments, etc., which allows for a comprehensive review of the
knowledge and skills of the trainees. This provides an opportunity for individual
and collective improvement. The final certification and opportunities for additional
training ensure that employees who demonstrate high levels of commitment and
competence are sufficiently well-prepared to deal with a critical situation of
corruption impact.

¢ Introduction

This curriculum is aimed at building professionally prepared, motivated and
ethically resilient employees to counteract corruption. It combines theoretical and
practical classes, covering key aspects such as legislation, psychology, anti-
corruption strategies and motivation. This curriculum is aimed at long-term
building of professional, motivated and ethically resilient personnel in the Ministry
of Internal Affairs. Through a combination of theoretical training, practical classes
and knowledge assessment, the program ensures effective prevention of corruption
and promotion of integrity in the law enforcement system.

0 Program structure

The program is divided into 6 main modules.

Module 1: Introduction to ethics and anti-corruption

72



Objective: Familiarization with the importance of ethical norms and
principles of good governance in public administration.

Main topics:

* Basic ethical principles in state administration and law enforcement.

* Impact of corruption on society, institutions and the economy.

* International standards and good practices in corruption prevention.

* Consideration of real cases of corruption and their consequences.

Teaching methods: lectures with examples from real practice, group
discussions on moral dilemmas, video analysis of cases

Module 2: Legal framework and institutional mechanisms for preventing
corruption

Objective: Ensuring a detailed understanding of the legislation and
mechanisms for combating corruption.

Main topics:

* Bulgarian legislation in the field of anti-corruption: Anti-Corruption Act
and Law on Confiscation of lIllegally Acquired Property, Criminal Code -
corruption crimes.

* Role of institutions: prosecutor's office, specialized police and investigative
bodies.

 International anti-corruption instruments (UN Convention against
Corruption, OECD and EU recommendations).

* Asset declaration and conflict of interest — accountability mechanisms.

Training methods: lectures with experts in anti-corruption law, practical
cases and analysis of case law, debates and role-playing games

Module 3: Practical Anti-Corruption Strategies

Obijective: Development of practical skills for recognizing and responding to
corruption situations.

Main topics:

* Methods for investigating corruption crimes.

» Recognizing corruption schemes and reporting them to the competent
authorities.

* Interaction with civil society and the media in the fight against corruption.

* Role-playing games for working out situations, including: bribery offers
and the correct response, blackmail and conflict of interest, reporting irregularities
and protecting whistleblowers.

Teaching methods: lectures, simulations of corruption situations with
behavioral analysis, group projects on developing anti-corruption strategies,
presentations of good practices from other countries.

Module 4: Psychology of Corruption and Personal Factors

Objective: Understanding the personal and social factors that lead to corrupt
behavior.

Main topics:

* Psychological profile of corrupt perpetrators.

* Influence of social pressure and corporate culture on moral choices.
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* Factors influencing individual motivation for integrity.

* Recognizing signs of potential corruption among colleagues and
subordinates.

Teaching methods: lectures, psychological tests and analysis of personal
attitudes, group work - discussion of real cases, role-playing games for making
moral decisions under pressure.

Module 5: Control and accountability in the Ministry of Internal Affairs

Objective: Introduction to the mechanisms of internal control and
responsibility in the institution.

Main topics:

* Role and functions of internal control and the inspectorate in the Ministry
of Internal Affairs.

e Internal and external control mechanisms - inspections, audits,
investigations.

* Importance of staff rotation and prevention of corruption schemes.

* Creating a culture of transparency and accountability.

Teaching methods: analysis of anti-corruption strategies in state
administration, study of real cases of effective control, practical tasks for
developing accountability mechanisms.

Module 6: Motivation and Ethical Leadership

Objective: Development of internal motivation, resistance to corruption
pressure and building effective leadership qualities.

Main topics:

* Psychology of motivation and basic motivational theories

* Motivation for integrity in the work environment

* Stress, pressure and resilience in the professional environment

* Leadership and motivation in the Ministry of Internal Affairs Practical
exercises:

* Role-playing games for decision-making under pressure.

* Analysis of motivational models and strategies for increasing motivation.

* Group discussions on real cases from the practice of the Ministry of Internal
Affairs.

Teaching methods: lectures with interactive discussions, psychological tests
for personal motivation, simulated cases and role-playing games.

¢ Student Assessment and Final Certification

Student assessment is a critical part of the curriculum that ensures the
effectiveness of training and measures the level of acquired knowledge and skills.
The assessment is multi-component and includes theoretical, practical and
behavioral aspects. This assessment model ensures not only a measurement of
knowledge, but also an assessment of the real readiness to apply the principles of
ethics and motivation in the work of employees in the Ministry of Internal Affairs.

