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1. MOHOIrPA®UU

1.1.Tony3oea, U. 2025. OpraHn3auMOHHa KyATypa U AnaepcTBo. KynTypeH amaepckum Koa.
boTtesrpaa: Uspgatencrso Ha MBBY. ISBN: 978-619-7610-34-5
JocTtbnHo Ha: https://doi.org/10.5281/zenodo.15068456

,»Op2aHU3ayuUoHHa Kyamypa u nudepcmeo. KynmypeH nudepcku Kod.”
MoHorpadwusa (2025 r. — 465 cTp.)

MoHorpadusata ,,Op2aHU3aUUOHHA Kyamypa U audepcmeo. KyamypeH audepcku Koo“
npeactaBnsnBa 3aabn004YeHO M3cnefABaHE HA OUMHAMUYHUTE B3aMMOOTHOLLEHWUA MEXKAY KYATYypHUTE
0COBEHOCTM HA OpraHM3auMUTE U NNLEPCKUTE MPAKTUKM, KAaTO BbBEXAA M Pa3BMBa KOHUEMUMATA 3a
KYNTypeH angepckn koa (K/K). TpyabT e cTpyKTYpupaH B YETUPU OCHOBHMU 1aBU, KOUTO CUCTEMATUYHO
M3rpaxaaT UHTerpupaH aHaAUTUYEH MOALEN 33 AMArHOCTMKA M ynpaBieHWe Ha KYATYpHUTE acnekTu B
KOHTEKCTa Ha INaepcTBOTO.

YBoAbT AeduHMpPaA U3CaefoBaTe/ICKUTE BbNPOCK M NoavepTaBa 3HAYMMOCTTA Ha MHTerpauunaTa
MEXKAy OpraHM3auMoHHaTa KyaTypa U IMAePCKUTE Noaxoam, KaTo ce nocoyBa HeOBX0AMMOCTTa OT HOBU
METOA0/IOTMYECKM PaMKM 33 afeKBaTHO afanTupaHe KbM CbBPEMEHHUTE OpraHU3aLMOHHM
npean3BUKaTeNCTBa.

MbpBaTa rnaBa pasrniexaa AePUHULMUTE, OCHOBHWUTE XaPaKTEPUCTUKU U  YHKUMUTE Ha
OpraHM3aUMOHHATa Ky/ATypa, KaTo ce obpblia BHMMAHME HA Pas/NIMYHW TUMNOAOIMUM U MOLENW,
pa3paboTeHun B ainTepaTypaTa. AHAIM3BT Ha TEOPETUYHUTE PAMKU HA INAEPCTBOTO, KAaKTO B KNACUYECKMS,
Taka M B CbBPEMEHHMA KOHTEKCT, Cb34aBa OCHOBA 3a pas3bupaHe Ha CNOXHaTa AMHAaMWMKA Ha
B3aMMOAENCTBME MEXKAY KYNTYpa U anaepcTso. MOCTaBsa ce akLEeHT BbpXy CbLLECTBYBALLUTE, TEOPETUYHO
060CHOBAHM M YCTaHOBEHW ONTUMAZIHN KOMBUHAUUKN MeXay KYATYpHUTE Npoduan Ha opraHusaummTe 1
cneundUUYHUTE NMAEPCKU CTUNOBE — KOMOWHALMK, KOUTO B MAEAHU YCI0BUA BUXa cneasasiv 10rMYeckm
npefckasyem mogen. Bbnpeku ToBa, peanHaTa NpaKTUKA pa3KpuBa, Ye B ONpefeneHu C/yyau
OpraHM3auMnUTE UHTErPUPAT MEHUAKDBPM C INAEPCKU CTUIOBE, KOUTO HE CbOTBETCTBAT HAa JOMUHMPALLLATA
KYANTYpHA Napagurma, KoeTo UM3NCKBA cneunouyHa afantauma U MHTEPBEHLMU NPU YNpPaBAEeHUETO Ha
npomeHuTe.

BTopaTa rnaBa BbBeXAa NOHATUETO KYATYPEH ANAEPCKU Koa, AedUHUPaiKM HerosaTa CbLLHOCT,
3Ha4YeHMe N UCTOPMYECKO pa3BUTUE. B TO3M KOHTEKCT ce NpocniesaBaT TEOPETUUYHUTE OCHOBU U NpouecuTe
Ha ¢opmupaHe Ha KJ/IK, KakTo M HEroBoTO Bb3AENCTBME BbPXY OpraHM3auMoHHaTa epeKTUBHOCT.
MNoauyepTaBa ce, 4Ye B3aMMOBPbB3KATa MeXKAY JNOEPCKUA CTUA C KYATYpHUTE 0cobeHoCcTM Ha




OpraHM3auMATa He e HOBA KOHLEeMNuuA, a No-CKOPO € TEeOPeTUYHO YTBbpAEeHa pamMKa, KOATO OTpasfBsa
WAeaNHUTE MOZLENU, HO KOATO CblieBpeMeHHO TpAbBa Aa 6bae WMHTepnpeTMpaHa B CBET/IMHATa Ha
KOHKPETHM NPaKTUKKU U peanHu npeam3BUKaTeNCcTBa, KOMTO YECTO AEMOHCTPUPAT pasinyHa ANHAMUKA —
cneundUYHU CUTYaLmMm, NP KOUTO HECBOTBETCTBUMETO MEXKAY 4OMUHMPALLLATa OpPraHM3auMOoHHa KyATypa
M n3bpaHnA TMAEPCKM NOAXOA MOXKE Aa Ce OKaXKe HensbexkHo n aopu GyHKLMOHANIHO 3a cnpaBsAHe C
KOHKpPEeTHU Npean3BMKaTeNCcTBa.

B TpeTaTa rnaBa ce pa3paboTBa geTansiHa TUNOOMMA Ha KYATYPHUTE NMAEPCKN Kogose. OnucaHa
€ MeToZo/IorMATa 3a Cb3[aBaHe HAa Ta3uM TUMNONOIMA, BKAKUUTENIHO MeToauTe W noaxoauTe 3a
KnacuouKkaumata n gudepeHumaumaTa M. Ypes aHanns Ha o6LLUTE U KAKOYOBM KPUTEPUN CE NPeaCTaBAT
pasanyHu Tnnose KJ/IK, KoeTo No3BO/iABA MO-NPELM3HO pa3bupaHe Ha BPb3KUTE MEXAY KYATYpHUTe
0COBEHOCTM N NINAEPCKUTE MPAKTUKU B PA3SIMYHMN OPraHU3aLMOHHN KOHTEKCTH, KAaTo Ce U3TbKBA POAATa
Ha cneunduUYHUTE MapameTpu, KOUTO onpeaenat ePeKTUBHOCTTA Ha NMAEPCKUTE MHTepBeHuuu. B
ponbaHeHune, KJTK ce HTepnpeTMpaT n B KOHTEKCTA HA MEXAYKYATYPHUTE pa3finyma, KaTto ce U3nos3sar
AMMeHcunTe Ha XodcTene 3a 06ACHEHME HA BAMAHMETO HA HAUMOHANHUTE KYNTYPHU OCOOEHOCTU BbPXY
nnpepcknTe NpakTMKKU. To3m noaxon oboratABa TeopeTMyHATa paMKa, NPenoCTaBANMKM HIOAHCUMPAHWU
NPO3peHNs 3a B3AMMOLENCTBUETO MEXKAY BbHLUHUTE KYATYPHM GAKTOPU M BbTPELLHATA OpPraHn3aLMOHHa
OVHaMUKa.

B nocnepHata rnaBa ce pasrnexpart cneunduyHUTE U3MEPEHUA Ha KYATYpHUA INAEPCKU KoL,
BK/IIOUUTENIHO MHOroo6pasmeTo M XxMbpMAHOCTTA My, JIMYHOCTHUTE OCOBEHOCTM Ha Angepute U
NCUXONOMMYHATA, KaKTO M eMOLUMOHaNHATa AUHAMMKA, KOUTO BAMAAT BbPXY NpoLecuTe Ha agantauma u
passutne. OcBeH TOBA, aHANIN3BT NPOCNeAABa Bb3HMKBAHETO M aganTtaumATa Ha KJ/IK KakTo B 4YacTHUA,
TaKa v B NyBAMYHMA CeKTOP, KaTo ce 06pblila cneunasHo BHUMaHUE Ha PoasaTa My B YCI0BUATA Ha Kpu3a
W OpraHusauMoHHa TpaHchopmaumaA. lMpaKTUYeCcKUTe aHaNM3M U Ka3ycK, BKAKOYEHW B TasM 4acT,
WNOCTPUPAT KOHKPETHUTE Npeau3BMKATENCTBA M Bb3MOXKHOCTU MpPU MNPUIAraHEeTO Ha KynTypHO
OpPUEHTUPAHN NNAEPCKNU MOAENN.

3aknunTenHaTa 4YacT CUMHTE3Mpa OCHOBHUTE WU3BOAM OT M3C/Ae[BaHETO, KaTo noayeprasa
3HaYeHWeTO Ha WHTerpupaHuA noaxos, Kbm YNpasB/ieHWeTO Ha OpPraHU3aumoHHaTa KynTypa upes
afanTUBHU /NOEPCKM  UMHTepBeHuuU. MoHorpadmaTa AeMOHCTpMpa, Ye BbMPEKU YTBbpAeHUTe
TEOPETUYHN MOLENN 33 CbBMECTUMOCT MEXAY OnpefeneHn KyaATypHu Npoduan u nMaepckm CTUIOBE,
peanHuTe opraHM3aLMOHHM YCIOBUA U3UCKBAT MBKABU M MHOBATUBHM PeLLEHUA, CNOCOOHM Aa OTroBOpAT
Ha C/IOXKHOCTTA M AMHAMMKaTa Ha CbBpeMeHHaTa cpeja.

Organizational Culture and Leadership. Cultural Leadership Code.
Monograph (2025 — 465 pages)

The monograph ,,Organizational Culture and Leadership. Cultural Leadership Code “represents an in-depth
investigation into the dynamic interplay between the cultural characteristics of organizations and
leadership practices, introducing and further developing the concept of the Cultural Leadership Code
(CLC). The work is structured into four principal chapters, which systematically construct an integrated
analytical model for diagnosing and managing cultural aspects within the context of leadership. The
Introduction defines the research questions and underscores the importance of integrating organizational
culture with leadership approaches, highlighting the need for new methodological frameworks that are
capable of adapting to contemporary organizational challenges.




Chapter One: Organizational Culture and Leadership

This chapter examines definitions, key characteristics, and functions of organizational culture, drawing
attention to various typologies and models developed in the literature. The analysis of theoretical
frameworks in both classical and contemporary leadership establishes a foundation for understanding the
complex dynamics between culture and leadership. Emphasis is placed on the established, theoretically
substantiated, and optimal integrations between organizational cultural profiles and specific leadership
styles—integrations that, under ideal conditions, would follow a logically predictable pattern.
Nevertheless, empirical observations reveal that, in certain instances, organizations opt to integrate
managers whose leadership styles diverge from the dominant cultural paradigm, necessitating specific
adaptations and interventions in change management.

Chapter Two: Cultural Leadership Code (CLC)

This chapter introduces the notion of the Cultural Leadership Code, defining its essence, significance, and
historical development. Within this framework, the theoretical foundations and formation processes of
the CLC are traced, along with its impact on organizational effectiveness. It is emphasized that the
interrelationship between leadership style and the cultural attributes of an organization is not a novel
concept; rather, it is a theoretically established framework reflecting ideal models that must, however, be
interpreted in light of concrete practices and real-world challenges—situations where the incongruence
between the prevailing organizational culture and the selected leadership approach may prove inevitable
and, at times, functionally advantageous in addressing specific challenges.

Chapter Three: Typology of Cultural Leadership Codes

The third chapter develops a detailed typology of cultural leadership codes. It outlines the methodology
for constructing this typology, including the methods and approaches for classification and differentiation.
By analyzing common and key criteria, various types of CLCs are presented, facilitating a more precise
understanding of the relationships between cultural characteristics and leadership practices across
diverse organizational contexts. This analysis highlights the role of specific parameters that determine the
effectiveness of leadership interventions. In addition, the Cultural Leadership Code is interpreted through
the lens of intercultural differences, drawing upon Hofstede’s dimensions to elucidate how varying
cultural orientations influence leadership practices. This perspective not only enriches the theoretical
framework but also provides nuanced insights into the interplay between national cultural traits and the
internal dynamics of organizational leadership.

Chapter Four: Specific Dimensions of the Cultural Leadership Code

The final chapter explores the specific dimensions of the Cultural Leadership Code, including its diversity
and hybridity, as well as the personality traits of leaders and the psychological and emotional dynamics
that influence adaptation and development processes. Furthermore, the analysis traces the emergence
and adaptation of the CLC in both the private and public sectors, with particular attention given to its role
under conditions of crisis and organizational transformation. The practical analyses and case studies
included in this section illustrate the concrete challenges and opportunities associated with the
implementation of culturally oriented leadership models.




Conclusion

The concluding section synthesizes the main findings of the study, emphasizing the significance of an
integrated approach to managing organizational culture through adaptive leadership interventions. The
monograph demonstrates that, despite the established theoretical models for compatibility between
specific cultural profiles and leadership styles, actual organizational conditions demand flexible and
innovative solutions capable of addressing the complexity and dynamism of the modern environment.

1.2.Tony3oea, U. 2025. Tcuxonornyeckm M3mMepeHns Ha opraHmsaLmMoHHaTa epeKkTMBHOCT. boTesrpas;
Uspatenctso Ha MBBY. ISBN 978-619-7610-40-6
[octbnHo Ha: https://zenodo.org/records/15105625

»lcuxonoauyecku usmepeHus Ha op2aHU3AyUOHHamMa edpekmueHocm*

MoHorpadwms (2025 r. — 136 cTp.)

I

MoHorpaduata ,[lcuxonoaudecku USMeEPEeHUs HA OP20HU3AUUOHHAMA epekmusHocm”
npeacTaBnsfBa CUCTEMATMYHO W3CNeABaHE Ha OpraHW3auMOHHATa e(pEeKTUBHOCT, pasrnexpgaHa npes
NpM3maTa Ha NCUXONOTMYECKUTE U3MepPeHUA. TPYAbT e CTPYKTYPUpPaH B YHETUPU OCHOBHU N1aBW, KaTo BbB
BCAKA OT TAX C€ aHaAM3MPAT KOHLUENTya/siHUTE pPaMKM, MOLENTE WU MPAKTUYECKMAT MPUHOC, KOWUTO
OONpUHAcAT 3a No-AbnO0OKO pasbupaHe Ha dakTopuTe, BAUSELWM BbPXYy eOdeKTUBHOCTTa Ha
opraHusaummTe.

