PEINEH3HUA

ot npod. a1-p Benucnasa Hukonaera Kocrosa
BCY ,,Yepnopuzen Xpadnp*

Ha nuceprauvionnus tpyn Ha Kens Cnageueea Pooesa

Ha tema ,,Bb3MOKHOCTH 3A IIOBUHIIIABAHE E®@EKTUBHOCTTA HA
MOTHUBAIIHOHHUTE TEXHUKH HA YIIPABJIEHUE HA YOBEIIIKHTE
PECYPCH B CBBPEMEHHHUTE OPIrAHH3AIIUH“, npencraBeH 3a
npujgoOuBaHe Ha oOpa3oBaTellHaTa M Hay4yHa CTeIeH ,,Joktop” 1o OOmacT Ha
BucIIeTo oopazoanue 3. CoruaaHu, CTOMAHCKH U TTPAaBHU HAYKH, TPOQECHOHATHO
HampaBiieHue 3.7. AJIMHHUCTpaIlds U YIpaBJICHUE, Hay4YHa CICIHATHOCT
,Opranuzaius U yIpaBJIeHHE HU3BBH c(epara Ha MaTepuajHOTO IPOU3BOJICTBO
(curypHoct u orOpaHna)‘

1. AKTyaJIJHOCT M 3HAYMMOCT HA Ppa3pad0TBAHUA HAy4eH MpodJiemM

[IpencraBeHUAT MU 3a pELCH3WpPaHE AUCEPTAIMOHEH TPyHd ¢ aBTop JKeHs
Pob6eBa My nipaBu M3KITIOUUTETHO TIOJIOKUTEIIHO OOIIOTO BIieYaTieHue. SICHO Tuun
3a1bJ00YEHUsT U KOMIUIEKCEH aHalu3 Ha (OpMYIMpPAHHs HAydeH mOpodsem, a
OPEJIOKEHUTE KbM HEro pEelIeHUs, caMO MNOTBBP)KJIAaBaT IbPBOHAYATHOTO MHU
BIIEYATJICHUE.

BbB (hokyca Ha AMCEPTAIIMIOHHOTO M3CJIEBAHE € IMOCTABEHO YNPaBICHUETO
Ha YOBELIKUTE PECYPCH, KaTO € MOAYEPTaHO, Y€ T€ ca 0OEIUHUTEN U OTTOBOPEH
(akTOp HE caMO MO OTHOIICHHWE Ha OCTAHAJIMUTE PECYPCHU HA OpraHU3alusATa, HO U
ca BOJEIIM IpH MOCTUraHE Ha LENUTE Ha cucremaTa. PbKOBOJEHETO Ha Xopa €
M3BEJICHO, KaTO KIFOYOB MPUOPHUTET 3a CHINECTBYBAHETO U MPOCIIEPUTETA HA BCAKA
colajgHa cuctemMa. B TO3M cMHCBHA 3HAHHITA, YMEHHUATA, KOMIIETEHTHOCTTA H
MOBEJICHUETO HA [UTHKHOCTHHS CBCTaB Ca TIOCOYECHHM KaTo KIIOYOBH 3a
OpTraHM3aIMOHHUS yCIIEX.

AKIIEHT TIpH OTKpOSIBAHETO HA HEOOXOJMMOCTTa OT IEJICHACOYCHO U
3aBJIOOUEHO W3CJIEIBAHE Ha YNPaBICHHETO HA YOBCIIKUTE PECypcH €
ofpesieNieHaTa MHOTOKOMIIOHEHTHOCT Ha pa3nuuHuTe Biusemu (aktopu. Tosa e
U3CJIEeIBAaHO OT JIOKTOpaHTa, 3a Ja M3BEJEe M apryMEeHTHpa HEOOXOAMMOCTTa OT
,pallMOHAIM3UpAaHE Ha YIPABJICHCKUTE pEIIeHHs Ha OCHOBaTa Ha J00puUTe
MEHUKBPCKU TPAKTHKH, ChOOpPAa3HO AMHAMHYHATA M KOHKYypEHTHaTa cpeja Ha
ra3apa Ha YOBELIKUTE PECYPCU’’.

Taka ce umeHTudUIMpa W HU3CICTOBATEICKUSA MPOOJEM, OMPENETIeH OT
,,JIPOTUBOPEUHETO MEX]TY TEOPETUUYHOTO OCMUCIISIHE HA HAYYHUTE (aKTu U JoOpUTe
NPaKTHKHU OT €HA CTpaHa U OT JIpyra — HaJTMIUeTO Ha KOH(DIUKTH U 3aTpyIHEHHUS,
NPOSIBEHU B MPAKTHUKATa HA YIPABJICHUETO HA YOBEIIKUTE PECypCH, B YACTHOCT Ha
MOBHINIABAHETO Ha HErorara €(eKTUBHOCT Upe3 MPHIOKMMOCTTAa Ha €(EeKTHBHU
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MOTHBAIIMOHHU TeXHUKHU . HaBnm3aneto Ha WMH(OPMALMOHHUTE TEXHOJOTHH H
M3KYCTBEHUAT WHTEJNEKT BBB BCUUYKH OOJACTH HAa OOIIECTBEHO-MKOHOMHYECKHS
KHUBOT, O€3CIIOPHO AaBaT CBOSI OTIEYATHK BbPXY PA3BUTHUETO U HA OPTaHU3AI[MUTE
U TAXHOTO ympasieHue. HM3nos3Baiiku ToOBa, AOKTOpaHT PobeBa moguepraBa
,,HEOOXOMMOCTTa OT KOMILJIEKCHU, HAyYHO-METOANYECKA U HAYyYHOIPAKTUYECKU
U3CIICIBaHUS U aHAJIM3U [0 TEMATa B KOHTEKCTAa HA CbBPEMEHHUTE MOTUBALIMOHHN
TEXHUKH B OIPENEICHN OpPraHU3alMOHHU CTPYKTYpHU ChC clielU(pUUHA TEHHOCT®.
VIMeHHO ¢ TOBa Ts MOSACHSBA U aKTyaJIHOCTTA HA TEMATa Ha IUCEPTALMOHHUSA TPY,
a ¢ HEMHOTO pa3pabOTBaHE c€ 3albJIBA ,,ChUIECTBYBAIlATa IPAa3HOTAa B HAYYHOTO
NO3HaHUE".

[Io momxomdlml HAYWH € M3BEJACHA BAXKHOCTTA M BB3MOXKHOCTTA 4peE3
MOTHBHPAHE Ha YOBEIIKUTE PECYPCH JIa C€ MOBUIIaBAa KOHKYPEHTOCIIOCOOHOCTTA Ha
JaJeHa OpraHus3anus, a OT TaM M Ha HWKOHOMMKAra Karo Isuio. ToBa e
apryMEHTHUPAHO KATO BB3MOKHO CaMO 4pe3 MBJIHOTO H3IOJI3BAHE HA KaIpOBUSA
IIOTEHIHAJ W  ONTUMAJIHOTO  W3MOJ3BAaHE HA  3HAHUATA, YMCHHSATA,
KOMIIETEHTHOCTHUS U TPO(PECUOHATIHUSA MY TTOTEHIIHAIL.

Makap, ye npoOnemMaTUKaTa 3a MOTMBHPAHETO HA YOBEIIKUTE PECYPCH €
MHOTOKpPAaTHO W3CJEABaHa, NPEIJIOKEHUs IHUCEPTAMOHEH Tpyn ¢ aBTop JKeHs
PobGeBa naBa pasnuueH, AONBJIBALL U HAATPAXKAAIl MPOYUT HA TEOPETUYHUTE U
NPUJIOKHU aCHEKTH Ha MOTHUBALMATAa Ha pabOTHOTO MSCTO B OPraHU3ALUUTE U
0COOEHO B CTPYKTYPH THUIl BOEHHU (POPMHUPOBAHUSI.

Hanuue e cpoTBeTCTBHE MEXAY Te€Ma U ChAbp)KaHUE Ha pa3paboTkara.
be3ciopHo mnpeaMMCTBO M 3HAYMM IPUHOC HAa JWCEPTALMOHHUA TPYyd €
IIPEUIOKEHNS MOJIEII 3a IOBUIIABAHE HA MOTUBALIMATA, KOMTO MOJKE J1a Ce Ipuiara
HE CaMO BbB BOCHHHM (POPMHUPOBAHUS, HO U B OpraHU3alldd C APYr MPEAMET Ha
JIEUHOCT.

