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JucepTallMOHHUAT Tpya € 00ChlieH Ha 3acenanue Ha OOwo chOpaHue Ha
Nucturyt ,,HayuHouscnenoBaTencka U MHOBallMOHHA JeiHOCT Ha HBY ,,Bacun
JleBcku —rp. Benmuko TepHOBO M € 000pEH 3a 3amUTa Ipel HAYYHOTO KypH B
obOnacT Ha BuciieTo obpazoBanue 3.,,ColuanH, CTOMAHCKA M IMPABHU HAYKU™,
npodecrnoHanHo HampaiaeHue 3.7. ,,AIMUHUCTpaAllUs U yIpaBlieHUE U HAay4Ha
cneruandoct ,,Opranu3anusi W yIhpaBieHUE W3BBH cepara Ha MaTEpUATHOTO
IIPOM3BOJICTBO (CUTYPHOCT U OTOpaHa).

JlucepTaMOHHUAT TPYA CE€ CbCTOM OT YBOJ, W3JI0KEHHWE B TPHU TJIABH,
3aKJII0YEHUE, CHOUCHhK Ha UW3MoJ3BaHaTa Jjurepatrypa (158 3armaBus) u
npuioxkenus. Mznoxenuero ot 357 cTpaHWIM, ChAbpPKA OCHOBHHS TEKCT Ha
aBTOpa, MpeAcTaBeH B o0eM OT 243 crpaHuuu, jJurepatrypa — 13 cTpaHuuu u
npwiokeHus ot 101 crpanurm. OCHOBHUAT TeKCT chabpka 291 ¢urypu u 15
TaOJUIIN.

3ammTaTa Ha aucepTrauroHHMsS Tpyn e ce nposene B MHUN]] na HBY
,,Bacui JIeBckn”, 3ana .....

Marepuanure ca Ha pa3NoJNOKEHUWE Ha kemaemure B HMHCTUTYT
,HaydHou3clieoBaTeacka M MHOBAIIMOHHA JeiHOCT Ha HanuoHaiHUsS BOEHEH

YHUBEPCUTET ,,Bacun JleBckn®.

Astop: XKens Po6ena.
Tema: Bb3MoKHOCTH 3a TOBHINaBaHe €(PEKTUBHOCTTA HA MOTHBAI[MOHHUTE

TCXHHUKH Ha YIIPABJICHUC HAa YOBCIIKHUTC PCCYPCH B CbBPCMCHHUTC OpraHu3aluu.

PeniensenTn:
1.
2.



I. OBIIIA XAPAKTEPUCTHUKA HA TMCEPTAIIMOHHUSA TPY 1
1. AkTyaaHocT Ha npodJiema

[IpucwenuusBanero Ha boarapus kpM EC pasimpu kpbrozopa u JonpuHECE
3a Pa3BUTHETO HA OBIATAPCKOTO OOLIECTBO U UKOHOMHKKA. ToBa A0 rojsiMa cTeneH
IOBJIM W HA Pa3BUTHETO HA YOBEUIKUTE pECYypCM — OCHOBHA 4YacT OT
YIPaBJIECHUETO HA CbBPEMEHHUTE OpraHn3alny. YOBEIIKUTE PECYPCH Ca MPU3HATU
KaTo Hal-1IEHHUTE pecypcu Ha OpraHu3alusATa, rapaHTUpanu
KOHKYPEHTOCIIOCOOHOCT U TpocmeputeT. Jlopu B mepuoan Ha KpH3a YOBEIIKUTE
pECypcU ChC CBOMTE KOMIIETEHIIMM MOTaT Ja MOJIMOMOTHAT Ou3Heca B ThPCEHETO
Ha HOBM CTPATETHH 32 PA3BUTHE HA OPTaHU3ALUNTE.

VYIIpaBJIICHUETO HAa YOBEIIKUTE PECYypCH, KaTO 4acT OT MEHHUI)KMBbHTA Ha
OpraHM3aIMATa, TI0 €IUH U3KIIOYUTEIHO €()EKTUBEH U MO0JIe3€H HaUlMH 00eUHIBA
YOBEILIKUTE PECYPCH C OCTAHAINUTE PECYPCH HA OPraHU3alMsATa3a MOCTUTAHE Ha
HEHUHUTE Lenu. Te3n Lenyu ca CUIHO 3aBUCMMH OT XOpara, OT TEXHWUTE 3HAHMA,
YMEHHS, KaUeCTBa, U IIOBEICHUE.

JleiHOCTHTE 1O YyHOpaBJIEHWE HA YOBEUIKUTE PECypCH ca  KakTo
CTpaTernyecky, Taka M ONepaTUBHU — OOXBalaT JEWHOCTTa IO YIpaBJICHHUE Ha
IepCcoHaa.

VYIIpaBJIIeHMETO Ha IEPCOHANA, KaTO ITBPBOM3TOYHUK HA YNPABICHUETO Ha
YOBEILIKUTE PECYpPCH, € CBBP3aHO C PbKOBOACTBOTO Ha XOpara, KOUTO paboTAT B
OpraHU3aLUATA.

MHOIrOKOMIIOHEHTHOCTTa Ha YIPAaBICHUETO HAa YOBELIKUTE PECYpPCH U
HaBJIM3aHETO Ha WHQPOPMALMOHHUTE TEXHOJOTWH, BBBEKIAHETO HAa HOBU
MOTHBALIMOHHU TEXHUKH, OOYCIIaBsIT HEroBaTa cTpaTeruyecka poJii U e(eKTUBEH
MEHU)KMBHT, OCHOBAaH Ha J0OpUTE MEHUKBPCKU MPAKTHKH, KOETO MPOBOKHpA
HAallUTE€ HAay4YHU WU3JCICIBAHUSA KbM pALMOHAIM3UPAHE HaA YIPaBJICHCKUTE
pellleHrss B Ta3W HACOKa, ChoOpa3HO AMHAMUYHATa M KOHKYpPEHTHaTa cpela Ha

naszapa Ha YOBEUIKUTE PECYpPCH.



Or TyK mpoonemamuxkama no memama € TIPEAU3BUKAaHA  OT
IPOTUBOPEUUETO MEXTY TEOPETUYHOTO OCMUCIISIHE HA HAYUYHUTE (PakTu U 100puTe
MPAKTUKU OT €Ha CTpaHa M OT JIpyra - HAIMYUETO Ha KOH(JIMKTU U 3aTPyAHCHHUS,
IIPOSBEHU B IIPAKTUKATA HA YIIPABICHUETO HA YOBEIIKUTE PECYPCH, B YACTHOCT Ha
MOBUINIABAHETO Ha HeroBaTa €(EKTUBHOCT 4Ype3 MPUIOKHUMOCTTa Ha €(PEKTUBHU
MOTHBAllMOHHU TEXHUKH.

B Hay4HOTO mO3HaHMKE Makap Jia ca MO3HATH HE €/1Ha U JIBE€ pa3pabOTKHU 110
YIIPABJICHUETO HA YOBEUIKUTE PECYPCU HA PEAULA U3THKHATU CIELUAIVCTH B Ta3u
o0jact, 3acaraT OIpeNeJeHH HETOBM CTpaHU. B nHemHata nuHaMH4YHA cpena,
OPUJIOKUMOCTTa Ha HH(MOPMALIMOHHUTE TEXHOJOIMH M HAaBIM3aHETO Ha
M3KYCTBEHUS MHTENEKT M B Ta3M MEHWIKbpPCKAa 00JacT, MOBEYE OT BCAKOra
oOyciaBgd  HEOOXOIMMOCTTa  OT  KOMIUIEKCHM  HAyYHOMETOJAWYECKH U
HAay4YHONIPAKTUYECKM W3CJIECABAHAS M AaHaJuM3M IO TeMara B KOHTEKCTa Ha
CbBPEMEHHUTE MOTHMBALMOHHM TEXHUKUM B OIPEACICHU OpraHU3alMOHHU
CTPYKTypu cbc crenu¢uyHa aeitHoct. ToBa mpaBu TemMaTa Ha JUCEPTALMOHEH
TPyZ HE CaMO aKTyajlHa, HO M HajekKala B OTTOBOP Ha 3alb/IBAHE HA
CBLIECTBYBAILATA [IPA3HOTA B HAYYHOTO IMO3HAHHUE.

HeszaBucumMo KbM KON OTpachi NPUHAMICKHA JEMHOCTTA HA OpraHU3alusiTa,
CJIOKHOCTTA U TEXHOJIOTHUSTA HA MpEJIaraHus MpoayKT WU yciyra, (uHaHCOBaTa
MOILl, pa3Mepa U BCSAKAKBU APYTU BHHIIHU M BHTPEIIHU (PAKTOPH M CHELUPUKH,
MOTHBAlMATa HAa YOBELIKUTE PECYPCH B CHBPEMEHHHUTE OPTraHU3ALMM BUHATU
3aeMa II'bPBOCTENEHHA U KIII0UOBA POJI 32 KM3HECHIOCOOHOCTTa U YCTOWYMBOTO
pa3BUTHE Ha BCAKa €HA OpraHu3alus U 3a €(pEeKTUBHOCTTAa Ha LSAJOCTHATa U
CHCTEMA 3a YIPABJIEHUE, KOETO ONPEIEIsl aKTyaTHOCTTa Ha n30paHara Tema.

VYIIpaBIeHUETO HA YOBEIIKUTE PECYpPCH HMMa 3HAYMMOCT HE C€aMmMo 3a
pPa3BUTHETO HA OpraHu3aluaTa, a M 3a Islata WMKOHOMHMKA. HuBOoTO Ha
OpraHM3alMOHHATA KyJTypa OIpelens ChCTOSHUETO Ha Ia3apa Ha Tpy[la,
Pa3BUTHETO HA YOBELIKUTE PECYPCH HA HHUBO AbPKaBa, HA HUBO MHTETPALMOHHA

OOIIIHOCT | B rJjio0ayieH mairao.



B nunamuuHO pa3BHBalLiaTa ce Cpela U BPEME, B KOETO TEXHOJOTMHUTE U
KOMYHUKAIIUMTE ca JIECHO JOCTBIIHM 3a BCHUYKH, YMEJOTO YIIpaBJICHHUE Ha
YOBEIIKUTE PECYPCU € IPEIUMCTBO 32 KOHKYPEHTHOCTTA Ha Oopranu3auusara. Tosa
Hail-Beue O3HayaBa Ch3JaBaHE HA MOJXOASIAa MOTHBALUS U HAa OPraHU3aL[MIOHEH
KJIMMAT, Tpearoarany J10Bepue, CIoAeNsIHE Ha 3HAHUS U YIPABICHCKU MPAKTUKU
B CHHXpPOH CBC CTpaTerMyecKHTe ILeJd Ha opraHu3auusTa. [Ipumopurer Ha
MEHWKBPUTE € J1a ThPCAT METOAM, TEXHUKH M CPENCTBA 32 OCUIYpsSBAHE Ha
KBaIM(ULIMpaH, MOTHBUPAH, BUCOKOC(PEKTUBEH U JIOSJICH IEpPCOHAl, 3a Ja ce
OCUTYpH €(PEKTUBHOTO U3I0JI3BAaHE HA YOBEILIKUS PECYPC.

Cucremara 3a ynpasJiieHUE Ha YOBEIIKUTE PECYPCU 3a€HO C YIIPaBICHUETO
Ha TEpCcOHaja Cce CTPEMU KbM IBJIHOTO H3MOJ3BAaHE HAa KaJApPOBUSA IMOTEHIUA,
peaiv3alnys Ha 3HAHUATA, YMEHHUATa U NPO(ECHOHATHUTE BB3MOXKHOCTU Ha
CILYKUTEIUTE, ONITUMAIIHOTO pa3lpeesieHue Ha padoTaTa U CTUMYJIMPAHE CIOPEN
IPUHOCA KbM OPraHHU3alUsTa.

BaxxHOCTTa Ha 4YOBEHIKUTE PECYPCH M BB3MOXKHOCTTA 4Ype3 TAXHOTO
MOTHUBHpaHE na ObAe TMOBUILIEHA KOHKYPEHTOCIIOCOOHOCTTAa Ha JaJieHa
MKOHOMHUKA UJIM OpTraHu3allys OINpeAessT aKTyalTHOCTTa Ha u30paHaTa TemMa.

2. PadoTHa Te3a U XUMoTe3a

PabGoTHarTa Te3a B HacTosILIUS TPYA €, Ye 3a Aa 0b/ie KOHKYPEHTOCIIOCOOHA
JajieHa opraHu3aunus, T TpsAOBa 1a MHBECTHpa IOBEYE B CBOSI HAl-IIEHEH pecypc
— xopata. Ha ToBa ocHOBaHME cuuTame, 4e “Bpb3KaTa MEKJIy MOTHUBALMOHHHTE
(akTopy M UMHUIKA U MPOCTIEPUTETA HA OpraHU3aluATa, € MPOLEC, IPU KOUTO ce
CTUMYJIMpA PEaJU3HPAHETO HA LEIUAT IMOTEHLMAJd HAa YOBEIIKUTE PECypCcH M
CTpeMeXa KbM MOCTUIaHE Ha MOCTABEHUTE LI€JIM U ONTUMAIHU pe3yJITaTu, KaTo ca
3aIIUTEHN MHTEPECUTE U HA OpPraHn3alusaTa, 1 Ha HEWHMSI IEpCOHaN” .

PaGoTrHaTa xumore3a B HACTOSIIMS TUCEPTALMOHEH TPy ce PopMyaHpa OT
OOCTOSITENICTBOTO, Y€ MOTHMBALMSTA B OpPraHU3alUsATa € pe3yiTaTr OT CIIO)KHAaTa
B3aMMOBpPB3Ka M OOpaTHaTa MPOMOPLHOHATHOCT MEXAY MOTHUBATOPUTE U

ACMOTHBATOPHUTCE. B yactHOCT ce mnpeamnoiara, 4€ 3aCHUJIBaHETO HA BJIIMAHHCTO Ha
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JIEMOTHBATOPUTE BOJM JI0 OTclaOBaHe Ha e(deKTa OT MOTUBATOPUTE, U OOpaTHO.
CrnenoBareslHO, HUBOTO Ha MOTHUBAIMS B OpTraHM3alMsITa ce ONpeess oT OanaHca
¥ JMHAMUKATa MEKy TE€3H JIBa KIFOYOBH (paKkTopa.

3. lles1 1 3a1aum HA U3CJIEIBAHETO

Ieara Ha naucepTaliMOHHUS TPYJ € Ja C€ H3CIeABAT MU aHaJIU3UpaT
ChBPEMEHHUTE MOTHUBAIMOHHU TEXHUKH, KaTO CE€ Ch3/1aJI€¢ MOJICT 3a MOBUIIIABAHE
e(EeKTUBHOCTTa Ha MOTHBAllMOHHUTE TEXHHWKHM HAa OCHOBaTa Ha OIICHKaTa Ha
BpBb3KaTa MEXY LIEJIUTE, TOCTUTHATUTE PE3YJATATU U MOTHUBAIUATA HA TIEPCOHAIA.

3a mOCTMraHe Ha Taka IOCTaBeHaTa IIeJl C€ KOHKPETU3UpAT CIICIHUTE
HAay4YHOU3CJIEOBATEIICKH 3aAa4M:

v Jla ce Wu3CIe/Ba W CHUCTEMaTh3upa TeopusaTa W METOAOJIOTHATAa Ha
yIpaBJIEHUETO Ha YOBCIIKUTE PECYpCH BBB BCsKa (YHKIMOHAIHA 00JacT M Ha
CBITHOCTTA HAa MOTHUBAIMATA W HEWHATAa POJisi U 3HAYCHHE B MEHUHKMBHTA Ha
ChBpEMEHHATA OpraHU3alIls;

v Jla C€ aHaJu3upaT Pa3JIUYHU MOTHUBAIIMOHHU TEOPUM W MPHUIOKUMHUTE
TEXHUKH M TOJIXOJM 3a MOTHUBAIlMS Ha YOBEIIKUTE PECYpCH B ChBpPEMEHHATa
OpraHu3aIus;

v Jla c€ TpeyIoKaT KOHKPETHU CTPATETUUECKU PEIICHUS 3a TTOBUIIIAaBAHETO
Ha e(EeKTUBHOCTTA OT MOTHBAIIMSTA HA MEpPCOHaa B IMOJ3a HA OpraHU3aluaATa U
XopaTa B Hesl.

4. O0eKT M mpeaMeT HA U3CJIeIBAHETO
OO0ekT Ha WH3CIEABAHETO € YOPABICHUETO HAa YOBEIIKUTE PECYpCH B

OpraHu3aIuAITa.
IIpenmer Ha wW3CleABaHUSTAa B HACTOSIIMUS TPYJ Ca BB3MOXKHOCTUTE 3a
e(hEeKTUBHU TEXHUKH 32 MOTHBAITUS HA IIEPCOHAIA.

5. MetoaoJs0rust Ha M3cJjeABaHETO
[Tocturanero Ha 1eNTa W PEMIMMOCTTA HA HAYYHOHU3CIIEIOBATEICKUTE

3ajjlaui € IIOCPCACTBOM IIPUIOKHMMOCTTAa Ha O6H.103H3,III/IMI/ITC 34 HAYYHOTO



MO3HAHWE METOM M MHCTPYMEHTAPUYM, 000COOEHU B JIBE IPYIU: TEOPETUUYHU U
EMITUPUYHH.

3a mocturHe Ha OOEKTHBHOCT Ha MPOYYBAHETO HA 3acerHaTvs MpooJieM H
reHEpUPAHETO HA U3BOJM C HAYYEH U MPAKTUKO-TIPUIIOKEH XapakTep, ce Mmpuiarar
KOMIUIEKCHH METOJIH 3a U3CJIe/IBaHE.

3a ynmoOCTBO TIpH M3IMOI3BAHETO U HATJIEAHOTO WIIIOCTPUPAHE, TIOTYUYCHUTE
KpallHu pesynratu (cxemu, Tpaduku, cTaTUCTHYeckaTta U  TpaduyHarta
WHTEpHIpeTanusi Ha WM3CIEABAaHUATA) Ca IMOCOYCHHW B 3aBBPIICH BHUI, KaTo ca
U3M0JI3BaHu Bb3MOkHOcTUTE HA MS Office.

KoHkpeTHUTE W3ClEeNBaHUS M CTPATETMUECKH pEIIEHUs ca IPOBENICHH,
M3pabOTeHN W B3€TH Ha OCHOBaTa Ha HWHGpOpMANHITa B KOHKPETHO BOEHHO
dbopmupoBaHre OT ChCTaBa Ha BBHOPBHKEHUTE CUIIM, YUETO HAUMEHOBAHHE HE CE
MocoYBa MOpaayd €CTECTBOTO Ha HeroBara jedHocT. Karo camocTosiTenHo
o0ocobena opranuzanus, ¢GOpPMHUPOBAHMETO JaBa ISUIOCTHA TMpeJcTaBa 3a
YOPABJICHUETO HA YOBEIIKUTE PECYpPCH M OTYETa Ha JIMYHUSA ChCTaB, KaKTO U 3a
ChCTOSIHHETO Ha MOTHBAIIMATA HAa BOSHHOCIYXCIIUTE BHB BHOpBHKEHUTE CHIH, a
OTTaM W 32 YOBCHIKUSIT KalWTall, HUBOTO HAa MOTHBAlUg W Pa3BUTHETO Ha
OopraHu3allMOHHATA KYJITypa B CTpaHaTa.