YBOABLT NOCTaBA OCHOBHUTE W3C/Nef0BaTENICKM BbNPOCK, NoavepTaBaiikm HeobxoauMmocTta oT
WHTErpMpaH nogxon, KOUTO obeguHABa KNACMYECKM U CbBPEMEHHW TeopuW 3a OpraHM3aLMOHHATa
epeKTUBHOCT C NCUXONOTNYECKUTE NOAXOAMN. B HEro ce akLeHTUpPa BbpXy 3HAYEHMETO Ha pa3brpaHeTo Ha
ncuxonornyecknte GakTopu KaTto KAUYOBU AETEPMUHAHTI 3@ NOCTUIAHE HA BUCOKA epeKTUBHOCT, KaKTo
B YaCTHMA, TaKa M B Ny6IMYHMA CEKTOP.

B nbpBa rnaBa ce pasrnexaart pas/MyHUTE Noaxoam 3a aHaIMU3 U OLEeHKA Ha OpraHM3auMoHHaTa
epeKTUBHOCT. Ypes cpaBHEHME Ha KNACMYECKM U CbBPEMEHHU MOLENM Ce U3TbKBA MHOroobpasneTto oT
N3MepeHus, CBbpP3aHN ¢ ePpeKTUBHOCTTA, KAaTo Ce OTAeNA CMeuuasHO BHUMAHME Ha NCUXOJIoTMYecKuTe
acnektM. OcBeH TOBa, Ce aHa/AM3MPAT JMYHOCTHO AeTepMUHUPaHUTE (aKToOpM M OpraHM3auUMOHHO
obycnoBeHUTe MoKasaTe/InM, KaTo ce pasriexaat u cneumdpuyHute ocobeHocTM Ha edeKTUBHOCTTA B
ny6MYHUA ceKTOp. B YacTTa 3a Bpb3KaTa MeXAy KyATypa, IMAEPCTBO U MPAKTUKKU 3a ynpaBieHUe Ha
yoBeLwkuTe pecypcu (YYP) ce noavepTaBa MHTErPaTUBHUAT XapaKTep HAa OpraHM3auMoHHaTa epeKTUBHOCT.

BTop rnaBa npeacTaBA KOHLUENTyasHaTa pamka Ha NpPoBeAeHOTO M3Cc/iesBaHe, ONucBa AM3aiHa
My, wus3bopa Ha M3BagKa W KOHTEKCTyasHUTE oOrpaHuyeHua. Ypes nogpobHO onucaHuMe Ha
METOA0/IONMYHUTE MOAXOAM Ce LEeMOHCTpUMpa Kak crneumduyHute ocobeHocTM Ha nybaumyHuTe
OpraHM3auMM OKasBaT B/IMAHWE BbPXY U3MEPBAHETO U MHTeprpeTaumaTa Ha ePpeKTUBHOCTTA, KaTo ce
noayvepTaBa NPUAOKMMOCTTA Ha NONYYEHUTE PE3YNTATU U Bb3MOXKHOCTUTE 3a TAXHOTO NpUIaraHe B Apyru
KOHTEKCTM.

B TpeTa rnasa ce NpeAcTaBAT pe3ynTaTuTe OT EMAMPUYHMA aHAIN3, HACOYEH KbM onpeaensaHe Ha
OOMUHUPALLMTE KYNTYPHU OPUEHTALMWN U IMAEPCKM CTUIOBE B MET BUCLWIKM yuynmauwa B bbarapus, Kato
cneunduyHN NpeacTaBuTenn Ha nNybanYHMA ceKTop. Ypes aeTaineH cpaBHUTENEH aHaN3 ce U3BEXAa




npeobnafaBawMAT TUN KyATYpa WU CbOTBETHUAT ANAEPCKU MOZAEN, KOMTO POopmMpaT OCHOBATa Ha
YyNpaBJEHCKUTE MNPAKTUKM B TO3M BMA 06pPasoBaTe/NiHM M HAYYHU MHCTUTYLMU. [ONbAHUTENHO ce
pasrnexaat v cneunduyHnTe pasanyumna B opraHM3aLMOHHATA KYNTypa, KaTo ce aHaAn3mMpaT Bapuaummte
B 3aBMCMMOCT OT MHCTUTYUMOHaNHaTa MPUHAANENKHOCT, 3aeMaHaTa MO3WUMA B OpPraHU3aLMOHHATa
Mepapxua, obLmMs TPYAOB CTaXK, KAaKTO U OT AemorpadCcKUTe XapaKTepUCTMKN KaTo Bb3pacT 1 nos. Te3u
aHa/N3M NO3BO/MABAT HE CamMO A3 Ce UAEHTUOULMPAT OCHOBHUTE TEHAEHLWW, HO U A3 Ce OCBETAT
KOMMN/JIEKCHUTE B3aMMOLENCTBMA MeXKAY BbTPELIHWUTE OPraHM3auMOHHU GaKTOpU U UHAMBUAOYANHUTE
0COHEHOCTM, OKA3BaLLM BIMAHNE BbPXY ePEKTUBHOCTTA Ha yNpaB/ieHCKUTE Moaenu B NybanMyHMA cekTop
W B YaCTHOCT B yHMBEpCUTETUTE B bbarapus.

MocnegHaTa rnaBa pasrnexga OCHOBHUTE KOMMOHEHTW Ha MPaKTUKUTE 3a ynpaB/ieHWe Ha
YOBELLUKUTE PECYPCU U TEXHUTE B3aMMOBPDB3KM C OPraHM3aLMOHHaTa KyATypa. AHaAM3BbT Npoc/ieanBa Kak
KYNTYPHUTE OCOBEHOCTU BAMAAT BbPXY MPAKTUKMTE 33 YYP u Kak Te, OoT CBOA CTpaHa, KopeaupaTt ¢
pas3/INYHUTE U3MEPEHUS Ha OpraHM3auMoHHaTa epeKTMBHOCT. O6CHKAa Ce BAMAHMETO Ha epeKTUBHOCTTA
BBbPXY TUMOBETE OPraHN3aLMOHHA Ky/ATypa, KaTo TOBA NpeAoCcTaBsAs HOBU NepcrneKkTMBK 3a pasbupaHe Ha
OVHAMUKATa MeXay BbTpellHaTa Ky/ATypHa cpeda M pe3yaTaTHOCTTa Ha opraHu3aumaATa.

3akntouMTeNHATa YacT CMHTEe3UPa OCHOBHUTE M3BOAM OT U3CNEABAHETO, KaTo Ce aKLLEHTUPA BbPXY
HeobxoAMMOCTTa OT WHTErpuMpaH noaxoh, KOWTO CbyeTaBa MNCUXOJIOTMYECKUTE [AETEPMUHAHTU C
KNacMYyecKkuTe U CbBPeMEHHM MOAENM 33 OpPraHU3aLMOoHHA edeKTUBHOCT. MoHorpadmaTa 4EMOHCTPUPA,
Yye KOMMJIEKCHaTa MNpuMpoAa Ha OpraHusauMoHHATa e(eKTUBHOCT W3UCKBA bBKaBM M MHOBATMBHMU
pelweHusa, CcnocobHM p[a oOTroBOPAT Ha AMHAMUYHUTE NPeaM3BMKATENCTBA Ha CbBpPEMEHHATa
OpraHM3auMoHHa cpeaa.

"Psychological Dimensions of Organizational Effectiveness”

Monograph (2025 — 136 pages)

The monograph "Psychological Dimensions of Organizational Effectiveness" is a systematic study of
organizational effectiveness viewed through the prism of psychological dimensions. The work is
structured in four main chapters, each of which analyzes the conceptual frameworks, models and practical
contributions that contribute to a deeper understanding of the factors influencing the effectiveness of
organizations.

The introduction poses the main research questions, emphasizing the need for an integrated approach
that brings together classical and contemporary theories of organizational effectiveness with
psychological approaches. It focuses on the importance of understanding psychological factors as key
determinants for achieving high efficiency, both in the private and public sectors.

Chapter One: ORGANIZATIONAL EFFECTIVENESS: CONCEPTUAL FRAMEWORKS, MEASURES, AND
PSYCHOLOGICAL APPROACHES

The first chapter discusses the different approaches to the analysis and evaluation of organizational
effectiveness. By comparing classical and modern models, the diversity of dimensions related to
performance is highlighted, with special attention paid to psychological aspects. In addition, the
personally determined factors and organizationally determined indicators are analyzed, and the specific
features of efficiency in the public sector are considered. The part on the relationship between culture,
leadership and human resource management (HRM) practices emphasizes the integrative nature of
organizational effectiveness.




Chapter Two: RESEARCH ON ORGANIZATIONAL EFFECTIVENESS IN THE PUBLIC SECTOR

Chapter two presents the conceptual framework of the conducted study, describes its design, sample
selection and contextual constraints. Through a detailed description of methodological approaches, it is
demonstrated how the specificities of public organizations have an impact on the measurement and
interpretation of effectiveness, highlighting the applicability of the results obtained and the possibilities
for their application in other contexts.

Chapter Three: SPECIFICS OF ORGANIZATIONAL CULTURE AND LEADERSHIP IN THE PUBLIC SECTOR

The third chapter presents the results of the empirical analysis aimed at identifying the dominant cultural
orientations and leadership styles in five higher education institutions in Bulgaria as specific
representatives of the public sector. Through a detailed comparative analysis, the prevailing type of
culture and the corresponding leadership model, which form the basis of management practices in this
type of educational and scientific institution, are deduced. In addition, the specific differences in
organizational culture are considered, analyzing the variations depending on institutional affiliation,
position in the organizational hierarchy, total work experience, as well as demographic characteristics
such as age and gender. These analyses allow not only to identify the main trends, but also to highlight
the complexinteractions between internal organizational factors and individual characteristics influencing
the effectiveness of management models in the public sector and in particular in universities in Bulgaria.
Chapter Four: ORGANIZATIONAL CULTURE, HRM PRACTICES, AND ORGANIZATIONAL EFFECTIVENESS
The final chapter examines the main components of human resource management practices and their
relationships with organizational culture. The analysis traces how cultural specificities affect HRM
practices and how they, in turn, correlate with different dimensions of organizational effectiveness. The
influence of efficiency on the types of organizational culture is discussed, providing new perspectives for
understanding the dynamics between the internal cultural environment and the effectiveness of the
organization.

Conclusion

The final part synthesizes the main conclusions of the study, focusing on the need for an integrated
approach that combines psychological determinants with classical and modern models of organizational
effectiveness. The monograph demonstrates that the complex nature of organizational effectiveness
requires flexible and innovative solutions capable of responding to the dynamic challenges of the modern
organizational environment.

2. TNABA OT KOJIEKTUBHA MOHOIPA®UA

2.1.Tan, M. G, Saglamer, G., Caglayan, H., O’Hagan, C., O’Connor, P., Baisner, L., ... & Topuzova, I. (2020).
Family, Career Progression and Gendered Academic Citizenship. Gendered Academic Citizenship:
Issues and Experiences, 131-163.

»Cemelicmeo, KapuepHo uspacmeaHe u Mosa080 o6ycnoe8eHO aKadeMu4yHO 2parcdaHcmeo”
lnaBa oT KoNeKkTMBHa MmoHorpadus (2020 — 33 cTp.)
Tasu rnaea oT KosieKTMBHA MoHorpadua cbe 3arnasue ,,l101080 06ycn08eHO AKAOEMUYHO 2pa*OaHCMEo:
npobaemu u npemcusasaHus" ce oCHoBaBa Ha AaHHM, CbOpaHM B pamKuTe Ha npoekT FESTA. FESTA e
npoekT, GuHaHcMpaH no Ceama pamkosa nporpama (FP7) 3a nepnoga 2012-2017 r., umato uen 6ewe aa
ponpuHece 3a TpaHchopmUpaHeTo Ha paboTHaTa cpefa B aKafeMUYHUTE WHCTUTYUMW. EauH oT




OCHOBHUTE GOKYCM Ha MPOEKTa e 3a4bN00YEHOTO M3C/NefBaHE HA MPEXMBABAHMATA Ha aKaLeMWUYHUA
CbCTaB BbB BPb3Ka C TeMaTa 3a ,,B3aMMOAENCTBMETO N BafaHCa MeXay CEMENHUA KUBOT U KapUePHOTO
pa3BuTUE”. 33 LenuTe Ha aHaaM3a ca NoAbpaHu cneunduyHM LUUTATM OT NPOBEAEHUTE AbBAOOYMHHM
MHTEpBIOTa B YeTUPUTE NAPTHLOPCKU MHCTUTYUMM Ha FESTA B bbarapua, Oanua, Npnangma n Typuma.
BbnpeKkn HEMPONOPLMOHANHOTO HAaTOBapBaHe CbC CEMEMHN OTFOBOPHOCTU, KOETO B 3HAYMTE/IHA CTENeH
3acAra »KeHuTe, cemMeliHaTa cpea ce OTKPOsABaA KaTo CbluecTBeH GpaKTop, U3NB/HABALL, PONATA HA BaXKeH
pecypc 3a MnogKpena B Mnpoueca Ha KapuvepHO pas3BUTME Ha M3cnefoBaTenvte B peamua CTPaHMU.
Habniopasa ce, ye KeHUTE 3aeMalliy aKaZeMUYHU ANBHKHOCTU, 0cOBeHO Te3n ¢ BMCOKO 06pa3oBaHM
poauMTENN U MPOM3XOXKAALM OT COUMANIHO-NPUBUIETMPOBAHN Cpeaym, Ca CW/HO HacbpyaBaHW WU
NoAKpPenAHW OT CEMENCTBOTO HA PA3/IMYHKU eTanu OT KapuepaTa cu.

»~Family, Career Progression and Gendered Academic Citizenship“
Chapter (2020 — 33 pages)

This chapter is based on data gathered in FESTA project. FESTA was an implementation project financed
by FP7 (2012—-2017) aimed to make a change in the working environments of academics. One of the focus
areas of the project involved a better understanding of the academics’ experiences with regard to the
subject of “interaction between family and career progression.” For the analysis of sub-themes related to
the “family,” a number of specific quotes were selected from the in-depth interviews conducted in the
four partner institutions of FESTA in Bulgaria, Denmark, Ireland, and Turkey. In spite of the heavy burden
of family responsibilities it bestows on women, the family of origin particularly emerged as a source of
supportin the career of the researcher in a number of countries. It was observed that women academics—
especially those from educated and relatively privileged backgrounds—have been strongly encouraged
and supported by family at different stages of their career.