2. O01ma xapaKTepuCcTUKA U CTPYKTYPa HA AUCEPTALNMOHHUS TPYA

JlucepTalMOHHUAT TPYJ € CTPYKTYpPUpaH B YBOJ, TpU IJIaBU C 00mo 9
naparpada, 3aKiIfoueHre, CIIUChK Ha M3MoJI3BaHarta qureparypa (158 3armaBus, oT
kouTo 148 ca Ha ObATapcKu e3uK (0T TaX 28 ca enexkTpoHHu) u 10 ca Ha TaTHHUIIA)
u J1Be ipuiioskeHus. OO0t ooem Ha aucepranusira € 357 crpanuiiy, ot kouto 101
CTpaHMIIM NpUJIokeHus. B pa3padoTkara ca moms3Banu 15 tabmumm u 291 durypwu.

KopekTHO ca ompeneneHu BCUYKM CTPYKTYPOONPENEISUIM €JIEMEHTH 3a
pa3paboTKu OT TakbB Xapakrtep. Hamuie e HeoOXxoauMara aHAIUTAYHOCT U
3a1b7004YeHOCT. M3MoN3BaHuAT CTHII Ha MUCAHE € MOAXOSI, a M030BABAHETO U
UTUPAHETO Ha YY>KIU TEOPETUYHU U MPUIIOKHU pa3pabOTKU € B ChOTBETCTBUE C
npueTuTe craHgapTh. W30paHUAT W3CIIEOBATEIICKM HWHCTPYMEHTApUYM €
NOJIXO/SII U PEJICBAHTEH HA MOCTABEHUTE LEJ U 33/1a4d 34 U3II'BIIHCHHE.

VYMerno, oiiie B yBoja € MoA4epTaHa TeKyllaTa u CTpaTernyeckara 3HaYuMoCT
Ha YIpaBJICHUETO HA YOBEUIKUTE PECYPCH 3a CHIIECTBYBAHETO W PA3BUTHUETO Ha
opranuzanusTa. [lokazaHo e U pa3IuuueTo MeXxay yIpaBiIeHUETO Ha EPCOHANA U
YIOPaBIEHUETO HAa YOBEUIKUTE PECypCU. YIPaBICHHUETO Ha IEepcoHana, KaTo
I'PBOM3TOYHHUK Ha YINPABICHUETO HAa YOBEIIKUTE PECYpCH, € CBBP3aHO C
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PBKOBOJICTBOTO Ha XOpaTa, KOUTO pabOTAT B OPraHU3ALMSITA.

Hloktopant PoGeBa dhopmynupa paboTHa Te3a, CrOpen KOSTO ,,3a aa Oble
KOHKYpEHTOCTIOCOOHA JJaJieHa Opranu3anus, TS TpsiOBa 1a HHBECTHpa MIOBEYE B CBOS
Hall-IIeHEH pecypce — xopara. Ha ta3u ocHoBa “Bpb3kara MeXy MOTHUBALlMOHHUTE
(akTOpu ¥ MMHUIKA U MPOCIEPUTETA HA OPraHU3aLUATA, € IPOLEC, IPU KOUTO ce
CTUMYJIMpa pPEaJU3UPAHETO HA LENUAT IMOTCHIMAT HAa YOBEUIKUTE PECYypcH U
CTpeMeXka KbM IOCTUTaHE Ha MOCTABEHUTE LEIN U ONTUMAJIHU PE3YJITaTH, KaTo ca
3aIUTEHU UHTEPECUTE U Ha OPraHU3alMsITa, U HAa HEWHUS NepcoHan’ ™, a paboTHaTa
XUIIOTE3a € Y€ ,,MOTHUBALUATA B OpraHu3aluATa € pe3yiaTaT OT CJO)KHaTa
B3aUMOBpPB3Ka U 0OpaTHaTa MPONOPLMOHATHOCT MEXIy MOTHUBATOPUTE U
neMoTtuBaTopute’. 3aeqHO ¢ TOBa € (hopMyjupaHa U LEJITa Ha JUCEPTALMOHHHUS
TPYJ, CHOPE]l KOATO MOCPEICTBOM M3CIIEBAHE U AHAJIM3HPAHE HA ChbBPEMEHHHUTE
MOTHBAIIMOHHU TEXHUKH, ,,C€ Ch3[aJ€ MOJEI 3a MOBUIIaBaHE €(EeKTUBHOCTTA HA
MOTHUBAllMOHHUTE TEXHUKHA HA OCHOBATa HA OLICHKATa Ha BpPb3KaTa MEXKIY LIEJIHTE,
IIOCTUTHATUTE PE3YyJTAaTH U MOTHBALMATA HA MIEPCOHAIA™.

[locouenu ca Tpu OOIIM W3CIENOBATEICKU 33Jaud, KOUTO Ca CBBP3aHU C
TeOpeTUYHaTa OOOCHOBKAa Ha U3cleoBaTesckuss npoobnem. B oOxBara Ha
JUCEPTALMOHHOTO U3CIEABAaHE MOMAAAT U ,,IPWIOKUMUTE TEXHUKU U TOJXOMHN 32
MOTHBAIIMS Ha YOBELIKUTE PECYpCH B ChbBpeMeHHara opranuzanus‘. Karo 3agaua
Ha JUCEPTALMOHHUS TPYJ € ONpezesieHa U HE0OX0AUMOCTTa OT (hOpMyJIHpaHe Ha
,,KOHKPDETHU CTPAaTETMYECKH PELICHU, MOCPEACTBOM KOWTO Ja C€ IOBHILIN
e(eKTUBHOCTTAa Ha MOTHBAIUATA HA IEPCOHAJa, TaKa Y€ He caMo, Taka 4e HE CaMo
OTJIEJTHUTE YJICHOBE, HO M IsJIaTa OpraHU3allds YCTOMYMBO BBB BPEMETO A
reHepupa moJi3Hu.

OOekT Ha mpeacTaBeHaTa HayyHa pa3paboTKa € W3CIIEBAHE YIPaBICHUETO
Ha YOBEIIKUTE PECYpPCH B OpraHU3alUsiTa, a MPEAMETHT Ha JUCEPTALMOHHOTO
M3CIIEJIBAHE € aHAJIN3, CUHTE3, Ch3/1aBaHe U YCIEUIHO U3I0JI3BaHE B MTpaKTUKaTa Ha
TEXHUKHU 32 MOTUBALIMS Ha MEpCOHAaA.

W3non3BaHusAT HaydYeH MHCTPYMEHTapUyM BKJIIOYBA EMIIUPUYHU H
TEOPETUYHU METOAU W MOJIXOJW, MHTEIPUPAHU IO NOAXOMSIl HAYMH U YMEJO
U3I0JI3BaHU B XOJa Ha U3TpakJlaHe Ha HAYy4YHUs TEKCT. BbBeeHn ca orpaHUYeHus
Ha JUCEPTALMOHHOTO u3caeaBane. [[poBeeHuTe n3ciieIBaHus ca peaIn3upPaHy BbB
BOCHHO (pOpMUPOBAHUE OT ChCTaBa Ha BhopbKEHUTE CHIIM, KATO UMETO Ha ChIIOTO
€ CIIECTEHO MOPAJIN €CTECTBOTO HA HETOBOTO NIPEIHAZHAYCHHUE.

B IlvpBa rnaBa € HampaBeH Iperje] Ha TEOpeTUYHATa AUCKYCUs 3a
MOTHBALIUATA KAaTO ChIbP)KaHUE U TPOIEC B KOHTEKCTa Ha YIPABIECHUETO Ha
YOBEMIKUTE pecypcu. DopMyIMpaHH ca BaKHU U 3HAYUMU 32 IPUIIOKHOTO TOJIE Ha
JUCEPTALIMOHHOTO M3CJeIBaHE M3BOJUM M NPENOPbKUA. YIPaBICHUETO Ha
YOBEIIKUTE PECYPCH € U3BEJECHO KAaTO KJIFOYOBO 3a YCHEITHOTO (YHKIMOHUPAHE Ha
CbBPEMEHHUTE OpraHu3aluu, ¢ noayepTaH (OKyC BBPXY MOTHUBALUATA.
CuHTe3upaHu ca pa3iudus MEXJy KOHIICNIMUTE 3a YNPaBJIECHUE HA YOBEUIKUTE
pecypcu U yrpaBJieHue Ha nepcoHana. [loguepraHo e, ye aklieHThT ciiesiBa J1a Ob/e
MIOCTaBEH BBPXY CTPATETHYECKUSI XapaKTep Ha YNPaBICHUETO Ha YOBEIIKHUTE
peCcypcH 3a MOCTUTaHE Ha OPTaHU3allMOHHU LEJH, a OTIepaTUBHUS (POKYC J1a € BbpXY
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YIOPaBJICHUETO Ha MepcoHana. M3ciaeaBanu ca OCHOBHM (DYHKIIMH 32 YIIPaBIICHUE HA
MepcoHaga U MOTHUBAIMATA KaTO BAXKEH YMNPABJICHCKHU MPOIIEC 32 MOBUIIABAHE HA
e(eKTUBHOCTTA.