6. Orpannuyenust

3a mo-roisiMa KOHKPETHOCT M 3HAYMMOCT Ha M3CJIeIBaHUATA, CHIIUTE ca
M3BBPIIECHU TPU ONpPENENICHU donycmumu ozpanuuenus. I10-KOHKpETHO B xona
HAa HAyYHUTE W3CJICBAHHUS C€ TPOCIEASIBAT CHIIHOCTTA U OCOOEHOCTHTE Ha
YOBEIIKUTE PECYPCH BB BHOPHKEHUTE CHIIA MO (PYHKIIMOHAIHHUTE OOJACTH U Ce
pasriekaaT ChIIECTBEHU MPOOJEMU Ha YMPABICHUETO HA YOBEHIKUTE PECYpCH U
MOTHBAIlUATa Ha BOCHHOCHYXenmTe. V3BbpiiBa ce aHanu3 Ha PEATHOTO
CBhCTOSIHMEC Ha MOTHBAIIMATA Ha JUYHHS ChCTaB BbB BHOPHKEHHUTE CHIIM THEC M Ha
MPWIOKUMUTE MOTHBATOPU Ha YIPABIEHCKO OOIyBaHE, CIEACTBUE HAa KOETO CE
M3BEXKIAT PEIICHUS Ha TOCTABCHUTE aKTyalHu mnpooOnemu. Cucremarusupa ce

alIropuTbeM OT HOCJICOOBATCIIHU )1€I>'ICTBPI${, HCO6XO)II/IMI/I 3a ITOBUIIAaBAHCTO Ha
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MOTHUBAIMATA 32 CIy>k0a BB ()OPMHUPOBAHUETO, a OT TaM U 3a J0OpHUS UMHDK Ha
apMusiTa U 3aCUJIBAHETO Ha MHTEpeca KbM BOCHHATa npodecusi.

Bcuukyn naHHM, CBBp3aHM C BOCHHOTO (OPMUPOBAHME Ca YCIOBHHU.
JleiicTBamara HopMaTHBHA 0a3a € B CHJIa 32 BCUYKM BOEHHH (HOPMHUPOBAHHS OT
ChCcTaBa Ha BhopbmkeHHTE CHIIM, IOPAJAN KOETO YUCICHOCTTA Ha JIMYHUST ChCTaB,
MECTOTIOIOKEHUETO U KOHKPETHUST BOCHHO-TIOIICHCKH HOMEp HSIMAT OTHOIICHHE
KbM TIPOBEXKIAHETO HAa TOBa H3CJIEJBAaHE M HE C€ I0COYBa JEHCTBUTENHA
uH(pOpMaIs 3a TAX.

B pa3paborkara ca M3MOJ3BaHU MJIEUTE HAa CHBPEMEHHHUTE TEOPETULM Ha
yhOpaBjeHCKaTa HayKa M TI0-KOHKPETHO B 00JlacTTa Ha YIPaBJIEHUETO Ha
YOBEIIKUTE PECYPCH, B YACTHOCT Ha TAXHATA MOTUBAIMS, IPEJACTABCHH B HAYYHH U
nyOIMIMCTUYHU U3JaHUsS, KHWUTH, CTaTMM M Ha BOJCILIUTE CIELUUAINCTU B
MpakTUKaTa Ha YNPaBICHUETO Ha YOBEIIKUTE pecypcu. 3a KOHKpPETHKara,
TOYHOCTTa U JOCTOBEPHOCTTAa, B M3JI0KEHHETO B HSAKOU CiIy4dau C€ MOJI3BaT
JOCJIOBHO TEKCTOBE OT T€3H U3TOYHMIIH.

dopmynupaHnuTe HAYYHO-M3CIIEA0BATENICKU 334l Ce Pas3riekaar B 00eM u
IbJI00YMHA, HEOOXOAMMHU 3a TOSCHSBAaHE, JOMbJIBAHE U CBbP3BAaHE HA OCHOBHATA
JIOTMYECKa TIOCNIe0BAaTEeIHOCT, KAaTo C TOBa € CchoOpaszeHa CTpyKTypara W
ChIIBPKAHUETO HA AUCEPTAIIMOHHUS TPY/I.

7. OCHOBHH I0JIOKEHUS, MPEICTABEHN 32 3aII[UTA

JlokazaHa € cTpaTermyeckara poJis Ha YOBEUIKUTE PECypcH KaTo KIIIOYOB
aKTUB 32 Pa3BUTUETO U KOHKYPEHTOCIIOCOOHOCTTA HAa CbBPEMEHHUTE OpPraHu3alliu,
KaKTO M 3HAYEHUETO Ha €()EKTUBHOTO YNpaBJICHHE HA YOBEIIKUTE PECYPCH, KOETO
o0eAnHsIBA CTPATeTMYECKHM W OMNEPAaTUBHM TMOAXOAM 32 T[IOCTHTaHE Ha
OpraHM3alMOHHUTE 1eNu. MOTUBalUATa MPEACTABIsABA ChIIECTBEH KOMIIOHEHT B
yIpaBJIEHUETO HAa YOBEIIKUTE PECYypCH, KaTo HeiHaTta poiisi € (yHIaMeHTalIHa 3a
MOCTUTaHEeTO Ha €()EeKTUBHOCT U BUCOKO Ka4eCTBO KAaKTO B YIPABICHUETO HA TE3U
pecypcH, Taka ¥ B LSJIOCTHOTO (YHKIIMOHUPAHE U CTPATETUYECKO YIpPaBJICHUE Ha

OpraHu3aIusiTa.
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QopmMmynupaHa € B3aUMOBPB3KAa MEXIYy OpraHU3alUOHHUTE LEIU U
WHIVBUAYAIHATE LIEJIA Ha clyxurenure. Tasu B3aMMO3aBUCUMOCT IOAYEpTaBa
HEOOXOAMMOCTTa OT NpWIaraHe Ha €(QEKTUBHHM MOTUBALMOHHUA NOAXOIH U
pa3zpaboTBaHE Ha aJ€KBaTHU CTPAaTETMU 3a MOTHMBHUpAHE Ha IMEpCOHANa, C Iell
IIOCTUTAaHE HAa CHHEPTUS MEXKAY WHIUBUAYATHUTE U KOPIOPATUBHUTE NHTEPECH.

[loguepraBa ce 3HAYMMOCTTA HA MOTUBATOPUTE KaTO OCHOBEH MHCTPYMEHT
3a 3aQbp)KaHe Ha KaJpu B OpraHMU3alyATa, KaKTO M TAXHATA KIHOYOBa pPOJi B
M3TPAKIAHETO HA JBITOCPOYHA AHTAXKUPAHOCT W YAOBIETBOPEHOCT HAa
ciyxurenute. EQekTuBHUTE MOTHBATOPH, KAaTO MOAXOJSALIM YCIOBUS Ha TPYI,
OpU3HAHUE, BB3MOXKHOCTU 3a MPO(PECHOHAIHO pa3BUTHE U CIPaBEAJIUBO
Bb3HArpa)xJeHue, JOMPUHACAT 3a Ch3/IaBaHETO Ha IMOJIOKUTEIHA paboTHA cpeaa U
HaMaJIsIBaT PUCKA OT TEKY4ECTBO.

CplIEBpEMEHHO €€ aKLIEHTUpa BBpPXY HEraTUBHOTO BIMSHHE Ha
JEMOTHUBATOPUTE, KOUTO HE CaMO IMOJKONABAaT MOTHUBALMOHHUTE YCHUIIHs, HO U
BOJAT 10 CHaJ B IPOU3BOJMUTEIIHOCTTA, NOHWKABAaHE HAa MOpAJla U €BEHTyasHa
3ary0a Ha 1eHHU Kajapu. DakTopu Kato Jurnca Ha KOMyHHUKalHs, HECIIPABEITIUBO
OTHOLIIEHHWE, JIIICA HAa NEPCHEKTUBA 34 PAa3BUTHE M HEINOCIENOBATEIHOCT B
YIPaBJICHCKUTE PEIICHUs MOraT Ja 00e3CWIAT JOpU Hal-7100puTe MOTHUBALIMOHHU
ctparerud. ETo  3amo  uIeHTUUIMpPAHETO W MUHUMHU3UPAHETO  Ha
JEMOTHUBATOPUTE € CHILECTBEHA YacT OT IAJIOCTHATA NOJIMTHKA 10 YIIPABICHHUE Ha
YOBEIIKUTE PECYpPCH, HACOUEHA KbM MOCTUTaHE HAa YCTOMYMBOCT U €(PEKTUBHOCT B
OpraHU3aLUATA.

8. Iuckycuu
JlucepTallMOHHUAT TpPyA € O0OChleH Ha pa3lMpeHo 3aceaanue Ha OO6mIOTO

chOpanue Ha MHctutyT ,,HaydHoumscnemoBarencka ¥ WHOBAIlMOHHA aeWHOCT Ha HBY

,Bacui Jlescku” —rp. Benuko TepHOBO.
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9. TeopeTH4YHO M NPAKTHYECKO 3HAYCHHUE

Teopernyecko 3HaAYCHHE:

Jucepramusta qonpuHacs 3a o0oratsBaHe Ha HAyYHOTO 3HaHHE B o0iacTTa
Ha YNpPaBJICHUETO HA YOBELIKUTE PECYPCH M MOTHBALIMOHHUTE CTPATETWH, KaTo
mpenjara CHCTEMaTH3WpaH Tperyie]] W KPUTHYCH aHaliu3 Ha CHhBPEMEHHHUTE
MOTHBAIIMOHHU TEOPHUH, MOAXOAU W Mojaenu. Hayunarta paspaboTka pa3mmupsiBa
CBILIECTBYBAIIUTE TEOPETHMYHU KOHILIENLUHU, CBBP3aHU C BIUSHUETO Ha
MOTHBAIMATA BHPXY OpraHU3allMOHHATA €(PEKTUBHOCT, U MPEJCTaBsi MHOBATHBEH
TEOPETHUYEH MOJIEN 3a YIpaBJIeHUE Ha MOTUBALIMOHHUTE Ipouecu. To3u monen ce
OTJMYaBa C UHTErpaTUBEH  TMOJXOJ, ChYeTaBalll WHAUBUAYyAJIHUTE U
OpPraHM3AIlMOHHUTE 1€, KOETO TO TpPaBU MPHIOKHUM B IIUPOK CIEKTHP OT
OpraHM3aliy, BKJIIOYUTETHO B  CHEHU(PUYHU CpeAM  KaTO  BOCHHUTE
(opMHpOBaHUS.

IIpakTU4ecko 3HAYEHHE:

[TpakTHueckaTta CTOMHOCT HAa JUCEpTaLUsATa Ce U3pa3siBa B pa3pabOTBAHETO
HAa KOHKPETHH CTPATETUYECKH pEIICHUs M TMPEeNJoKEHUs 3a BHEApsIBAaHE Ha
e(eKTUBHM MOTHMBALlMOHHM TEXHUKM B KOHTEKCTa Ha BOEHHO (OPMHUpPOBAHUE.
W3cnenaBanero mpemiara SICHU M TMPAKTUYECKH TPUIOKUMHU QJITOPUTMHU 32
MOBHINIABaHE HA MOTHUBAIMSTA Ha TIEPCOHAINA, MOAOOpSIBaHEe HAa OpraHU3aIMOHHATA
KyJITypa M YBEJIMYaBaHE HA MPOAYKTUBHOCTTA. BKIIOYEHHTE METOAMKH U
MPETOPBKHU MOTaT JIa MOCTy’KaT KaTo pPhKOBOJCTBO 32 PHKOBOJUTEINH, aHTAKUPAHU
C YIPaBJIEHUETO HAa YOBEUIKUTE PECYPCH, KATO MPEJOCTABIAT HHCTPYMEHTAPUYM 3a
CIpaBsiHE ChC CHBPEMEHHHUTE IMPEAU3BUKATEICTBA, CBBP3aHU ChC 3aJbp)KaHE Ha
MEepPCOHAJI, KAPUEPHO Pa3BUTHE U MOAOOpPsIBaHE HA pabdOTHATa cpefa.

JlucepranusaTa nOpeacTaBiIsiBa MpakTHUYeCKa M TEOpeTHYHAa OCHOBa 3a
ObIenM W3CIeABaHUS M pa3paboTku B cdepaTra Ha MOTHBALMATA, KAKTO M 3a
pa3paboTBaHEe Ha MOJUTUKU U MPOTPAMU, HACOUEHU KbM YCTOMUYMBO YIpaBJICHHE

Ha YOBCIIKHM:A KAIIUTAJI B Pa3JIMYHN OPIraHU3allMOHHHU KOHTCKCTH.
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Pe3yntaTtute OT U3CAEABAHETO CE€ CHCTOST B pPa3padOTBAHETO HA OCHOBHUTE
ONTUMHU3UPAHU TOAXOAW 3a CTPATErMYECKO IUIAHWpAHE, IMPEIIOKEHHE 3a
MHTETPUpAHE Ha CHIIECTBYBAIlM MOTHUBAIMOHHU TEOPUU U MOJIENU, KAKTO H
€(EeKTUBHOTO U3IMOJI3BaHE HAa MPAKTUYECKU WHCTPYMEHTH 3a MOJEpHH3alMs Ha
cUcCTeMara 3a YIpaBJICHUE HA YOBELIKUTE pecypcu. PesynraTture oT U3CiaeaBaHETO
Morat fa ObJaT M3MOJ3BaHU MPU pa3pabOTBAHETO HA YMPABICHCKH CTPATETHH U
Morar Ja ObAaT NpenopbuaHd HA CTYJICHTH, JAOKTOPAHTH, MIJQJH YYCHH,
n3y4daBany ,,OCHOBU Ha yHnpaBjieHUETO . MaTepuaiure oT JUCEPTAUUOHHUS TPY]
MOTaT Jia C€ MU3IMO3BAT U MPH MOATOTOBKATA HA KypCOBE 32 OOYUYECHHE U TPEHUHTH
0 MEHUKMBHT, CTPATETUUYECKM MEHUDKMBHT U Ca OCHOBA 3a 3abJKUTEIHU
KYpPCOBE 3a CTYyJIEHTH IO CHENUATHOCTTA ,,MEHUKMBHT .

10. OcHOBHH pe3yJITATH U U3BOJAM OT TUCEPTALMOHHUSA TPYA.

OCHOBHHU pe3yJITaTH:

Huceprauusta mnpenjara CUCTEMATH3WpaH TIpEryiel Ha  BOJCIIUTE
MOTHUBAIIMOHHU TEOPHUH, BKIIOYUTEIHO KJIACUYECKHM U CHBPEMEHHHU IOAXOIHU, C
aKIIEHT BBbPXY TAXHOTO MPUJIIOKEHHE B cCHeUU(pUYHATA Cpela Ha BOEHHO
dbopmupoBanue. UnenTuduiivpanu ca KJIOYOBUTE MOTUBAITMOHHH (PAKTOPH, KOUTO
OKa3BaT Hall-CUJIHO BIMSHUE BbPXY €PEKTUBHOCTTA HA YOBEIIKUTE PECYPCH.

[IpoBeneH e aHaIU3 HA MOTUBALMOHHOTO ChCTOSIHUE W (PAKTOPUTE, BIUSICIIN
BHPXY JMYHHS ChCTaB Ha BOCHHO (opMupoBaHue. JlaHHUTE OT HU3CIEIBAHETO
MouepTaBaT 3HAUMMOCTTA Ha COLIMAJIHATA MOAKpena, Mpo(EeCHOHATHOTO pa3BUTHE
U CIIPABEJIMBOTO Bb3HATPAXKIICHHUE.

[Ipenynoxen € MoJen 3a ynpaBi€HHE HA MOTUBAIMOHHUTE MPOLIECH, KOWTO
ChU€TaBa CTPATETMYECKH MU OINEpaTUBHU acrekTH. IIpencraBeHU ca KOHKpPETHU
CTpaTEerM4ecKd pEUIeHUs M aJrOPUTMHU 3a [IOBHIIIABAHE HA MOTHUBAIUSATA,
BKJIFOUUTENIHO MOAOOpsiBaHe Ha paboTHAaTa Cpela, WHAMBUIAYAIU3UpPAHE Ha
MOoAX0/MAa KbM CIYKHUTEIUTE, €JIEMEHTH Ha reiMudukanus U BHEApSBaHE Ha
porpamu 3a mpo(ecuoHaIHO pa3BUTHE.

OCHOBHM H3BOIM:
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MortuBanusTa € KpuTudeH (akTop 3a OpraHu3alUOHHATa €(PEKTUBHOCT.
Bucokoro HUBO Ha MOTHBauus B paboTHaTa cpena, 0oCOOCHO BbB BhopbikeHUTE
CHJIM, € OT pelIaBall0 3HAauYE€HUE 3a YCTOMYMBOTO pA3BUTHE U IOCTUTAHE Ha
CTpaTeTUYECKUTE IIeTTM Ha OPTaHU3aIUATA.

B3anmo3aBUCHMOCT MEXIy MOTUBALMOHHUTE (PAKTOPU U OPTaHU3ALUOHHHUS
ycnex. EdexkTuBHOTO ympaBlieHHE Ha MOTHUBALIMOHHUTE TMPOIECH Ch3/laBa
CHUHEPTUs MEXAYy HHIUBHAyaTHUTE IeM Ha CIY>KUTETUTe M OOLIUTE IeNTH Ha
OpraHM3aIysITa, KOETO BOAM J0 MOJA00pEeHa aHTKUPAHOCT U IPOAYKTHUBHOCT.

HeoOxomumocT OT ajantupaHe Ha MOTHUBAllMOHHUTE TEXHUKU KbM
cnenuduKkaTa Ha cpefaTta. YCHEIIHOTO YIpaBJICHHE Ha YOBEIIKUTE PECYpCH BbB
Broppxennre cund HM3UMCKBa ChOOpa3siBaHE C YHHUKATHHTE OCOOCHOCTH Ha
BOCHHATa KYyJITypa, BKJIIOYMTETHO BHMCOKUTE W3MCKBAaHUS 3a JUCLUILIMHA,
OTTOBOPHOCT M €KHUITHA padoTa.

MortuBaropure ¥ JEMOTHBATOPUTE B3aUMOJCHCTBAT KaTo B3aUMHO
JOMBbJIBAIIA  c€ (PAKTOPH, KOWUTO OINPEAENHAT MOTHBALIMOHHUS KIUMaT B
opranm3anusTa. Bucokata e()eKTHMBHOCT W YJOBJIETBOPEHOCT Ha CIYXUTEINTE
3aBHUCST HE CaMO OT HAJIMYMETO Ha CHJIHU MOTHUBATOPH, HO U OT MUHUMHU3UPAHETO
Ha JemMoTuBaropure. MOTHBATOpPUTE — KaTO CHPaBEIJIMBO BB3HATPAKICHHE,
NpU3HaHUE, BBH3MOKHOCTH 32  Mpo(ecHOHAIHO  pa3BUTHE U J00puU
MEXyJIMYHOCTHU OTHOIICHHUS — WrpasT KIIO4YOBa pOJs 3a aKTHUBUpPAaHE Ha
MOJIO’KUTETHA MOTHBAIIMOHHHU TIPOIECH, KOETO BOJIHU J0 MO-100pa aHTaXUPaHOCT U
OpOAYKTUBHOCT. JleMoTMBaTOpuTe, OT CBOS CTpaHa, MOTaT 3HAYUTENHO Ja
HeyTpalu3upaT edexra Ha MOTHUBATOPUTE, JIOPU KOTaToO IOCIEIHUTE Ca CHIIHO
u3pazenu. Hanpumep suncara Ha cripaBeliIMBOCT, HebmaronpusTHa paboTHa cpeza
WIM OrpPaHWYEHH BB3MOXKHOCTH 3a H3pacTBaHE MoOraT Ja [peau3BUKaT

ACEMOTHBaNMA, JOPU TP HAJIUYNC HA APYTH CTUMYIJIHA.
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B3aumopeiicTBHeTO Me:KAy MOTHBATOPHTe U /IeMOTHBATOpHTEe e
ANHAMMYHO:

o Hanmumero Ha MOTHMBAaTOpM HE KOMIICHCHpA HAIBIHO BIUSHUETO Ha
IEeMOTHBATOpUTE — T€ TpsAOBa Ja OBAAT pPa3rJIeKAaHW W YNPaBISABAHU KaTo
B3aMMOCBBP3aHU (PaKTOPH.

o Cp3naBaHero Ha OanaHcHpaHa MOTHBAIMOHHA Cpela M3UCKBA HE CaMo
no0aBsiHE Ha MOTHBHMpAIlM €JIEMEHTH, HO M aKTHMBHO HamalsBaHe Ha
J€MOTUBUPAILUTE BIUSHHUSL.

o JlbarocpoyHara MOTHBAlUsi MOX€ Ja ObJe IMOCTUTHATA, KOIaTo
MOTHUBATOPUTE CE€ 3aCHJIBAT, a IEMOTHBATOPUTE CE€ €IMMUHUPAT WU 3HAUUTEIHO
penyuupar.