3. KHUTU

3.1. Tony3oBa, U. 2024. YnpasneHne Ha moTuBaumAaTa. lNpnnaraHe Ha mogen 3a MOTUBALlMOHHA AMarHo3a
B YHUBepcUTETCKa cpeaa. botesrpaa: U3patenctso Ha MBBY. ISBN: 978-619-7610-30-7
JocTtbnHo Ha: https://doi.org/10.5281/zenodo.14713163

»YnpaseneHue Ha momusayuama.
MpunazaHe Ha moden 3a MOomueayUoOHHA AUA2HO3a 8 yHUBEpcUmMemcKad cpeda.“
KHura (2024 — 214 ctp.)

Knurata "YnpaeneHue Ha momusayusma. lpunazaHe Ha modes 3a MOMUBAYUOHHA OUAa2HO3d 8
yHusepcumemcka cpeda" e u3gafieHa Ha OCHOBATA HAa 3alMTEH AMCepTaLMOHEeH Tpy4 CbC 3arnasue
"ObpasoBatenHa pedopma U MOTMBALMUS HA YHUBEPCUTETCKMA npenogasaten” B npodecroHanHo
HanpasseHue 3.2. MNcuxonorna. B Hea ce nscnensa KomniaekcHaTa Npupoaa Ha MoTMBaumMaTa 3a paboTa
cpef YNeHoBeTe Ha aKaAeMUYHMA CbCTaB BbB BUCLUUTE yumauLLa B Bbarapus, Kato ce obpblia BHUMaHUe
KaKTO Ha WHAMBMAYaZHUTE, TaKa W HA OpPraHM3auMoHHWUTE aKTopW, KOWUTO BAUAAT BbBPXY
npodecnoHanHaTa aHraKMpPaHOCT U yA0BAETBOPEHOCTTA OT TPYAa.




OcHOBHaTa Len Ha M3cneaBaHeTo e fAa ce aeHTMdMLMpa NepapxmaTa Ha MOTMBUTE 3a paboTa B
YHUBEPCUMTETCKA Cpeda M Aa Ce PasKpuAT B3aMMOBPDB3KUTE MeEXAY KAo4YoBUTE AETEPMWUHAHTM Ha
MOTUBaUMATA, YA0BNETBOPEHOCTTA OT paboTaTta M opraHU3aLMOHHATa ePpeKTUBHOCT. B TO3M KOHTeKCT
MOTUBaUMATA Ce pasrfiexaa He caMo KaTo WHAMBMAYANHO MCUXONOMMYHO MpPEXKMBABAHE, HO M KaTo
NPOAYKT Ha AUHAMUWYHO B3aMMoAencTBMe Mexay pedopmute B cMcTemMaTa Ha BUCLLETO 06pa3oBaHue U
OpraHM3auUMOHHaTa AMHAMMKa Ha YHUBEPCUTETCKUTE MHCTUTYLUMN.

Ypes eMnuMpuyeH aHann3 U MPUIONKEHMETO Ha MOAEN 33 MOTMBAUMOHHA AMArHo3a, KHMrata
n3cnenBa 3HAUYMMUTE BAMAHUA MEXKAY OTAE/NHUTE acneKTU Ha MoTMBaLuMATa, pedopmMuTe B CUCTEMATA Ha
BUCLIETO obpasoBaHMe U ePEeKTUBHOCTTA HA YHUBEPCUTETCKUTE MHCTUTYLMU. B pamKuTe Ha aHanuM3a ca
NAeHTUOULMPAHN BOLELWMTE MOTUBALMOHHM GAKTOPU cpes aKaZeMWUYHUTE MpenogaBaTesin, Kato ce
pasrnexnat pasinyHuM NpodecMoHanHU U OpraHM3aUMOHHU AETEPMUHAHTU — aBTOHOMUA B paboTaTa,
BBH3MOXKHOCTM 33 KapuepHO pPasBUTME, Bb3HarpaxgeHwe, COUMANHO MNpuU3HaHWE U UAeHTUdUKaumA ¢
WMHCTUTYUMOHAHaTa MUCKS.

KHurata npegnara MHTEPAMCLMNANMHAPEH MOAXOA, KOMTO CbyeTaBa METOAONOTUYHU U
TEOPETUYHU NMOCTAHOBKWU OT OpPraHM3auMoOHHaTa NCUXOJIOTUSA, YNPaBJAEHUETO Ha YOBELUKUTE Pecypcu u
obpa3oBaTesiHaTa NOJIUTUKA, C LEeN U3BEKAAHE HA NPAKTUYECKM HACOKM 3a NOBMLIABAHE Ha MOTMBALMATA
W yOOBNETBOPEHOCTTA Ha npenoaaBatennte. OcobeH aKLEeHT e NOCTaBeH BbpXYy MNCUXONOrMYECKUTE
acneKkTM Ha MOTUBALMATA, BKNOYUTENIHO BbTPELUHWN NOTPEOHOCTM, OYaKBAHWUS M HAracu, KakTo U BbpXyY
Ha4MHa, No KOMTO Te ce NoBAMABAT OT PePOPMATOPCKM MPOLLeCU U ycnoBuATa Ha paboTHaTa cpena B
aKaZeMUYHUTE UHCTUTYLMMU.

B 3aK/loyeHMe, KHMraTa akLeHTMpa BbpXy 3HAYeHWeTo Ha Cb3gaBaHeTo Ha 6saronpusATHa
paboTHa cpefa U yCTOMYMBU MOSIUTUKM 3@ YNpaBieHME Ha MOTUBAUMATA B YHUBEPCUTETUTE, KOUTO A3
OTrOBOPAT HAa Mpegu3BMKaTeNCTBATa HA CbBPEMEHHATa aKaJeMW4YHa peanHocT. Bb3 ocHoBa Ha
HanpaBeHWUTe u3BoAM ce GOPMyAMPaAT KOHKPETHU MPernopbKku 3a ONTUMMU3MPAHE Ha MPAKTUKWUTE 3a
ynpas/ieHMe Ha YOBELLKUTE pecypcu, KaTo ce npeanara rBKaB W afanTMBEH NOAX04, 33 NOBMLIABAHE HA
aHraKMPaAHOCTTA M YA0BNETBOPEHOCTTA HA aKageMUYHMA NepcoHan.

»Motivation management.
Applying a model for motivational diagnosis in a university environment.“
Book (2024 — 214 pages)

The book "Motivation Management. Application of a Model for Motivational Diagnosis in a University
Environment" was published based on a dissertation entitled "Educational Reform and Motivation of the
University Lecturer" in the professional field 3.2. Psychology. It examines the complex nature of job
motivation among academic staff members in higher education institutions in Bulgaria, paying attention
to both individual and organizational factors that affect professional engagement and job satisfaction.
The main objective of the study is to identify the hierarchy of motives for working in a university
environment and to reveal the relationships between the key determinants of motivation, job satisfaction
and organizational effectiveness. In this context, motivation is seen not only as an individual psychological
experience, but also as a product of a dynamic interaction between reforms in the higher education
system and the organizational dynamics of university institutions.

Through empirical analysis and the application of a motivational diagnosis model, the book explores the
significant influences between the different aspects of motivation, reforms in the higher education system




and the effectiveness of university institutions. Within the framework of the analysis, the leading
motivational factors among academic lecturers are identified, considering various professional and
organizational determinants — autonomy in work, career development opportunities, remuneration,
social recognition and identification with the institutional mission.

The book offers an interdisciplinary approach that combines methodological and theoretical formulations
from organizational psychology, human resource management and educational policy, to derive practical
guidelines for increasing the motivation and satisfaction of teachers. Particular emphasis is placed on the
psychological aspects of motivation, including internal needs, expectations and attitudes, as well as on
how they are influenced by reform processes and the conditions of the working environment in academic
institutions.

In conclusion, the book focuses on the importance of creating a favorable work environment and
sustainable motivation management policy in universities to meet the challenges of modern academic
reality. Based on the conclusions made, specific recommendations are formulated for optimizing human
resource management practices, proposing a flexible and adaptive approach to human resource
management.

4. CTYAMM

4.1. Tony3oB.a, U. 2024. NpaKTMKK 3a ynpaBaeHWe Ha YOBELUKUTE pPecypcu 1 OpraHM3aunmoHHa
NPWUBBP3aHOCT Npu paboTelm B OHNANH 1 BbB dM3MyecKa cpega. HayuHn Tpynose Ha MBBY, Tom 16, 58
—77. ISSN: 1313-0846

JocTtbnHo Ha: https://doi.org/10.5281/zenodo.14637613

»TIPaKMuKu 3a ynpasneHue Ha 4oeewKume pecypcu u op2aHuU3ayUuoHHa Npuesp3aHocm npu
pabomeuwu 8 oHAaliH u 8be husuvyecKka cpeda.”

Ctyamna (2024 — 20 cTp.)

CTyausaTa nscnensa BAMAHMETO HA NPaAKTUKUTE 3a ynpaB/ieHMe Ha Yoselwkute pecypcu (YUP)
BBPXY OpPraHM3aLMOHHATA NPMBBP3AHOCT Ha CAYKUTENN, paboTeLm B PasIMYHN TPYAOBU YCNOBUA — BbB
¢du3nyecka, AUCTAHUMOHHA W xubpuaHa cpepa. WM3cneaBaHeTo e NOCTaBEHO B KOHTEKCTA Ha
CbBpeMeHHaTa OpraHM3auMOHHA pPeanHOCT, KOATO Ce XapaKTepusmpa C HEeCUrypHOCT, C/I0XHOCT,
OMHaMMKa M HeAcHoTa, onucBaHM 4pe3 KoHuenuuata VUCA — Volatility, Uncertainty, Complexity,
Ambiguity (NpomMeHNMBOCT, HECUTYPHOCT, CAOMKHOCT, ABYCMUCAEHOCT). B Tasn pamKa, YYP npaKktukute
npnaobusat ocobeHo 3HaYeHMe KAaTo MHCTPYMEHT 3a NOBMLIABaHe Ha aHra*kKMPaHOCTTa, NOANHOCTTa U
a[0anNTMBHOCTTA Ha NepcoHana.

B TeopeTMYHMA pa3aen Ha CTyAMATA Ce pasriexaaT noapobHO cbBpeMeHHUTe pa3bupaHus 3a YYP
NPaKTUKKN — BKAOUMTENHO Noabop, obyvyeHne, OLEeHKa Ha NPeacTaBAHETO, Bb3HarpaxKaAeHue 1 passutme
— M TAXHATA POJIA 3a Cb34aBaHE Ha YCTOMYMBM OPraHM3aUMOHHM OTHOWeEHUA. M3cneaBa ce n KoHuenumAaTa
33 OpraHn3aLMOHHa NPUBBP3AHOCT, OCHOBAHA Ha TPOMHMA moaen Ha Meiep u AnbH (1991).

N3cnenBaHeTo aHanM3npa NpakTUKUTE 3a yNpaBJeHUe Ha YOBELLKUTE pecypcu U NpMBbP3aHOCTTA
Ha CAYXWUTENUTE KbM OpraHusaumAta 4ypes fABa YTBbPAEHU BbMpPOCHUKA. OueHABaT ce OCHOBHU
KOMMOHEHTM Ha YNpPaB/fIeHNETO Ha YOBELLKUTE PECYPCH, BKAOUUTENHO Noabop, oueHABaHe, obydyeHue,




Bb3HArpPa*kAeHWA W ynpaBieHCKM cTunoBe. [lapanenHo ce wu3cnedsat pasnMyHuTe Qopmu  Ha
OpPraHW3aLMOHHA NPMBBP3aHOCT — adeKTUBHA, HOPMATMBHA M NPOAbAXKaBaLLA. [PUAOKEHUTE METOANKM
Ca aflanTMpaHM KbM BBATapPCKUA KOHTEKCT, KOETO OCUTYPABA HAAEKAHOCT Ha Pe3yNTAaTUTE U Bb3MOXKHOCT
3a MHTepnpeTauma Ha BPb3KUTE MeXAY YNPpaBAeHCKUTE NPAaKTUKN U aHFaXKMPAHOCTTa Ha cayXutenuTe. B
n3BagKata y4yactBaT 143 cnyxutenu, pasnpegeneHun B Tpu rpynu cnoped ¢opmata Ha Tpya. Llenta Ha
eMNUPUYHOTO U3cneaBaHe e Aa NpeAcTaBy CPaBHUTENEH aHANM3 Ha NPaKTUKKTe 3a YYP n KomnoHeHTUTe
Ha OpraHW3aLMOHHATa NPUBBP3AHOCT Npu paboTeLum B OHNANH, PU3NYECKa cpena U B CMECEH PEXMM.

[aHHuTe ca 06paboTeHn Ypes AeCKPMNTUBHA CTaTUCTUKA, t-TecToBe, ANOVA 1 dpakTopeH aHanus,
KOMTO MO3BONSABA fa Ce BaAUMAMPAT M3MEpPBAHWUTE KOHCTPYKTM W [a Ce CTPYyKTypupa MNO-ACHO
B3aMMOLENCTBMETO MeXAYy npomeHansute. PaKTOPHUAT aHanM3 MAEHTMOUUMPA HAKOIKO KAHOYOBM
chepu Ha npakTnkuTe 3a YYP 1M NOTBBPKAABA HAAEKAHOCTTA Ha U3MNON3BaHUTE cKaau. Cpes OCHOBHUTE
nsBoaM e, ye YYP npakTMKUTE MMAT 3HaUYMMaA poNA 33 M3rpaxgaHe Ha adeKTMBHA M HOPMATMBHa
NPMBBP3AHOCT, OCOOEHO NPU CAYXKUTENN B XMOpUAHA U AMCTAHUMOHHA cpeaa. Bbe ¢pusmyeckata cpesa
NPOABANKUTENHATA NPUBBP3AHOCT CHLLO € U3pa3eHa, Ho MMa TeHAeHUMA Aa 6bae noBanAHa no-cnabo ot
YYP npakTukuTe.