3a oOsicHABaHe Ha HeedEeKTHMBHATA MOTHBAIUSA, KOATO BOAHM JIO CTpEC,
JEMOTHUBAIMS U JPYTH HETAaTUBHU €PEKTU OT Hesl, € BbBeAeHO nouatuerto ,,KITA®.
OObpHAaTO € BHHMAaHHME Ha Pa3JIMYHU MPOIECHU U ChABPKATEIHU TEOPUHU 3a
MOBEACHUETO Ha PaOOTHOTO MSACTO.

N3BeneHa e te3ata 3a HEOOXOAMMOCTTA OT AJAlITUPAHETO HA Pa3IUYHUTE
MOTHBAIlMOHHU TEXHUKH KbM CIeUM(PUKATE HA OpraHu3alMoOHHaTa Ccpeja.
CuHTe3upaHu ca MHOXKECTBO MPUJIOKHH MOIX0M 32 MOTUBHUPAHE Ha MIepcoHaa.

N3rpageHa 1saa0CcTHa paMKa Ha CTPATErMYECKH MPOLEC 3a MOBUILIABAHE HA
MOTHUBAIUATA U PE3YJTATHOCTTA HA CIIYKUTEIUTE.

BbB BTropa rinaBa Ha JuUCEpTAlIMOHHUS TPy Ca MPOCTPAHHO aHATU3UPAHU
TPAaHUIIMTE HA TMPUIOKUMOCT U KPUTUUYHUTE MOMEHTH B U3IMOJ3BAHUTE B
opraHu3anusTa MOTHUBAIMOHHU TEeXHUKU. Maentuduiupanu ca mnpodOieMuTe B
YIPaBJIEHUETO HA YOBEIIKUTE PECYPCH B U3CIEIBAHOTO BOCHHO ()OPMUPOBAHUE OT
chcTaBa Ha Bnopbxkenutre cunu. Upe3 mnpoBeJeHUS EMIIUPUYEH aHAIW3 ca
CUCTEMATU3UPAHU KPUTHUYHHUTE CIa0OCTH, OT KOUTO Ca M3BEJIECHHU OOJACTUTE, B
KOUTO ca HEOOXOIUMHU CTPATETMUECKH PEIICHUs, TOCPEACTBOM KOUTO IIEJIEBO Ja Cce
0100p¥ MOTUBAIIMOHHUS KJIIUMAT U PE3YJITATHOCTTA HA IJIBKHOCTHUSI ChCTaB.

[IpennoxkeH € akTyadHUAT KbM MOMEHTA Ha H3CIEABAHETO MOJEN Ha
yIpPaBJIEHUE HA YOBEIIKUTE PECYpCH B aHAIM3UpaHATa BOCHHA CTPYKTYypa, KaTo
aKIICHT € TIOCTaBEH BBhPXY HAUMHA HA OCBHIICCTBABAHE HA OCHOBHUTE (YHKIIMU 32
YIpaBJICHUE HA MTEPCOHAA.

OtkpoeHu ca cnenu@uIH 0COOEHOCTH 3a OpraHu3aluyd OT TaKbB THI, a
MMEHHO — JIMCIMIUIMHA, CIEIHaIN3allusi, OTTOBOPHOCT U TOTOBHOCT 3a padoTa B
€KCTPEMHU yCJIOBHUSI.

VYcTaHoBeHO €, Y€ YIPaBJICHCKOTO OOIIyBaHE € KpUTHYEH (akTop 3a
MOCTUTaHE Ha JIOBEpUE U PE3YyJTAaTHOCT, JUJIEPCTBOTO M MEKIYJIUYHOCTHUTE
OTHOIIIEHUSI Cca KJIIOYOBH 3a MOJIBPKAHETO U PA3BUTUETO HA MOTHBALIMOHEH
kiuMmaT. Ha Ta3u ocHOBa ca aHalM3UpPaHU ChIIECTBYBAIIUTE MOTHBALIMOHHU
PAKTUKHU U PE3yJITATUTE, KOUTO CE MOCTUTaT 4pe3 TsX. KpUTH4UHO ca KOMEHTHpaHH
pa3JIMYHA MOTUBATOPU U JEMOTUBATOPU KATO ,,[IPU3HAHUE, KAPUEPHO PA3BUTHUE U
colajgHa MOJKpena, HECHpaBeIMBOCT, JIMICA HAa MPO3PAYHOCT U OTPaHUUYEHU
BB3MOXKHOCTH 3a u3pactBaHe. CHUHTE3UpaHH Ca OCHOBHU MPOOJIEMH, KOUTO
NPENsATCTBAT PE3yJTATHOTO YIPABICHUE HA YOBEUIKUTE PECYPCH U MOTUBHPAHETO
Ha nepcoHana. [IpocTpaHHO aHanMM3UpaHa € penanusTa ,,MOTHUBALUUA —
JEeMOTHBaIUsA, KaTo € u3BeleHa ¢opMmylia 3a HU3UHUCISIBAHE HAa HHUBOTO Ha
MOTHBAIIUS B OPTaHU3AIIMATA.

[Ipensioxken € Mojen, BKJIIOYBAIL JEBET JMMEHCHUM 3a OLEHKa Ha
MOTHUBAIUATA, TTOCPEACTBOM KOWTO Cc€ HACHTHU(UIMPAT MPOOJIEMHUTE 00JIacTH,
NopoJiecHH OT JAehUIUT WIM UW3JIMIIBK Ha ONpPENeIeHn MOTHUBATOpU U
J€EMOTUBATOPHU.



Hanpasen e SWOT-ananu3 u aHKETHO MpOy4YBaHE B U3CJEBaHATa BOEHHA
CTPYKTypa. YCTaHOBEHO €, Y€ MOTHBALUSITA HAa BOCHHOCIYXEIIUTE € C
MIPUOPUTETHO 3HAUCHHE HE CaMO 32 Pa3BUTUETO Ha OTJEIHATa CTPYKTypa, a U 3a
[sJ1aTa CUCTEMA Ha BbOPBHKEHUTE CUJIH.

dopMynHpaH € H3BOJ, Y€ MPWIOKUMUTE MOTHUBATOPU HA YIMPABIEHCKO
oOllyBaHE W BHCOKaTa MOTHBAIMOHHA KyJITypa ca HEOOXOIUMO YCIOBHUE 3a
NPUBJIMYAHETO U 3abpPKAHETO Ha MPO(PECUOHATUCTH, KOETO C€ BB3IPUEMa KaToO
KOoTpanyHKT Ha moaxoja KITA.

HampaBenara orjeHka Ha CBHCTOSIHUETO Ha MOTHBAallMATa B M3CieBaHaTa
opranuzanus (5 ot 9) mokazsa MHOT0 J0OpO HMBO HA MOTUBAIIMSI. APryMEHTHpaHa
€ HEe0OXOJUMOCTTa OT CHEHMAJIUCTH ISJIOCTHA M KOHIIENIUS 32 yIpaBJEHHUE Ha
MOTHUBAIIAATA Ha BCHUKH YIIPABJICHCKHA HUBA BHB BOCHHATA CTPYKTYpA.

B Tpeta riaBa Ha ocHOBaTa Ha MHOBAaTUBHU MOJXOJU U CUCTEMEH aHaJIM3, €
MPEUIOKEH ISUIOCTEH MOJIeN 32 €pEKTUBHO yIPABICHUE HA YOBEIIKUTE PECYPCH.