Theoretical assessment measures the students’ understanding of the legal
framework, ethical norms and anti-corruption strategies. It can be carried out
through written tests that are conducted after each main module and include
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multiple-choice questions, case studies and open-ended questions. The assessment
includes the logic of arguments, knowledge of legislation and ethical standards.

Practical assessment is aimed at the applicability of knowledge in real
situations and the behavioral reactions of employees under corruption pressure. It
can be implemented through role-playing games and simulations, in which
participants are placed in realistic scenarios, for example: receiving a bribe offer,
uncovering a corruption scheme, solving an ethical dilemma in the work
environment. Their reactions, communication style, application of legal norms and
argumentation skills are assessed. Role-playing games can be supplemented by
Group Project Work, in which each team develops an anti-corruption strategy for
a specific structure of the Ministry of Internal Affairs. Innovation, applicability and
strategic thinking are assessed.

Behavioral assessment is the third element of the assessment of trainees
under the program. The assessment of the personal and professional attitudes of the
trainees is key to measuring their motivation and readiness to apply what they have
learned. Behavioral assessment is carried out through psychological tests for
personal motivation, for example: applying a test for intrinsic and extrinsic
motivation. Factors such as commitment, resistance to pressure and risk-taking are
analyzed.

Trainees who successfully complete all components receive a certificate of
completion of anti-corruption and ethical behavior training in the Ministry of
Internal Affairs. The certificate may be a requirement for occupying specialized
positions associated with an increased corruption risk. Those who do not meet the
requirements undergo additional individual training and repeat the assessment.

Through a systematic approach that combines quality selection, in-depth
training, promotion of an ethical culture, strong motivation and effective control
mechanisms, the model provides a reliable prerequisite for the prevention of
corrupt practices in the Ministry of Internal Affairs. This not only increases the
quality of the working environment, but also restores public trust in the institution,
creating a more transparent, accountable and sustainable management model.

The following conclusions were drawn from the Third Chapter:

1. The analysis of motivational factors confirms that high motivation and
quality training are key elements for increasing professionalism and moral
standards among employees in the Ministry of Internal Affairs. Insufficient
motivation, lack of sufficient incentives and lack of adequate training programs can
lead to reduced productivity, low initiative and in some cases - a tendency to
unethical practices.

2. In order to guarantee sustainable development of human resources in the
Ministry of Internal Affairs, it is necessary to implement an integrated approach in
which motivation and training go hand in hand. The introduction of innovative
management practices, the active participation of employees in the development of
training programs and constant feedback with management will contribute to better
efficiency and ethics in the system. Good practices in human resource management,
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including motivation and training, in public sector organizations provide an
opportunity for a unique impact and control over the risk of allowing undesirable
official behavior such as corruption.

3. In this regard, this dissertation proposes measures to improve the
motivation and training processes of employees in the Ministry of Internal Affairs
as a way to prevent corrupt behavior, including measures to improve the working
environment; measures to improve leadership and management in the working
environment; measures to reduce the tendency to participate in corruption schemes,
reduce the corruption potential of the environment and prevent corruption. The
implementation of these measures will contribute to increasing professional
training, reducing corruption risks and creating a more effective and ethical
working environment in the Ministry of Internal Affairs system.

4. Based on the analysis, a model is proposed for improving motivational
mechanisms and training in the Ministry of Internal Affairs, which includes:

* strengthening the role of training related to ethical norms and corruption
prevention, in order to build long-term sustainable professional values among
employees;

* developing more modern and interactive training methods, including online
platforms, simulations and practically oriented trainings;

* strengthening communication between management and employees, so that
motivational policies reflect the real needs and expectations of the staff;

* strengthening control over the implementation of anti-corruption measures
through internal mechanisms for monitoring and feedback from employees, etc.

5. Periodically identifying the strengths and weaknesses of the system
through feedback allows for the individualization of possible threats to the
management methodology and human resources in the organization, on the basis
of which management processes can be rationalized to improve its effectiveness.
Feedback in communication with employees is the adequate basis for the
development of competency models for positions, and this is a key factor for the
professional development of the potential of human resources in any organization.

I11. GENERAL CONCLUSIONS OF THE DISSERTATION

This study examines the motivation and training of employees in the
Ministry of Internal Affairs as key factors for increasing professional efficiency
and reducing corruption risks. The analysis covered three main areas — theoretical
statements regarding motivation and training, empirical research of existing
problems and proposals for improving these processes in the context of corruption
prevention.

The research conducted, the analyses performed and the judgments made in
this dissertation give reason to draw the following generally significant
conclusions:

1. Motivation is the main driver of professional development. A high level
of motivation among employees in the MI is a prerequisite for the effective
performance of official duties and maintaining high professional standards.
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Insufficient motivation can lead to reduced efficiency and an increased tendency to
corrupt practices.

2. Analyzing the motivational profile of employees in the Ministry of
Internal Affairs and their training needs, as well as studying personal satisfaction
and expectations through a study of feedback with them, provide an opportunity to
derive functional dependencies that provide a real idea of both the current state of
the motivation and training management processes and the possible future impacts
aimed at reducing the risk of potential corruption and addictions.