B 3aKkntoueHune, cTyanATa noavyepTasa, ve B ycosumata Ha VUCA-cpeaa, opraHusaumnmTe Tpabsa aa
ce afanTMpaT, KaTo MnepcoHanuM3upat uM HacousaT YYP npaktukute cnopes Tuna paboTHa cpeja.
MpUBBP3aHOCTTA Ha CAYXUTENUTE MOXe Aa 6bae NoaabprKaHa M HacbpyaBaHA Ypes LesIeHACOYEHMU
YCUNUA — Hanpumep pa3BUTME Ha BB3MOMKHOCTM 3a OOy4YeHMEe W M3pacTBaHE, ACHA KOMYHMKAuwmA,
afanTupaHa obpaTHa Bpb3Ka W NoaKpena OT PbKOBOACTBOTO. M3cneaBaHeTo npeasnara NPUAOKUMM
M3BOAM KAKTO 3a YMpPaB/NEHMETO HA YOBELUKMTE Pecypcu B yC/A0BMA HA TpaHchopmupalla ce TpyaoBa
peanHocT, Taka M 3a ObAeln MNOAUTUKM, HACOYEHU KbM NOAAbPMNKAHE HA aHraXMpaHocTTa U
YCTOMYMBOCTTA HA YOBELLKMA KanuUTaa B OpraHusauuuTe.

»Human Resource Management Practices and Organizational Commitment
among Employees in Online and Physical Work Environments*“
Study (2024 — 20 pages)

This study examines the impact of human resource management (HRM) practices on employees’
organizational commitment across different work environments—physical, remote, and hybrid. The
research is contextualized within the contemporary organizational landscape, characterized by
uncertainty, complexity, dynamism, and ambiguity, encapsulated in the VUCA concept—Volatility,
Uncertainty, Complexity, and Ambiguity. Within this framework, HRM practices emerge as a crucial
mechanism for enhancing employee engagement, loyalty, and adaptability.

The theoretical section of the study provides an in-depth discussion of contemporary HRM practices—
including recruitment, training, performance evaluation, compensation, and professional development—
and their role in fostering stable organizational relationships. The concept of organizational commitment
is also examined, drawing on Meyer and Allen’s (1991) three-component model.

The study employs two validated questionnaires to assess HRM practices and employees’ organizational
commitment. Key HRM dimensions such as selection, evaluation, training, compensation, and leadership
styles are analyzed. Simultaneously, different forms of organizational commitment—affective, normative,
and continuance—are examined. The applied methodologies are adapted to the Bulgarian context,
ensuring the reliability of results and enabling a nuanced interpretation of the relationship between HRM
practices and employee engagement. The sample consists of 143 employees, divided into three groups




based on their work environment. The empirical research aims to conduct a comparative analysis of HRM
practices and the components of organizational commitment across employees in online, physical, and
hybrid work settings.

Data were analyzed using descriptive statistics, t-tests, ANOVA, and factor analysis, which validated the
measured constructs and clarified the interactions between variables. Factor analysis identified key HRM
domains and confirmed the reliability of the applied scales. One of the primary findings is that HRM
practices play a significant role in fostering affective and normative commitment, particularly among
employees in hybrid and remote work environments. In contrast, continuance commitment is more
pronounced in physical work settings, though its sensitivity to HRM practices appears to be lower.

In conclusion, the study underscores the necessity for organizations operating in a VUCA environment to
adapt their HRM strategies by tailoring them to specific work contexts. Employee commitment can be
maintained and reinforced through targeted initiatives, such as professional development opportunities,
clear communication, customized feedback mechanisms, and managerial support. The study offers
practical insights for HRM professionals navigating a rapidly transforming work landscape and provides a
foundation for future policy recommendations aimed at sustaining employee engagement and
organizational resilience.

4.2. Topuzova, l., O’Hagan, C., O’Connor, P., Myers, E. S., Baisner, L., Apostolov, G., ... Caglayan, H. (2016).
Perpetuating academic capitalism and maintaining gender orders through career practices in STEM in
universities. Critical Studies in Education, 60(2),205-225.
https://doi.org/10.1080/17508487.2016.1238403 (Scopus & WoS)

»YeeKoseyasaHe HaO aKadeMu4yecKUsA Kanumanau3bmM U no00bpH(aHe Hd M07108U pa3desneHus 8
yHusepcumemume 4pe3 mpaiiHo ycmaHo8eHU KapuepHu npakmuku 8 STEM o6aacmu
(npupodHu, mexHu4YecKu, UH¥(eHepHU HayKu U mamemamuka)*

Ctyaua (2016 r. — 21 cTp.)

B ctatnaTta ca ny6/aMKyBaHW pe3yntath OT M3C/efBaHMA BbPXy aKaZemMuyHaTa cpefa U KapuepHute
NPaKTUKK, NPpoBeAeHN B YeTUPU YyHMBepcuTeTa oT Upnanaua, anua, bbarapma n Typuua. MogpobHo e
OonucaHa MeTOAO0/IOMMATA Ha M3c/efBaHeTo. ,,AKafieMUYEeCcKUAT KanuTanamsbm® ce pasrnexkga Kato
3aKOHOMEpeH pe3ynTaT OT B3aUMOAENCTBMETO Mexay Heonmbepanusama, rnobanmsaumsta,
OOMMHMPALLOTO BAMAHUE Ha Nasapa U TeHAEHUMUTE B PA3BUTMETO HA CbBPEMEHHUTE YHUBEPCUTETU.
YHuUBEpPCUTETUTE BCE MOBEYe Bb3NPMEMAT KOMepcuanmsauusaTa Ha 0OpPa3’oBaHMETO WM HAyyYHWUTE
M3cneABaHUA, KAKTO U BbBEKAAHETO Ha NPOLLeAypU 3a U3MepBaHe Ha Na3apHa epeKTUBHOCT 1 NybnyHa
OTYETHOCT. ,, AKaflEMUYECKUAT KanWUTanM3bM” Ce WHTEpPHaNM3Mpa upe3 PeryfaTopHU MexaHU3MM,
HanaraHuW oT BAMATENHM GaKTOPW BbB BUCLUUTE YUMAULLA B CTPEMENKA UM Aa aKyMY/AMPaT aKagemMuyeH
KanuTtan. YHuBepcuteTuTe ca TPAAULMOHHO NOJIOBO pasfeneHu opraHuMsauuu, OTpasaBalim
OOMMHUpPAWLMA couManeH pes, a PasBUTUETO Ha ,aKaZeMMYecKua KanuTaausbm” AonpuHaca 3a
3aTBbPKAABAHETO Ha NOJOBUTE pasaenieHna. EAMH OT HaunHUTE e, Ype3 YyCTaHOBABAHETO Ha KapuepHu
MOZENN, KOUTO Ca NO-IECHO M3MDBJHMMM 33 MbXKeTe M NO-TPYAHO 3a KeHute. OCHOBHUTE Npobaemu,
KOUTO ce pasrnexpaaT B CTaTvMATa ca: WHAMBUAYA/NM3bM U KapuepHU MPaKTUKK; MNOCTUraHe Ha
npodecnoHanHa BUAMMOCT (Pa3no3HABAEMOCT); KYNTUBMPAHE Ha MHCTUTYLUMOHANHWU ,MOAUTUYECKM
BPB3KM"; ePpeKTUBHO M3M0A3BaHE Ha BPEMETO M aKafeMMYHa NPOAYKTUBHOCT. PasrnesaHn ca pasinyHu
$opMM Ha CbNPOTMBA CNPAMO HaNaraHeTo Ha ,aKaAeMUYECKUA KanuTaansbM” KaTo — KPUTMKA, OTKPUT




WAN NPUKPUT LUMHU3BM, HanyckaHe Ha akagemuyHata npodecma. OCHOBHUTE Te3n ca NOAKPeNeHu C
UMTaTM OT npoBegeHnTe (AHOHMMHM) aHKETHU MPOYYBAHMA B YeTMpuTe yHMBepcuTeTa. HanpaseHu ca
CbMOCTaBUTENIHM aHANU3M U Ca NpPenIoKeHM OOOCHOBAHWM 3aKktouveHus. CTaTuATa JonpuHaca 3a
pa3bupaHeTo Ha HauMHa, NO KOWTO ,,aKafeMUYECKUAT KanutaamsbM” ce MHTEPHANN3MPA KaTO OCHOBEH
perynatopeH MmexaHuU3bm B CbBPEMEHHUTE YHUBEPCUTETH, Ype3 YCTAaHOBABAHETO Ha KapuepHU NPAKTUKMK,
noaxo4ALlM 3a HATPynBaHe HA aKafeMWyeH Kanutan. Tesn KapuepHu MNPaKTUKU UMAT HensbexkHU
HeraTMBHM MocneamumM 3a 3aTBbPXKAABAHETO Ha NONOBUTE pasaeneHuAa B obnacTta Ha NpUpPoOaHUTE,
TEXHUYECKUTE, UHIKEHEPHUTE HAYKM U MaTemaTMKaTa. CTaTMATA AONPUHACA 3HAYMTENHO 3a pa3bupaHeTo
Ha B3aMMOBpPb3KaTa MeXAy Ma3apHOTO OpPUEHTUPAHE Ha BUCLIETO 06pa3oBaHME U NOAADBPIKAHETO Ha
OXXeHAbp HepaBeHCTBaTa. Ype3 BHMMATEIeH aHa/AN3 Ha KapuepHuTe npakTukm B STEM, TA pasKpuBa Kak
WHCTUTYUMOHANIHUTE  PaMKM M KYATYPHM  OYaKBaAHWA  Cb3ZaBaT YCTOMYMBA  CTPYKTypa Ha
HEepPaBHOMOCTABEHOCT, KOATO NpoAb/XKaBa Ada OQYyHKUMOHMpA Jopu B ycnoBuATa Ha dopmanHa
paBHOMNOCTABEHOCT. M3cneaBaHeTo npegnara aHaJMTMYHA pamKa, Ypes3 KOATO Aa Ce OCMUCIAT He Camo
KapuepHUTe NMbTULLLA B aKagemMuATa, HO U MeXaHM3MUTe, Ype3 KOUTO coumanHaTta cnpasea/IMBOCT MOXKe
ha 6bAe nogKonaBaHa B KOHTEKCTa HA NAa3apHO OPUEHTUPAHU YHUBEPCUTETH.

»Perpetuating academic capitalism and maintaining gender orders
through career practices in STEM in universities “
Study (2016 — 21 pages)

This article presents the results of research on the academic environment and career practices conducted
across four universities in Ireland, Denmark, Bulgaria, and Turkey. The methodology of the study is
described in detail. "Academic capitalism" is examined as a predictable outcome of the interaction
between neoliberalism, globalization, the dominant influence of the market, and trends in the
development of contemporary universities. Universities are increasingly adopting the commercialization
of education and scientific research, along with the implementation of procedures for measuring market
efficiency and public accountability. "Academic capitalism" is internalized through regulatory mechanisms
imposed by influential actors within higher education institutions in their pursuit of accumulating
academic capital.

Universities are traditionally gender-segregated organizations that reflect the prevailing social order, and
the development of "academic capitalism" further reinforces gender divisions. One way this occurs is
through the establishment of career models that are more easily achievable for men and more difficult
for women. The main issues discussed in the article include individualism and career practices; achieving
professional visibility (recognition); cultivating institutional "political connections"; effective time
management; and academic productivity. Various forms of resistance to the imposition of "academic
capitalism" are examined, such as criticism, open or covert cynicism, and leaving the academic profession.
The central theses are supported by quotes from the conducted (anonymous) survey research in the four
universities. Comparative analyses are made, and well-founded conclusions are offered.

The article contributes to understanding how "academic capitalism" becomes internalized as a core
regulatory mechanism within contemporary universities through the establishment of career practices
conducive to the accumulation of academic capital. These career practices have inevitable negative
consequences for the reinforcement of gender divisions within the fields of natural sciences, technology,
engineering, and mathematics.




5. CTATUM

5.1. TonysoBa, WU. 2024. lemorpadckm GaKTOpU M TAXHOTO BAUAHUE BbPXY CTpATErMuTe 3a CnpaBsHe CbC
CTpeca B OpraHn3aLmMoHHa cpeaa. Co0pHUK C A0KNAAM OT MeXAyHapoaHa HayvyHa KoHbepeHUus
»MIKOHOMUYECKN pacTerK, bu3Hec NepcneKkTMBK, NasapHO NO3MLMOHMPAHE B YCIOBUATA HA KpU3a“,
Codusa 406 — 423. boTesrpaa: M3pgatenctso Ha MBBY. ISBN 978-619-7610-28-4.

HoctbnHo Ha: http://hdl.handle.net/20.500.12641/81990

»lemozpaghcku pakmopu u maxHomo eAusHUe 8bPXy cmpamezuume 3a crpassHe
CbC cmpeca 8 op2aHU3ayUoHHa cpeda”
CraTna (2024 — 18cTp.)

CtaTnaTta pasrnexga BAMAHMETO HA OCHOBHM aemorpadcku ¢akTopy — non, Bb3PACT,
obpa3oBaTesiHa CTeneH W TPYAOB CTaXK BbPXY NpeanovyuMTaHUTe CTpaTernun 3a crnpasBAHe CbC CTpeca B
OpraHW3aLMoOHHA cpefa. M3XoKaaku OT MNo3MUMATA, Ye CMPaBAHETO CbC CTpeca € AMHAMMUYEH U
WHAMBMAYANHO OLBETEH MPOUEC, M3CAeABAHETO LeNAM Aa YCTAaHOBM B KaKBa CTENEH OnpenesieHu
JINYHOCTHWU XapPaKTEPUCTUKN AeTepMUHUPAT u3bopa Ha afanTUBHM UAW Ae3afanTUBHU MOBeLEHYECKU
MOZEeNn Mpu CTPECOBM CUTyaLMM, MNPOU3TUYALLM OT NPOPECUOHANHUA KOHTEKCT. MeToaoN0rnyHO
M3CneABaHETO W3M0JI3Ba CTaHZapTM3MpaH BbnpocHMK COPE (Coping Orientation to Problems
Experienced), cb3gageH ot Carver, Scheier n Weintraub, n agantupaH 3a 6bArapcku ycnosus oT
PycuHoBa-XpuctoBa 1 KapactosHos (Karastoyanov & Rusinova-Hristova, 2000).