VYopaBieHneTo Ha  B3aMMOJCHCTBHETO  MEXIY  MOTHUBAaTOpUTE U
JI€MOTHUBATOPUTE € KPUTHYHO 3a YCTOMYMBOTO pPAa3BUTHUE HA OPTraHU3ALMATA.
OnTUMalHUAT MOTHMBALIMOHEH KJIMMAaT C€ TIOCTUra 4pe3 CTPaTEernyecko
UHTETPUpAHE Ha JIBaTa acleKTa, KOETO Ch3/laBa MPEANOCTABKH 33 IbJIHOLIEHHO
pasrpblllaHe Ha TOTEHIMada Ha YOBEIIKUTE PECypcH U TOCTUTaHEe Ha
OpraHMU3aIMIOHHUTE LIEJH.

YcnemHoTo nuaepcTBo, Oa3wpaHo Ha JOBEpHE, KOMYHHKAIUS W JIHYEH
npuMep, € OT pellaBallo 3HAa4YeHHE 3a M3TrpakIaHe Ha MOTHBHpaIla Cpeaa.
OpranuzalluoHHaTa KyJTypa, KOSITO MOAKPENs Ppa3BUTHETO U MPU3HAHHETO Ha
CITy’)KUTEJINTE, € MPEANOCTaBKa 3a JbJITOCPOYHA MOTHBALIHS.

M3non3BaHEeTO Ha CHBPEMEHHU TEXHOJOTHMH, KaTo UudpoBU3aus WU
reiMudukanus, TMOKa3Ba 3HAYUTENEH MOTEHIWaJl 3a [IOBUIIABaHe Ha

e(l)eKTI/IBHOCTTa N YAOBJICTBOPCHUETO Ha CIIYKUTCIUTC.
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II. CTPYKTYPA U CbABPKXAHUE HA ITUCEPTAIIMOHHUA
TPY ]

1. CTpykrypaTa Ha AucepTalHMATA

JlucepTallMOHHUAT TPYJ € CTPYKTYpHUpaH B CHOTBETCTBHE C IOCTABEHATa

1ed, U3CIEOBATeNICKM 3ajJaud, paboTHA XUIoTe3a, OOEKT M TpeaMeT Ha
W3CIIEBAHE M OTpa3sBa IOAXOAa Ha aBTopa KbM Temara. lIpe3eHTamusta e
CTpYKTypUpaHa B TPU OCHOBHHU CMHUCJIOBH pasjiena, 000coOeHH KaTo TJaBU, KaTo
BCSIKA OT TSAX € CETMEHTHPAaHa Ha MOAPa3Ieiu.

[To-KOHKPETHO ChABPKAHUETO HA JUCEPTALMOHHUS TPYJ € CTPYKTYpUPaAHO
1O CJICIHUS HAYMH:

YBoa

I'/TABA ITBPBA. Teopernko-MeTOA0 10T HYECKH 0030p Ha
MOTHBALMOHHUTE TEXHUKH 32 YNpPaBJIeHHE HAa YOBCUIKHTE PpecypcH B
OpraHu3anMure.

1.1. CpurHocT ¥ (DYHKIIMOHATHU 00JIACTU HA YMNPABJICHUETO HAa YOBEUIKUTE
pecypcu.

1.2. CbmHOCT ¥ 0OCOOEHOCTH HA MOTUBAIIUATA B OpraHU3aIusITa.

1.3. MoTHBaIlMOHHU TEOPHH.

1.4. Ilopgxoau 3a MOTUBALIMs HA IEPCOHANA B CbBPEMEHHATA OpraHU3alys.

OcHOBHUTE U3BOJM KbM IIbPBA IJIaBa.

I''TABA BTOPA. CbcrosiHme u mnpodjgeMH Ha NpPHJIAraHure
MOTHBALIMOHHU TEXHUKH B OPraHU3alMsATA.

2.1. AHany3 Ha MOTHBAIlMOHHUTE TEXHUKHW M MOAXOJM 3a YIIpaBJICHHUE Ha
YOBEIIKUTE PECypcu BHB BOEHHO (HOPMHUpPOBAHHME OT ChCTaBa Ha BbopbikeHuTe
CHUJIH.

2.1.1. Cnemnuduka Ha ypaBIeHUETO HA YOBEUIKUTE PECYPCU BHB BOCHHO
(dbopmMmHpoBaHue OT chCcTaBa HA BhopbKeHUTE CUITH.

2.1.2.MotuBatop Ha  yMOpaBIEHCKO OOIIyBaHE BBB  BOCHHO
dbopmupoBaHue OT ChcTaBa HA BhophikeHUTE CHIH.

2.1.3. AHaIUTUYHY TPOLEAYPH.
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2.2. IlpobnemHu oOnacTtu, MOPOJAEHU OT MNpPHJIAraHUTE MOTHUBATOPU BBHB
BOEHHO ()OPMHUPOBAHUE OT ChCTaBa HA BbopbKEHUTE CUIIH.

2.3. SWOT — aHanu3 Ha MOTMBALIMOHHUTE TEXHUKHU U TOJIXOJIA BbB BOEHHO
(opMupoBaHuE OT chCTaBa HA BhopbxKeHUTE CHIIH.

OcHoBHHMTE M3BOAM KbM BTOPA IJ1aBAa.

I''TABA TPETA. Crparernyecku pemeHuss 3a  e(eKTHBHH
MOTHBALMOHHM TEXHUKH B YINPABJICHHETO HAa YOBEUIKHTE PeCypcH BbB
BOCHHO (opMHpOBaHHeE OT ChCTaBa HA BbopbikeHuTe CHIIH.

3.1. ChbBpeMEHHN MOTHBALMOHHU TEXHOJOTHH 3a €(PEKTUBEH MEHHUIKXMBHT
Ha YOBELIKUTE PECYPCH.

3.2. Mogen 3a epeKTUBEH MEHUKMBHT Ha YOBEIIKUTE PECYpPCH HA BOEHHO
(¢opMupoBaHue OT ChCTaBa Ha BbopbkeHuTe cuiM, 0a3UpaH HAa ChbBPEMEHHU
MOTHUBALIUOHHU TEXHUKHU.

OcHoBHHMTE M3BOAM KbM TpeTa IJ1aBa.

OO0wmu u3Boamn

3akiroueHue

CnucbK HA U3M0J3BAHUTE U3TOYHHMIH

Ipuioxenus

2. CHUHTEe3MPaHO NPEeACTABAHE HA IUCEPTALUOHHUSA TPYJ

I'TABA  ITBPBA. TeopeTnko-MeTOI0I0THYECKH 0030p Ha
MOTHBALMOHHUTE TEXHUKHU 32 YyINpaBJieHHe HAa YOBeUIKMTEe pecypcH B
OpPraHM3auMuTe.

[IppBa rMaBa Ha [ucepTauusATa MPEACTaBd TEOPETUYEH aHAIU3 Ha
YOPaBICHUETO Ha YOBEIIKUTE PpECcypcd M MOTHBAUMATa KaTo KIIOYOBU
KOMITOHEHTH 32 yCIEUTHOTO (PYHKIIMOHUPAHE HA CbBPEMEHHUTE OpraHU3allu.

Pa3rneganu ca OCHOBHUTE KOHIEHIUHU U Pa3IUdMs MEXAY YIPABICHUETO Ha
YOBEIIKUTE PECYPCH U YIPABICHUETO HA MepcoHana. AKLUEHTBT € BBPXY

CTPATCTUUCCKUS XAPAKTCP Ha YIHPABJICHUCTO HA YOBCIIKUTC PECYpPCHU, HACOYCHO
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KbM TIIOCTUTaHE Ha OpraHU3allMOHHW LeJu, MW onepatuBHUS (GOKYyC Ha
yIPaBJIECHUETO Ha MEPCOHAA.

[IpencraBenu ca KIOYOBH (DPYHKIMOHAJIHM OOJACTH, KaTO IUIAaHHpaHE Ha
YOBEIIKUTE pEecypcu, Moaoop, o0OydeHue, Bb3HArpax<JAcHUe, OIICHSIBaHE,
OCHUI'ypsiIBaHE Ha O€30IIaCHU YCIIOBHSA HA TPYJ U YCHBBPIICHCTBAHE HAa TPYAOBUTE
orHomeHus. [loguepraHa € TAXHATa B3aMMOBpPB3Ka M 3HAYEHUETO UM 32
e(eKTUBHOCTTA HAa OpraHu3aIlusTa.

MoTtuBanusita € AepuHUpaHa KaTo Npouec, 0asupaH Ha yAOBJIETBOPSBAHE HA
YoBeMIKUTE MOTpeOHOCTH. OOsiCHEHO € 3HauyeHueTo M 3a (OPMHUPAHETO Ha
HOJIOKUTENHA PabOTHA Cpela U CTUMYJUpPAHE Ha CIYXKUTEJIUTE KbM IO-A00pU
pe3yaTaTH.

BoBeneno e nousaruero ,,KITA® kato npumep 3a HeepeKkTHUBHA MOTUBALIKA,
CBBbp3aHa C ACHCTBUSA, KOUTO MPUIMYAT HA MOTMBHPAHE, HO BCHILIHOCT BOJAT IO
OpuHyAa, crpec u jaeMoTuBanus. OOsCHEHM ca HEraTUBHUTE €QEKTH OT
IPWJIAraHeTO Ha TO3U MTOAXO0/J B YIIPABIEHUETO.

Pa3srnegana e MoTuBanMsTa KaTo yIpaBie€HCKA HHCTPYMEHT 3a MOBUIIABAHE
Ha e(eKTUBHOCTTA. AKIIEHTHT € BBPXY BBTPEIIHATa W BBHHIIHATA MOTHUBAIUS,
KAKTO U BBPXY 3HAUYCHHETO HA WHIUBUIYAIHUTE NOTPEOHOCTH M CTPEMEXKHU 32
(opMHpaHETO Ha AHTAKUPAHO MTOBEJEHUE B TPYJOBUS IIPOLIEC.

AHanu3upaHu ca ChIBP)KATEIHU WU IPOLECHU TEOPHUH, KOMTO H3CIIEIBAT
pa3IMYHU acleKTH Ha YOBEIIKOTO MOBEJICHHUE B TPYAOBaTa cpea.

ChabpikaTeJHH ¥ NPOLECHH MOTHBALMOHHHN TEOPHHU:

v Chabp:kaTtejHu Teopuu: Pasrienann ca Teopuute Ha Macnoy,
Xepubdepr u Angepdep, KOUTO H3CIEABAT MNOTPEOHOCTUTE KAaTO OCHOBA 3a
YOBEILIKATa MOTHUBALIUSL.

v IlpouecHu Teopum: AHanu3upaHu ca Teopuute Ha Bpyym, Teopusrta 3a
CIpaBeIMBOCTTa U Teopusita Ha JIok, kouto ce (hokycupar BBPXY Ipolieca Ha
MOTHBAallMs W BB3IPUEMAHETO HAa Bpb3KAaTa MEXKIYy YCWIWS, Harpaad u

CIIpaBCAJIMBOCT.
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AKIIEHTHpA C€ BBpPXY 3HAYCHUETO Ha aJaNTUPAHETO HA MOTHBALMOHHUTE
TEXHUKH KbM CIELU(PUUHUTE YCIOBUS Ha OpraHM3alMoHHaTa cpena. Onucanu ca
pa3JIMYHA  MOAXOAM 34 MOTHBUPAHE Ha  CIYXKUTEIUTE, BKIIOYUTEIHO
MKOHOMHUYECKH, COLMAIHU U IICUXOJIOIMYECKH TEXHUKH, KOMTO Ca IMPWIOKUMU B
ChbBPEMEHHATa OpraHU3alOHHA Cpela.

[IppBa riaBa mocTaBs OCHOBUTE Ha pa3OMpaHETO 3a MOTHBAIMATA KaTo
KPUTUYEH €JIEMEHT B YIIPABICHUETO HAa YOBEUWIKUTE pecypcH. Upe3 aHamm3a Ha
TEOPUUTE W IOAXOJWTE KbM MOTHBALMATA CE€ M3rpaxaa LAJI0CTHA paMKa 3a
pa3zpaboTBaHe Ha €(EKTHBHM CTPATErWy 3a MOBUILIABAHE HA AHTAXHUPAHOCTTA U
IIPOYKTUBHOCTTA Ha IIEPCOHAJIA.

MN3BO/IN:

1. CpBpemMeHHaTa  OpraHMsanus €  M3CIe[ABaHa  Karo  CHCTeEMa,
(yHKUMOHUpAIla B AMHAMUYHO MPOMEHSIIA C€ Cpela, B KOATO CielBa Ja Cce
[Ipujiara CTpaTernyecKuAT IIOAXO0/ Ha YIIPABICHUE HAa YOBELIKUTE PECYPCH.

2. YIpaBJIEHHETO HAa YOBELIKUTE PECYpCH MMa CMHUCBHI M PE3yiTaTH Camo
aKo ce IpUJIara 3aeJHO C YIPaBJICHHETO Ha IepcoHana, 0e3 Ja ce IpeHedperna
KOSITO ¥ J]a € OT HeroBuTe (PyHKIMOHAIHU 00JaCTH, KaTO MOCTaBI MOTHBALUATA B
OpraHM3aluATa HA IPUOPUTETHO MSICTO B CBOSITA CTPATET UL

3. MotuBanusTa B ChBpEMEHHATA OpraHU3alUsATa € OCh3HAT U LEJIEHACOYEH
IpOLlEC Ha IIpUIaraHe Ha HOBATOPCKM HJEH U TEXHUKH, YCTPEMEH KbM
NpPUBJIMYAHE U 3aJbpXKaHE Ha MOTHBUPAHM pAOOTHULM U  CIY>KUTEIH,
OpUTeXkaBalll HEOOXOJMMHUTE Ha OpraHu3alusATa KadecTBa M Bb3MOXKHOCTH,
LEeJALl pa3BUBAHE M IIBJIHOLIGHHO M3IIOJI3BaHE HA TEXHUSA MOTEHIUAl |
BB3IIPUEMAHETO HA YCIIEXUTE HA OPTAHU3ALMATA KATO JJUYHU YCIIEXH.

4. ITonxonu KaTo HATUCK, 3aIUIaxy, MAHUIYJAUUs U IPUHYJA Ha Xoparta Ja
paboTAT MmoBeue HE € MOTUBAIMS, a MOpOoYHa IpakTuka HapeuyeHa ,,KITA®, kosTo
CcaMo 111€ HaBpEIM HAa OPraHU3aLUATA.

5. Pa3nuyHuTe TEOpPUM 3a MOTMBALIMS HE BIM3AT B KOH(IUKT, B OCHOBATa CH

BCsAKa OT TAX pasrjiCiKlda HAKAKBB ACIICKT Ha MOTHBALlMATA OT PAa3JIMYCH bBI'bJIL
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AJanTupaHeTo MM B KOHKpETHAa oOpraHu3anus OOsSICHSBa  KakK JIOBEPUETO U
OTHOUIEHUETO Ha paboTOAATENIUTE KbM CIY>KUTEIIUTE U 00paTHO, Ha CIY>KUTEIUTE
KbM paboToAaTENNTE, BIUSAAT BbPXY MOBEJICHUETO HA CITYKUTEIUTE.

6. 3a pBKOBOJUTEIUTE € IeecChoOpa3HO Ja BBBIMYAT CIYKUTEIUTE BbHB
B3E€MAHETO Ha PEIICHHUS], CBbP3aHU C TPYAOBUS MPOLIEC U MOJy4YaBAHETO HA BAXKHU
32 TAX TPHIOOMBKH, KOETO TOIIbpKa YOCKICHHETO 3a CHPaBEIJIMBOCT,
ChJICHCTBA 3a yBEIMYaBaHE HAa yJOBIECTBOPEHHETO OT paboTaTa M ChHIPUYACTUETO
KbM OpraHu3aIuara.

I''TABA BTOPA. CbcrosiHme u mnpodjgeMH Ha NpPWJIATaHUTE
MOTHBALMOHHYU TEXHUKH B OPraHU3ALMATA.

Bropa rnmaBa Ha nucepranusata € MOCBETEHA HAa aHaJIW3a Ha ChCTOSIHUETO U
npoOieMuTe B YIPaBICHUETO Ha YOBEIIKUTE pecypcu ¢ (OKyC BBPXY
MOTHBAIlMOHHUTE aCMEKTH B KOHKPETHO BOCHHO (OPMUPOBAHHME OT ChCTaBa Ha
Boopbxenure cuin. PazkpuBa KIIFOYOBUTE MPEAU3BUKATEICTBA B YIPABICHHUETO
Ha YOBEIIKUTE PECYpPCHM M MOTHUBALMATA BB BOCHHATa cpefa. Upe3 eMnupuyHus
aHaIU3 U UACHTU(PUUIUPAHETO Ha CIA0OCTUTE CE€ TIOCTABSI OCHOBA 3a pa3padOTBaHe
Ha CTpPATErMYeCKH pEIICHHs] 3a TOJ00psSBaHE HAa MOTHUBAIIMOHHHS KIMMAT |
e(eKTUBHOCTTA Ha TIEPCOHAJIA.

[IpencraBeH € TEKYIIMAT MOJIET Ha YIPABICHUE HA YOBEIIKUTE PECYPCH BbB
BOECHHOTO (DOpMHUPOBAHHE, KONTO aKIEHTUpA BBPXY IUIAHUPAHETO, TMOI00pa,
0o0yueHHEeTO U pa3BUTHETO Ha IMepcoHana. Pasrneganu ca cneuupuyHUTE
0COOEHOCTH Ha BOEHHATa OpraHU3alus, BKIIOYMTEIHO BHCOKATa CTEMEH Ha
JUCLUUIUIMHA U criennanu3anus. Pasriexnaa ce possitTa Ha YOBELIKUTE PECYpPCU B
crienuuyHaTa BOCHHA Cpella, KbIAETO BUCOKWUTE M3UCKBAHUS KBbM IMCIUILIMHA,
OTTOBOPHOCT W TOTOBHOCT 3a paboTa B EKCTPEMHH YCIOBUS OIPEACIST
YHUKQJHUTE TIOJIXO/H 32 YIIPaBIICHHE.

AHaJIM3UpaT ce pa3auuusTa MEXIY JIBETE KOHIENUWU. YTPABICHUETO Ha
MepcoHajga ce€ pasriexaa Karo COIMaJIHO-OPUEHTHpPAaHA JIEMHOCT, JI0KAaTo

YIPABJICHUETO HA YOBEIIKUTE PECYPCH MMa CTPATETMYECKU XapaKTep U € HACOUEHO
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KbM IIOCTUTaHE HA OPraHM3alMOHHU LEJIM Ype3 ONTHMAIHO H3IOJ3BaHE Ha
YOBEIIKHS KalUTAal.