[IpencraBeHn ca MOAXOAM 3a IEJICHACOYEHO BB3JACHCTBUE BBPXY
MOTHBAIUATA, Oa3WpaHW HAa WHIAWBUAYyAJIU3UpPAH TOAXOM KBbM CIYKHUTEIHTE,
M3M0JI3BAHETO HA U(PPOBU MHCTPYMEHTH U BHEJPSBAHETO HA HOBU KOHIICTIIIUU 3a
MOBUIIIABAaHE Ha AaHraXXUpaHocTTa U edekTuBHocTTa. [Ipenoxkenu ca modpu
IIPAKTUKH 32 YCTICIIHU MOTHUBAIIMOHHHU TEXHUKHU U € apTyMEHTHUPaHA Bb3MOKHOCTTA
3a aJanTUpaHeTO MM KbM cClenuduyHaTa cpejja Ha BOCHHHUTE (DOPMHUPOBAHMUS.
CWJIHO TOJOXKUTETHO BIIEYATIICHHE IMpaBU TNPEIJIOKEHUS IMeT-e€TareH MoJIed,
KOHCTpPYHpaH Ha OCHOBATa Ha ChBPEMEHHU MOTHBALIMOHHU TEXHOJOTUU. B Hero ce
BKJIFOUBAT: W3CJICJIBAHETO Ha CTEMEHTa Ha 3aBUCUMOCT MEXKIYy MOTHBATOpH U
JEMOTHBATOpU (PErpEeCHOHEH aHalu3); JEeTalleH aHaau3 M 0000ueHue Ha
EMIIMPUYHUTE JAHHU 3a OIEHKAa Ha TEKYIIOTO ChCTOSHUE HAa MOTUBAIUATA,;
CTaHJAPTU3UPAHE HA JTAHHUTE 3a OCUTYPsIBAHE HAa KOPEKTHOCT M CPABHUMOCT Ha
pesyaTatute (HopMajiu3upaHe Ha JAHHUTE), YCTAaHOBSIBAaHE Ha KIIIOYOBU BPB3KHU
MEX]ly Pa3IMYHUTE MOTHUBATOPU M JEMOTHUBATOPU 4YpPE3 KOPEJAIMOHEH aHallu3;
CUHTE3UpaHa METOJO0JIOTHSI 3a MPOTHO3UWpaHE Ha OBACIIOTO MOTHUBAIIMOHHO
CBhCTOSIHME Ha OCHOBATa Ha YCTAHOBEHUTE 3aBUCUMOCTH (TIPOTHO3A).

Cp3maneHa € MOTHBAIlMOHHA paMKa B TPU CTBHIKH 3a TOJOOpsSBaHE Ha
MOTHBAIMATA HA OCHOBATa Ha MPOBEACHUTE aHAJIM3H, KOSITO BKITIOYBA!

e VYKkpenBaHe HA MOTUBATOPUTE TMOCPEJCTBOM CTPATETHH 32 3aCHJIBAHE
Ha TOJOXUTETHUTE (aAKTOpPH, KaTo NPOodEeCUOHATHO pPa3BUTHE,
colajaHa MoJAKpena v npu3HaHue.

e VYcTaHOBsIBaHE, MUHUMU3HPAHE WU STMMUHUPAHE Ha
neMoTtuBaTopute (kaTto ¢akTopu, BOJEUIM 1O JEMOTHBALUsS ca
MTOCOYCHH JIUTICA HA TTPO3PAYHOCT M HECITPABEIJIUBOCT).

e PerynspHa oleHKa W aKTyan3alus HA MOTHBAIMOHHUTE MPAKTUKH,
criope]; IMHAMUKATa Ha OpTaHu3allMOHHATa Cpela U MPeaIPUEeMaHETO
Ha KOPEKTUBHHU MEPKH (MIEPMAaHEHTEH aHaJU3 U MPOTHO3a).

[IpenyioxkeHUAT MOJEN YCHENHO MOXEe Ja Cce Mpuiara u B ,JApYyTH
OpraHu3allid C BUCOKA CTEMEH Ha CTPYKTYPHUPAHOCT, M3UCKBAIIXW OalaHCHUPAHO
yIpaBJEHUE HA XOpaTa U IPOLIECUTE .



Anpobupanero Ha pa3pabOTEHUs MHCTPYMEHTApUYM 3a IOBHILIABAHE Ha
MOTHBAaLMATA [TI0Ka3Ba HAYYHO-TIPUJIOKHATA 3HAYUMOCT Ha TUCEPTALUOHHUS TPY .

DOopMYTUPAHUAT ,,MOJIe] 32 €EKTUBHO YIIPABICHNUE HA YOBEIIKUTE PECYPCH
Ha BOCHHO (POPMHPOBAHME HAa BBOPBKEHUTE CHIIA MOCPEACTBOM CHBPEMEHHU
MOTHUBALlMOHHU TEXHUKHU Ha OCHOBATa HA U3BEACHU PErPECUOHHU U KOPENALMOHHA
AQHAJIUTUYHHA 3aBUCUMOCTH MEXKIY OTACIHUTE MOTHBAaTOPU 34 PA3IMYHHATE
KaTerOpUy BOCHHOCIYKEIU ™ € KaTerOPUYHO 3HAYUM PE3YyJITaT, KOUTO B IOJIsIMa
CTEIEH CJIEJ[BA J]a CE B3EME 110l BHUMAHKE U IIPWIJIOKU B IPYTY BOCHHU CTPYKTYPH,
3a€JTHO C Hay4YHO OOOCHOBaHaTa MOTHUBALIMOHHA paMKa, IOCPEJICTBOM KOWUTO CE
OTKpUBAT pabOTEUIM pEIICHUs 3a PE3YyJIATaTHO YIpPaBI€HHE HAa MOTUBALMOHHUSA
KJINMaT.

B 3axknroyeHneTo Ha QUCEPTAlMOHHMS TPYZ Ca CHCTEMATU3UPAHU BCHYKH
3HaYUMHU pe3yJITaTu Ha pa3paboTKara.

[Ipremam npeytoKEHUTE TEKCTOBE HA TUCEPTALMOHHMS TPY 3a JIMYHO JEJI0
Ha JJOKTOPaHTa, UMAIll 3HAYMMa Hay4qHa ¥ IPUJIOKHA CTOMHOCT.

3. XapakrepucTuka Ha HAayYHUTEe U HAYYHO-NPUJIOKHUTE NMPHHOCH B
AUCEPTALMOHHUA TPYA. loCTOBEpHOCT HA MaTepHaJa.

JucepranroHHuAaT Tpy Ha nokTopanT XKens CnaBueBa PoOeBa ce oTiinyaBa
ChC 3HAUYMMHM HAYYHH W HAYYHO-TPUJIO)KHU TPHUHOCH, KOHUTO Ca JIECHO
pasno3HaBaeMu B MPEAJIOKEHUTE TEKCTOBE Ha pa3padoTKara.

Karo nmo-chliecTBeHn Morar J1a ce nocoyar:

VYcTaHOBEHA UM aHAIM3MpPaHA € B3aUMOBPB3KaTa MEXIY OPraHU3ALMOHHUTE
eI W MEPCOHAIHUTE LEJIM Ha CIY)XHUTEIUTe, 4Ype3 KOUTO Ce ,[I0A4epTaBa
HEOOXOAMMOCTTa OT MpuUjaraHe Ha €(QEKTUBHHM MOTHUBALMOHHU MOAXOAU U
pa3paboTBaHe Ha aJEKBATHHU CTpPATErMy 3a MOTHUBHpAHE Ha NEPCOHANA, C LN
MOCTUTaHE HAa CUHEPTUS MEX1Yy UHJIUBUAYATHUTE U KOPIIOPATUBHUTE UHTEPECH .

N3cnenBann ca MOTUBATOPUTE KAaTO BOJEII MHCTPYMEHT 3a 3aJbpXaHE Ha
KaJpu B OpPraHM3alusATa, KaKTO M pOJIATa UM 3a M3rPAKIAHETO HAa yCTOWYMBA
AHTOKHUPAHOCT U YJIOBJIETBOPEHOCT OT paboTaTa U OTpaHUYaBaHEe Ha TEKYy4eCTBOTO.
Karo 3naunmu MoTtuBaropu, noktopaHT PoGeBa ompenens yciaoBUsiTa Ha TPy,
NPU3HAHUETO, BB3HATPAXKICHUETO, CBH3IAJCHUTE BB3MOXKHOCTH 32 KapUEPHO
pa3BUTHE.