Pesyntatute OT u3cneaBaHeTO pPasKpuBaT OTYETIMBM  3aBUCMMOCTU  MeXAy nosia U
npeanoYmnTaHnTe ctpaternn. eHuTe NOKa3BaT NO-BUCOKA CKNOHHOCT KbM M3MN0A3BAHE HA EMOLMOHAHO
OpPUEHTUPAHM CTPATErMM KATO TbPCEHE HA eMOUMOHANHa NoAKpena, npuemaHe un cebeobBUHeEHME.
MbKeTe, OT CBOA CTpaHa, LAEMOHCTPMPAT MNO-CMJIHA HACOYEHOCT KbM PaLMOHaNHM U npobiemHo-
OpPUEHTUPAHM NOAXOAM, BKAOYMTENHO XYMOP KaTO MEXaHU3bM 3a CipaBAHe. Bb3pacTosute pasnnyma ce
npoaAsABaT Ype3 no-yecta ynotpeba Ha u3bArsawy cTpaTerMm oT CTPaHa Ha MO-MNAAUTE YYaCTHULM,
[OKaTO MO-Bb3PaCcTHUTE AEMOHCTPUPAT nosBefeHue, GOKycMpaHO BbPXy NpuUemMaHe W naaHupaHe.
YyacTHMLMTE C NO-BMCOKa 06pa3oBaTesiHa CTeMeH Ce OT/AIMYaBaT C NO-r0/IAMa CKNOHHOCT KbM CTpaTernu
KaTo MO3UTMBHA NpedOopMyNMPOBKA WM AKTUBHO cnpasAHe. [0 OTHOWeEHWEe Ha TPYAOBMA CTaXK ce
HabnogaBa TeHAEHUMA PEcnoHAEHTUTE C NO-AbAbr nNpodecMoHaneH onuT Aa npwaarat no-3penwu,
afanTUBHU M YCTOMYMBM CTPATENMM 33 CNpaBsHe.

Ha 6a3aTta Ha nosyyeHuUTe pe3ynTaTv ce CTUra A0 3aK/YeHMeTo, Ye gemorpadckute dakTopu
OKa3BaT CbLUECTBEHO BAMAHME BbPXY M360Opa Ha cTpaTernm 3a cnpaBsHe CbC cTpeca. Te3n 3aBUCUMOCTU
nogyeprtaBaT HEO6XOAMMOCTTA OT NO-UMHANBUAYANN3MPAH NOAXO0A NPU NPUIAraHeTO Ha OPraHN3aLMOHHU
NOJIMTUKM U WHTEPBEHLMWU, HACOMEHW KbM OMNA3BaHE Ha MCUXMYHOTO 34pPaBE M MOBULLIABAHE Ha
npodecnoHanHata yCTOMUMBOCT Ha cayxutenmte. PazbupaHeTto 3a pasHoobpa3meTo B NoBeAeHYECKUTE
MOJENN Ha cnpassAHe, 06yCNOBEHN OT NIMYHOCTHU XapaKTEPUCTUKKU, MOXKE Aa C/AYKM KATO OCHOBA 3a
pa3paboTrBaHeTO Ha edpeKTUBHM NpPOrpamm 3a MNOAKPENA WM pPa3BUTME HA YOBELKMA Kanutaa B
opraHusauuuTe.




»,Demographic Factors and Their Influence on Coping Strategies in Organizational Settings*
Article (2024 — 18 pages)

This article examines the impact of key demographic factors—sex, age, educational attainment, and work
experience—on the preferred coping strategies for stress in organizational settings. Recognizing that
coping with stress is a dynamic and individually nuanced process, the study aims to determine the extent
to which specific personal characteristics influence the selection of adaptive or maladaptive behavioral
patterns in response to occupational stressors.

Methodologically, the study employs the standardized COPE (Coping Orientation to Problems
Experienced) questionnaire, developed by Carver, Scheier, and Weintraub and adapted to Bulgarian
conditions by Rusinova-Hristova and Karastoyanov (Karastoyanov & Rusinova-Hristova, 2000).

The findings reveal distinct gender-based differences in coping preferences. Women exhibit a higher
propensity for emotionally oriented strategies, such as seeking emotional support, acceptance, and self-
blame. Conversely, men demonstrate a stronger inclination toward rational and problem-focused
approaches, including humor as a coping mechanism. Age-related variations are also evident, with
younger participants more frequently employing avoidance strategies, whereas older individuals tend to
rely on acceptance and planning. Participants with higher educational attainment demonstrate a greater
preference for strategies such as positive reframing and active coping. Regarding work experience,
individuals with longer professional tenure exhibit a tendency toward more mature, adaptive, and
resilient coping mechanisms.

Based on these findings, the study concludes that demographic factors exert a significant influence on
coping strategy selection. These interdependencies underscore the necessity of a more individualized
approach when designing organizational policies and interventions aimed at safeguarding employees'
mental well-being and enhancing professional resilience. Understanding the diversity of coping behaviors,
shaped by personal characteristics, can serve as a foundation for the development of effective support
programs and human capital development initiatives within organizations.

5.2 Tony3oBa, U. 2024. KOrHUTUBHM NPUCTPACTMA: CbWHOCT U BAnAHWE B BusHec cpepa. CO60pHUK C
JOKNaAM OT MeXAyHapogHa HayyHa KoHdepeHums ,VIKOHOMWYECKM pacTerk, BU3HeC nepcnekTusM,
nasapHoO NO3ULMOHMpPaHe B ycaoBuaTa Ha Kpusa“, Codus, 424 — 439. boTesrpaa: Nspgatenctso Ha MBBY.
ISBN 978-619-7610-28-4.

HocTtbnHo Ha: http://hdl.handle.net/20.500.12641/81991

,Ko2HumueHu npucmpacmus: cewjHocm u enusHue 8 busHec cpeda”
CraTna (2024 — 16 cTp.)

CratnaTta uscnegsa ¢eHoOMeHa Ha KOTHUTUBHUTE MPUCTPACTUA KaTo dyHAAMEHTasIeH acnekT Ha
YOBELUKOTO MO3HAHWE, OKA3Baly, BAUSAHME BbPXY Bb3npuemMaHeTo, 06paboTkaTa U MHTepnpeTaumaTa Ha
UHbopMaumnaTa. Bb3 OCHOBA Ha CbBPEMEHHM TEOPETUYHU PaMKM W eMNUPUYHU [AHHU, aBTOPBT
pasrnexna KOrHUTUBHUTE MPUCTPACTMA He MPOCTO KaTo rpewkn B MUCIEHETO, @ KaTo 3aKOHOMEpPHM
MEXaHW3MM, MPOU3TMUYALLM OT OFPAHNYEHMNATA HA KOTHUTUBHATa cMCTEMa.




LleHTpanHa TemMa B aHanuM3a e KaacMdUKaumaTa M XapaKTEPUCTUKMTE Ha KOTHUTUBHUTE
NPUCTPACTMA, KOUTO Bb3HMKBAT B PA3/IMYHM KOHTEKCTUM Ha B3emMaHe Ha pelleHua. lpeacraBeHn ca
KNHOYOBU KOTHUTUBHWU U3KPUBABAHMA, KAaTO NOTBbPKAABALLOTO NPUCTPacTUE (TEHAEHUMATA Aa Ce TbpCH
MHOOPMaUMA, KOATO  MOAKPEenAa  CbLLecTByBaWM  ybexaeHWs), npuctpactye Kbm  3aryou
(npeppasnonoxeHneTo xopata ga mM3bAreaT 3arybute noseye, OTKOMKOTO Aa NpecnensaTt neyanowm),
eeKTbT Ha KoTBaTa (Korato MbpBOHaYaHaTa MHPOPMALLMA OKa3Ba HENPOMOPLIMOHANHO BAUAHNE BbPXY
nocnegBawmTe pewweHnsa) U Apyrn cUCTEMATUYHU TEHOEHUUU, KOMTO YeCcTo BOAAT A0 WMPALMOHAJHM
n3Boau.

Cratuata nscnensa HEBPOJNIOTUYHUTE U MCUXONOTUYECKUTE OCHOBM Ha Te3W MPUCTPACTUA, KaTo
aHanu3npa ponAata Ha cuctemm 1 n 2 B mogena Ha mucaeHe Ha [aHuen KaHemaH. Cnopeg Tasu
KoHLenuua, cuctemata 1 onepmpa aBToMaTUUYHO, MHTYUTUBHO M 6bP30, AOKATO cMCTEMATa 2 Ce aKTUBMPaA
338 aHA/IMTUYHO M KOHTPOJIMPAHO MWC/IEHe, KOETO, Makap W no-npeuusHo, € no-6aBHO M M3MCKBa
KOFHUTMBEH pecypc. JAUCKYTUPAHM Ca CbLO COLMANHUTE U KYNTYpPHUTE daKTOpu, KOUTo dopmupat U
NOACUNBAT KOTHUTUBHUTE W3KPUBABAHWA, KaTo Hanpumep rpynosata nonApusauma u coumanHoOTO
B/IMAAHNE BBPXY B3EMAHETO Ha peLleHus.

OcBeH ANarHoCTULMPAHETO Ha Te3N NPUCTPACTUA, B CTAaTUATA Ce aKLEeHTUpPA BbpXy cTpaTernute 3a
TAXHOTO MuHMMM3UpaHe. Cpea npepsoXeHUTe MeToAM Ca NOBULWABaHe Ha MeTaKOrHUTUBHAaTa
OCB3HATOCT, 0by4yeHMe B KPUTUYHO MUCAEHE, MpuaaraHe Ha AebpUdUHF TEXHUKM M U3MNOA3BaAHE Ha
CTPYKTYpPUPaHU NpoLecH 3a B3eMaHe Ha pelleHuna, KaTo aHa/IMTUYHO NpeTernaHe Ha AOoKa3aTencrsaTa u
OCb3HATO OTYMTAHE Ha aNTEePHATUBHU e HN TOUKW.

3akAouMTeNnHaTa YacT OT CTaTMATA NoayeptaBa  HeobxoguMmocTTa OT  MpPOAb/NKaBalim
n3cnenBaHUA BbPXY KOFHUTUBHUTE MPUCTPACTUA, OCOOEHO B KOHTEKCTA Ha 6bp30 npomeHsAwaTta ce
MHOPMAUMOHHA cpena. ABTOPBT NOCTaBA aKLLEHT BbPXY 3HAYEHNETO Ha MYNTUAMCLUNANHAPHMA NOAX0A,
B M3y4YaBaHETO HAa KOTHUTUBHUTE U3KPUBABAHMA, KaTO CbyYeTaBa NCMXOOTUA, HEBPOHAYKa, NKOHOMUKA U
nosegeHYecka eTuka. M3cneaBaHeTo MmMa 3HaUYMMUM NPAKTUYECKN MPUNOKEHUA, KaTo Npeanara HacCoKM 3a
nogobpasaHe Ha Ka4eCcTBOTO Ha B3eMaHWUTE peLleHUs B INYeH M npodecroHaneH NiaH, HaAMaNABaHe Ha
MaHUNynaTMBHUTE ePeKTU Ha KOTHUTUBHUTE U3KPUBABAHUA B MeAMMHATa cpeda U U3rparkaaHe Ha no-
paLMOHaNHM MEXaHM3MM 33 OLEHKA U peaKuma Ha MHbopmaLmaTa.

»Cognitive Biases: Nature and Influence in the Business Environment*
Article (2024 — 16 pages)

This article examines the phenomenon of cognitive biases as a fundamental aspect of human cognition,
influencing the perception, processing, and interpretation of information. Drawing on contemporary
theoretical frameworks and empirical data, the author explores cognitive biases not merely as errors in
thinking, but as inherent mechanisms arising from the limitations of the cognitive system.

A central theme in the analysis is the classification and characteristics of cognitive biases that emerge in
various decision-making contexts. Key cognitive distortions are presented, including confirmation bias
(the tendency to seek information that supports existing beliefs), loss aversion (the predisposition to avoid
losses more strongly than pursuing gains), the anchoring effect (when initial information
disproportionately influences subsequent decisions), and other systematic tendencies that frequently
lead to irrational conclusions.

The article delves into the neurological and psychological foundations of these biases, analyzing the role
of System 1 and System 2 in Daniel Kahneman's thinking model. According to this concept, System 1




operates automatically, intuitively, and rapidly, while System 2 is activated for analytical and controlled
thinking, which, though more precise, is slower and requires cognitive resources. Social and cultural
factors that shape and reinforce cognitive distortions are also discussed, such as group polarization and
social influence in decision-making.

In addition to diagnosing these biases, the article emphasizes strategies for minimizing their impact.
Among the proposed methods are increasing metacognitive awareness, training in critical thinking,
applying debriefing techniques, and utilizing structured decision-making processes, such as analytical
weighing of evidence and conscious consideration of alternative perspectives.

The concluding section of the article underscores the need for ongoing research into cognitive biases,
particularly in the context of the rapidly changing information environment. The author highlights the
importance of a multidisciplinary approach to studying cognitive distortions, integrating psychology,
neuroscience, economics, and behavioral ethics. The research offers significant practical applications,
providing guidelines for improving decision-making quality both personally and professionally, reducing
the manipulative effects of cognitive distortions in the media, and fostering more rational mechanisms
for evaluating and responding to information.

5.3. Topuzova, I., O’Connor, P., O’Hagan, C., Myers, E. S., Baisner, L., Apostolov, G., Caglayan, H. (2019).
Mentoring and sponsorship in higher education institutions: men’s invisible advantage in STEM? Higher
Education Research & Development, 39(4), 764-777.

JocTbnHo Ha: https://doi.org/10.1080/07294360.2019.1686468 (Scopus & WoS)

»MeHmopcmeo u cnoHcopcmeo 8 yHueepcumemume:
Hesudumomo npedumcmeo Ha mbxceme 6 STEM?“
CtaTna (2019 — 14 cTp.)

CratuaTta ,,Mentoring and Sponsorship in Higher Education” npepgnara 3aabnb6o4eH aHan3 Ha
MEHTOPCTBOTO WM CMOHCOPCTBOTO KaTO K/OYOBM MEXaHUM3MM 3a MOAKPena Ha aKageMUyHUA CbCTas,
ocobeHOo 3a Te3n OT HeJoCTaTb4YHO MpencTaBeHUTe rpynu. MNoavepTtasa ce, Ye BbNPEKU HapacTBalLuTe
WHCTUTYUMOHAIHN YCUAUA 3@ HacbpyaBaHe Ha pa3HoobpasneTo, paBeHCTBOTO M npuobuaBaHeTo (DEI),
npeAcTaBUTENUTE HA MA/ILMHCTBEHW, PACOBM, €THUYECKM WM MONOBM FPYyNM NpoOAb/AXKaBaT ga ce
CcH61BbCKBAT C peamLLa CTPYKTYPHU U KYATYpHU Bapmepun, KOMTO Bb3NPenaTCcTBaT TAXHOTO NpodecuoHaNHO
pa3BUTUE U KapUepHO n3pacTBaHe. B TO3M KOHTEKCT MEHTOPCTBOTO M CMIOHCOPCTBOTO Ce PasriexaaT Kato
Ba)KHM CPeACTBA 3a KOMMNEHCMPAHe HAa HepPaBEHCTBATa, HO M KAaTO KOHLLENUWW, KOUTO M3UCKBAT ACHO
pasrpaHMYyeHne 1 BHUMATENIHO NpuaaraHe.