[IpencraBenn ca KJIIOYOBM (PYHKIIMOHAJIHM OOJACTH KaTo moAdop,
oOyueHHe, KapruepHO pa3BUTHE, Bb3HArpakJIeHHEe M OCHTypsiBaHe Ha Oe30macHu
YCIIOBUS Ha TPy, KOUTO ca alaiTUPaHu KbM BOCHHATA CTPYKTypa U MHCHSIL.

YrpaBneHCKOTO OOIIyBaHE € pas3riiefaH0 KaTo KpPUTHUEH QakTop 3a
U3rpakJaHeTo Ha JoBepue M edekTtuBHOCT. IloguepraBa ce 3HAUYEHUETO Ha
JUAEPCTBOTO U MEXIYJIUYHOCTHUTE OTHOUICHHS] 3a TOJIbpXKAHETO Ha
MOTHBALIMOHEH KJIMMAT.

AHanu3upaHu ca ChILIECTBYBAIIMTE MOTHBAILMOHHU NPAKTHUKUA U TIXHATa
e(eKTUBHOCT. Y CTAaHOBEHO €, Y€ BBHIPEKH HAJMYMETO Ha 0A3MCHU CTUMYJH, KaTO
MaTepUaIHU Bb3HAIPaXJACHUS U COLMATHU NPUIOOMBKH, T€ HE BUHATU IOCTUraT
’KEJIAaHOTO HUBO HA MOTHBAIIUA.

AHanu3upaHu ca MOTHUBATOPUTE, KaTO MPU3HAHUE, KAPUEPHO pa3BUTUE U
collMajHa MOJKpena, KakTo U IEMOTHUBAaTOPUTE, KaTO HECHPABEJIMBOCT, JUIICA Ha
MPO3PAYHOCT ¥ OTPAaHUYECHU Bh3MOKHOCTH 32 H3PACTBAHE.

WNnentudunupanu ca OCHOBHUTE MPOOIEMHU:

- JIutica Ha SICHU M aKTyaJTHH THKHOCTHU XapaKTEPUCTUKH.

- OrpannueHd BBH3MOXKHOCTH 3a KapuUepHO pa3BUTHE U MPOo(ecHoHATHO
U3pacTBaHe.

- Hucko HMBO Ha aHTaXUPAHOCT W JEMOTHBALIMS, TPUUMHEHHU OT JIUTICaTa Ha
IPO3PAvYHOCT B YIIPABIEHUETO U OLICHSABAHETO.

- HepaBHOMepHO pa3npezesieHne Ha PeCypcUTe U HEChOTBETCTBHE MEXKIY
OYaKBAHMSTA HA TIEPCOHANIA M PEAOCTABIHUTE CTUMYJIH.

- Jlomn OMTOBM yCNOBHS, HUCKO KauyecTBO Ha OOJEKIO M OOYBKH, KakTO U
JUrcaTa UM BbB BOCHHUTE Mara3suHH.

-IIpu npeoOnanaBaisi aBTOpUTAPEH CTHJI HA YNPaABICHCKO OOIIyBaHE B

apmelickata cpefa dyecto ce npuiara noaxoabt KITA-moTuBanus, KOUTO BMECTO
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Ja CTUMYJIMpA, HEM30€XKHO BOJM /10 JEMOTHBAIMS M CIaJ B aHTOKUPAHOCTTA Ha
BOCHHOCITY>KEIIUTE.

-JIuncBa USJIOCTHA KOHIENIMSA 3a TOBUIIABAaHE HA MOTHUBALMATA B
CbBPEMEHHUTE CTPYKTypU Ha BbopbkeHHTe CHiIHM, KOETO O3HadaBa, 4e ca
HEOOXOJIMMH CIICHUAIUCTH TI0 MOTUBAIIUS U Ka4YE€CTBO HA KMBOT HA TPUTE HUBA Ha
YIIPaBJICHUE — TAKTUYECKO, ONIEPATUBHO U CTPATETUYECKO.

AHanu3upaHa € B3auMOBpb3KaTa MEXKy MOTUBATOPUTE U AEMOTUBATOPUTE,
MpU KOSITO TE€ TpOsIBIBAT OOpaTHa MPONOPLUHOHAIHOCT, KaTo TAXHOTO
B3aMMOJICHCTBHE OKa3Ba CHIIECTBEHO BIMSHHE BHPXY MOTHMBAIIMOHHUSA KJIUMAT B
opraHuzanusTa. A HUMEHHO TOBa, Y€ JIEMOTHMBATOPUTE HaMaJsBaT cUJlaTa Ha
JeCTBUE HA MOTHUBATOPUTE, KAKTO U TOBA, Y€ JIMTICATa Ha JIaJIcH MOTUBATOP BOJIU
70 Ch3/IaBaHETO Ha JEMOTHBATOp M OOpaTHO — OTCTPaHABAHETO Ha €JIUH
JIEMOTHBATOP Ch3/1aBa MOTHUBATOP.

W3Benena e QopMyna 3a H3YUC/IsIBAaHE HA HUBOTO HA MOTHBAIMS B
opraHu3zanusTa

M — N =Y, xpaero

M — ycTaHOBEHU MOTUBATOPH;

N — ycTaHOBEHU IEMOTHUBATOPH;

Y — HUBO Ha MOTHBAaIIUSL.

BobBeneH € aHanuTHYeH MOJAEN Ha JEBET JIUMEHCHUU 3a OIICHKa Ha
MOTHBAIMATA, UASHTU(DUIIUpAI] TTPOOJIEMHUTE 00JIACTH, TTOPOJAEHU OT HEAOCTUT
WJTY W3JIUIITBK HA OTNPEIeSICH MOTUBATOPH U IEMOTHUBATOPH.

[TpoBenen e SWOT-ananu3, KONTO pa3kpuBa CUJIHUTE U CJIa0UTE CTpPaHH,
BB3MOKHOCTUTE U 3aIUIAXUTE, CBBP3aHU C MPUIIOKEHUETO HA MOTUBAIMOHHU
TEXHUKHU BB BOEHHO ()OpPMHUPOBAHUE.

AHKeTaTa mpejocTaBsd €MIHpPUYHA OCHOBA 3a aHAJIM3 HAa MOTHUBAIMOHHOTO
ChCTOSTHUE BBB BOCHHOTO (popMupoBanHue. PesynaraTuTe moadepraBaT Ba)KHOCTTA
Ha CIIPaBeUTMBOCTTA, COITMATHATA MTOJKPENa U MPo(EeCHOHATHOTO Pa3BUTHE, KAKTO
1 He0OXOIMMOCTTA OT MPEOI0ISIBaHe HA UACHTU(DUIIUPAHUTE IEMOTHUBATOPH.
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MN3BO/IN:

B 060011eHue Ha u3ciaeABaHusATa U aHAIMTUYHUTE MTPOLIEyPHU B IJ1aBa BTOpPa
MOTar J1a C€ U3BEJAT CICIHUTE U3BOJU U MPENOPHKH :

1. BbOpbKEHUTE CUIIM, KAaTO CHBPEMEHHA CTPYKTypa C HOBa W MOJEpHA
BH3US, C€ U3CIIEABAT KaTo cucTeMa, ((YHKIIMOHUpAIIA B JHHAMUYHO TTPOMEHSIINA Ce
cpena, B KOSITO CIIe/IBa Jla CE MpuJlara CTPaTErnueCKUsT MOAX0/1 Ha YIIPABJICHUE Ha
YOBEWKUTE pecypcu. Ouie noBeye, 4e yIpaBJICHUETO HA YOBEUIKUTE PECYPCU BbB
BBOPBHKECHUTE CUJIA CE€ OCHUIECTBSIBA HA CTPATETMYECKO HUBO M CHIIECTBYBA BbHB
BCAKO BOCHHO (pOpMUpPOBaHME, MApajeHO C OTYETa HAa JTUYHUS CHhCTaB, KOHUTO ce
U3BBPIIBA HA ONIEPATUBHO U TAKTUYECKO HUBO.

2. MoTuBanusaTa Ha BOCHHOCTYKEIIUTE, KAaTO 4YacT OT YIPABJICHUETO Ha
YOBEIUIKUATE PECYPCH € C IPUOPUTETHO 3HAUCHUE 32 PA3BUTHETO HA BHOPBKECHUTE
CUJIU ¥ TIOJIbPKAHETO HA MOJEPHA U MBJIHOLICHHO (PYHKIIMOHHUpAIIA apMUSI.

3. OTKpHUBAHETO HA MPWIOKUMHUTE MOTHBATOPU HA YMPABIECHCKO OOIIyBaHE
U BHCOKAaTa MOTHUBAI[MOHHA KyJiTypa Ha (OpMHUpOBaHHATA ca KIIOYBT KbM
MPUBIIMYAHETO U 3aJbpPXKAHETO Ha MPOPECUOHATMCTH, 3a Ja HE CE MPOMUIISIBAT
HaIPABCHUTE WHBECTHULMU B YOBEUIKUAT pecypc. T03u MOAXO0A HpEeNoTBpaTsBa
nposiata Ha KITA — MoTuBanust 1 BOAM 10 UICTUHCKA MOTHBAIIUS 3a CIIy»kO0a.

4. MotuBatopute U AEMOTHUBATOPUTE B OpraHU3alUsITA Cca OT E€JHAKBO
3HAYCHHE 32 MOTUBALMATA HA YOBELIKUTE PECYPCH, T.K. AE€MOTUBATOPUTE BIIUSAT
HETaTUBHO BBPXY JICMCTBUETO HA MOTUBATOPUTE U MOHMXKABAT MOoTUBauATa. [Ipu
TSAXHOTO M3CIIEABAHE M aHAM3 TPSAOBA Ja Ce MOAXOAU C PABHOCHIIHO BHUMAHUE U
CTpEMEX 3a OTCTpPaHsABAaHE HA JIEMOTHUBATOPUTE U IMPEBPBIIAHETO UM B
MOTHBATOPH.

5. MortuBaTopuTe W  JI€MOTHUBATOPUTE B €IHA OpraHu3alus CHU
B3aUMOJIEHCTBAT B 0OpaTHA MPOIOPIIMOHATHOCT, KaTo IEMOTUBATOPUTE OTCIaOBaT
MOTHBAallMOHHOTO BB3JIEUCTBUE Ha MortuBaropure. Ha ocHoBata Ha Tasu
3aBUCMMOCT MOXEM [l1a HalpaBUM OLEHKA Ha PEaJHOTO CBhCTOSHUE HA

MOTHUBAIMSITA B OpraHu3alusTa, nNpuiaraiku ¢opmylara, Mpu KOIATO OT OposT
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MOTHBATOpU, H3BaXJame OposST JAEMOTUBATOPM U MOJydyaBamMe€ HHUBOTO Ha
MoTHBalMs. Taka MOJIy4EHOTO HUBO Ha MOTHBalus 5 3a bbarapckara apmus, OT
M3CleIBAaHUTE 9 MOTUBATOpPA, CE€ IPUEMa 3a MHOTO JJ0OPO.

6. 3a OCBIIECTBSIBAHETO HA JACMHOCTUTE MO MOBUIIIABAHETO HA MOTHBALIMATA
Ha BOCHHOCIYXKCIIUTE Ca HYXXHM I[SJIOCTHA KOHIIENIUA M CHEUUAIUCTH IO
MOTHBAIUs U Ka4ye€CTBO Ha KUBOT HA CTPATETHYECKO, OMEPATUBHO U TAKTUYECKO
HUBO, KOWUTO Ja MOANOMAaraT KOMaHJIUPUTE U Ja YKpenBaT AOBEPUETO B TAX, 1A
paboTAT B MOJ3a HA aBTOPUTETAa HA BHOPHKECHUTE CHJIM, NIPECTHKAa Ha BOCHHATA
npodecus u 1a MOBAUTAT MaTPUOTUYHHUSA JyX HA BOCHHOCITY KCIIIUTE.

I'TABA TPETA. Crparerudecku pemeHusi 3a  e(eKTHUBHH
MOTHBALMOHHU TEXHHWKH B YINPaBJIE€HHETO HA YOBEUIKHTE PeCcypcd BbB
BOCHHO (popMHUPOBaHME OT CbCTaBa HA BhopbikeHuTe CUIIM.

Tpera rnmaBa Ha JaucepTalusATa € TIOCBETEHAa Ha BHEAPSIBAHETO U
IPUJIOKEHUETO HA ChbBPEMEHHM MOTHBALIMOHHHU TE€XHOJIOTUM B OpPraHU3alUATa, C
aKIIeHT BBPXY croenudukata HAa BOEHHO (OPMHUPOBAHME OT CbhCTaBa Ha
Boopbxenure cunu. Ts npensniara 1s10CTeH Mojiel 32 €(PEKTUBHO YIIpaBICHHUE Ha
YOBELIKUTE PECYPCH, OCHOBAH Ha WHOBAaTUBHM MOJXOAN M CUCTEMATHYEH AHAJIM3.
Pasrnenanu ca He camMO TEOPETUYHM HACOKH, HO M MPAKTUUECKU MPUIIOKUMU
pelIeHusi, KOUTO MoraT Jia TpaHC(OpMHUPAT YIPABICHUETO HA YOBEIIKUTE PECYpPCH
BBHB BOGHHO (hOpMHUPOBAHUE.

[IpencraBeHu ca MOAEPHU MOJIXOIM 33 YIPABICHUE HA MOTUBAIUATA, KOUTO
BKJIFOUBAT aJalITUBHU CTpaTeruu, Oa3upaHM Ha EMIMPUYHH JaHHU. Te ce
dboxycupar  BbpPXY HWHIUBUIyIM3UPAHUS  TOIXOJI  KbM  CIY>KHUTEIUTE,
M3M0JI3BAHETO HAa IU(POBU MHCTPYMEHTH U MPUJIAraHETO HAa HOBU KOHIEIIIUU 32
MOBUIIIAaBaHE HA aHTAXUPAHOCTTA M ePeKTUBHOCTTA. Pasriemanu ca mpumepu 3a
YCIEUIHA MOTHBAIlMOHHU TEXHUKH U TAXHOTO aJanTHUpaHE KbM CHEeHUPUUHUTE
YCJIOBUS Ha BOEHHATa Cpeja.

Pa3zpaboten e mererarnen mozeln, 6a3upaH Ha ChbBPEMEHHU MOTHBAIMOHHU

TCXHOJIOTHH.

24



- PerpecuoHHM 3aBHCHMOCTH MeEXKAY MOTHBATOPH M [1eMOTHBATOPH:
AHaIN3UpaHu ca KOJIMYECTBEHUTE 3aBUCUMOCTH, KOWUTO IOKA3BAT CTENEHTA Ha
BIIMSIHUC HA PA3TUIHUTE (PAKTOPHU BHPXY MOTHBAIIUATA.

- O000maBane Ha nanHute: [IpoBeeH e JeTailieH aHaNIM3 HAa ChOpaHUTE
EMITUPUYHH JTaHHH, KONTO MPE0CTaBsi 0OCKTHBHA OCHOBA 3a OIICHKA HAa TEKYIIOTO
MOTHBAIIMOHHO ChCTOSTHUE.

- Hopmanusupane Ha [aaHHute: l3BBpIIEHO € CTaHAApTU3UpPAHE Ha
JAHHHUTE, 32 1a CE OCUT'YPH KOPEKTHOCT U CPAaBHUMOCT Ha PE3YIATATUTE.

- Kopenaunonen ananus: Unentudunnupanu ca KIIOYOBUTE BPB3KU MEKITY
pa3IMYHUATE MOTHMBATOPU U JIEMOTHUBATOPHU, KATO C€ IIOAYepTaBa TsAXHATa
B3aMMO3aBHCUMOCT.

- Ilporno3a: Pa3paboreHa e METOJ0JIOTHS 3a MPOTHO3UpPAHE Ha OBACIIOTO
MOTHUBAIMOHHO ChCTOSIHUE, Oa3UpaHa Ha YCTAHOBEHUTE 3aBUCUMOCTH.

Bb3 0cHOBa Ha aHaiKM3a € Ch3/1a/IcHAa MOTUBALIMOHHA PAMKA B TPU CTHIKHU
3a Moj00psiBaHe Ha MOTUBAIIUATA, CHCTOSIIA CE OT:

- YKkpenBaHe Ha moruBaropure: Ilpunarane Ha cTpaTerum 3a 3acCUIIBaHE
Ha TOJOXUTETHUTE (akTopu, Karo MNpodeCHOHATHO pa3BUTHE, COLMATHA
MOJIKpeNna v NMpU3HAHKE.

- IIpemaxBaHe Ha nemotuBaropute: Maentudukanus v enMMUHUpaHEe Ha
dakTopuTe, KOUTO BOJAT JO JAEMOTHBAIIMs, KAaTO JIMIICAa HAa MPO3PAYHOCT H
HECIIPABEIJIUBOCT.

- HenmpexbcHAT aHA/IM3 U MPOrHO3a: Y CTAaHOBSIBAHE HA IOCTOSIHEH ITPOLIEC
32 OIEHKa ¢ aKTyaJiu3alusi Ha MOTHBAIMOHHUTE TPAKTHUKUA, CHOOPA3HO

JAWHAMMKAaTa Ha OpraHn3allvOHHAaTa Cpcaa.
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[ MOTHUBALUA ]

VYkpenBaHe Ha
MOTHBATOPHUTE

@urypa 1. MoTHUBallHOHHA PAMKAa HA BOCHHOCTYKEIIUTE

(*Pazpabomeno om agmopa).

HN3BOIU:

B 0000mienne Ha Wu3CIEABAHUATA, aHAJTU3UTE W H3PaOOTBAHETO HaA
CTpaTEerMUECKUTE PEIICHWS W MOJEN 3a YIpaBJICHHE Ha YOBCIIKHTE PECYpPCH B
TpeTa IjlaBa, MOTaT Jia Ce M3BEAT CJICIHUTE U3BOIU U MIPEIIOPHKU :

1. MoTtuBansiTa Ha CIY>KHTEJIUMTE HE CE€ CBEXKJAAa caMO JO BHUCOKH
3aryiaTd ¥ OOHYCH, a W3MCKBa WHTETPUPAH IMOJXO0JI, KOWTO W3IOJI3BA CUCTEMaA OT
ChbBPEMCHHU MOTHBAIIMOHHH TEXHOJIOTHH, CHOTBETCTBAIlla HA CHBPEMCHHHUTE
MOTPEOHOCTH B YIIPABJICHUETO HA YOBEIIKUTE PECYPCH.

2. CpBpeMCHHUTE  MOTHBAIIMOHHU  TEXHOJOTHH, Oa3upaHu  Ha
WHTETPpUpPAH TIOAXOJ, ChUETaBalll TEOPETHYHHW KOHICIIMK | TPAKTHICCKU
WHCTPYMEHTH, MOTAT Ja ObJaT YCIEIIHO MPHJIOKEHN BhB BOSHHA Cpefa, KaTo ce

ajantupar KbM CHEHM(PUUHUTE M3UCKBAHMS HA BOCHHUTE CTPYKTYpH,
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BKJIFOUMTEJIHO HAChpUYaBaHE Ha EKUIIHATa paboTa, YKpENBaHE Ha JMIAEPCKUTE
YMEHHUSI U IOJIIbpAKAHE Ha BUCOK MOpaJl CpeJl IMUHUS ChCTaB.

3. MotuBanuaTa Ha BOCHHOCTYXEIIUTE € KII0YOB (PakTop 3a ycmexa H
olepaTHBHATa TOTOBHOCT Ha BCEKU BOEHEH KOJIEKTUB. B Ta3u Bpb3ka € pazpaboTeH
Mozien 3a e(eKTHBHO yNpaBlIeHHE HAa YOBEIIKUTE pECYypCH BBB BOCHHO
¢opMupoBaHrue, KOWTO ChUYE€TaBa CHBPEMEHHU MOTHBAIMOHHU TEXHOJIOTUU U
MHOBATUBHHU IPAKTUKH.