KomeHTHpaHu M KpPUTUYHO aHAIM3UPAHU Ca U JEMOTHUBATOPUTE, KOUTO
HaMaJssBaT e(heKTUBHOCTTA HA MOTUBALIMOHHUTE YCUJTUS, TIPEIMIOCTaBKA Ca 3a CIajl
B MPOU3BOAUTEIHOCTTA U AHTAKUPAHOCTTA U HE HA IMOCIEIHO MSACTO — BOASAT 10
TeKydecTBO. Karo KIIO4OBH JAEMOTHBATOpPH, aBTOPHT IIOCOYBA ,JIUIICA HA
KOMYHUKAIIMsI, HECIPAaBEAJIMBO OTHOILIEHUE, JIUIICA HA MEPCIEKTHUBA 3a Pa3BUTHE U
HEMOCJIEJOBATEIHOCT B YNPABJICHCKUTE PEIICHUA, ChIIUTE TOKTOpaHT PoOena
YMEJIO M3I0JI3Ba 3a MoJYepTaBaHe Ha HEOOXOUMOCTTa OT TAXHOTO EJIMMHUHHUPAHE
U JIOpHU MBJIHO HEYTpaIU3upaHe.

B nucepraumsTta ca pa3paObOTEHU KOHKPETHH CTPATErMUECKH PEIICHUS U
MPEVIOKEHUS 32 BHEJIPSIBAHE HA PE3YJATATHU MOTUBAIIMOHHU TEXHUKHU B CTPYKTYpH
TUN BOeHHU ¢opmupoBanusa. Cunresupann u GOpMyJTuUpaHU ca SCHH U
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MPAKTUYECKH MPUIOKUMH QJITOPUTMH 32 IIOBHUIIABAHE HA MOTHBAUMATAa Ha
MIEPCOHAJIa, KOUTO BOJAT JO NOJOOpsIBaHE Ha OpraHW3alMOHHATa KyJITypa H
YBEJIMYABAHE HA PE3YNTATHOCTTA OT OCBHIIECTBEHHTE NeUHOCTH. [IpemnoxeHure
METOAMKHU 1 IPENOPBKHU Ca MPUIIOKUMU B MPAKTHKATA HA PA3JIMYHUA PBKOBOIUTEINH,
3a KOUTO YIPABIECHUETO HA YOBEIIKUTE PECYpCH € Mpuopurer. Te chbabpikar
paboTteln] MHCTpYMEHTapUyM 3a BB3JCHCTBHE B IMOCOKAa Ha 3aJbpKaHETO Ha
NepcoHalna, KApUEpPHOTO My Pa3BUTHE U MOAOOPSIBAHETO HA pabOTHATA Cpeaa.

PesyntaTtute OT AMCEpTAllMOHHUS TPYHA AONPHUHACAT 3a oOOrarsBaHE Ha
HAy4YHOTO 3HAHME B 4YacTTa 3a YIOPaBICHUETO HA YOBEIIKUTE PECypCH,
U3IMOJI3BAHUTE CTpaTeTMd 3a MOTHBUpAHE Ha TIepcoHaja, Karo JOMbjiBa U
pasmmpsiBa CHIIECTBYBAIIMs TEOpeTHYeH (yHAaAMEHT 3a BIUSHUETO Ha
MOTHBAIIMSITA BbPXY OpraHU3almoHHaTa eeKTUBHOCT. [IpencTaBeH € MHOBaTUBEH
TEOPETHYEH MOJIEN 3a YNPABICHUE HA MOTUBALIMOHHUTE MPOILIECH, KOUTO MOXKE Ja
ce Mpujara B pa3IMYHA OpraHU3allMd C pas3jidyeH MpeaMeT Ha JeHHOCT,
BKJIFOYUTEIIHO B TAKUBA CTPYKTYPH, KAKBUTO Ca BOCHHUTE (POPMUPOBAHUSI.

Pesynratute OT JucepTallMOHHMS TpyJd MoraT Ja MOCIyXaT KaTo
MPaKTUYECKa U TEOPETUYHA OCHOBA 3a OBJEHIM H3CJIEeABaHUS U pa3pabOTKUA B
o0jacTTa Ha MOTHBALMATA, B TOBA YUCJIO U 32 Ch3JaBaHe Ha ISUIOCTHA MOJIUTUKA 32
YIPABJICHUE HA YOBEIIKUTE PECYPCH.

4. OueHka HA HAYYHHUTE Pe3yJITATH U NPUHOCUTE HA IMCEPTALMOHHUA
Tpya

B nucepranmonnus Tpyn ca (GOpMyJIMpaHU JIBa HayYHU M TPU HAYYHO-
IIPUJIOKHU PE3YyJITaTH, KOUTO NPUEMAM H3ISJIO 32 JIEJI0 Ha JIOKTOpaHTa. B To3m
CMUCHJI HAIbJIHO CbM ChIJIaCHA, 4ye € ,,Pa3mmpeHa u e oborareHa Teopusara Io
yIPaBJICHHE HA YOBELIKUTE PECYPCH KATO € MPEACTABEHa OTHOCUTEIIHO 3aBbPIICHA
Hay4YHO-TEOPETHUYHA KOHLENIHS 32 HEOOXOJUMOCTTa OT CTPATErMueCKU PEIICHUs
3a e()eKTUBHO YIIpaBJICHHUE HA YOBEIIKUTE PECYPCH Ha ChBPEMEHHATa OpraHu3alus
Yype3 MPUIOKUMOCTTA HA CbBPEMEHHH MOTHBALlMOHHU TEXHUKHU ‘. 3a€JHO C TOBA €
,Ch3/1aJIeHa € KOHIIETITyallHa MyIaTgopMa 3a aHaju3 U CTPaTeTHYEeCKH PELIeHUs 3a
e(eKTUBHO YIpPaBJIEHUE Ha YOBELIKUTE PECYpPCH BbB BOEHHO (POPMHUPOBAHUE Ha
BBOPBKEHUTE CUIIM YPE3 aIallTUPAHETO HA ChbBPEMEHHH MOTHUBALIMOHHU TEXHUKH,
cbOOpa3eHu ChC crnenuduKara Ha BOEHHATa cpena’, KOeTo ChIIO IpHemMam 3a
0e3cropeH Hay4YeH MPUHOC.

dopMynHpaHuTe ,,M0/1eJ1 32 €(h)EKTUBHO YIIPaBICHUE Ha YOBEIIKUTE PECYPCH
Ha BOEHHO ()OPMHPOBAHHWE HAa BBHOPBHKEHHUTE CHIM U ,,HAy4YHO OOOCHOBaHaTa
MOTHBAILMOHHA paMKa“* ChII0 MpUeMaM 3a 0€3CHOPHU MPUHOCH Ha AUCEPTALUOHHUS
TPYA.

[TocoueHnTe HAYYHU U HAYYHO IIPUIIOKHU IPUHOCH ITPUEMAM 32 OPUTHHATHU
Y JIOTUYHO CJIEABAIIM OT TEKCTOBETE B JUCEPTALMSITA.

5. OueHka Ha mMyOJIUKAIUUTE M0 JUCEPTAUUATA U ABTOPCTBOTO
[IpencraBenata crmpaBka 3a HayKOMETpPHsS BKJIFOYBA TPU MyOJUKAIUU T10
TeMara Ha IMCEPTAIMOHHUS TPY. J[Be OT TAX ca B MEXKAYHAPOHO CIIUCAHUE U €THA



B COOpHUK C JOKJIagu OT HaluoHajdeH HaydeH (opym. He mMu e wu3BectHO
myOJIMKaIMUTE TI0 TeMaTa Ha IUCEePTALMOHHUS TPY/ Aa ca IIUTHUPAHU B IMyOJIMKAIIUN
Ha Apyru aBTopu. llyGmmkamuure ca u3nsino aBTOopcku. Hsma myOnukanuu B
CBaBTOPCTBO.

CnopaBkata mnoOKa3Ba U3MNBJIHEHUE HAa MHUHUMAIHHUTE W3WCKBAHUS 32
npunoOouBaHe Ha oOpa3oBaTeHa U HayyHa CTEMEH ,,JIOKTOP .