B TeKcTa ce MpaBu ACHO TEOPETUYHO M MPAKTUYECKO PasrpaHUYeHne Mexay ABeTe MOHATUSA.
MeHTOpCTBOTO Ce AeduMHUPa KaTo B3aMMOOTHOLEHWEe, 6asMpaHo HA AOBepue, MOAKPeEna U Haco4BaHe,
KOETO nognomara KaKTo JIMYHOCTHOTO, Taka M NpodeCcMoHanHOTO M3pacTBaHE HA MO-Masko OMWUTHM
npeAcTaBUTENM HA aKagemuyHuTe cpeam. OT cBOA CTpaHa, CMOHCOPCTBOTO npegnosiara no-popmanHo u
QHFAKMPAHO 3aCTbMNHUYECTBO OT CTPaHa Ha BAUATENHU GUIYPU B MHCTUTYLMATA, KOUTO M3MON3BAT CBOATA
nosuuma, 3a Aa OCUTYPAT Bb3MOXHOCTM 33 BMAMMOCT, GUHAHCMpPAHE, KapuepHM MOBULLEHUA WM
NMAEePCKM No3numuK. JokaTo MEHTOPCTBOTO YecTo GYHKUMOHUPA B HEPOPMANEH KOHTEKCT, CIOHCOPCTBOTO
M3NUCKBA Cb3HATE/IHA WHCTUTYLMOHA/NIHA aHra*KMPAHOCT M € CBbP3aHO C KOHKPETHM pPUCKOBE MU
OTFOBOPHOCTM 3a CMOHCOpA.




TeopeTnyHaTa paMKa Ha U3CNeABaHETO BKIOYBA KOHLENUMN OT KPUTUYECKATA pacoBa TeOpUs U
WHTEPCEKLMOHANHOCTTA, KOUTO MoAYepTaBaT KaK AOMMHMPALLUTE KYATYPHM HOPMW B aKaZeMWYHaTa
cpefia CUCTEMHO Bb3MNPOM3BEXAAT HepaBeHcTBa. OcobeHo BHMMaHMe ce obpblia Ha deHoOMeHa Ha
JHEBUAMMMA Tpya“ — [ENHOCTM KATO MEHTOPCTBO, E€MOUMOHaNHa MOAKPeNna W aHraXKMMeHT C
pa3Hoobpasune M npuobLiaBaHe, KOUTO YECTO Ce M3MbAHABAT OT NPeACTaBUTEIM HAa MalUUMHCTBEHUTE
rpynu, HO He ce OTYMTaT NPU NpoLLelypuUTe 33 OLLEHKA WM NoBUwweHMe. NoayvepTasa ce, Ye TO3M TUN TPYA,
MaKap W UeHeH, AOMbJAHUTENIHO HAaTOBapBa Y/IEHOBETE HA aKaAEMWYHMA CbCTaB, KOUTO CE HamuparT B
nepudepunsTa Ha BAACTOBUTE CTPYKTYPMU.

CTaTnATa pasrnexna u KOHKpeTHW bapuepu npes A4O0CTbNa 40 MEHTOPCTBO M CMOHCOPCTBO — KATo
Hanpumep orpaHnyYyeH BpPoit MEHTOPU CbC CXOAHA MAEHTUYHOCT, IMNca Ha GopPManM3MpPaHM NPOrpamMu,
KYNTYPHa HECHbBMECTUMOCT MEXKAY WHCTUTYLMOHANHUTE UEHHOCTU U HYXAWTE Ha HeAoCTaTbYyHO
npeAcTaBeHUTe rpynu, KakTo U PUCKBT OT ,,CBPBX-HACTaBHMYECTBO, MPU KOWTO HAKOJKO WHAMBUAA
noemaT HenponopLMOHANHO MHOIO MEHTOPCKU poaun. Te3nm ¢aKTopu Cb3gaBaT LOMbAHUTENHO
HanpeXeHue 1 3a4bnb0o4YaBaT HEPABHONOCTABEHOCTTA B aKaeMUYHATa cucTema.

B nogKpena Ha M3n0)KeHaTa Te3a, ce NpeacTaBaAT Ao6py NPaKTUKK OT Pa3NYHN YHUBEPCUTETH,
BK/IOUYUTENIHO  GOPMANMU3MPAHN  MEHTOPCKU MPOrPaMm  CbC CTPYKTYPUPAHU LEAN, CUCTeMM 3a
CMOHCOPUpPAHE, Ype3 KOUTO UAEPUTE Cb3HATENIHO TbPCAT U NOAKPENAT TaNaHTU M3BBH AOMMHMPALLATA
rpyna, KakTo 1 MOAUTUKKM 33 NpU3HaBaHe W Bb3Harpa)kgaBaHe Ha MEHTOPCKaTa AeMHOCT KaTo Ba/MAeH
KOMMOHEHT OT aKageMM4HMA NpuHoc. MoayepTaBa ce 3HAYEHMETO Ha Cb34aBAHETO HAa MHCTUTYLMOHAIHA
KYNTYpa, KOATO He CamMO AOMYyCKa, HO aKTMBHO MOAKPENsA Pa3BUTMETO Ha MPEXKM 33 B3aMMOMNOMOLL, U
3aCTbMHMYECTBO.

B 3aKk/toueHMe, CTaTUATa YTBBbPKAABA TE3aTa, Y& MEHTOPCTBOTO M CMOHCOPCTBOTO He ca MPOCTO
WHAMBUAYA/THU NPAKTUKKU, @ CTPATErMUYECKM MHCTPYMEHTM 33 MHCTUTYLMOHANHA TpaHcdopmaumsa. 3a aa
6baaT epeKTUBHU, Te TPAGBaA Aa 6HbAAT MHTErPUPAHU B NOIUTUKUTE Ha YHUBEPCUTETUTE, Aa Ce OCHOBaBaT
Ha KPUTMYECKO pa3bupaHe Ha BNACTOBUTE epapxumn B akafemMuaTa 1M A3 6baaT HAacOYeHM KbM peasiHa
NPOMsAHa, a He CUMBOJIMYHMU KecToBe. M3BeXKaaT ce aprymeHTU 3a HeE0bX0AMMOCTTa OT OCb3HAT NOAXOA,
KOMTO OTYMTA CTPYKTYPHUTE HEpaBEeHCTBA M HacbpyaBa nNpuobLaBalLM NPAKTUKM, CNOCOBHM Aa
rapaHTMpaT cnpaBea/iMB U YCTONYMB KapMepeH HanpeabK 32 BCUYKM Y1eHOBE Ha akaZeMmnYHaTa 06LHOCT.

Mentoring and sponsorship in higher education institutions: men’s invisible advantage in STEM?
Article (2019 — 14 pages)

The article “Mentoring and Sponsorship in Higher Education” offers an in-depth analysis of mentoring and
sponsorship as key mechanisms for supporting academic staff, particularly those from underrepresented
groups. It highlights that, despite growing institutional efforts to promote diversity, equity, and inclusion
(DELI), individuals from minority, racial, ethnic, or gender groups continue to face a range of structural and
cultural barriers that hinder their professional development and career advancement. In this context,
mentoring and sponsorship are presented as essential tools for compensating these inequalities, though
they also represent concepts that require clear differentiation and careful application.

The text makes a clear theoretical and practical distinction between the two concepts. Mentoring is
defined as a relationship based on trust, support, and guidance that helps both personal and professional
growth for less experienced members of the academic community. On the other hand, sponsorship entails
more formal and committed advocacy by influential figures within the institution who use their position




to provide opportunities for visibility, funding, career promotions, or leadership positions. While
mentoring often operates in an informal context, sponsorship requires intentional institutional
engagement and is associated with specific risks and responsibilities for the sponsor.

The theoretical framework of the study incorporates concepts from critical race theory and
intersectionality, which emphasize how dominant cultural norms within the academic environment
systematically reproduce inequalities. Special attention is given to the phenomenon of “invisible labor” —
activities such as mentoring, emotional support, and engagement with diversity and inclusion, which are
often performed by members of minority groups but are not recognized in evaluation and promotion
processes. It is emphasized that while this type of labor is valuable, it further burdens academic staff
members who are positioned at the periphery of power structures.

The article also examines specific barriers to access to mentoring and sponsorship, such as the limited
number of mentors with similar identities, the lack of formalized programs, cultural mismatches between
institutional values and the needs of underrepresented groups, and the risk of “over-mentoring,” where
several individuals take on disproportionate mentoring roles. These factors create additional stress and
deepen inequities within the academic system.

In support of the thesis, the article presents best practices from various universities, including formalized
mentoring programs with structured goals, systems of sponsorship through which leaders intentionally
seek and support talent from outside the dominant group, and policies for recognizing and rewarding
mentoring as a valid component of academic contribution. The importance of creating an institutional
culture that not only tolerates but actively supports the development of networks for mutual support and
advocacy is highlighted.

In conclusion, the article asserts that mentoring and sponsorship are not merely individual practices, but
strategic tools for institutional transformation. To be effective, they must be integrated into university
policies, based on a critical understanding of power hierarchies within academia, and aimed at genuine
change rather than symbolic gestures. The arguments are made for the necessity of a conscious approach
that acknowledges structural inequalities and fosters inclusive practices capable of ensuring fair and
sustainable career advancement for all members of the academic community.

5.4. llieva, S., I. Topuzova, (2018) EDUCATIONAL REFORM AND HUMAN RESOURCE MANAGEMENT
PRACTICES IN AN ACADEMIC ENVIRONMENT (O6pa3oBaTesiHa pedopma U NPaKTUKKU 3a yrnpasBaeHne Ha
YOBELLKUTE pecypcu B akageMuyHa cpeaa) — in “THE EDUCATION AT THE CROSSROADS- CONDITIONS,
CHALLENGES, SOLUTIONS AND PERSPECTIVES”, ISBN 978 - 608 - 4616 - 89 — 4, pp.72-76, PUBLISHER:
Macedonian Science Society — Bitola, Republic of Macedonia

»06paszosamenHa pepopma U NPAKMUKU 3d ynpassneHue Ha Yo8ewKume pecypcu
8 akademuyHa cpeda”
Cratna (2018 — 5 ctp.)

B cTtatmaTa ce aHanusupa Bb3AENCTBMETO Ha pedopmuTe BbB BUCLIETO 0OpasoBaHME BBHPXY
NPaKTUKNUTE 3a YNpaB/eHNEe Ha YOBELLKUTE Pecypcu B akagemmyHa cpega. ObeKT Ha npoy4yBaHeTo ca 218
YHUBEPCUTETCKM NPEnoAaBaTen OT NeT YTBbPAEHM ObArapcKu BUCLLKM yumauLua. Ypes pakTopeH aHanus
Ca NAEHTUOULMPAHM TPU OCHOBHM HaNpaB/JeHWA Ha NPOMEHW: npouesypwv 3a Noadop, OLEeHKa U
KapuepHO pa3BUTUe; yNpaBAEeHCKN CTUI0BE; N CUCTEMA 3a Bb3HarpaxxaeHus.




Pe3ynTaTuTe NOKasBarT, ye NpenogasBaTeInTe OLEeHABaT Hal-BUCOKO NPOMEHUTE B NpoLeaypute
3a Nnoabop 1 KapuepHo pasBMTME, Tbil KAaTo Te Ca NPAKO CBbP3aHM C HOPMATUBHO pernameHTMpaHuTe
npouecu. OT Apyra cTpaHa, USMEHEHMATA B YPAB/IEHCKUTE CTM/IOBE CbLLO Ce Bb3MPMemaT KaTo 3HaYMMM,
[AOKOJIKOTO Ca OTpakeHue Ha HOBWUTE OpraHM3auMoHHM NPaKTUKK. Hali-cnabo oueHeHU ca NpomeHuTe B
cMcTemarta 3a Bb3HarpaxaeHus, KoeTo CBMAETeCTBa 3a U30CcTaBaHe B pehopMMUTE Ha TO3M K/IHOUYOB acneKT
Ha YNpaB/IeHNETO Ha YOBELIKUTE PECYPCH.

M3cneaBaHeTo CblLO TaKa pasrnerkaa B3aMMOBpPb3KaTa MexXay NpomeHuTe B yNpaBJieHMETO Ha
YoBelLLKMTE pecypcu 1 yA0BNETBOPEHOCTTa OT paboTaTa Ha aKaAeMMYHMA CbCTaB. Ypes dakTopeH aHanus
ca M3BeAEeHM YeTUPU OCHOBHM KOMMOHEHTa Ha YZAOBNETBOPEHOCTTA: MEXAYNNYHOCTHWU OTHOLIEHMUS U
CTpaTernyecko ynpae/eHne; A0XO0AM W OpraHM3auMOHHA NOMTUKA; BBLHLUHW YCNOBMA Ha TPYAOBOTO
M3MbJHEHUE; IMYHA OTFOBOPHOCT M 3aeTOoCT. KopenauuoHHMAT aHaiu3 MNoTBbPKAABa CTAaTUCTUYECKM
3HAYMMM 3aBUCUMOCTU MEXKAY M3MEHEHUATa B YMNpPaBJeHMETO Ha YOBELLKUTE PECcYpCU U PasinyHuTe
acnekT! Ha yA0BNETBOPEHOCTTa. PerpecMoHHMAT aHann3 MoKassa, Ye MPOMeHWTe B mpoueaypuTe 3a
noabop M KapvepHO pas3BMTME OKas3BaT HaM-CWMIHO BAUSAHUE BbBPXY YAOBNETBOPEHOCTTA, AOKATO
N3MEHEHWATa B YyNpaB/IeHCKUTE CTUIOBE Ca CBbP3aHM NPEeANMHO C OLLeHKaTa Ha A0X0AWNTe W NONTUKaTa
Ha opraHu3auusaTa. [pomeHWTe B cuUCTeMaTa 3a Bb3HArpaXkAeHus BAUAAT eAUHCTBEHO BbPXY
YZ0B/IETBOPEHOCTTA, CBbP3aHa C GMHAHCOBUTE CTUMY/IM, HO HE OKa3BaT 3HAYMTE/IHO Bb34ENCTBUE BbPXY
OCTaHaNUTE KOMMNOHEHTMH.