4. MopenbT € cb3haleH Ha 0a3a Ha MPOBEACHO AHKETHO IMPOYYBAHE C
BOCHHOCITYKEILIUTE MO KaTeropuu OT BOEHHU (opMHUpoBaHUs OT cbcTraBa Ha BBC
1 CB, unnTo mocaenoBaTEeNHU €Talu ca: PErPECUOHHU 3aBUCUMOCTH; 0000111aBaHe
Ha pe3yJTaTUTe; HOpPMaJM3UpaHe Ha JaHHUTE; KOpEJTAlMOHHH BpPB3KU;
IPOTrHO3UPAHE HA PA3BUTHUETO HA MOTUBALIUATA.

5. Cp3maieHuaAT MOJEeN OTYUTA pa3iMyusATa B MOTHMBALIMOHHUTE HYKIU HA
ojuuepu, cepkaHTh M BoOWHUIMU. JlokaTo oduuepuTe akKIEHTUpaAT BBPXY
JUAEPCTBOTO, CTPATETMYECKOTO MHCIEHE U MNpOo(ECHOHATHOTO Ppa3BUTHE,
CEep)KaHTUTE€ M BOWHMUIIMUTE CE€ MOTHUBHpPAT TIOBEYE OT HEMOCPEICTBEHOTO
NpU3HaHKUE, CIPABEIMBOTO Bb3HATPaXKIEHUE U TIOOPUTE YCIOBUS HA TPYI.

6. IlpemnoxkeHna € MOTHMBAallMOHHA paMKa Ha pa3pabOTeHUs Mojel 3a
yIpaBJeHHE Ha YOBELIKUTE PECYPCH BbB BOEHHO (POPMHPOBAHME CE€ OCHOBaBa Ha
TP KIIOUOBM CTBIIKM: YKPENBAaHE HAa MOTHBATOpPUTE, IIPEMaxBaHE Ha
JEMOTHBATOPUTE, MPOTHO3a W YINPABIEHUE HA PE3YyJITATUTE, KOATO MPEIOCTaBs
CTPYKTYypUpaH U HayyHO OOOCHOBaH MOJXOJ 3a YINpaBiI€HHE Ha MOTHBALUATA,
HachbpyaBalll yCTOHYUBO Pa3BUTHE U BUCOKA €()EKTHBHOCT BbB BOEHHATa cpeja.

7. Pa3zpaboTeHusAT MOAEN € MPWIOKUM U B JAPYIM OpPraHU3alUu C BUCOKA
CTENEH Ha CTPYKTYPHUPAHOCT, M3MCKBAIM OallaHCHpaHO yNpaBieHHE Ha XopaTa U

IpOLIECHTE.
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III. ObIN N3BOAU U NPETJIOKEHUA

ObILIHN N3BOAU

Ha ocHoBaTa Ha MpOBEAEHUTE W3CIICABAHUS U AHAJIU3HU B JUCEPTALIMOHHHUS
TpyA ce (popMynHpaT CIETHUTE OCHOBHU U3BOJU U NMPENOPBKU:

1. CbBpeMEHHUTE OpraHU3alMM, BKIIOUYUTEIHO BOECHHHUTE CTPYKTYpH,
(YHKIIMOHUpAT KaTo JUHAMHYHU CHCTEMH, KOUTO H3MCKBAT CTPATETHUYECKH
NOAXOJ 32 YIpPaBICHUE HA YOBEUIKUTE PECYpCH, HACOYEH KbM aJalTHpPaHE U
YCTOMYMBO Pa3BUTHE.

2. YpaBleHHETO Ha YOBELIKUTE PECYpPCH MMa Haill-royisiMa €(peKTUBHOCT,
KOTraTo Ceé MHTErpupa C KilacuyeckuTe (yHKIUU Ha YIpaBJIEHHE Ha IEepcoHala,
MOCTaBAWKHU aKLUEHT BbPXY MOTHBALMATA KATO KIIFOUOB CTPATETUYECKU €TIEMEHT.

3. MotuBanusTa ce pasriexnaa KaTo OCh3HAT MIPOIEC, KOUTO KOMOMHHpa
MHOBALlMM U TEXHOJOTUHU 3a MPUBIIMYAHE, 3aIbPKaHE U PA3BUTUE HA CILYKUTENH C
HEOOXOAMMUTE 3a OPraHMU3alMITa KauecTBa. Y CIIEIIHATa MOTHBALUS HE CE CBEX/a
0 MaTEpHAIIHA CTHUMYJM, & MHTETPUpPAa HOBATOPCKH HJEH, KOUTO HAChp4yaBaT
€KUITHATa padoTa, KPEaTUBHOCTTA U YCEIAHETO 32 CIPABENIMBOCT U IPU3HAHHUE.

4. JlecTpyKTUBHM NPAKTUKHU KaTO HATUCK, 3aIIaXW U MAHUITYJIALIMA HE CaMO
Yye HE JONPHUHACAT 3a MOBMIIABAHE HAa MOTHBALMATA, HO M OKa3BaT HETaTMBHO
BIIMSIHUE BBPXY ABITOCPOUYHATA €(PEKTUBHOCT U YCTOMYMBOCT HA OPraHU3aLHUATA.
[TonoOHM MoaXoM MOJKONAaBaT JAOBEPUETO, BIOIIABAT OPraHU3aLMOHHUS KJIMMAT
M MOTrar Ja JOBeIaT A0 BHCOKM HHMBA Ha CTpPEC, TEKy4eCTBO Ha IEpPCOHANa U
HaMajgeHa  IPOAYKTUBHOCT,  KOETO  KOMIIPOMETMpAa  IOCTMIAaHETO  Ha
CTPATETUYECKUTE LIEIIH.

5. MoTuBauusTa Ha CIy>KUTEITUTE 3aBUCH OT OanaHca MEXAy MOTUBATOPHU U
JeMOTUBAaTOpU. AHaAIWM3bT U YINPaBICHUETO HAa TO3M OajlaHC ca KIIOUOBU 3a
YCTOWYMBOTO Pa3BUTHE HA OPTaHU3AUATA.

6. MoTuBaropure W JOEMOTHBATOPUTE B PAMKHUTE Ha €HA OpraHU3auus
(YHKIIMOHUpAT B CJOXHA B3aMMOBpPB3Ka, XapakTepusupaiia ce c oOpaTHa

IIPpONOPHHUOHAIIHOCT. I[CMOTI/IBaTOpI/ITC OKa3BaT HCETATHBHO BJIUAHHUC BbPXY
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e(EeKTUBHOCTTa HAa MOTHBATOPHUTE, KaTO OTCIA0BAT TAXHOTO CTUMYJIHMPAIIO
BB3/ICHCTBUE BBPXY CHyKUTeIuTe. Ta3W 3aBUCHMOCT II03BOJIsIBA OOEKTHUBHO
M3MEpPBAaHE HA MOTHBALIHOHHOTO CHhCTOSIHHE B OPraHU3aLMATa YPE3 KOJIUYECTBEHA
OIICHKA.

7. llpunoxeH € aHAIMTUYEH MOJAXOJ 3a OIEHKAa Ha MOTHBAalUiTA B
ChBpPEMEHHATA OpraHU3aInsI Ha OCHOBAaTa Ha (opMyJia 3a HUBO HA MOTHBAIIUS KaTO
u3pa3 Ha pa3juKaTta Mexay Opos Ha UACHTU(UIIMpaHUTE MOTUBATOPU M Opos Ha
YCTAaHOBEHUTE JAEMOTHUBATOpPU. [IpHIIOKMMOCTTa Ha TO3M MOAXOJ IPEIOCTaBs
0a3oBa MeTpuMKa 3a JIMarHOCTUIIMPAHE Ha  MOTHBAIlMOHHHUS  KJIMMAT,
uaeHTHUGUIMpane Ha KPUTHYHU MpoOJeMH M IJIaHUpAaHE Ha IICJICHACOYCHHU
WHTEPBEHIIMH 32 ONTUMU3AIM HAa MOTUBAIHOHHUTE MPOLIECH.

8. Boennure GopMupoBaHMS M3UCKBAT YHUKAIHU TOJXOAW 32 MOTHUBAIIHUA,
KOUTO OTUUTAT PA3JIMUUATA B MOTPEOHOCTUTE HA O(DUILICPU, CEPKAHTU U BOMHUIIH.
PazpabotenuTe Mozjenu 3a ympaBlieHHE Ha YOBCIIKUTE PECypcH BHB BOCHHATA
cpela Mokas3BaT MPWIOKUMOCTTa HA MHTETPUPAHU MOTHUBAIIMOHHM TE€XHOJIOTUM 32
YKpeMBaHe Ha OlepaTUBHATA TOTOBHOCT U Mpo¢deCuoHaIU3MA.

9. AHanmu3bT Ha JAHHUTE pa3KpWBa MO-CHUJIHO H3Pa3€HO BIMSHUE Ha
JEMOTUBATOPUTE CPENl BOCHHOCTYXEHIUTE OT NO-HUCKUTE WEepapXU4yHU HUBA,
KOETO Hajlara MpujaraHeTo Ha JudepeHIupaHu MOJIXO0IU 3a yIpapiieHue. ToBa
BKJIFOUBA aJlallTUpaHE HAa MOTHBAIIMOHHUTE CTPATETHH CIPSAMO CIECHU(PUIHUTE
HYXXIA W TPEAU3BUKATEIICTBA HA PA3IMYHUTE KATETOPUU JIMUEH ChCTaB, C IEI
MUHHMHU3UpPAHE Ha JIGMOTHBATOpUTE M  NOAOOpsABaHE Ha  IJIOCTHUS
OpraHu3allMOHEH KJIMMaT.

10. CpBpeMEHHUTE MOTUBALIMOHHU TEXHOJIOTHH, BKIIFOUBAIIM U3MOJI3BAHETO
Ha COLIMAJIHA MEJUH, aBTOMATHU3UPAaHH CUCTEMH 3a 00paTHa BPh3Ka U €IICMCHTH Ha
rediMuduKkaius, 3HAYUTEIIHO TOBHUIIABAT €(PEKTUBHOCTTA Ha YIPABJICHUETO Ha
YOBEIIKUATE PECYpCcH. Te31 NOAXO0IH HAChpUYaBaT AHTAXKUPAHOCTTA, IPO3PAYHOCTTA
¥ JINYHOCTHOTO PAa3BUTHE, KATO CHIIEBPEMEHHO MOJ00PSBAT KOMYHHUKAIUATA U

HHTETpanusATa B OpraHn3aiioOHHaTa Ccpcaa.
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11. BpBexx1aHETO HA THOBATUBHU MOTHBAIlMOHHU MPAKTUKU B KOHTEKCTA Ha
BOEHHATA Cpe/ia M3MCKBA BHUMATEJIHA aIallTallls KbM CICHU(PUUHUTE CTPYKTYPHH
U KyATYpHH OCOOEHOCTH Ha Ta3u OpraHu3amus. 10Ba BKJIIOYBA yKpENBaHE Ha
eKUIHaTa padoTa, pa3BUBaHE Ha JMACPCKUTE YMEHHUS W TMOAbpXKaHE HAa BHCOK
MOpaJl, KOWTO ca KIYOBH (akTopu 3a omepaTuBHaTa e(OEKTUBHOCT U
YCTOMYMBOCTTA HA BOCHHUTE ()OPMHUPOBAHUSI.

12. MoTuBanuaTa Ha BOEHHOCIYKEIIUTE € OT pelIaBall0 3HA4YCHUE 3a
MOCTUTAHETO Ha YCIEX U MOJIbPKAHETO HA BHCOKA OINEPATHBHA T'OTOBHOCT BbHB
BCEKM BOCHEH KOJEKTHB. B Ta3u Bpb3ka € pa3paboTeH IPIOCTEH MOJen 3a
yOpaBJICHHE HAa YOBEUIKUTE PECypCH BBHB BOEHHO (opMHUpOBaHUE, Oa3vpaH Ha
AHKETHU MPOYYBAHUS CPEJl BOEHHOCIYXEIIHA OT Pa3JIMYHU KATETOPUU BbB BOECHHHU
dopmupoBanus Ha BBC u CB. koiito uHTerpupa ChBpEMEHHU MOTHBAIMOHHU
TE€XHOJIOTUY U NTHOBATHUBHU MPAKTUKH.

13. Pa3paboTeHusT MO/ MpeAocTaBsi HaydyHO 000CHOBaHA MOTHBAIIMOHHA
paMKa 3a U3rpaxkJaHe Ha YCTOWYMBUA U MOTUBUPALLIM OPTaHU3ALUOHHU CTPYKTYPH,
KOSITO MPENOpbhYBAa MPOTHUYAHETO HA MOTHMBALMOHHUSA MPOLEC B TPU OCHOBHHU
CTBIIKHA: YKpEIBaHE HAa MOTHUBATOPHUTE, OTCTPAHSABAHE Ha JEMOTHUBATOPUTE U
MOHUTOPHHT.

14. ITpunoxxuMocTTa Ha MOJENa 3a YIPAaBJICHUE HAa YOBEIIKUTE PECYPCH CE
IIPOCTHpPA OTBBJ PAMKUTE HA BOEHHATA CpPENa, JIEMOHCTPUPAWKU IMOTEHIMA 3a
YCIIEITHO BHEJIPSABAHE BbB BCSIKA €IHA CbBPEMEHHA OpTraHU3alvs, BKIFOYUTEITHO U
OpYyTH OpraHUu3alMi C BHUCOKA CTEIEH Ha CTPYKTypupaHocT. To3u moaen e
0co0eHO e(EeKTUBEH B KOHTEKCTH, HW3HMCKBAIlM OaJaHCUPAHO M HWHTETPUPAHO
YIPABJIECHUE HA YOBEUIKUTE pPECYpCHM W OPraHU3alMOHHUTE TMPOLECH, KaTo

OCHUTYpsiBa yCTOMYUBOCT, aJIAITUBHOCT Y TTOBUIIICHA €()EKTUBHOCT.
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HPEJJOXEHUSA

1. llenecbobpazHo € QopMUpOBaHUATA HA BBOPHKEHUTE CHWIH WU
CTpyKTypuTe Ha bbarapckata apmus Ja [OpWIOXKaT B CBOATA IpPaKTHKa
MPEIJIOKEHUTE AHAIMTUYHU MOJIETM 33 aHAJIU3 M OLICHKA Ha MOTHBalMATA Ha
JUYHUSA CBhCTaB, Oa3UpaHM Ha MPEAJIOKEHUS AHKETEH IOJAXO0J IO KaTeropuu
BOEHHOCITYKEIIN W LIUBUJIHH CITY>KUTEJIH.

2. [Ipenopbuutenno e u3ciensanure popmuposanus Ha BC or BBC u CB
Ja TPUJIOKAT MPENTIOKEHUS MOJAEN 3a €PEKTUBEH MEHU/DUKMBHT Ha YOBEILIKHUTE
pecypcu, 0a3upaH Ha CHBPEMEHHHUTE MOTHUBAIMOHHM TEXHUKH, PErPECHOHHMS
aHaJIM3 U KOpEIAllMOHHUTE 3aBUCUMOCTU MpH JAe(pUHHUpaHE HAa MOTUBATOPUTE U
JE€MOTUBATOPHUTE.

3. I[IpenoppuutenHo e BoeHHUTE (popmupoBanus Ha BC u cTpykTypute Ha
BA pa npwiokaT NpemoKeHaTa TPUCTBIKOBA MOTHBAILMOHHA PAMKA, KOATO
MpPEeAOCTaBsl HaydyHO OOOCHOBaHAa paMKa 3a H3rPpaXJaHE Ha YCTOMYMBH U

MOTHUBHpAIIU OPTaHU3aIMOHHU CTPYKTYPH.
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IV. 3AKVIIOYEHHUE

VYcnexpT Ha BCSKa ChbBPEMEHHA OpraHM3alMs € B INpsAKa 3aBUCHUMOCT OT
YOBEWIKUS (PAKTOP, KOUTO € KIIOYOB 32 HEWHUS NMPOCHEPUTET U OBICIIO pa3BUTHE
B KOHKYpeHTHa cpena. Hemo moBede, YOBEHMIKHTE PECypcH ca Xopara B €1Ha
OpraHu3alys, KOUTO CbC CBOUTE MPO(PECUOHAIHN U JIMYHOCTHU KAaYECTBA, MPABST
BB3MOKHO IIOCTUI'aHETO HA HEWHWUTE CTPATETHMYECKU LIEJIW. B MOTBBpKICHHE €
TPBrHAJIUAT IPEAU JECETKM TOAMHM OT SNoHMs JIO3yHTr ,.Xopara peniaBar
BCUYKO®‘, KOMTO THEC MpHUI00MBa BCE MO-TOJMAMO 3HaueHue. OT TyK YOBEIIKHUTE
pecypcu  ce  ABgBAT  OH3M  KJIIOYOB  aKTWB 3@  Pa3BUTUETO U
KOHKYPEHTOCIIOCOOHOCTTa Ha ChbBPEMEHHUTE OpraHU3alM, YUATO CTpaTernyecka
pOJIs € B OCHOBATa Ha HETOBOTO €()EKTUBHO yIPaBJIEHUE. A TOBa caMo IO cede cH
oOeAuHsBAa CTPATETMUYECKM W  ONEpaTUBHU IMOAXOAM 32 IIOCTUraHE Ha
OpPTraHU3aLMOHHUTE LIECIIH.

Ha npo6iemaTukara 3a e(peKTUBHOTO YIIpaBI€HUE HAa YOBEIIKUTE PECYPCH U
B YaCTHOCT Ha TAXHATa MOTHMBAIMs Ca MOCBETEHM MHOIO HayyHH pa3paboTKw,
KOWTO 3aCsraT €HU WIM JPYTY aCANEKTH Ha TO3M U1 OT MEHUKbpPCKAaTa TEOPUs
U npakTthka. Ho B eqHa AMHAMHMYHO NPOMEHJIMBA CPENA, YECTO HEOIpPEIEIIeHa U
IIPEANOJarama HEenpeacKa3syeMu pPHCKOBE M 3aIUIaxd, INPOBOKHpA HAyYHUTE
THPCEHUS KbM BB3MOKHOCTUTE 34 MPUIIOKUMOCT HA ChbBPEMEHHU MOTHBALMOHHU
TEXHUKH U TEXHOJIOTMH U TAXHOTO aJalTUpaHe BbB BOMCKOBa cpena. Ole noseye,
4ye B Ta3d HACOKA HE CE€ YCTAHOBSBA 3abJIOOYEHO H3CIEABAaHE HAa MPOOJIEMHUTE,
IPOU3THYAILM OT IIPOSIBICHUETO HA OIPEACICHU IAEMOTUBATOPU 3a pPAa3IU4YHU
KAaTerOpuM BOCHHOCHYXeEIM. B cTpeMexka 3a mombjBaHE HAa Ta3u IIpa3HOTa B
Hay4YHOTO MO3HAHME Ca W3CJIECABAHUATA U AHAIM3UTE B HACTOALLINS AUCEPTALNOHEH
TPy, MOCBETEHH Ha CTPATETUUYECKUTE pEIICHHs 3a €(PEKTUBHU MOTUBALMOHHU
TEXHUKU B YIIPABJICHUETO HA YOBEUIKUTE PECYPCH BHB BOCHHO (POPMUPOBAHUE OT
CbhCTaBa Ha BbOPBKEHUTE CUIIH.