6. JluteparypHa 0CBeIOMEHOCT U KOMIIETEHTHOCT HA JIOKTOPAHTA

Jloktopant PoOeBa MMa 3HauuTeNHA JMUTEpaTypHa OCBEAOMEHOCT, a
NoJ3BaHUTE OT Hesl 158 M3TOuHMKa 3a Ch3AaBaHE Ha AUCEPTALIMOHHUS TPYJ, ca
0e3CropHO J0Ka3aTencTBO 3a ToBa. Ha nuue e 3aapnbodeHo Hu3cieqBaHe Ha
KOMEHTHPAHUTE BBIIPOCH, YMEJO apryMEHTHUPAHH C MO3HATH HAaydyHU (PakTuh Ha
U3SIBEHH YYEHH B 00JIaCTTa Ha YNPABICHUETO HA YOBEIIKUTE pecypcH. SICHO auuu
YMEHUETO Ha JIOKTOpaHTa, Ha 0Oa3aTa Ha Hay4yHUs (YHIAMEHT, Ja TIPOBEXKIA
KPUTHUYEH U TPOOJIEMEH aHaU3 U J1a popMyJirpa COOCTBEHH U3BOJIM B IMMOJKPENa Ha
3aluTaBaHaTa OT Hesl Te3a.

7. Ouenka 3a apropedepara

ABTOpedepaThT CbOTBETCTBA HA TEKCTOBETE HA JUCEpTAIMOHHUS TpyA. Tou
KOPEKTHO OTpa3siBa BCHYKU MPUHOCHU MOMEHTH Ha OCHOBHATa pa3padoTka. ChcTou
ce oT 001110 39 cTpaHUIIM, B KOUTO MOCJIEOBATEIHO U CHHTE3UPAHO € MpeICTaBeHa
CTpPYKTypaTa Ha JUCEPTAlMsITa, OCHOBHUTE 3HAYMMH MOMEHTH U PE3YJITATUTE OT
BCAKa OT TJIaBUTe. B Hero KoMIuieKCHO ca 000O0IIeHH JOCTOWHCTBAaTa Ha
JICepTaIHSL.

8. Kputuunu 0ese:kku

HsiMam chIiecTBEHN KPUTHYHH OCIIEKKH KbM MTPEACTABESHUS TUCEPTAIMOHEH
Tpya W aBTopedepaTa KbM Hero. Mima WM3BECTHM TEXHMUYECKH HETOYHOCTH, a
CIUCBHKBT C HM3MOJI3BaHATa JIMTEpaTypa MOXKE Jla C€ CTPYKTypupa IMo-Ao0pe.
JlanenuTte OoT MEH OCJIEeKKH HE IPOMEHST IIOJOKHUTEIIHATa MU OIICHKAa 3a
JTUCEPTAIMOHHUS TPYI.

[Iperopbpkata MH KbM JOKTOpaHT PobOeBa ¢ ma mpoabDKU U 3aabJI00YH
paboTaTa CH B Ta3W TOJKOBA Ba)kHa 00JIaCT, HE CaMO 3a CTPYKTYPHUTE Ha BOCHHUTE
CWJIM, a U 3a opranu3anunrTe 1o npuHimil. [IpenopruBam Ha qokTopaHT PoOeBa na
U3/1aJic KHUTA BBPXY JHWCEPTALMOHHMS TPYJ M Jla HaNpaBd Taka, Y€ U JIPYTH
CHUCTEMH OT TO3H THII, J1a UMAT JOCTBHII JIO PE3YJITaTUTE, KOUTO TS MTOCTHUTA.

Cwmsram, ye Xens PobOeBa cieaBa a WHHWIIMHpPA IIHPOKA JHCKYCHS 3a
NOMyJIIpU3UpaHe W BHEAPSIBAHE Ha pE3yJATaTUTE OT IMPOBEACHUTE OT Hes
W3CJICIBAHUS.

9. /IMYHM BHieYATJIEHHS H IPYTH BHIPOCH, 10 KOUTO PEelleH3eHTHhT CUUTA,
Ye cJie/IBa /1a B3eMe OTHOIIIEeHHe

He mo3naBam nuuno nokropant XKenst PoGesa. IlpencraBenara mu HeitHa
aBToOHMOrpadus MOTBBbPIKAaBa 0OIIOTO MU BIIEUATIICHUE, Y€ TS € CIOCOOEH HayueH
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paboOTHUK, ¢ MOTEHIMAN a pa3padOTBa CAaMOCTOSITEIHM U 3HAYMMH PELICHUS 3a
VIOPaBIECHUETO Ha YOBEIIKUTE PECYpCH B PA3IUYHU CTPYKTYpU THM ,,BOCHHU
dopMupoBaHus.

10. 3akar04eHue

Hucepranmonnusar Tpyn Ha JKens CnaBueBa PoOeBa mma JOrmyecku u
OpEeUr3HO OOMUCIEHAa CTPYKTypa, KOSITO KOpECHOHAMpa C (POpMYJIUPAHOTO
3arnaBue U npodsemaTrka. HaumHbT Ha U3rpaXk1aHeTO Ha TEKCTOBETE € MOIX OIS
U I[03BOJISIBA JIECHA MPOCIECOUMOCT Ha paborara IO [OCTUTAHETO Ha
(popMynupaHuTe 1EIN, 3aJa41 U 3asBEHAa aBTOPOBA Te3a.

Bceuuky npuchiiy 3a €IMH AUCEPTALMOHHUSA TPYHA CTPYKTYpPOONPEAECHSIIH
€JIEMEHTH Ca SICHO U KOPEKTHO (hopMynupaHu. TeKCTOBETE B TUCEPTAMOHHUS TPYL
ca JIeJIO Ha IOKTOPAHTA.

O00011eHO, BCHYKO HANMCAHO B HACTOSIIATA PELICH3Us MU J1aBa OCHOBAHHE
Ja TpueMa MNPEICTaBeHUs [UCEPTAMOHEH TPyA 3a 3HAYUMO U 3aBBPILICHO
CaMOCTOSTEITHO HAYYHO U3CJIC/IBaHE.

[Ipuemam npeacTaBeHus: JUCEPTALMOHEH TPY/ U aBTOpedepaTa KbM HETO 3a
OTTOBapsIM Ha 3aKOHOBHUTE W3HMCKBAaHHs, IIOCOYEHU B 3aKOHA 3a Pa3BUTHE Ha
akaJeMuuHus cbcTaB B PenyOmuka bbarapus, IlpaBuiHuka 3a HEroBOTO
OPWIOKEHUE U BBTPEIIHO-HOPMATUBHAaTa paMka Ha HanuoHaneH BOEHEH
yHUBepcHTeT ,,Bacui JleBcku®.

[Tpunoxenara Jlexknapanus OT aBTOpa 3a W3IBIHEHUE HA MUHUMATHUTE
HaIIMOHAJIHU M3MCKBaHUS 3a 00pa30oBaTeiIHa U Hay4Ha CTENEH ,,JJOKTOp“ B o0iacT
Ha Buciie obOpazoBanue 3. ,,ColuaniHu, CTOMAHCKU W TpaBHU Hayku [TH 3.7.
»AIMAHUCTPALUS U YIIPABICHUE, € OCHOBAHME Ja IPUEMA, Y€ U U3UCKBAHMATA 3a
HayKOMETpPHUS ca CHa3eHHU.

11. Ouenka Ha JTUCEPTALMOHHUSA TPYA

[IpenyioxeHusAT OUCEPTALMOHEH TPYJ HMa XapaKTep Ha CTOWHOCTHO H
3aBBPIICHO HAYYHO Wu3CjeABaHe. Pe3yinraTuTe B HEro MMAar 3HAYMMOCT 3a
TeOpEeTUYHATa JUCKYCHS M TMPUIJIO)KHOTO 3HAHUE 3a MOTHBAIMsSTa KAaTO 4YacT OT
YIOPaBJICHUETO HAa YOBEHIKHTE PECYpCH, OCOOCHO B CHCTEMH KaTO BOCHHHTE
dbopmupoBaHus. 3aMo3HABaHETO C TEKCTOBETE Ha JHUCEpTalusaTa U aBTopedepara
KbM HEsl MU JlaBaT OCHOBaHME ¢ aOCOJIIOTHA YOSACHOCT J1a MPe/IIokKa Ha YJICHOBETE
Ha yBa)kaéMOTO HaydHO Xypu na npuchaar Ha JKens CrnaBueBa PoGea
obOpa3zoBaTeiiHa M Hay4YHa CTEIEH ,,JOKTOP* B IMpodeCHOHATHO HampaBieHue 3.7.
»AJIMUHHUCTpalMs W YNOpaBJIE€HWE , HOKTOpCKa Tmporpama ,,OpraHusaius Hu
yopaBjeHUe HW3BBH cdepara Ha MaTEpUATHOTO MPOU3ZBOACTBO (CUTYPHOCT H
oTOpaHa)®.