B 3ak/iloyeHWe, uscnendBaHeTo noa4yepTtaBa, ye pedopmMuTe BbB BUCLIETO 0OpasoBaHuWe ce
KOHLEHTPUPAT OCHOBHO BbPXY CTPYKTYPHU M MpoueaypHU acnektu, 6e3 ga agpecupat B AOCTaTbyHa
cTeneH KAl4oBM MNpobnemu KaTo MOTMBAUMATA M yAOBAETBOPEHOCTTa Ha npenogasatenute. Tesu
baKTOpM NpeacTaBNsABaT CEPMO3HO NPeLU3BMKATENCTBO 3a YCMELHOTO NpoBeXaaHe Ha pepopmuTe, Toit
KaTo CbMpOoTMBaTa CpeLly NPpoMAHaTa e eAnH OT OCHOBHUTE Bapuepu npes eheKTUBHOTO yrnpaBaeHue Ha
BMClWIETO o06pa3oBaHMe. B TO3M KOHTEKCT yMpaBAeHWMETO Ha YoBelKuTe pecypcu npuaobusa
CTPaTerMyecko 3HAYeHWe 3a MNPMBJMYAHETO, 33a4bPKAHETO M PA3BUTMETO Ha BMCOKOKBa/AMUUMPaAH
akagemudeH cbeTas. MscneasaHeTo noayeprasa HeobxoAMMOCTTa OT NPO3paYHM Npoueaypm 3a noabop,
pPeaNHN Bb3MOMKHOCTU 33 KApMepHO pasBuUTUE U ePEeKTMBHU MeXaHM3MM 33 MOTMBALMSA, KOUTO Aa
NOAKPENAT YCTOMYMBOTO Pa3BMTME HA YHUBEPCUTETUTE B YCNOBUATA Ha AMHAMMYHO MPOMEHALLATa ce
akagemudHa cpeaa.

»Educational Reform and Human Resource Management Practices in an Academic Environment”
Article (2018 — 5 pages)

This article analyzes the impact of higher education reforms on human resource management practices
within the academic environment. The study focuses on 218 university professors from five established
Bulgarian higher education institutions. Through factor analysis, three main areas of change have been
identified: recruitment, evaluation, and career development procedures; management styles; and the
reward system.

The results indicate that professors rate changes in recruitment procedures and career development most
positively, as these are directly related to regulated processes. On the other hand, changes in
management styles are also perceived as significant, as they reflect the new organizational practices. The
changes in the reward system are rated the lowest, indicating a delay in reforms in this key aspect of
human resource management.




The study also explores the relationship between changes in human resource management and job
satisfaction among academic staff. Factor analysis identified four main components of satisfaction:
interpersonal relationships and strategic management; income and organizational policy; external
working conditions; and personal responsibility and employment. Correlational analysis confirmed
statistically significant relationships between changes in human resource management and various
aspects of satisfaction. Regression analysis revealed that changes in recruitment and career development
procedures have the strongest impact on satisfaction, while changes in management styles are mainly
associated with the evaluation of income and organizational policy. Changes in the reward system affect
only satisfaction related to financial incentives, without significantly influencing the other components.
In conclusion, the study highlights that higher education reforms primarily focus on structural and
procedural aspects, without sufficiently addressing key issues such as faculty motivation and satisfaction.
These factors represent a serious challenge to the successful implementation of reforms, as resistance to
change remains one of the main barriers to effective higher education management. In this context,
human resource management gains strategic importance for attracting, retaining, and developing a highly
qualified academic staff. The study emphasizes the need for transparent recruitment procedures, real
career development opportunities, and effective motivation mechanisms to support the sustainable
development of universities in the rapidly changing academic environment.

5.5. Topuzova, I.,,0’Connor, P., Lépez, E. M., O’ Hagan, C., Wolffram, A., Aye, M., Chizzola, V., ... Caglayan,
H. (2017). Micro-political practices in higher education: a challenge to excellence as a rationalising myth?
Critical Studies in Education, 61(2), 195-211. https://doi.org/10.1080/17508487.2017.1381629
(Scopus&WoS)

»Mukponoaumuyecku npakmuKu b8 sucuiemo obpasosaHue:
npedussuKkamesicmeo npeod Cb8bPWEHCMBOMO KAMO payuoHaausupaw; mum?“
CraTtna (2017 — 17 cTp.)

Cratuata ,,Mukponoaumu4ecku nMpakmuku ebe sucwemo obpaszosaHue: npedussuxkamencmeo
npeo Cb8bLPWEHCMBOMO KAMO PAYUOHAAU3UPAW MUm®, n3cnensa Kak MUKPO-NOUTUYECKUTE NPAKTUKK
B aKaJeMu4HaTa cpeaa BAMAAT Ha Bb3NPUEMAHETO M NPUNAraHeTo Ha NOHATMETO ,,BUCOKM MOCTUNKEHUA”
(excellence) BbB BMcWETO 0b6pasoBaHMe. ABTopuTe pasrnexaar ,excellence” He npocTo KaTto obeKkTnBEH
KpUTEpPUIA 33 aKageMMUUYHO KayecTBO, a KaTo COLMANHO KOHCTPYMPaH M pauMoHannsmpall MUT, KOUTO
NEernTMMMpa CbLLEeCTBYBALLM BNACTOBM CTPYKTYPU U YNPABAEHCKM NPaKTUKKU. M3cnenBaHeTo M3MNoa3Ba
KayecTBeH MeTOA0N0rMYeckn noaxod, 6asupaH Ha HapaTMBHM WHTEPBIOTAa C 26 aKageMWYHU
N3CNeA0BaTeNn OT Pas3iMuHM UHCTUTYLMM U HUBA B aKadeMuUuHaTa mepapxms.

B cTaTvATa ce BbBEXKAAT KOHLUENUMATa 32 MUKPO-MOJIMTUKA KaTo CbBKYMHOCT OT HepopmMasiHu
cTpaTernv, AencTBMA M NOBEAEHUA, Ype3 KOUTO YJeHOBEeTe Ha aKaAemMuyHaTa OBLWHOCT BAUAAT BbpXy
peleHns, pasnpeaeneHme Ha pecypcu, KagpoBu NOJIMTUKM U Bb3MOXKHOCTM 3a pa3BuTMe. YyacTHUUmMTE B
n3cnefBaHeTo CNOAENAT IMYHU UCTOPUN U NPEKUBABAHNA, KOUTO Pa3KPUBAT KaK ,BUCOKUTE MOCTUNKEHUA”
YecTo Ce M3MOA3BaT KAaTO MHCTPYMEHT 3a MNpUKpuUBaHe Ha ¢aBopusMpaHe, MPEXW OT BAMAHME U
HedOPMANHO ynpaskHABaHe Ha BnacT. Crnopes TeXHUTe pasKasu, MpouecuTe Ha NoAbop, OLEHKa U
HanpeABaHe B akageMn4yHaTa Kapuepa He BUHaru ce OCHOBaBaT Ha 0BEKTUBHMN M MPO3PaYHN KpUTEPUK, a
YecTo ce BAUAAT OT CKPUTU MHTEPECU, IMYHWN OTHOLLEHUS U TPYMNOBU JIOATHOCTH.




EAMH OT OCHOBHUTE AKLLEHTU B CTaTMsATa € NPOTUBOPEUYMEeTo Mmexay oduumManHaTa puTopmKa Ha
aKageMUYHUTE MHCTUTYLMM 32 HacbpyaBaHe Ha MEPUTOKPALMA U PaBHN Bb3MOMKHOCTK, OT eAHa CTpaHa,
W peasiHaTa NPaKTMKa, NPU KOATO KpuUTepumn Kato ,excellence” ce npwnaraT cenekTMBHO M MOHAKOra
nsbupaTtenHo. ToBa nopaxga ycellaHe 3a HepaBHOMOCTAaBEHOCT W JIMNCa Ha CMpaBe/IMBOCT Cpes
akagemudyHuTe cpeau, ocobeHo cpes OHe3M, KOWTO Ca B HA4yaNoTO Ha KapuepHWa cuM MmbT UK
NPUHAANEKaT KbM NO-MaJIKO BAUATENHWN FPYNn. B TO3U KOHTEKCT MUKPO-MOAUTUYECKUTE NPAKTUKKN MOraT
Aa 6bAaT KaKTO HauMH 3a CnpaBsHE CbC CMCTEMEH HATWUCK, TaKa M CPeacTBO 3a CbMpoTMBa Cpelly
HasI0KEeHUTE CTPYKTYPM.

M3cnesBaHeTo NoKasBa Kak MOHATMATA 3@ ,,BUCOKM NOCTUMKEHMA” U ,,CbBBLPLLEHCTBO" Ce BNUCBaAT
B YNPaBAEHCKMA AMCKYPC W CAYXKaT 3a paumoHanM3upaHe Ha pelleHusA, KOUTO 4YecTo He oTpasasaT
peanHaTa CTOMHOCT Ha aKageMMUYHNA NPUHOC. Ypes rnacoBeTe Ha y4acTHULMTE Ce Pa3KpMBaT AMHAMUKUTE
Ha CbTPYAHMYECTBO, KOH(IMKTU, BKIIOYBAHE M WM3KNIOYBAHE B PaMKUTE Ha yHMBEPCUTETCKaTa cpeaa.
BbnpeKku Ye B UHCTUTYLMOHANHATa NOIMTUKA Ce NoAYepTaBa 3HaYEHNETO Ha NPO3PaYHOCT M 0BEKTUBHOCT,
B [AeNCTBUTENHOCT aKaJeMMyHaTa KynTypa ce OKasBa AbfboKo noBAvAHa OT  HepopmanHu
B3aMMOOTHOLLEHUA U CTPaTerMyeckn noseaeHus.

B 3aKkntoveHMe, aBTOpUTE NoAdYepTaBaT 3HaYeHMETO Ha KPUTUYECKOTO OCMUCASHE Ha AMCKYpCa 3a
»excellence” B akagemunyHuTe cpeau. MpusoBaBa ce 3a N0-3a4bA60YEHO BHUMAHME KbM COLMANHUTE U
MONIMTUYECKUTE NPOLLECU, KOMTO BAMAAT BbPXY akagemuyHaTa paboTa M pPa3sBUTMETO Ha aKaAeMUYHUA
cbcTas. CTaTvATa 4onpuHaca 3a pa3bupaHeTo Ha ToBa Kak HeGopManHUTE NPaKTUKM 0QOPMAT KyATypaTa
Ha BuCLIEeTo 06pa3oBaHMe M NpeanaraT HoBa NEPCNEKTMBA KbM MOHATUETO 3@ ,,BUCOKMU NOCTUKEHUA" KaTo
COLMaNeH KOHCTPYKT, a He CamMo KaTo HeyTpasiHa ynpas/ieHCcKa KaTeropus.

Micro-political practices in higher education: a challenge to excellence as a rationalising myth?

Article (2017 — 17 pages)

The article "Micro-political Practices in Higher Education: A Challenge to Excellence as a Rationalizing
Myth" examines how micro-political practices within the academic environment influence the perception
and application of the concept of "excellence" in higher education. The authors' approach to "excellence"
is not merely as an objective criterion for academic quality, but as a socially constructed and rationalizing
myth that legitimizes existing power structures and management practices. The study employs a
qualitative methodological approach based on narrative interviews with 26 academic researchers from
various institutions and levels within the academic hierarchy.

The article introduces the concept of micro-politics as a set of informal strategies, actions, and behaviors
through which members of the academic community influence decisions, resource distribution, staffing
policies, and development opportunities. Participants in the study share personal stories and experiences
that reveal how "excellence" is often used as a tool to conceal favoritism, networks of influence, and
informal exercises of power. According to their accounts, selection, evaluation, and career advancement
processes are not always based on objective and transparent criteria, but are often influenced by hidden
interests, personal relationships, and group loyalties.

One of the main points of the article is the contradiction between the official rhetoric of academic
institutions promoting meritocracy and equal opportunities on one hand, and the actual practice, where
criteria such as "excellence" are applied selectively and sometimes arbitrarily. This creates a sense of
inequality and lack of fairness among academic staff, particularly those at the beginning of their careers




or belonging to less influential groups. In this context, micro-political practices can serve as both a way to
cope with systemic pressure and a means of resistance against imposed structures.

The study demonstrates how the concepts of "high achievement" and "excellence" fit into the managerial
discourse and serve to rationalize decisions that often do not reflect the true value of academic
contributions. Through the voices of the participants, the dynamics of collaboration, conflict, inclusion,
and exclusion within the university environment are revealed. While institutional policy emphasizes the
importance of transparency and objectivity, academic culture is, in reality, profoundly influenced by
informal relationships and strategic behaviors.

In conclusion, the authors emphasize the importance of critically reflecting on the discourse of
"excellence" within academic circles. They call for a deeper focus on the social and political processes that
affect academic work and the development of academic staff. The article contributes to an understanding
of how informal practices shape the culture of higher education and offers a new perspective on the
concept of "high achievement" as a social construct rather than merely a neutral managerial category.

5.6. llieva. S, I. Topuzova (2016) “CHANGES IN THE HUMAN RESOURCE MANAGEMENT PRACTICES AND
WORK MOTIVATION IN ACADEMIC ENVIRONMENT” in “ACHIEVING EXCELLENCE IN EDUCATION,
EMPLOYMENT AND HUMAN RESOURCE MANAGEMENT”, Printed by ,ValjevoPrint” Valjevo, pp. 147-162,
ISBN: 978-1-5323-2195-5

»IpomeHuU 8 NnpaKkmuKume 3a ynpaeseHue Ha Yo8eWKUMe pecypcu U momueayus 3a paboma
8 akademuyHama cpeda”
CraTna (2016 — 16 cTp.)

CTaTMATa aHanusMpa AMHaMMKaTa Ha ynpaBJeHMeTO Ha YOBELIKUTE pPecypcu BbB BUCLLETO
obpa3oBaHMe, KaTo nocTaBa GOKYC BbPXY TAXHOTO Bb3AENCTBME BbPXY MOTMBALMATA HA aKaAeMUYHUA
cbctaB. OcHOBaBalKM ce Ha eMNUPUYHU AaHHM, U3CneABaHeTo MAeHTUOMLMPA KAOUYOBU MPOMEHU B
npoueaypute 3a noabop, OLEHKa M KapuepHO pasBUTUE, KaKTo U B yNpaB/ieHCKUTE NOAXOAM, KOWUTO
BNMAAT BbPXY MOTMBaALMATA 3a paboTa Ha nNpenoaasaTenunTe U n3cieaoBsaTennTe.