IlocpencTBoM cucTeMEH, MEHUIDKBPCKH, W3CIIENOBATEIICKA WM AHAJUTUYECH

noaxoau € IpoOBCACH HAYUYCH aHAJIW3 U Ca U3BCACHHW OCHOBHH HAYYHHU Hp06neMa.
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JlepuHMpaHa e aKTyaTHOCTTa Ha MIPOBEAECHOTO M3CJIeIBaHE, HA OCHOBATa Ha KOSTO
¢ JepuHUpaHa OCHOBHATa HAay4YHOU3CJIEOBATEJCKa IeJ. 3a MOCTUTaHeTo M ca
pEeIIeHN KOHKPETH3UPAHUTE HAYYHOU3CIICOBATEICKA 3aJa4dl  IMOCPEICTBOM
NPUIOKMMOCTTa HAa  TIO3HATHTE HAa HAYYHOTO TIO3HAHWE METOIU W
WHCTPYMEHTApUYM — CHUCTEMEH, MEHUUKBPCKH, AaHKETEH, aHaJUTHYHH,
MaTeMaTUKO-CTaTUCTUYECKU. [IpoBeAeHO € eMIMPUYHO U3CIIeBaHE U Cca
Ch37aJlcHH MOJenHu 3a €(EeKTHBEH MEHWIKMBHT Ha YOBEHIKUTE PECypCH BBHB
BOCHHO (popMuUpOBaHHE Ype3 MPUIOKUMOCTTA HAa CHBPEMEHHHM MOTHBAIIMOHHU
TEXHUKHU.

B mbpBa rnaBa Ha Hacrosimiata pa3paboTKa € HU3CIEABAH TEOPETUUHHST
0030p Ha yIpaBJIEHUETO Ha YOBEIIKHUTE pecypcu. HampaBeH e TeopeTnueH aHamus
Ha OCHOBHHUTE ()YHKIIMOHATHU OOJACTH HAa YNPABJICHUETO HA YOBEIIKUTE PECYPC,
OTKPOCHH Ca pPa3uYMsITa W CXOJCTBaTa MEXAY YIPABICHUETO HA YOBEIIKUTE
pecypcd © VYIOPaBJICHUETO Ha I[ePCOHANa, KOETO TO3BOJISIBA CHUCTEMATUYHO
pazOupaHe Ha Bpb3KaTa MEXAYy HWKOHOMUYECKHTE U COLMAIHUTE IENIH Ha
opranmzanuure. M3cnenBana e MOTHBAIMATa KATO OCHOBEH (DaKTOp 3a yCTONYMBO
pa3BUTHE B KOHTEKCTAa HAa ChbBPEMEHHHMTE HM3UCKBAHUSA M TCOPETUYHUTE OCHOBH,
MIPEACTAaBEHU OT Pa3IUYHHM KOHIEMINKA B Toaxoan. ChITHOCTTa HA MOTHBAIIHATA
ce TpeacTaBs 3adblI0O0YEHO, KaTO C€ pasriexkja HelHaTa IBOWHA mpupojaa —
BBHTPEIIIHA U BBHHIIHA, U CE TIOIYePTaBa 3HAYCHUETO HA MHTETPUPAHUS TTOIXO] TIPH
HEWHOTO ympaBlieHHe. TEOpEeTUYHUTE MOJETHW W KOHICMIIUA 32 MOTHBAIUATA,
BKJIFOUUTENTHO Te3u Ha Macnoy, Xepubepr u Angedep, mpejiarat pamka 3a
pazOupaHe Ha mpolieca M 3a pas3paboTBaHe Ha €(GEKTHUBHHM MOTHUBAIIMOHHU
CTpaTeruy, afanTHPaHU KbM MOTPEOHOCTUTE Ha PA3TMUYHUTE OpTaHU3AIIHH.

AHanu3bT 00001aBa, Y€ WHTErpalusITa Ha CTPATETUYECKU W OMEPATUBHU
JEHHOCTH T10 yMpaBJIEHWE HA YOBEIIKUTE PECYPCH M B YACTHOCT IO MOTHBAIUATA
Ha CIY)XHTEIUTEe € TPEANnocTaBka 3a TIOCTHTaHEe Ha CHHEPTUS MEXIy
WHJUBUIyTHUTE TTOTPEOHOCTH M IETUTE HAa OpraHu3arusaTa. 1e3u u3ciaeaBaHus

YCTaHOBABAT OCHOBHUTEC 3a p33pa6OTBaHCTO Ha TIIPUIIOKMMHW KW HNHOBATUBHH
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pEIIeHNs 3a TIOBHINIaBaHEe HA €()eKTUBHOCTTA HA MOTUBAIMATA B OPTraHU3AIlMOHHUS
KOHTEKCT, KOUTO Ca B CHHXPOH C M3UCKBAaHHATA HA ChbBpEMEHHaTa IMHAMHYHA
cpena. Pemiena e mppBaTa Hay4HOM3CIIEI0OBATENICKA 3a/1a4a.

Bropa riaBa B TEOpETHKO-TIPAKTHUEH W aHAJWTHUYEH acCHeKT H3ClIeBa
ChCTOSIHHETO M MPOOJEMUTE, CBBP3aHU C MPHIOKEHUETO HAa MOTHBAIMOHHU
TEXHUKH U TOJXOIU BBHB BOCHHH (HOPMHPOBAHUS OT ChCTaBa HA BHOPHKCHHUTE
CWIH. 3aluTMa € ujesTa, 4ye e()eKTUBHOTO YIpaBJIEeHUE HA YOBEIIKUTE PECYPCH B
Ta3W crnenupudHa cpefa M3UCKBA CTPATETHYECKH M aNalTUpPaH TOIXOJ, KONTO
OTYHUTAa OCOOCHOCTUTE Ha BOCHHHUTE CTPYKTYPH W 3HAYCHHETO HA YOBEIIKHS
¢dakTop 3a CUTYpHOCTTa U OTOpaHaTa.

OCHOBHUTE W3BOJM TMOJUYEPTaBAT BAKHOCTTA HAa MOTHBATOPUTE M TSIXHATa
poJig 3a 3aAbPKAHETO HAa KaJpH, KAKTO W HETaTUBHUA €(PEKT OT HaJUYHETO Ha
JEMOTHBATOPH, KOUTO MOTAaT J1a 00€3CHIAT MOTHUBAIIMOHHUTE YCUIHS. AHAIU3BT
HAa MOTHBAIIMOHHUTE TIPOLIECH BBHB BBHOPHKEHUTE CHIIA Pa3KpUBa KIIOUYOBU
npo0siemMu, cpesl KOUTO JIMIcaTa Ha CHEIUAIMCTH 0 MOTUBAIIMS, OTPAHUYEHUS B
KapUepHOTO pAa3BUTHE M HEOIAronmpuWsTHU YCJIOBHS Ha TpyA. Te3w mpoOiaemMu
Ch3JlaBaT TMPEAU3BUKATEIICTBA TMPU MPUBJIMYAHETO U  3aIbpPKAaHETO Ha
KBATH(UITUPAHU KaJIpH, KaTO CBHIIEBPEMEHHO TOMYepTaBaT HEOOXOAMMOCTTA OT
pa3paboTBaHe Ha LAIOCTHA KOHIICTIIIHUS 32 MOTUBAIIMOHHO YITpaBIICHHUE.

PesyntaTute OT M3cCieaBaHETO JEMOHCTPUPAT, Y€ YCIEIIHOTO MpHIaraHe Ha
MOTHBAllMOHHU TIOJXOJW BHB BOCHHUTE (OPMHPOBAHUS € TSACHO CBBP3aHO C
U3TPaXKIIaHETO Ha TMO3WTHBHA OpPraHU3AllMOHHA Cpe/la, OCHOBaHAa Ha JOBEpHE,
KOJIETUAJTHOCT ¥ paBHOMNpaBue. BiusHMEeTO Ha aBTOpPUTAPHUS CTUJT HA YIIPaBICHUE
BHPXY MOTHBAIMSTA CHINO € pas3rieaHO MOApPOOHO, KaTo ca WACHTH(PHUIIUPAHU
HETaTUBHUTE TIOCIEAUIIM OT JIMICAaTa Ha WHAWBUAYaJeH TOIXOJ M T'bBKaBU
CTpaTEeTHuy 32 MOTUBAIIHS.

AHaTUTUYHUSAT TIOJIXO0]T 32 OLICHSBAaHE HA MOTHBAIUATA B €/THA OpTraHU3AIHS,
O0azupaH Ha pas3iuKaTa MEXIy Opos Ha WIASHTU(UIUPAHUTE MOTHBATOPU U

ACMOTHBATOPH, IIpcajiara e(l)eKTI/IBCH HHCTPYMCHT 3a JHAartoCTHKa Ha
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MOTHUBAIIMOHHUS KJIUMaT. To3M METOJ MpeaocTaBs sICHA M3MEPHUTENIHA CTOMHOCT,
KOSITO YJIECHSIBa OTKPMBAHETO Ha KPUTHYHU MPOOJIEMHU U MOATIOMAra TiaHupPaHeTo
Ha IIeJICHACOYEHU MHTEPBEHIUH 3a MOJ00psiBaHE HA MOTHBAIIMOHHUTE MPOLIECH U
ONITHMU3AIINS HAa OPTaHU3AIMOHHATA CPEJIa.

Emnupruynute [aHHM TogUYepTaBaT BaXHOCTTAa Ha  (PaKkTOpu  Karo
MEXIYJIMYHOCTHUTE  OTHOUICHMS, CIPABEAJIMBOCTTAa B  OICHSIBAHETO U
BB3HATPAXKICHUATA, KAKTO M BB3MOXKHOCTUTE 3a KapHepHO U MPOo(eCHOHATHO
pa3zButue. ChIIEBPEMEHHO € Toa4YepTaHa HyKJAaTa OT MO-I100po pa3OupaHe H
yIOpaBjICHUE Ha JEMOTHBATOPUTE, KOUTO MOraT 3HAUMUTEIHO Ja HaMaJsiT
€peKTUBHOCTTA  HA  YOBEIIKUTE  PECYPCH. Pemena e BTOpaTa
HAyYHOM3CIIEIOBATEIICKA 3a/1a4a.

Tpera riaBa € NOCBETEHA HA CTPATETMYYECKUTE PELICHHS 3a IOBUILIABAHE HA
edeKTUBHOCTTAa Ha YOPABIEHHUETO HA YOBEIIKUTE PECYpCH BHB BOCHHO
(opMupOBaHHE 4Ype3 HU3MOI3BAHETO HAa CHBPEMEHHUM MOTHBALMOHHM TEXHHUKHU.
W3cnenBann ca MHOBATMBHM NOAXOAM, Oa3upaHu Ha reimMudukanus,
AUTUTAIM3aIMsI, W COIMaliHA aHTAKUPAHOCT, KOUTO Cbh3/aBaT YCJIOBHS 3a
MOBHILIEHA aHTAKUPAHOCT, MPOTYKTUBHOCT U KOJIEKTHBHA €(DEKTUBHOCT. Jlokasaua e
HEOOXOMMOCTTa OT MOJEpPHHU3alMsl Ha MOTHUBAIlMOHHUTE TOAXOAU Upe3
BKJIIOUBaHE Ha CHEIHUAINCTU IO MOTHBAIUMS M Ka4eCTBO Ha XHUBOT, KaKTO W
pa3zpaboTBaHE Ha IUIOCTHA KOHLENLMUS 3a YNpaBiIeHHME Ha MOTUBALUATA, €
oueBugHa. ToBa ©OM OcCUTypwIO CTaOWJIHA OCHOBAa 3a IIOCTUraHE Ha
CTpaTEerMuecKUTe LEeIU Ha BbOPBKEHUTE CHIIN Ype3 oJ00psiBaHE HA MOTHUBALIUATA
M aHTaXXUPAHOCTTA Ha JIMYHMSI ChCTaB.

Pa3paboten e moaen 3a epeKTUBEH MEHWIKMBHT Ha YOBEIIKUTE PECypCH
BBbB BOGHHO (JOPMUPOBAHUE, OCHOBAH Ha CbBPEMEHHU MOTHUBALIMOHHU TEXHOJIOTUU
u moaxonu. M3cienBanero oOxBaiia KakTO KOJMYECTBEHH, TaKa M KaueCTBEHU
aCleKTH Ha MOTHBALUATA, AaHAJIM3UPANKU pPErpecCUOHHUTE 3aBUCUMOCTH U
0000IIEHUTE Pe3ydATaTh OT aHKETaTa C Pa3IMYHUTE KATErOPUU BOCHHOCIY KEIH.

MopaenbT € u3rpajieH Bb3 OCHOBA Ha MPOBEICHU AHKETHU MPOYYBAHUS CPE.l

35



BOEHHOCITYKEIIIU OT Pa3IMuHU KaTeropuu BbB BOeHHU GopmupoBanus Ha BBC u
CB. Pesynratutre OT perpecMOHHUS aHaJlIW3 MOKa3BaT BHCOKA MOTHUBAIUS CpeJ
W3CIICIBAHUTE JHIa. BBOpeku ToBa, mpeodiamaBamuTe OTTOBOpU ,,BspHO B
rojisiMa CTENEH pa3KpUBaT M3BECTHA HECUTYPHOCT M JIUICA HA KATETOPUYHOCT,
KOETO BEPOATHO OTpa3siBa Pa3jivuvs B WHAWBUAYATHUTE BB3NPHUATHAS W BHHITHU
BIIUSIHUAST BHPXY MOTHBaMOHHUTE (pakTopu. KopemannoHHUs aHAIW3BT pa3KpUBa
3HAUUMH 3aBUCUMOCTH MEX]y pa3JIMYHUTE HHBAa HAa ChIJIACUE B OTTOBOPHUTE.
[TonoxutenHa kopenanusa ce HaOJ0JaBa MEXIy OTroBopurte ,,.BsipHO B romisima
creneH u ,,HambJIHO BSpHO®, JOKAaTO OTpHUIIATETHA KOpenalus € YyCTaHOBEHa
MEXIy oTropopute ,M300mo He e BiApHO“ u ,BapHO B Manka cTemeH".
PerpecuoHHOTO ypaBHeHWE, Oa3WpaHO Ha CbHOpaHWTE JaHHHM, TO3BOJISBA
POTHO3UpPaHEe Ha OBJEHIOTO pasnpeeieHue Ha MOTHBAIMOHHUTE (DAKTOpU H
Mpe0CTaBst MHCTPYMEHTH 3a pa3pab0TBaHE HA CTPATETHH 32 ONTUMU3AIIUSL.

Ha 6a3ara Ha Te3u AaHHM € Ch3/1aJieHa HayYHO 000CHOBAaHA MOTHBAIMOHHA
paMKa, KOSTO OOXBallla TP OCHOBHU CTBIKM 3a €(PEKTUBHO YMpPaBICHHUE Ha
MOTHUBAIlMOHHUS TMPOIEC: YKpENBaHE Ha MOTUBATOpPUTE, NIPEMaxBaHE Ha
JIEMOTHBATOPUTE U IPOTHO3UPAHE HA MOTUBAIIMOHHUTE TEHACHITUH.

OO06oOmeHnTe pe3yaTaTd TMOKa3BaT, Y€ HHTerpalusra Ha WHOBATHBHU
TE€XHOJIOTUH, TIEPCOHAIM3UPAHU TMOIXOIU W IEJIEHACOYEHU CTpaTEruu MOXE Ja
JIOBEJIE /10 YCTOMYMBA MOTUBAIIMSA, YIOBICTBOPEHOCT U €(DEKTUBHOCT CpeJl JINUYHUS
cheTaB. B chiioTo Bpeme, GOKYChT BbPXY Ch3/IaBaHETO Ha MOJAKpEINsIla cpena,
U3TPAXKIAHETO Ha JIOBEPUE M YKPEINBAHETO HAa BBHTPEIIHUS KIMMAT JOMpUHACA 32
IBJITOCPOYHATA CTAOMJIIHOCT M YCHEMHOTO (YHKIIMOHUPAHE HAa BOCHHUTE
dbopmupoBanus. Pemiena e Tperata HaydHOU3CIIeAOBaTeICKa 3a1a4da. M3BeneHu ca
0011 U3BOJIM U Ca HAMPABEHU KOHKPETHU MPEI0KEHUS.

3aKIIO4YeHUsATa MOJUepTaBaT 3HAUMMOCTTA Ha CUCTEMAaTHUYHUS TMOIXO0 KbM
MOTHBAIIMATA, KOWTO ChUYETaBa YKPEMBAHETO HA TIOJOXKUTEIHUTE AacCIeKTH,
CNMMMUHUPAHETO HAa HETATUBHUTE BJIMSHUS M TMPOTHO3UPAHETO Ha ObIenuTe

TeHJeHIMU. ToBa J0Ka3Ba, 4e J0OpE CTPYKTYPUPAHUSAT MOTHUBAIMOHEH MOJIEN
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MOJK€ Jia CIY>KH KaTo OCHOBA 32 €()EKTUBEH MEHUHKMBHT Ha YOBELIKUTE PECYPCH
BbB BOCHHA Cpela, a ChIIO Taka M BBB BCSIKa CHBPEMEHHA OpraHu3alus,
HachbpyaBalkKi TMOCTUTAHETO HA BHUCOKM CTaHAApPTH B OpraHu3anusTa u
U3ITBJIHEHUETO Ha MUCHH.

[locTurHature pe3yaTaTd B  H3CJIEABAHETO HAIMBIHO MOTBBPXKAABAT
dopMynupaHaTta u3CleAOBaTEICKa Te3a, 3a HANpPaBIICHUATA 3a MOBHINABAHE Ha
e(heKTUBHOCTTa Ha (PUHAHCOBUAT MEHU)KMBHT B CbBPEMEHHUTE OpTaHU3aIl|H.

[lo wnHame weHeHue QopMynupaHuTe 1€ M 3aJa4d HAa HAy4YHUTE
U3CIICIBAaHUS B IUCEPTALIMOHHUS TPY/I Ca IOCTUTHATH.

[IpensioxkeHUTEe OT HAC HAYYHO OOOCHOBAHM PEIICHUS ChABPKAT MPErnopbKa
3a palMOHAJU3UPaHE Ha YNPABICHCKHUTE PELICHUs 32 €(EKTUBHO yIpaBiICHUE Ha
YOBEIIKUTE PECypcd BBHB (POPMUPOBAHUSTA HA BBOPHKCHUTE CUIUM Upe3

MMPUIIOKUMOCTTAa Ha CbBPEMCHHN MOTUBAIIMOHHN TCXHUKU.
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V. HAYYHU U HAVYUHO-IIPWIOXHHU PE3VYJITATH U
IIPUHOCH

Hayunute nHTepecu u npodecruoHaIHaTa OpUeHTAIMs KbM U3CJe/IBaHaTa B
JTUCEPTALMOHHUS TPYJ MpoOJieMaThKa MO3BOJISIBAT J1a ObJIaT U3BEJIEHU OCHOBHUTE
MIPUHOCHM PE3yJITaTH HAa HAacTOsALaTa pa3padoTKa.

1. Hayuynu pe3yararu

1.1. Pazmmmpena e u e oborareHa € TeopusiTa Mo ynpaBjeHHE Ha YOBEIIKUTE
pecypcu Karo € NpeIcTaBeHa OTHOCHTENIHO 3aBbpII€HAa HAayYHO-TEOPETUYHA
KOHIIENIMST 32 HEOOXOJUMOCTTAa OT CTPATETMYECKH pELIEHUS 3a e(pEeKTUBHO
YIPABJICHHE HA YOBCLIKUTE pECypCH Ha CBBPEMEHHATA OpraHM3alUs upe3
MPUIOKUMOCTTA HA CbBPEMEHHU MOTUBALIMOHHU TEXHHUKHU.

1.2. Cw3ganeHa e KoHUENTyalHa IUlaTopma 3a aHaJlu3 U CTPATETHYECKH
pemieHUss 3a €(PEKTUBHO YNPABICHHE HA YOBELIKUTE PECYPCH BBB BOEHHO
(opMupoBaHHE Ha BBOPHKEHUTE CHIM UYpe3 aJalTHPAHETO Ha ChBPEMEHHU
MOTHBALIMOHHHU TEXHUKH, CbOOpa3eHU ChC clielu(prKaTa Ha BOGHHATa Cpefa.