24.06.2025 r. UsieH Ha HAYYHOTO JKYpH:
rp. Bapna npod. n-p B. Hukomnaesa



REVIEW

by Prof. Velislava Nikolaeva Kostova, PhD,
VFU ,,Chernorizets Hrabar*

On the dissertation of Zhenya Slavcheva Robeva

On the topic "OPPORTUNITIES FOR [INCREASING THE
EFFECTIVENESS OF MOTIVATIONAL MANAGEMENT TECHNIQUES
IN HUMAN RESOURCES IN MODERN ORGANIZATIONS", presented for
the acquisition of the educational and scientific degree "doctor" in the field of higher
education 3. Social, economic, and legal sciences, professional field 3.7.
Administration and Management, specialization in Organization and Management
outside the sphere of material production (security and defense)

1. Relevance and importance of the scientific problem being developed

The dissertation submitted to me for review, authored by Zhenya Robeva,
made an extremely positive overall impression on me. The thorough and complex
analysis of the formulated scientific problem is clearly evident, and the proposed
solutions only confirm my initial impression.

The focus of the dissertation research is on human resource management,
emphasizing that they are a unifying and responsible factor not only in relation to
the other resources of the organization, but also are leading in achieving the goals
of the system. Leading people is a key priority for the existence and prosperity of
any social system. In this sense, the knowledge, skills, competence, and behavior of
the staff are indicated as key to organizational success.

The emphasis in highlighting the need for a targeted and in-depth study of
human resource management is the multi-component nature of the various
influencing factors. This was researched by the doctoral student to derive and argue
the need for "rationalizing management decisions based on good management
practices, in line with the dynamic and competitive environment of the human
resources market."

This is how the research problem is identified, defined by "the contradiction
between the theoretical understanding of scientific facts and good practices on the
one hand, and the presence of conflicts and difficulties, manifested in the practice
of human resource management, particularly in increasing its efficiency through the
applicability of effective motivational techniques." The introduction of information
technology and artificial intelligence in all areas of socio-economic life undoubtedly
leaves its mark on the development of organizations and their management. Using
this, doctoral student Robeva emphasizes "the need for comprehensive, scientific-
methodological and scientific-practical research and analysis on the topic in the
context of modern motivational techniques in certain organizational structures with
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specific activities." She explains the relevance of the dissertation topic in this way,
and its development fills the "existing gap in scientific knowledge.".

The importance and possibility of increasing an organization's
competitiveness, and thus the economy as a whole, through motivating human
resources has been appropriately highlighted. This is argued as possible only
through the full use of the staff potential and the optimal use of his knowledge,
skills, competence and professional potential.

Although the issue of motivating human resources has been extensively
studied, the proposed dissertation by author Zhenia Robeva offers a different,
complementary, and advanced reading of the theoretical and practical aspects of
workplace motivation in organizations, particularly in military structures.

There is a correspondence between the topic and the content of the
development. The dissertation's undeniable advantage and significant contribution
is the proposed model for increasing motivation, which can be applied not only in
military units, but also in organizations with other areas of activity.

2. General characteristics and structure of the thesis

The dissertation is structured into an introduction, three chapters with a total
of 9 paragraphs, a conclusion, a list of used literature (158 titles, of which 148 are
in Bulgarian (28 of which are electronic) and 10 are in Latin) and two appendices.
The thesis has a total of 357 pages, including 101 pages of appendices. The
development used 15 tables and 291 figures.

All the structurally determining elements for developments of this nature
have been correctly defined. The necessary analysis and depth are present. The
writing style used is appropriate, and the referencing and citation of foreign
theoretical and practical developments are in accordance with accepted standards.
The chosen research toolkit is suitable and relevant to the objectives and tasks set
for implementation.

Skillfully, the introduction highlights the current and strategic importance of
human resource management for the existence and development of the organization.
The difference between personnel management and human resources management
is also shown. Personnel management, as the primary source of human resource
management, involves managing the people who work in the organization.

Doctoral candidate Robeva formulated a working thesis, according to which
"In order for an organization to be competitive, it must invest more in its most
valuable resource - people. Based on this, "the relationship between motivational
factors and the image and prosperity of the organization is a process that stimulates
the realization of the full potential of human resources and the pursuit of achieving
the set goals and optimal results, while protecting the interests of both the
organization and its personnel," and the working hypothesis is that "motivation in
the organization is the result of the complex interrelation and inverse proportionality
between motivators and demotivators." Together with this, the purpose of the
dissertation is also formulated, according to which, through the study and analysis
of modern motivational techniques, "a model for increasing the effectiveness of
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motivational techniques based on the assessment of the relationship between goals,
achieved results and staff motivation was created."

Three general research tasks are mentioned, which are related to the
theoretical justification of the research problem. The dissertation research also
covers "applicable techniques and approaches for motivating human resources in a
modern organization." The dissertation's task is to formulate "specific strategic
decisions" that will increase the effectiveness of staff motivation, so that not only
individual members, but the entire organization can sustainably generate benefits
over time.

The object of the presented scientific development is the study of human
resource management in the organization, and the subject of the dissertation
research is the analysis, synthesis, creation, and successful use in practice of
techniques for motivating personnel.

The scientific toolkit used includes empirical and theoretical methods and
approaches, integrated in an appropriate manner and skillfully used in the course of
constructing the scientific text. Restrictions have been placed on the dissertation
research. The research was conducted at a military unit of the Armed Forces, whose
name has been withheld due to the nature of its purpose.

Chapter 1 reviews the theoretical discussion of motivation as content and
process in the context of human resource management. Important and significant
conclusions and recommendations relevant to the scope of the dissertation research
have been formulated. Human resource management has been identified as key to
the successful operation of modern organizations, with a focus on motivation.
Differences between the concepts of human resources management and personnel
management have been synthesized. It is emphasized that the focus should be on the
strategic nature of human resources management for achieving organizational goals,
and the operational focus should be on personnel management. Key functions for
managing personnel and motivation, as an important management process for
increasing efficiency, have been studied.

To explain the ineffective motivation that leads to stress, demotivation, and
other negative effects, the term "KITA" has been introduced. Attention has been
paid to various process and content theories of workplace behavior.

The thesis for the need to adapt different motivational techniques to the
specifics of the organizational environment has been presented. Numerous applied
approaches to motivating staff have been synthesized.

A comprehensive framework for a strategic process to increase employee
motivation and performance has been developed.

In Chapter Two of the dissertation, the limits of applicability and critical
moments in the motivational techniques used in the organization are extensively
analyzed. The problems in human resources management in the military unit under
study from the Armed Forces have been identified. Through empirical analysis, the
critical weaknesses were systematized, from which the areas were derived in which
strategic decisions are needed to improve the motivational climate and the
effectiveness of the staff.



The current human resources management model in the analyzed military
structure at the time of the study is proposed, with an emphasis on the way the main
personnel management functions are performed.

Specific characteristics for organizations of this type have been identified,
namely discipline, specialization, responsibility, and readiness to work in extreme
conditions.

It has been established that management communication is a critical factor in
achieving trust and effectiveness, and leadership and interpersonal relationships are
key to maintaining and developing a motivational climate. Based on this, the
existing motivational practices and the results achieved through them were
analyzed. Various motivators and demotivators were critically commented on, such
as 'recognition, career development and social support, injustice, lack of
transparency and limited opportunities for growth." The main problems that hinder
effective human resource management and staff motivation have been synthesized.
The "motivation-demotivation" relationship has been extensively analyzed, and a
formula for calculating the level of motivation in an organization has been derived.

A model has been proposed that includes nine dimensions for assessing
motivation, through which problem areas caused by a deficiency or excess of certain
motivators and demotivators are identified.

A SWOT analysis and a survey were conducted within the studied military
structure. It has been determined that the motivation of military personnel is of
primary importance not only for the development of the individual structure, but
also for the entire system of the armed forces.

It has been concluded that applicable management communication motivators
and a high motivational culture are a necessary condition for attracting and retaining
professionals, which is seen as a counterpoint to the KITA approach.

The assessment of the motivation level in the organization under study (5 out
of 9) shows a very good level of motivation. The need for specialists and a
comprehensive concept for managing motivation at all management levels within
the military structure is well-argued.

In Chapter 3, based on innovative approaches and systemic analysis, a
comprehensive model for effective human resource management is proposed.