Ype3 KONMYEeCTBEHM M KayecTBEHM MeToau ce npocniedasaT MexaHU3muTe, 4pe3 KoMuTo
pebopmuTe B ynNpaBAEeHWETO Ha aKafeMUYHMTE Kagpu ce OoTpasABaT BbpxXy WHAMBUAYaHaTa M
KONEKTUBHaTa MoTuBauma. CneumanHo BHMMaHWe ce oOTAeNAa Ha NPOMeHuTe B CUCTeMUTe 3a
Bb3Harpa)kaeHue 1 TAXHaTa posia B CTUMY/IMPAHETO Ha akaJeMn4YHaTa NPoAyKTUBHOCT. AHaNM3UpPaHM ca
daKkTopuTe, KOMTO MoraT Aa A0BeAaT A0 HaMaiABaHe Ha MOTMBALMATA, BKIOUYNTENHO BlopoKpaTu3aumaTa
Ha akageMWUYHUA TPy, AnMncata Ha NPOo3PaYyHOCT B KAPUEPHOTO Pa3BUTUE U HECHOTBETCTBMETO Mexay
WUHCTUTYLIMOHANHNTE NOJIMTUKU U OYaKBaHMATA Ha aKagemuyHaTta obLHOCT.

M3cnegsaHeTo npasBu M3BOA, Ye YCMELWHOTO YnpaB/ieHWe Ha YOBELUKUTE pecypcu B
YHUBEPCUTETUTE M3UCKBA BanaHCMpaH NOAXoA, KOWTO UHTErpmpa KakTo CTPYKTYpHU pedopmu, TaKka u
MEPKM 3a NoAabpKaHe Ha BUCOKa MOTUBALIMA Cpe NpenoaaBaTeNckua CbCTas. B TO31 KOHTEKCT cTaTuATa
npeanara nNpenopbku 3a onTummMaupaHe Ha HRM cTpaTerMmTe, KOMTO moraT ga AonpuHecaT 3a no-
epeKTUBHa akaleMnyHa cpeaa M ycToiMymMBo NpodecMoHanHo passutume.




»,Changes in the Human Resource Management Practices and
Work motivation in Academic environment “
Article (2016 — 16 pages)

The article analyses the dynamics of human resource management in higher education, focusing on its
impact on the motivation of academic staff. Drawing on empirical data, the study identifies key changes
in recruitment, evaluation, career development procedures, and managerial approaches that influence
faculty and researchers' work motivation.

Using both quantitative and qualitative methods, the research examines the mechanisms through which
reforms in academic personnel management affect individual and collective motivation. Special attention
is given to changes in remuneration systems and their role in fostering academic productivity. The study
also explores factors that may lead to a decline in motivation, including the bureaucratization of academic
labor, the lack of transparency in career advancement, and the misalignment between institutional
policies and the expectations of the academic community.

The findings suggest that effective human resource management in universities requires a balanced
approach that integrates structural reforms alongside measures aimed at maintaining high levels of
motivation among faculty members. In this context, the article offers recommendations for optimizing
HRM strategies that can contribute to a more effective academic environment and sustainable
professional development.

5.7. TonysoBa, W. (2016), “CTpyKTypa Ha moTMBaUUATa 3a paboTa M B3aMMOBPB3KM C YA0BNETBOPEHOCTTA
OT TPYAa NPU YHNBEPCUTETCKM Npenoaasatenn “ B ,JIMAepCcTBO M OpraHM3aLMOHHO pa3sutne”, cc. 460-
471, ISBN 978-954-07-4129-1, YHMBepcuTeTCKO n3gatencrso ,,Ce. KammeHt Oxpuackm”

»CMpyKkmypa Ha momueayuama 3a paboma u 83aumMospb3Ku ¢ ydoesnemeopeHocmma om mpyod
npu yHUeepcumemcku npenooasamenu”
CraTna (2016 — 12 cTp.)

B cTaTMATa ce aHanM3Mpa MOTMBAUMOHHATA CTPYKTYpPa Ha YHUBEPCUTETCKUTE NpenogasaTtenu B
Bbarapwma. Llenta Ha uscneagaHeTo e ga ce pasrneaaT pas/iMyHUTE MOTUBW, KOUTO BAUAAT Ha TPYAOBOTO
nosegeHMe Ha aKageMUYHUs CbCTaB, KaKTO W  B3aMMOBPDB3KUTE MeXKAy MOTMBALMATA MU
yA0BNETBOPEHOCTTA OT paboTaTta. M3non3saH e meToa Ha raBHU KOMNOHEHTU ¢ Bapumakc poTtaumsa, npm
KOMTO ca U3BsIeYeHN NET OCHOBHU MOTUBALMOHHN PpaKTopa, 06XBALLALLM KAKTO BBHLUHM, TaKa U BbTPELLHM
MOTWBMU 3a paboTa.

Pesyntatute OT aHanM3a MOKa3BaT, Ye MOTMBALMOHHATA CTPYKTYpa Ha YHUBEPCUTETCKUTE
npenoAasBaTenn e CNOXHa M MHOronaacToBa, KaTto ce CbCTOM OT NEeT OCHOBHM KOMMOHEHTA, KOWUTO
OTpasABaT Pas/IMYHM aCNEeKTU Ha paboTHaATa cpesa M camaTa CbLLHOCT Ha NpenogaBaTesickaTa AenHocCT.

AHanU3bT NoAYepTaBa BaXKHOCTTa HA aBTOHOMHOCTTA B U3MbJIHEHMETO HA paboTaTa, KaTo eaHa oT
OCHOBHMTE MOTMBALMOHHM CWJM, KaTO [OO0KA3aTe/NCTBO 3a TOBA € BMCOKaTa Kopesnauus Mmexay
aBTOHOMHOCTTA M YA 0B/IETBOPEHOCTTA OT BbHLUHUTE YCN0BMA Ha paboTa. Bbnpeku Ye GakTopbT "OCHOBHM
W AONBAHUTENHN AoxoAM" e MOCTaBeH Ha NOCAefHO MACTO B MepapxuAaTa HAa MOTUBUTE, pesyntatuTe
MoKasBaT, Ye MOTMBaUMATA Ha YHUBEPCUTETCKUTE NpernogaBaTesiv € B No-rosisiMa CTeNeH onpegeneHa ot
BBTPELIHM MOTUBM, CBbP3aHN C MOCTUMKEHUATA M CamaTa CbLLHOCT Ha paboTarTa.




N3BogMTe OT aHanM3a MoKa3BaT, 4Ye aBTOHOMHOCTTA, CbAbPXKAHWMETO Ha paboTata U
Bb3MOKHOCTTA 33 MOCTUraHe Ha BUCOKW Pe3ynTaTi ca BOAELM MOTMBATOPU 3a aKageMUUHUTE cpesu.
Bbnpekn TOBa, B3aMMOOTHOLLEHMATA C PbBKOBOACTBOTO WM CTPATErMYECKOTO YMPAB/JEHUE, KAKTO U
paboTHaTa cpefa, CblLO WMrPaAT BaXKHAa POAA B MOTMBALMOHHATA CTPYKTypa. JlMncata Ha ACHO
pasrpaHMyeHne B MOTMBALMATA 33 06paTHa BPb3Ka M COLMANHM B3aMMOOTHOLIEHUMA NOAYEepTaBa poasTa
Ha CaMOCTOATENHOCTTa B aKafleMUYHaTa paborTa.

B 3aKknt0YeHne, Han-CUHO MOTUBMPAT YHUBEPCUTETCKUTE NpenoaaBaTein BbTPeLHUTe acneKTu
Ha paboTaTa, KaTo Bb3MOXKHOCTTa 33 NOCTUMKEHUSA, aBTOHOMHOCT U TBOPYECKO M3Pa3ABaHe, @ BbHLLHUTE
MOTUBW, KaTO AOXOANTE, UMAT MO-MaJiKa TEKECT B TAXHATa MOTMBALMOHHA CTPYKTYpa.

"Work Motivation Structure and its Interrelationships with Job Satisfaction
Among University Professors"
Article (2016 — 12 pages)

This article analyzes the motivational structure of university professors in Bulgaria. The aim of the study
is to examine the various factors influencing the work behavior of academic staff, as well as the
interrelationships between motivation and job satisfaction. The Principal Component Analysis (PCA)
method with Varimax rotation was employed, resulting in the extraction of five primary motivational
factors, encompassing both external and internal work-related motivators.

The results of the analysis reveal that the motivational structure of university professors is complex and
multifaceted, consisting of five main components that reflect various aspects of the work environment
and the essence of the teaching profession itself.

The analysis emphasizes the importance of autonomy in job execution as one of the primary motivational
forces, with high correlation observed between autonomy and satisfaction with external working
conditions. Although the factor "primary and additional income" ranks last in the motivation hierarchy,
the findings show that university professors' motivation is predominantly determined by internal
motivators related to achievements and the nature of the work itself.

The conclusions of the analysis indicate that autonomy, job content, and the potential for achieving high
results are the leading motivators for academic staff. However, relationships with management and
strategic governance, as well as the work environment, also play an important role in the motivational
structure. The lack of a clear distinction in the motivation for feedback and social relationships highlights
the significance of autonomy in academic work.

In conclusion, internal aspects of the work, such as the opportunity for achievement, autonomy, and
creative expression, are the strongest motivators for university professors, while external motivators,
such as income, carry less weight in their motivational structure.

5.8. Unuesa, C., U. Tony3osa (2016), “OpraHnsaumoHHa epeKTUBHOCT U MOTUBALMA HA YHUBEPCUTETCKUTE
npenoaasatenn” B ,J/IMAepcTBO U OpraHM3auMoHHO passutme”, cc. 90-99, ISBN 978-954-07-4129-1,
YHuBepcuTeTcko nsgatencrso ,,Ce. KnnumeHTt Oxpuackmn”




“Opaaru3ayuoHHa edheKMuUBHOCM U MOomMueayusa Ha yHusepcumemcKume npenodasamenu”
CtaTna (2016 — 10 cTp.)

HacToswaTa cTaTva uscnenBa Bpb3KaTa MeXay OpraHn3aumoHHaTa epeKTMBHOCT M MOTMBaLMATA
Ha YHWBEPCUTETCKUTE MpernoaaBaTe/IM B KOHTEKCTa HAa AVMHAMUYHUTE TpPaHCPOPMALUM BBB BUCLLETO
obpa3oBaHWe. AHaNM3MpPaHW Ca KIOYOBM NPEeAU3BMKATENCTBA, MPOM3TMYALLM OT 3acuieHaTa
KOHKYPEHUMS  MeXAy YHUBEPCUTETUTE, AemorpadckuMTe MNPOMEHM, OrpaHMYeHOTO AbPrKaBHO
OMHAHCKMpaHe M eBO/OUPALLUTE PErYNaTOPHU PaMKU. B TO3M KOHTEKCT YOBELKMAT KanuTan u
aKaZeMMnyHaTa MOTMBALMA Ce Pa3rneXKaaT KaTo pellaBallm GakTopu 3a KayecTBOTO HAa 06Pa3oBaHMETO U
WHCTUTYUMOHA/IHATa YCTOMYMBOCT.

MN3cnepBaHeTo nogvepTtaBa, Ye MOTMBaLMATA Ha NPenoAaBaTeMTe e TACHO CBbp3aHa C peanua
OPraHM3aUMOHHM XapaKTEPUCTUKU, BK/IOYMTENIHO CTpaTernMn 3a ynpaB/ieHWEe Ha YOBELLUKUTE pPecypcy,
WHCTUTYUMOHANHA KYNTypa, KapuMepHO pasBUTME, CUCTEMM 3a Bb3HArpaXkAeHMe U MexaHM3MKU 3a
CTUMyAnpaHe. MaKap CbAbPKAHMETO Ha aKageMUYHMA TPpyA Aa OCTaBa 3HauyMm (GaKTop, OCHOBHO
B/IMSHME BbPXY MOTMBALMATA OKa3BaT MHCTUTYLMOHANHUTE NOJIMTUKU U OpraHM3aLMOoHHaTa cpeaa.

OcBeH TOBa, CTaTUATa UaeHTUOULMpPA Npobaemu, cBbpP3aHN ¢ BIOPOKpaTU3aLMATA, AUNCcaTa Ha
NPO3PaYHOCT B KapUepHOTO Pa3BUTUE W HeZOCTaTbyHMA GOKYC BbPXY HEMaTepuasiHUTE MOTMBATOPM,
KOMTO MOraT fga AoBefaT A0 HamaneHa epeKTMBHOCT WM npodecuMoHanHa HeyaoBAETBOPEHOCT.
MoavyeptaBa ce HeOOXOOMMOCTTA OT KOMMAEKCEH MOAXOA KbM MOTMBALMATA, KOMTO A3 HaAXBbpAA
TPAANUMOHHUTE PUHAHCOBM CTUMYIM W O3 OTYMTa B3AMMOLEWCTBMETO MEXAY JIMYHOCTHM,
OpPraHM3aLUMOHHM U coLmanHn GakTopu.

"Organizational Effectiveness and Motivation of the Academic Staff"
Article (2016 — 10 pages)

This article examines the relationship between organizational effectiveness and the motivation of the
academic staff within the context of dynamic transformations in higher education. Key challenges are
analyzed, stemming from intensified competition among universities, demographic shifts, limited state
funding, and evolving regulatory frameworks. In this context, human capital and academic motivation are
considered crucial factors for the quality of education and institutional sustainability.

The study highlights that the motivation of academic staff is closely linked to various organizational
characteristics, including human resource management strategies, institutional culture, career
development opportunities, reward systems, and incentive mechanisms. While the intrinsic nature of
academic work remains an important factor, institutional policies and the organizational environment
exert a predominant influence on motivation.

Furthermore, the article identifies challenges related to bureaucratization, lack of transparency in career
progression, and insufficient focus on non-material motivators, which may lead to decreased
effectiveness and professional dissatisfaction. The need for a comprehensive approach to motivation is
emphasized—one that goes beyond traditional financial incentives and accounts for the interaction
between individual, organizational, and social factors.