3. Human resources occupy a key position among the resources of the
Ministry of Internal Affairs, with employee training being a leading factor in
increasing their professional competence and performance in daily activities. High-
quality and regular training of employees is not only a means of increasing their
knowledge and skills, but also an important tool for forming an organizational
culture based on transparency and integrity.

The realized and appreciated sense of the public necessity of the profession,
of personal competence and responsibility of employees are factors that have a
preventive effect on the commission of official misconduct and corruption.

4. There is a relationship between motivation, training and corruption
prevention. Employees who are motivated and undergo effective training programs
are less susceptible to corrupt practices.

5. A strategic approach is needed to improve motivation and training. Based
on the analyses conducted, a model for improving motivational mechanisms and
training processes in the Ministry of Internal Affairs has been proposed.

Human resources management in the Ministry of Internal Affairs is
inevitably related to the need to find the right mechanisms to counteract any
violations of the official activities of police officers, including those that contain
signs of corruption. These processes can also be interpreted as an element of
national security management, insofar as they are a guarantee for increasing public
trust in the employees of the Ministry of Internal Affairs by ensuring adequate and
timely protection by them of citizens and society from crimes, guaranteeing public
order and timely interception of any encroachments on the person and property of
each person.

IVV. CONCLUSION

During the study, the research thesis and research hypothesis were proven
as:

1. Employee motivation was shown to be a prerequisite for reducing
corruption. When employees feel motivated and satisfied with their work, their
commitment to the institution's mission and ethical standards is higher. Increased
motivation leads to better compliance with ethical norms, as employees feel part of
a larger goal and are more inclined to follow legal requirements and internal rules.

2. Training was proven to be an important tool for preventing corruption.
When employees are trained in recognizing corrupt practices and encouraged to
report irregularities, they are active participants in preventing corruption,
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demonstrate a higher willingness to oppose corruption attempts and comply with
established internal rules and procedures.

3. The research thesis and hypothesis related to motivation and training as
prerequisites for preventing corruption in the Ministry of Internal Affairs are
confirmed by evidence from theory and practice. Increased motivation and high-
quality training of employees in the Ministry of Internal Affairs lead to increased
professionalism and professional suitability and, as a result, to a reduction in
corruption risks. Through systematic and targeted efforts in these two aspects, the
Ministry of Internal Affairs can significantly reduce corruption and increase trust
among society.

4. Based on the presented theoretical statements and the methodological
research carried out on the subject of study - police officers in the Ministry of
Internal Affairs from the "Security Police", operating in the field of activity "road
control™ - the analytical work carried out and the conclusions drawn, it could be
argued that the main goal set at the beginning of the work on this dissertation has
been achieved to a significant extent. The set research tasks have been solved, with
the first and second research tasks being solved in the first chapter, the third
research task being solved in the second chapter, and the fourth research task being
solved in the third chapter of the dissertation.

Based on the analysis in this study, it can be concluded that the sustainable
development of human resources in the Ministry of Internal Affairs requires a
strategic approach to motivation and training. The introduction of effective
motivational mechanisms and modernized training programs will contribute not
only to improving the working environment and the efficiency of employees, but
also to limiting corruption risks in the institution. Corruption prevention should not
be a one-time initiative, but a constant and integrated process that includes
professional development, enhanced control and building a culture of integrity and
transparency.

V. CONTRIBUTIONS OF THE DISSERTATION

1. Scientific contributions

1.1. The theory of motivation and human resources management has been
enriched, highlighting the role and importance of motivation and training of
employees in the Ministry of Internal Affairs, specifically with a view to preventing
corruption.

1.2. New knowledge has been generated that allows for increasing the
opportunities for motivation and professional training of employees in the Ministry
of Internal Affairs in order to reduce corruption practices through a study conducted
in six regional directorates of the Ministry of Internal Affairs.

1.3. The needs for motivation and training and their relationship with
reducing corrupt behavior among employees of the Ministry of Internal Affairs
have been analyzed and systematized.
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2. Scientific and applied contributions

1. A universal methodology has been developed for determining the level of
motivation and professional training among employees of the "Security Police",
whose duties are related to activities related to road control and possible corruption
risk. The same could be used to determine these values for other groups of
employees in the public sector.

2. A motivational profile of employees with police powers in six regional
directorates of the Ministry of Internal Affairs has been prepared, including a
visualisation of the socio-demographic profile, a ranking of the motivational
factors, and the level of training. Measures have been proposed to improve the
processes of managerial impact through motivation and training of employees and
the formation of an anti-corruption culture.

3. A training model has been proposed to improve the motivation and
training of employees in the Ministry of Internal Affairs in order to prevent
demotivation and possible corrupt behaviour.
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