Approaches for targeted impact on motivation based on an individualized
approach to employees, the use of digital tools, and the implementation of new
concepts to increase engagement and effectiveness are presented. Good practices
for successful motivational techniques have been proposed, and the possibility of
adapting them to the specific environment of military units has been argued. The
proposed five-stage model, constructed on the basis of modern motivational
technologies, makes a strong positive impression. The study includes: examining
the degree of dependence between motivators and demotivators (regression
analysis); detailed analysis and summary of empirical data to assess the current state
of motivation; standardization of data to ensure accuracy and comparability of
results (data normalization); establishing key relationships between different
motivators and demotivators through correlation analysis; a synthesized
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methodology for predicting the future motivational state based on established
dependencies (forecast).

A three-step motivational framework has been created to improve motivation
based on the conducted analyses, which includes:

e Strengthening motivators through strategies that enhance positive
factors, such as professional development, social support, and
recognition.

e Establishing, minimizing, or eliminating demotivators (factors that lead
to demotivation include lack of transparency and injustice).

e Regular evaluation and updating of motivational practices, according to
the dynamics of the organizational environment, and taking corrective
measures (permanent analysis and forecast).

The proposed model can also be successfully applied in "other highly
structured organizations that require balanced management of people and
processes."

The testing of the developed toolkit for increasing motivation demonstrates
the scientific and practical significance of the dissertation.

The formulated "model for effective management of human resources in a
military formation of the armed forces through modern motivational techniques
based on derived regression and correlation analytical relationships between
individual motivators for different categories of military personnel" is a
categorically significant result that should be taken into consideration and applied
in other military structures, along with a scientifically substantiated motivational
framework, through which effective solutions for successful management of the
motivational climate are found.

The conclusion of the dissertation work systematically presents all the
significant results of the development.

I accept the proposed texts of the dissertation as the personal work of the
doctoral student, having significant scientific and practical value.

3. Characterization of the scientific and applied contributions in the
dissertation. Authenticity of the material.

The dissertation of doctoral student Zhenya Slavcheva Robeva stands out for
its significant scientific and applied contributions, which are easily recognizable in
the proposed texts of the development.

The following can be mentioned as more significant:

The relationship between organizational goals and employees' personal goals
has been established and analyzed, which "emphasizes the need for the
implementation of effective motivational approaches and the development of
adequate strategies for motivating personnel, in order to achieve synergy between
individual and corporate interests."

Motivators have been studied as a leading tool for retaining staff in the
organization, as well as their role in building sustainable engagement and job
satisfaction and reducing turnover. As significant motivators, Dr. Robeva identifies
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working conditions, recognition, compensation, and opportunities for career
development.

The demotivators that reduce the effectiveness of motivational efforts, are a
prerequisite for a decline in productivity and engagement, and last but not least, lead
to turnover, have also been commented on and critically analyzed. The author
1dentifies "lack of communication, unfair treatment, lack of development prospects,
and inconsistency in management decisions" as key demotivators, which doctoral
candidate Robeva skillfully uses to emphasize the need to eliminate them and even
completely neutralize them.

The thesis develops specific strategic solutions and proposals for
implementing effective motivational techniques in military formation structures.
Clear and practically applicable algorithms for increasing staff motivation have been
synthesized and formulated, leading to an improvement in organizational culture
and increased effectiveness of the activities carried out. The proposed
methodologies and recommendations are applicable in the practice of various
managers for whom human resource management is a priority. They contain a
working toolkit for influencing staff retention, career development, and improving
the work environment.

The results of the dissertation contribute to the enrichment of scientific
knowledge in the area of human resources management, the strategies used to
motivate staff, complementing and expanding the existing theoretical foundation for
the impact of motivation on organizational effectiveness. An innovative theoretical
model for managing motivational processes is presented, which can be applied in
various organizations with different fields of activity, including structures such as
military formations.

The results of the dissertation can serve as a practical and theoretical basis for
future research and development in the field of motivation, including the creation of
a comprehensive human resources management policy.

4. Evaluation of the scientific results and contributions of the thesis

The dissertation presents two scientific and three applied research results,
which I fully attribute to the work of the doctoral candidate. In this sense, 1 fully
agree that "The theory of human resource management has been expanded and
enriched, presenting a relatively complete scientific and theoretical concept of the
need for strategic decisions for effective management of human resources in modern
organizations through the applicability of modern motivational techniques." Along
with this, "A conceptual platform for analysis and strategic decisions for effective
management of human resources in a military formation of the armed forces has
been created through the adaptation of modern motivational techniques, taking into
account the specifics of the military environment," which I also consider to be an
undeniable scientific contribution.

I also consider the "model for effective management of human resources in a
military formation of the armed forces" and the "scientifically grounded
motivational framework” formulated in the dissertation to be undeniable
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contributions.
I accept the scientific and applied scientific contributions mentioned as
original and logically following from the texts in the thesis.

5. Evaluation of the thesis publications and authorship
The provided scientometrics report includes three publications on the topic of the
dissertation. Two of them are in an international journal and one in a collection of
papers from a national scientific forum. I am not aware of any publications on the
topic of the dissertation being cited in publications by other authors. The
publications are entirely authored. There are no co-authored publications.

The reference shows that the minimum requirements for obtaining the
academic degree of "doctor" have been met.

6. Doctoral student's literary awareness and competence

Doctoral candidate Robeva has significant literary knowledge, and the 158
sources she used to create her dissertation are undeniable proof of this. An in-depth
examination of the issues discussed is presented, skillfully supported by well-known
scientific facts from prominent scholars in the field of human resource management.
The doctoral student's ability to conduct a critical and problem-based analysis based
on the scientific foundation and to formulate her own conclusions in support of the
thesis she is defending is clearly evident.

7. Evaluation of the author's abstract

The abstract corresponds to the texts of the dissertation. It accurately reflects
all the contributing moments of the main development. It consists of a total of 39
pages, which present the structure of the dissertation, the main significant moments,
and the results of each chapter in a consecutive and synthesized manner. It
comprehensively summarizes the merits of the dissertation.

8. Critical remarks

I have no significant critical remarks regarding the presented dissertation and
its abstract. There are some technical inaccuracies, and the list of literature used
could be better organized. The notes I provided do not change my positive
assessment of the dissertation.

My recommendation to doctoral student Robeva is to continue and deepen
her work in this very important field, not only for the structures of the military
forces, but also for organizations in general. I recommend that doctoral candidate
Robeva publish a book on her dissertation and make the results she achieves
accessible to other systems of this type.

I believe that Zhena Robeva should initiate a broad discussion to promote and
implement the results of her research.

9. Personal impressions and other issues that the reviewer believes should
be addressed



I do not know PhD candidate Zhenya Robeva personally. The autobiography
she presented to me confirms my general impression that she is a capable researcher
with the potential to develop independent and significant solutions for managing
human resources in various military-type structures.

10. Conclusion

The dissertation by Zhenya Slavcheva Robeva has a logical and precisely
thought-out structure that corresponds to the formulated title and subject matter. The
method of constructing the texts is suitable and allows for easy traceability of the
work on achieving the formulated goal, tasks, and stated author's thesis.

All the essential structural elements of a dissertation are clearly and correctly
formulated. The texts in the dissertation are the work of the doctoral candidate.

In summary, everything written in this review gives me reason to accept the
presented dissertation as a significant and complete independent scientific study.

I accept the submitted dissertation and its abstract as meeting the legal
requirements specified in the Law on the Development of Academic Staff in the
Republic of Bulgaria, the Regulations for its implementation, and the internal
framework of the Vasil Levski National Military University.

The attached Declaration by the author for fulfilling the minimum national
requirements for the educational and scientific degree of "Doctor" in the field of
higher education 3. "Social, Economic, and Legal Sciences" PN 3.7.
"Administration and Management" is reason to believe that the requirements for
scientometrics have been met.

11. Evaluation of the thesis

The proposed dissertation is a valuable and complete scientific study. The
results are significant for the theoretical discussion and practical knowledge of
motivation as part of human resource management, especially in systems such as
military formations. Familiarity with the dissertation texts and the abstract of the
dissertation gives me the basis to propose with absolute certainty that the members
of the esteemed scientific jury award Zhenya Slavcheva Robeva an academic and
scientific degree of "doctor" in professional field 3.7. "Administration and
Management," Ph.D. program "Organization and Management outside the sphere of
material production (security and defense)."

24.06.2025 r. Member of the scientific jury:
Varna Prof. V. Nikolaeva, PhD