2. HayyHO-nIpHJIOKHM pe3yJITaTh

2.1. Hayuyno o6ocHOBaHa € U € JJoKa3aHa ay4yHO-eKCIepTHaTa riaTdopma Ha
M3BBPIICHUTE M3CIIECABAHUS 32 ChCTOSHHETO W MPOOJEMUTE HA MOTHBALMATA HA
YOBEIIKUTE PECYpCH B JUHAMHUYHO MPOMEHJIMBA BOEHHA Cpela W € MNPEeIJIoKEH
AHAJIMTUYEH MOJIEJI HA OCHOBATa Ha MPOBEJIECHO aHKETHO ITPOYYBAHE.

2.2. Cws3maneH e Mojien 3a €peKTUBHO YIIPaBJICHUE Ha YOBEIIKUTE PECYpPCH
Ha BOEHHO ()OPMHUPOBAHME HA BBOPBKEHUTE CHJIM IOCPEACTBOM ChBPEMEHHH
MOTHBALlMOHHU TEXHUKH HA OCHOBAaTa Ha U3BEJCHHU PETPECUOHHU U KOPETAMOHHU
AHAUTUYHU 3aBUCUMOCTH MEXAYy OTIEITHUTE MOTHBATOPU 3a Pa3IMYHUTE
KaTeropuy BOCHHOCTYKEIIH.

2.3. IlpennoxkeH € Hay4yHO OOOCHOBaHA MOTHMBAIlMOHHA paMKa B TpH
OCHOBHM  CTBIIKM: YKpElBaHE Ha  MOTHBATOpUTE, OTCTPaHsBaHE Ha
JEMOTHUBATOPUTE U MOHUTOPHHT, KOSTO JONPHHACS 3a U3rPaXkJIaHE HA yCTOMYMBHU

Y MOTHBHUPAIIHA OPTraHU3AIMOHHU CTPYKTYPH.
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I. GENERAL CHARACTERISTICS OF THE DISSERTATION
1. Relevance of the Problem

Bulgaria's accession to the European Union expanded its horizons and
contributed to the development of Bulgarian society and economy. This
significantly influenced the advancement of human resources—an essential
component of the management of modern organizations. Human resources are
recognized as the most valuable asset of an organization, ensuring
competitiveness and prosperity. Even during times of crisis, human resources,
with their competencies, can support businesses in identifying new strategies for
organizational development.

Human resource management, as part of organizational management,
effectively and efficiently integrates human resources with the organization's
other resources to achieve its goals. These goals are highly dependent on people—
their knowledge, skills, qualities, and behavior.

Human resource management activities are both strategic and operational,
encompassing the management of personnel.

Personnel management, as the precursor to human resource management,
is associated with leading and guiding the people working within the organization.

The multifaceted nature of human resource management, combined with
the advancement of information technologies and the introduction of new
motivational techniques, defines its strategic role and effective management based
on best managerial practices. This context drives our research toward rationalizing
management decisions in this area, aligning them with the dynamic and
competitive environment of the human resource market.

Hence, the issues surrounding this topic stem from the contradiction
between the theoretical understanding of scientific facts and best practices on the
one hand, and the presence of conflicts and challenges in human resource
management practices on the other, particularly in enhancing its effectiveness

through the application of efficient motivational techniques.



Although numerous studies on human resource management by renowned
experts in the field address certain aspects, the dynamic contemporary
environment—characterized by the application of information technologies and
the advent of artificial intelligence in this managerial domain—makes the need
for comprehensive methodological and practical research and analysis more
pressing than ever. This is particularly relevant in the context of modern
motivational techniques applied to specific organizational structures with
specialized activities, making the topic of this dissertation not only timely but also
essential in filling an existing gap in academic knowledge.

Regardless of the sector to which an organization's activities belong, the
complexity and technology of the products or services offered, financial capacity,
size, and other internal and external factors, human resource motivation in modern
organizations always plays a primary and critical role in the viability and
sustainable development of every organization. It is also integral to the
effectiveness of the overall management system, underscoring the relevance of
the chosen topic.

Human resource management is significant not only for the development
of an organization but also for the broader economy. The level of organizational
culture determines the state of the labor market, the development of human
resources at the national level, within an integration community, and on a global
scale.

In a dynamically evolving environment where technologies and
communications are easily accessible to all, skillful human resource management
provides a competitive advantage for organizations. This primarily involves
creating appropriate motivation and an organizational climate that fosters trust,
knowledge sharing, and management practices aligned with the organization's

strategic goals.



It is a priority for managers to seek methods, techniques, and tools to ensure
a qualified, motivated, highly effective, and loyal workforce to maximize the
efficient use of human resources.

The human resource management system, together with personnel
management, aims to fully utilize the potential of the workforce, harness their
knowledge, skills, and professional capabilities, optimize work distribution, and
provide incentives based on contributions to the organization.

The importance of human resources and the ability to enhance the
competitiveness of an economy or organization through their motivation
underscore the relevance of the chosen topic.

2. Working Thesis and Hypothesis

The working thesis of this study is that for an organization to remain
competitive, it must invest more in its most valuable resource—its people. On this
basis, we argue that "the relationship between motivational factors and the
organization’s image and prosperity is a process that stimulates the realization of
the full potential of human resources and fosters the pursuit of set goals and
optimal results, while protecting the interests of both the organization and its
personnel."

The working hypothesis of this dissertation is based on the premise that
motivation within an organization results from the complex interplay and inverse
proportionality between motivators and demotivators. Specifically, it is assumed
that an increase in the influence of demotivators weakens the effect of motivators,
and vice versa. Consequently, the level of motivation in an organization is
determined by the balance and dynamics between these two key factors.

3. Purpose and Research Objectives

The purpose of the dissertation is to study and analyze modern
motivational techniques and to develop a model for improving their effectiveness
based on an assessment of the relationship between goals, achieved results, and

employee motivation.



To achieve the stated goal, the following research tasks are specified::

v To study and systematize the theory and methodology of human resource
management across all functional areas, as well as the essence of motivation and
its role and significance in the management of modern organizations.

v To analyze various motivational theories and applicable techniques and
approaches for motivating human resources in modern organizations.

v To propose specific strategic solutions for enhancing the effectiveness of
employee motivation to benefit both the organization and its people.

4. Object and Subject of the Research

The object of the research is the management of human resources within
an organization.

The subject of the research in this study is the opportunities for effective
techniques to motivate personnel.

5. Research Methodology

The achievement of the research objectives and tasks is realized through
the application of universally recognized methods and tools of scientific
knowledge, divided into two groups: theoretical and empirical.

To ensure the objectivity of the study on the identified problem and to
generate scientifically and practically applicable conclusions, a combination of
research methods is applied.

For convenience and clear illustration, the obtained final results (diagrams,
graphs, statistical and graphical interpretations of the studies) are presented in a
finalized form using the capabilities of MS Office.

The specific research and strategic solutions were conducted, developed,
and implemented based on data from a specific military formation within the
Armed Forces, whose name is not disclosed due to the nature of its activities. As
a standalone organization, the formation provides a comprehensive view of
human resource management, personnel accountability, and the state of

motivation among military personnel within the Armed Forces. This, in turn,



reflects on human capital, the level of motivation, and the development of
organizational culture in the country.

6. Limitations

For greater specificity and relevance of the research, it has been conducted
within certain acceptable limitations. Specifically, during the course of the
scientific studies, the focus is on the essence and characteristics of human
resources in the armed forces across functional areas, as well as on addressing key
issues related to human resource management and the motivation of military
personnel. An analysis is performed on the current state of motivation among
personnel in the armed forces and on applicable motivators in managerial
communication, leading to solutions for the identified pressing issues. An
algorithm of sequential actions necessary to enhance service motivation within
formations is systematized, contributing to the positive image of the army and
increased interest in the military profession.

All data related to the military formation is hypothetical. The applicable
legal framework is uniform across all military formations within the armed forces;
hence, the size of the personnel, the location, and the specific military postal
number are irrelevant to the study and no actual information about them is
provided.

The study incorporates ideas from contemporary theorists in the field of
management science, particularly in human resource management and, more
specifically, in motivation. These i1deas are presented in scientific and journalistic
publications, books, articles, and works of leading specialists in human resource
management practices. For specificity, accuracy, and reliability, certain texts from
these sources are quoted verbatim in the exposition.

The formulated research tasks are addressed to the extent and depth
necessary for clarifying, complementing, and connecting the primary logical

sequence, which has determined the structure and content of the dissertation.



7. Key Points Presented for Defense

The strategic role of human resources as a key asset for the development
and competitiveness of modern organizations has been proven, as well as the
importance of effective human resource management, which integrates strategic
and operational approaches to achieve organizational goals. Motivation is
identified as a critical component of human resource management, with its role
being fundamental for achieving efficiency and high quality both in managing
these resources and in the overall functioning and strategic management of the
organization.

A connection between organizational goals and individual employee goals
has been established. This interdependence highlights the necessity of applying
effective motivational approaches and developing appropriate strategies to
motivate personnel, aiming to achieve synergy between individual and corporate
interests.

The importance of motivators is emphasized as a primary tool for retaining
talent within the organization, as well as their crucial role in building long-term
employee engagement and satisfaction. Effective motivators, such as appropriate
working conditions, recognition, opportunities for professional development, and
fair remuneration, contribute to creating a positive work environment and
reducing the risk of turnover.

At the same time, attention is drawn to the negative impact of demotivators,
which not only undermine motivational efforts but also lead to decreased
productivity, lowered morale, and the potential loss of valuable employees.
Factors such as lack of communication, unfair treatment, lack of development
opportunities, and inconsistency in managerial decisions can neutralize even the
best motivational strategies. Therefore, identifying and minimizing demotivators
1s an essential part of the overall human resource management policy aimed at

achieving sustainability and efficiency within the organization.



8. Discussions

The dissertation was discussed at an extended meeting of the General
Assembly of the "Scientific Research and Innovation Activity Institute" of Vasil
Levski National Military University, Veliko Tarnovo.

9. Theoretical and Practical Significance

Theoretical Significance:

The dissertation contributes to enriching scientific knowledge in the field
of human resource management and motivational strategies by providing a
systematic review and critical analysis of contemporary motivational theories,
approaches, and models. The research expands existing theoretical concepts
related to the impact of motivation on organizational effectiveness and presents
an innovative theoretical model for managing motivational processes. This model
features an integrative approach that combines individual and organizational
goals, making it applicable across a wide range of organizations, including
specialized contexts such as military formations.

Practical Significance:

The practical value of the dissertation lies in the development of specific
strategic solutions and proposals for implementing effective motivational
techniques in the context of a military formation. The study offers clear and
practically applicable algorithms to enhance personnel motivation, improve
organizational culture, and increase productivity. The included methodologies
and recommendations can serve as a guide for leaders involved in human resource
management, providing tools to address modern challenges related to staff
retention, career development, and workplace improvement.

The dissertation serves as both a practical and theoretical foundation for
future research and development in the field of motivation, as well as for the
creation of policies and programs aimed at sustainable human capital management

in various organizational contexts.



The research outcomes consist of developing optimized approaches for
strategic planning, proposing the integration of existing motivational theories and
models, and effectively utilizing practical tools for modernizing human resource
management systems. These findings can be applied in the development of
management strategies and are recommended for students, doctoral candidates,
and young researchers studying "Principles of Management." Additionally, the
materials from the dissertation can be used in preparing training courses and
workshops on management, strategic management, and as a foundation for
compulsory courses for management students.

10. Main Results and Conclusions of the Dissertation

Main Results:

The dissertation provides a systematic review of leading motivational
theories, including classical and contemporary approaches, with a focus on their
application in the specific context of a military formation. Key motivational
factors that have the greatest impact on the effectiveness of human resources are
identified.

An analysis of the motivational state and the factors affecting the personnel
of a military formation has been conducted. The research data highlights the
importance of social support, professional development, and fair remuneration as
critical motivators.

A model for managing motivational processes has been proposed,
integrating both strategic and operational aspects. Specific strategic solutions and
algorithms for enhancing motivation are presented, including improvements to
the work environment, individualizing approaches to employees, elements of
gamification, and the implementation of professional development programs.

Main conclusions:

Motivation is a critical factor for organizational effectiveness. A high level
of motivation in the work environment, especially in the Armed Forces, is crucial

for sustainable development and achieving the organization's strategic goals.



Interdependence between motivational factors and organizational success.
Effective management of motivational processes creates synergy between the
individual goals of employees and the overall goals of the organization, which
leads to improved engagement and productivity.

The necessity of adapting motivational techniques to the specifics of the
environment. Successful management of human resources in the Armed Forces
requires taking into account the unique characteristics of military culture,
including the high demands for discipline, responsibility, and teamwork.

Motivators and demotivators interact as mutually complementary factors
that determine the motivational climate in the organization. High employee
effectiveness and satisfaction depend not only on the presence of strong
motivators but also on minimizing demotivators. Motivators — such as fair
remuneration, recognition, opportunities for professional development, and good
interpersonal relationships — play a key role in activating positive motivational
processes, leading to better engagement and productivity. Demotivators, on the
other hand, can significantly neutralize the effect of motivators, even when the
latter are strongly present. For example, the lack of fairness, an unfavorable work
environment, or limited growth opportunities can cause demotivation, even in the
presence of other incentives.

The interaction between motivators and demotivators is dynamic:

* The presence of motivators does not fully compensate for the influence of
demotivators — they must be viewed and managed as interconnected factors.

» Creating a balanced motivational environment requires not only the
addition of motivating elements but also actively reducing demotivating
influences.

* Long-term motivation can be achieved when motivators are enhanced,
and demotivators are eliminated or significantly reduced.

Managing the interaction between motivators and demotivators is critical

for the sustainable development of the organization. The optimal motivational



climate is achieved through the strategic integration of both aspects, which creates
the conditions for fully unlocking the potential of human resources and achieving
organizational goals.

Successful leadership, based on trust, communication, and personal
example, is crucial for building a motivating environment. An organizational
culture that supports employee development and recognition is a prerequisite for
long-term motivation.

The use of modern technologies, such as digitalization and gamification,
demonstrates significant potential for increasing employee efficiency and

satisfaction.



II. STRUCTURE AND CONTENT OF THE DISSERTATION

1. Structure of the Dissertation

The dissertation is structured in accordance with the defined purpose,
research objectives, working hypothesis, object, and subject of the study,
reflecting the author's approach to the topic. The presentation is organized into
three main thematic sections, divided into chapters, each further segmented into
subsections.

Specifically, the content of the dissertation is structured as follows:

Introduction

CHAPTER ONE. Theoretical and Methodological Review of
Motivational Techniques for Human Resource Management in
Organizations

1.1. Essence and Functional Areas of Human Resource Management

1.2. Essence and Specific Features of Motivation in Organizations

1.3. Motivational Theories

1.4. Approaches to Motivating Personnel in Modern Organizations

Conclusions from Chapter One

CHAPTER TWO. Current State and Issues of Applied Motivational
Techniques in Organizations

2.1. Analysis of Motivational Techniques and Approaches for Human
Resource Management in a Military Formation within the Armed Forces

2.1.1. Specifics of Human Resource Management in a Military Formation
within the Armed Forces

2.1.2. Motivators in Managerial Communication within a Military
Formation of the Armed Forces

2.1.3. Analytical Procedures

2.2. Problematic Areas Arising from the Applied Motivational Techniques

in a Military Formation within the Armed Forces



2.3. SWOT Analysis of Motivational Techniques and Approaches in a
Military Formation within the Armed Forces

Conclusions from Chapter Two

CHAPTER THREE. Strategic Solutions for Effective Motivational
Techniques in Human Resource Management in a Military Formation within
the Armed Forces

3.1. Modern Motivational Technologies for Effective Human Resource
Management

3.2. Model for Effective Human Resource Management in a Military
Formation within the Armed Forces, Based on Modern Motivational Techniques

Conclusions from Chapter Three

General Conclusions

Suggestions

Conclusion

Literature

Appendices

2. Summary of the Dissertation

CHAPTER ONE. Theoretical and Methodological Review of
Motivational Techniques for Human Resource Management in
Organizations

Chapter One of the dissertation provides a theoretical analysis of human
resource management and motivation as key components for the successful
operation of modern organizations.

The chapter examines the fundamental concepts and distinctions between
human resource management and personnel management. The focus is placed on
the strategic nature of human resource management, aimed at achieving
organizational goals, and the operational focus of personnel management.

Key functional areas are presented, such as human resource planning,

recruitment, training, compensation, evaluation, ensuring safe working



conditions, and improving labor relations. Their interconnections and significance
for organizational effectiveness are emphasized.

Motivation is defined as a process based on meeting human needs. Its
importance in creating a positive working environment and stimulating
employees to achieve better results is explained.

The concept of "KITA" is introduced as an example of ineffective
motivation, involving actions that appear motivational but actually lead to
coercion, stress, and demotivation. The negative effects of applying this approach
in management are discussed.

Motivation is examined as a managerial tool for improving effectiveness.
Emphasis is placed on intrinsic and extrinsic motivation, as well as on the
importance of individual needs and aspirations in fostering engaged behavior in
the workplace.

Content and process theories, which explore different aspects of human
behavior in the work environment, are analyzed.

Content and Process Motivational Theories:

v Content Theories: Theories by Maslow, Herzberg, and Alderfer are
examined, focusing on human needs as the foundation of motivation.

v Process Theories: Theories by Vroom, the Equity Theory, and Locke’s
Goal-Setting Theory are analyzed, emphasizing the motivation process and the
perception of the relationship between effort, rewards, and fairness.

The importance of adapting motivational techniques to the specific
conditions of the organizational environment is highlighted. Various approaches
to employee motivation are described, including economic, social, and
psychological techniques applicable in the modern organizational context.

Chapter One lays the groundwork for understanding motivation as a critical
element in human resource management. Through the analysis of theories and
approaches to motivation, a comprehensive framework is developed for designing

effective strategies to enhance employee engagement and productivity.



Conclusions:

1. The modern organization is studied as a system operating in a
dynamically changing environment, requiring a strategic approach to human
resource management.

2. Human resource management is meaningful and effective only when
applied in conjunction with personnel management, ensuring that none of its
functional areas are overlooked, while placing motivation as a priority in the
organization's strategy.

3. Motivation in the modern organization is a deliberate and targeted
process of implementing innovative ideas and techniques aimed at attracting and
retaining motivated employees who possess the qualities and capabilities required
by the organization. This process seeks to develop and fully utilize their potential
while encouraging them to perceive the organization's successes as their own.

4. Approaches such as pressure, threats, manipulation, and coercion to
make people work harder are not motivation but a harmful practice known as
"KITA," which will only harm the organization.

5. Different motivation theories do not conflict with each other; each
addresses an aspect of motivation from a different perspective. Adapting these
theories to a specific organization explains how the trust and attitude of employers
toward employees—and vice versa—influence employee behavior.

6. It is advisable for leaders to involve employees in decision-making
processes related to their work and the acquisition of important benefits. This
fosters a sense of fairness, enhances job satisfaction, and strengthens employees'
engagement with the organization.

CHAPTER TWO. Current State and Issues of Applied Motivational
Techniques in Organizations

Chapter Two of the dissertation focuses on analyzing the state and
challenges of human resource management, with an emphasis on motivational

aspects in a specific military formation within the Armed Forces. It highlights key



challenges in managing human resources and motivation in a military
environment. Through empirical analysis and the identification of weaknesses,
the groundwork is laid for developing strategic solutions to improve the
motivational climate and personnel effectiveness.

The current model of human resource management in the military
formation is presented, emphasizing planning, recruitment, training, and
personnel development. The specific characteristics of military organizations,
including the high level of discipline and specialization, are examined. The role
of human resources in the unique military environment is analyzed, where
stringent requirements for discipline, responsibility, and readiness to operate
under extreme conditions define distinctive management approaches.

The differences between the two concepts are analyzed: personnel
management is viewed as a socially-oriented activity, while human resource
management is strategic in nature, aimed at achieving organizational goals
through the optimal utilization of human capital.

Key functional areas such as recruitment, training, career development,
compensation, and ensuring safe working conditions are presented, adapted to the
military structure and mission.

Managerial communication is examined as a critical factor in building trust
and effectiveness. The importance of leadership and interpersonal relationships in
maintaining a motivational climate is emphasized.

Existing motivational practices and their effectiveness are analyzed. It is
found that despite the presence of basic incentives such as material compensation
and social benefits, these do not always achieve the desired level of motivation.

Motivators such as recognition, career development, and social support are
analyzed alongside demotivators, such as injustice, lack of transparency, and
limited opportunities for growth.

Key problems identified:

- Lack of clear and up-to-date job descriptions.



- Limited opportunities for career development and professional
advancement.

- Low levels of engagement and demotivation due to a lack of
transparency in management and evaluations.

- Uneven resource distribution and discrepancies between staff
expectations and provided incentives.

- Poor living conditions, low-quality uniforms and footwear, and their
absence in military stores.

- The prevalent authoritarian style of managerial communication in the
military often involves the KITA motivation approach, which, instead of
stimulating, inevitably leads to demotivation and decreased engagement among
military personnel.

- The absence of a comprehensive concept for enhancing motivation in the
modern structures of the Armed Forces, highlighting the need for specialists in
motivation and quality of life at three levels of management—tactical,
operational, and strategic.

The relationship between motivators and demotivators is analyzed,
revealing an inverse proportionality in their interaction, which significantly
impacts the motivational climate within the organization. Specifically,
demotivators reduce the effectiveness of motivators, and the absence of a
motivator can create a demotivator, while the removal of a demotivator can
establish a motivator.

A formula for calculating the level of motivation within an organization is
proposed

M — N =Y, where

M — Identified motivators

N — Identified demotivators

Y — Level of motivation



An analytical model with nine dimensions for assessing motivation is
introduced, identifying problem areas arising from a lack or excess of specific
motivators and demotivators.

A SWOT analysis is conducted, revealing the strengths, weaknesses,
opportunities, and threats associated with applying motivational techniques in a
military formation.

A survey provides an empirical foundation for analyzing the motivational
state in the military formation. The results emphasize the importance of fairness,
social support, and professional development, as well as the need to address the
identified demotivators.

CONCLUSIONS:

Summarizing the research and analytical procedures in Chapter Two, the
following conclusions and recommendations can be drawn:

1. The Armed Forces, as a modern structure with a new and contemporary
vision, are studied as a system operating in a dynamically changing environment
where the strategic approach to human resource management should be applied.
Furthermore, the management of human resources in the Armed Forces is carried
out at a strategic level and exists in every military unit, parallel to personnel
reporting, which is performed at the operational and tactical levels.

2. The motivation of military personnel, as part of human resource
management, is of priority importance for the development of the Armed Forces
and for maintaining a modern and fully functioning army.

3. Identifying the applicable motivators in managerial communication and
fostering a high motivational culture within units are key to attracting and
retaining professionals, ensuring that investments in human resources are not
wasted. This approach prevents the occurrence of KITA motivation and leads to
genuine motivation for service.

4. Motivators and demotivators within an organization are equally

important for the motivation of human resources, as demotivators negatively



affect the impact of motivators and decrease motivation. Their study and analysis
should be approached with equal attention and effort to eliminate demotivators
and transform them into motivators.

5. Motivators and demotivators in an organization interact in an inverse
proportionality, where demotivators weaken the motivational impact of
motivators. Based on this dependency, the actual state of motivation within the
organization can be assessed by applying a formula: subtract the number of
demotivators from the number of motivators to determine the level of motivation.
The resulting motivation level of 5 for the Bulgarian Army, out of 9 motivators
studied, is considered very good.

6. To implement activities aimed at increasing the motivation of military
personnel, a comprehensive concept and specialists in motivation and quality of
life are needed at the strategic, operational, and tactical levels. These specialists
should support commanders, build trust in them, work to strengthen the authority
of the Armed Forces, enhance the prestige of the military profession, and boost
the patriotic spirit of the service members.

CHAPTER THREE. Strategic Solutions for Effective Motivational
Techniques in Human Resource Management in a Military Unit of the Armed
Forces.

The third chapter of the dissertation is dedicated to the implementation and
application of modern motivational technologies within the organization, with a
focus on the specificities of a military unit in the Armed Forces. It presents a
comprehensive model for effective human resource management based on
innovative approaches and systematic analysis. The chapter addresses not only
theoretical guidelines but also practically applicable solutions that can transform
human resource management in a military unit.

Modern approaches to motivation management are presented, including
adaptive strategies based on empirical data. These strategies emphasize an

individualized approach to employees, the use of digital tools, and the application



of new concepts to enhance engagement and effectiveness. Examples of
successful motivational techniques and their adaptation to the specific conditions
of the military environment are discussed.

A five-stage model based on modern motivational technologies has been
developed:

+ Regression Dependencies Between Motivators and Demotivators:
Quantitative dependencies were analyzed, highlighting the degree of influence of
various factors on motivation.

« Data Summarization: A detailed analysis of the collected empirical data
was conducted, providing an objective basis for evaluating the current
motivational state.

« Data Normalization: The data was standardized to ensure the accuracy
and comparability of results.

« Correlation Analysis: Key relationships between different motivators
and demotivators were identified, emphasizing their interdependence.

o Forecasting: A methodology was developed to predict the future
motivational state based on the established dependencies.

Based on the analysis, a three-step motivational framework for improving
motivation was created, consisting of:

1. Strengthening Motivators: Implementing strategies to enhance positive
factors such as professional development, social support, and recognition.

2. Eliminating Demotivators: Identifying and removing factors that lead
to demotivation, such as lack of transparency and injustice.

3. Continuous Analysis and Forecasting: Establishing an ongoing
process for evaluating and updating motivational practices in alignment with the

dynamics of the organizational environment.



[ MOTIVATION

Strengthening
the
Motivators

Figure 1. Motivational Framework for Military Personnel

(*Developed by the Author).

CONCLUSIONS:

In summary of the research, analyses, and development of strategic
decisions and a human resource management model presented in Chapter Three,
the following conclusions and recommendations can be drawn:

1. Employee motivation is not limited to high salaries and bonuses but
requires an integrated approach that utilizes a system of modern motivational
technologies tailored to contemporary human resource management needs.

2. Modern motivational technologies, based on an integrated approach
combining theoretical concepts and practical tools, can be successfully applied in
a military environment. They must be adapted to the specific requirements of
military structures, including promoting teamwork, enhancing leadership skills,

and maintaining high morale among personnel.



3. The motivation of military personnel is a key factor for the success and
operational readiness of any military collective. In this regard, a model for
effective human resource management in a military unit has been developed,
combining modern motivational technologies and innovative practices.

4. The model was created based on a survey conducted with military
personnel across categories in military units within the Air Force and Land Forces.
Its sequential stages include regression dependencies, summarization of results,
data normalization, correlation analysis, and forecasting motivational
development.

5. The developed model accounts for the differences in motivational needs
among officers, non-commissioned officers (NCOs), and soldiers. While officers
focus on leadership, strategic thinking, and professional development, NCOs and
soldiers are more motivated by immediate recognition, fair compensation, and
good working conditions.

6. A motivational framework for the developed human resource
management model in a military unit is proposed. It is based on three key steps:
strengthening motivators, eliminating demotivators, and forecasting and
managing results. This framework provides a structured and scientifically
grounded approach to managing motivation, fostering sustainable development
and high efficiency in the military environment.

7. The developed model is also applicable to other highly structured

organizations that require balanced management of people and processes.



III. GENERAL CONCLUSIONS AND RECOMMENDATIONS

GENERAL CONCLUSIONS

Based on the research and analyses conducted in this dissertation, the
following main conclusions and recommendations are formulated:

1. Modern organizations, including military structures, operate as
dynamic systems that require a strategic approach to human resource management
focused on adaptation and sustainable development.

2. Human resource management is most effective when integrated with
classical personnel management functions, emphasizing motivation as a key
strategic element.

3. Motivation is viewed as a conscious process that combines innovations
and technologies to attract, retain, and develop employees with the qualities
required by the organization. Effective motivation transcends material incentives,
integrating innovative ideas that encourage teamwork, creativity, and a sense of
fairness and recognition.

4. Destructive practices such as coercion, threats, and manipulation not
only fail to enhance motivation but also negatively impact the organization's long-
term effectiveness and sustainability. Such approaches undermine trust,
deteriorate the organizational climate, and can lead to high levels of stress,
employee turnover, and reduced productivity, thereby compromising strategic
goals.

5. Employee motivation depends on the balance between motivators and
demotivators. Analyzing and managing this balance are key to the sustainable
development of the organization.

6. Motivators and demotivators within an organization interact in a
complex relationship characterized by inverse proportionality. Demotivators
negatively affect the effectiveness of motivators, weakening their stimulating
impact on employees. This relationship allows for an objective measurement of

the organization's motivational state through quantitative assessment.



7. An analytical approach was applied to assess motivation in modern
organizations, utilizing a formula for the motivation level defined as the
difference between the number of identified motivators and the number of
established demotivators. This approach provides a baseline metric for diagnosing
the motivational climate, identifying critical issues, and planning targeted
interventions to optimize motivational processes.

8. Military units require unique motivational approaches that consider the
differing needs of officers, non-commissioned officers (NCOs), and enlisted
personnel. The developed human resource management models for the military
environment demonstrate the applicability of integrated motivational
technologies for strengthening operational readiness and professionalism.

9. Data analysis reveals a stronger influence of demotivators among
lower-ranking personnel, necessitating differentiated management approaches.
These include adapting motivational strategies to the specific needs and
challenges of various personnel categories to minimize demotivators and improve
the overall organizational climate.

10. Modern motivational technologies, including the use of social media,
automated feedback systems, and gamification elements, significantly enhance
human resource management efficiency. These approaches promote engagement,
transparency, and personal development while improving communication and
integration within the organizational environment.

11. The introduction of innovative motivational practices in the military
context requires careful adaptation to the specific structural and -cultural
characteristics of the organization. This includes strengthening teamwork,
developing leadership skills, and maintaining high morale—key factors for
operational efficiency and sustainability in military units.

12. The motivation of military personnel is critical for achieving success
and maintaining high operational readiness within any military collective. To

address this, a comprehensive human resource management model for military



units was developed, based on surveys conducted among personnel from various
categories within the Air Force and Land Forces. The model integrates modern
motivational technologies and innovative practices.

13. The developed model provides a scientifically grounded motivational
framework for building sustainable and motivating organizational structures. It
recommends a three-step motivational process: strengthening motivators,
eliminating demotivators, and monitoring.

14. The applicability of the human resource management model extends
beyond the military environment, demonstrating potential for successful
implementation in any modern organization, including other highly structured
organizations. This model is particularly effective in contexts requiring balanced
and integrated management of human resources and organizational processes,
ensuring sustainability, adaptability, and increased efficiency.

RECOMMENDATIONS

1. It is advisable for the units of the armed forces and the structures of the
Bulgarian Army to apply the proposed analytical models for analyzing and
assessing personnel motivation, based on the suggested survey approach for
various categories of military and civilian personnel.

2. The surveyed units within the Air Force and Land Forces are
recommended to adopt the proposed model for effective human resource
management, which is based on modern motivational techniques, regression
analysis, and correlation dependencies in defining motivators and demotivators.

3. It is recommended that military units and the structures of the Bulgarian
Army implement the proposed three-step motivational framework, which
provides a scientifically grounded basis for building sustainable and motivating

organizational structures.



IV. CONCLUSION

The success of any modern organization is directly dependent on the human
factor, which is essential for its prosperity and future development in a
competitive environment. Moreover, human resources represent the people within
an organization who, with their professional and personal qualities, make it
possible to achieve its strategic goals. This is echoed in the decades-old Japanese
slogan, "People are everything," which has gained increasing significance today.
Thus, human resources emerge as a key asset for the development and
competitiveness of modern organizations, whose strategic role lies at the
foundation of effective management. This, in turn, unifies strategic and
operational approaches to achieving organizational objectives.

The topic of effective human resource management and, in particular,
employee motivation has been addressed in numerous academic studies that
examine various aspects of this field within managerial theory and practice.
However, in a dynamically changing environment—often uncertain and fraught
with unpredictable risks and threats—there is a growing need for scientific
exploration into the applicability of modern motivational techniques and
technologies and their adaptation to military contexts. Additionally, there appears
to be a lack of in-depth research into the issues arising from the influence of
specific demotivators on different categories of military personnel. In an effort to
fill this gap in scientific knowledge, the research and analyses presented in this
dissertation focus on strategic solutions for effective motivational techniques in
human resource management within a military unit of the armed forces. This study
contributes to advancing the understanding and implementation of modern
motivational technologies tailored to the unique challenges of military
organizations.

Through systematic, managerial, research, and analytical approaches, a
scientific analysis has been conducted, and key scientific problems have been

1dentified.



The relevance of the research has been defined, based on which the primary
research objective is outlined. To achieve this, the specific research tasks have
been addressed through the applicability of well-established scientific methods
and tools — systematic, managerial, survey, analytical, and mathematical-
statistical. An empirical study has been conducted, and models for effective
human resource management in military formations have been created through
the application of modern motivational techniques.

The first chapter of this study investigates the theoretical overview of
human resource management. A theoretical analysis of the main functional areas
of human resource management has been conducted, highlighting the differences
and similarities between human resource management and personnel
management, allowing for a systematic understanding of the connection between
the economic and social goals of organizations. Motivation is explored as a key
factor for sustainable development in the context of contemporary requirements
and theoretical foundations presented by various concepts and approaches. The
essence of motivation is discussed in depth, considering its dual nature — intrinsic
and extrinsic, and emphasizing the importance of an integrated approach in its
management. Theoretical models and concepts of motivation, including those of
Maslow, Herzberg, and Alderfer, provide a framework for understanding the
process and developing effective motivational strategies tailored to the needs of
different organizations.

The analysis concludes that the integration of strategic and operational
activities in human resource management, particularly in employee motivation, is
a prerequisite for achieving synergy between individual needs and organizational
goals. These studies establish the foundation for developing applicable and
innovative solutions to enhance motivational effectiveness in the organizational
context, aligned with the demands of today's dynamic environment. The first

research task has been completed.



The second chapter, in theoretical, practical, and analytical aspects,
examines the state and challenges related to the application of motivational
techniques and approaches in military formations within the armed forces. The
idea is defendable that effective human resource management in this specific
environment requires a strategic and adaptive approach that considers the
characteristics of military structures and the significance of the human factor for
security and defense.

The main findings highlight the importance of motivators and their role in
staff retention, as well as the negative impact of the presence of demotivators,
which can undermine motivational efforts. The analysis of motivational processes
in the armed forces reveals key issues, including a lack of motivation specialists,
limitations in career development, and unfavorable working conditions. These
problems pose challenges in attracting and retaining qualified personnel while
emphasizing the need to develop a comprehensive concept for motivational
management.

The research results demonstrate that the successful application of
motivational approaches in military formations is closely linked to creating a
positive organizational environment based on trust, collegiality, and equality. The
impact of an authoritarian management style on motivation is also explored in
detail, identifying the negative consequences of the lack of an individual approach
and flexible motivational strategies.

The analytical approach for assessing motivation within an organization,
based on the difference between the number of identified motivators and
demotivators, offers an effective tool for diagnosing the motivational climate.
This method provides a clear measurable value that facilitates the identification
of critical issues and supports the planning of targeted interventions to improve
motivational processes and optimize the organizational environment.

Empirical data emphasize the importance of factors such as interpersonal

relationships, fairness in evaluation and remuneration, as well as opportunities for



career and professional development. At the same time, the need for better
understanding and management of demotivators, which can significantly reduce
the effectiveness of human resources, is highlighted. The second research task has
been completed.

The third chapter focuses on strategic solutions for enhancing the
effectiveness of human resource management in a military formation through the
use of modern motivational techniques. Innovative approaches, based on
gamification, digitalization, and social engagement, are examined, creating
conditions for increased engagement, productivity, and collective efficiency. The
necessity of modernizing motivational approaches by including specialists in
motivation and quality of life, as well as developing a comprehensive concept for
motivation management, is evident. This would provide a stable foundation for
achieving the strategic goals of the armed forces by improving the motivation and
engagement of personnel.

A model for effective human resource management in a military formation,
based on modern motivational technologies and approaches, has been developed.
The study encompasses both quantitative and qualitative aspects of motivation,
analyzing regression dependencies and summarized results from surveys
conducted among different categories of military personnel. The model is built
upon survey data collected from service members of various ranks and roles
within military formations of the Air Force and Land Forces.

The results of the regression analysis indicate a high level of motivation
among the respondents. However, the predominant responses of "Largely true"
reveal a degree of uncertainty and lack of decisiveness, likely reflecting
differences in individual perceptions and external influences on motivational
factors. Correlation analysis reveals significant relationships between varying
levels of agreement in the responses. A positive correlation is observed between
the responses "Largely true" and "Completely true," while a negative correlation

1s identified between the responses "Not true at all" and "Slightly true." The



regression equation, based on the collected data, enables forecasting the future
distribution of motivational factors and provides tools for developing
optimization strategies.

Based on these findings, a scientifically grounded motivational framework
has been developed, encompassing three main steps for effective management of
the motivational process: strengthening motivators, eliminating demotivators, and
forecasting motivational trends.

The summarized results demonstrate that the integration of innovative
technologies, personalized approaches, and targeted strategies can lead to
sustained motivation, satisfaction, and efficiency among personnel. At the same
time, a focus on creating a supportive environment, building trust, and enhancing
the internal climate contributes to the long-term stability and successful operation
of military formations. The third research task has been completed. General
conclusions have been drawn, and specific proposals have been made.

The conclusions emphasize the significance of a systematic approach to
motivation, which combines the strengthening of positive aspects, the elimination
of negative influences, and the forecasting of future trends. This demonstrates that
a well-structured motivational model can serve as a foundation for effective
human resource management in a military environment, as well as in any modern
organization, fostering the achievement of high standards in organizational
operations and mission execution.

The results achieved in the study fully confirm the formulated research
thesis regarding the directions for increasing the effectiveness of financial
management in modern organizations.

In our opinion, the formulated goals and objectives of the scientific research
in the dissertation have been achieved.

The scientifically grounded solutions proposed by us include

recommendations for the rationalization of managerial decisions to effectively



manage human resources in military formations through the applicability of

modern motivational techniques.



V. SCIENTIFIC AND APPLIED SCIENTIFIC RESULTS AND
CONTRIBUTIONS

The scientific interests and professional orientation towards the issues
investigated in the dissertation allow for the identification of the main
contributory results of this work.

1. Scientific Results

1.1. The theory of human resource management has been expanded and
enriched by presenting a relatively complete scientific-theoretical concept of the
need for strategic decisions for the effective management of human resources in
modern organizations through the applicability of contemporary motivational
techniques.

1.2. A conceptual platform has been created for analysis and strategic
decisions for the effective management of human resources in a military
formation of the armed forces by adapting modern motivational techniques
tailored to the specifics of the military environment.

2. Applied Scientific Results

2.1. A scientifically grounded and expert platform for research into the state
and challenges of human resource motivation in a dynamically changing military
environment has been established and validated. An analytical model based on
the results of a conducted survey has been proposed.

2.2. A model for the effective management of human resources in a military
formation of the armed forces has been developed, utilizing contemporary
motivational techniques based on derived regression and correlation analytical
dependencies among different motivators for various categories of military
personnel.

2.3. A scientifically substantiated motivational framework in three main
steps—strengthening motivators, eliminating demotivators, and monitoring—has
been proposed. This framework contributes to the establishment of sustainable

and motivating organizational structures.
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