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Group of indicators "C" 
 

3. Habilitation thesis - monograph 
 

C-3-1. Filipov, F. (2019). Organizational diagnostics. Research, economic, psychological analysis. 

Monograph. Second edition, 530 pages, Nima, Pleven. ISBN 978-619-91192-1-1. 

 

The monograph offers its readers a critical perspective on the "standard" economic management of 

business organizations. The thesis is put forward about the main weakness of economic analysis, namely 

that it does not include the human factor in its explanations of what is happening in economic enterprises. 

Mainly, trends, guidelines for the development of the organization are discussed, financial indicators are 

interpreted, past events are studied or future ones are predicted. In this situation, it is difficult to grasp 

what was the role of the human factor in obtaining a given economic condition. Economic analysis is 

focused primarily on the end result, when the finished product comes with its performance numbers and 

economic justification, while the first stages of product creation, when human efforts, knowledge, skills 

and abilities are mobilized to create, remain on the periphery of attention and under-researched. But in 

fact, the employees in the enterprise through their work create the given results, which are subsequently 

analyzed based on their numerical value. We talk about opportunities of human potential in the 

organization precisely because the ability to turn resources into a final product has its own specificity. For 

specialists in labor and organizational psychology, the logical dependence is of interest: psychological 

characteristics of the personality - level of manifestation of professional competence - quality of the final 

product - economic condition of the organization. 

The thesis is supported in the monograph that there is one best option for analysis and diagnosis of 

the result of labor activity and it unites economic analytics with psychological research. Only in this way, 

no gaps are made and the economic and labor reality is not looked at one-sidedly. It is good for a 

management specialist to combine the profiles of an economic analyst and a work-organizational 

psychologist. It makes sense that this is so because his work is related to the need to know every process 

and every participant in the organization's activity. From the simplest work task and worker, through the 

complex production structure to the adopted accounting and financial policy, which support the realization 

of the company strategy. 

The monograph provides an overview of the existing in theory and practice economic models for 

analysis and diagnosis of the company's activity, it touches on issues that are essential for the economic 

existence of the organization such as: characteristics of the industry in which the organization operates; 

device of the production structure; operational planning; guidelines for financial analysis of the 

organization; qualities of the marketing plan, etc. Regarding the work with people, topics from the daily 

activity of the enterprise were discussed: a system of motivation and stimulation in the organization; 

organizational culture; organizational communication and communication policy, with guidelines for their 

effective construction and use in the management of human potential. 

"Organizational diagnostics" seeks to outline possible directions for interpreting economic 

rationality through the psychological processes and states of employees. The goal is to achieve a complete 

analysis and understanding of the organization by offering a qualitatively new approach to research and 



interpretation of the results of the business enterprise. Taken together, the first three parts of the 

monograph form a comprehensive research model that can be applied, if necessary, to obtain information 

about the state and vitality of any enterprise. In the last part, an example analysis of a business organization 

is shown, where some analytical economic models find their practical application. 

 

 

Group of indicators "D" 

 

4. A published monograph that is not presented as the main habilitation thesis 
 

D-4-1. Filipov, F. (2018). Staff diagnosis. Psychological analyzes and human resource management. 

Monograph, 462 pages, Nima, Pleven. ISBN 978-619-91192-0-4. 

 

The monograph is divided into three parts. The first part is mainly focused on the development and 

application of analyzes and their use in personnel diagnostics. The principles of action are borrowed from 

psychological theory and practice. Theoretically and practically, guidelines are given for carrying out the 

difficult work of revealing the labor potential in the organization. The details that are important for 

gathering the necessary kind of information are commented on. The economic audit of human resources 

is added to the completely psychological analyzes of employees, carried out on the occasion of the 

development of human resources in the organization. Thus comprehensiveness of the processes is 

achieved and it is possible to evaluate the results obtained from the efforts and the spent financial resources 

to increase the capacity of the employees. Work-organizational psychology is a tool for human resource 

management. She has the ability to examine processes and people, collect and analyze information, 

provide opportunities and perspectives for decision-making, monitor the impact of different approaches 

to working with employees, and develop corrective measures when necessary. By adding economic 

analytics, the overall picture of working with personnel in the organization is complete. 

In the second part, attention is paid to some theoretical statements from the science of personality 

psychology. This scientific discipline is the basis that must be relied upon as a starting point when 

performing analyzes and reaching conclusions about the psychological characteristics of employees and 

their ability to perform their professional duties. 

In the final Part Three, a parallel is drawn and the commonalities between personnel diagnostics and 

the selection of new employees are considered. 

The monograph combines different theories from two professional directions in one scientific field. 

Their descriptive presentation enables a critical assessment of their potential to be used in personnel 

diagnostics. The proposed analysis model claims to be a structured and interdisciplinary research approach 

that brings together business management and psychology. At the same time, it should not be perceived 

as limiting and rectilinear, but on the contrary – as a provoking creative approach. The need for order is 

normal when too many theoretical concepts are present. But once the necessary form has been attained, it 

must serve as a stimulus to effort and a predisposition to the expression of the investigative flair. 

 

7. Articles and reports published in non-refereed journals or published in edited 

collective volumes 

 
D-7-1. Filipov, F. (2021). Significance and dimensions of personnel policy in the social 

organization. In proceedings of the Annual International Scientific Conference of Bulgarian Air Force 

Academy "G. Benkovski", D. Mitropolia, 336-346, ISSN 2738-716X . 

 

The report draws attention to the personnel policy in the organization. The theoretical literature on 

the subject is reviewed. Attention is paid to similar concepts, which are often confused in use. It is 

emphasized that labor relations are complex processes in the activity of the organization. Sometimes 

resolving interpersonal conflicts is much more difficult than dealing with a technological problem 

situation. The technical or economic problem will not be identified, let alone resolved, without taking into 

account the personal characteristics of the employees. In this sense, it is necessary and important to 

understand the essence of personnel policy in the organization, to deal with some concepts that describe 



its character, purpose, tasks. Personnel policy is not a static and unchanging amalgam of principles and 

norms of behavior. The dynamic economic and social environment sets requirements for the adaptation 

of human resources, which not only happens quickly, but also efficiently. In this sense, personnel policy 

is that adaptive mechanism for dealing with the dynamic and uncertain environment that organizations 

need. 

 

 

D-7-2. Filipov, F. (2020). Psychophysiological bases in the activity of the operator. Psychological 

Research, Volume 23, Number 2, 2020, 230-244. ISSN 0205-0617 (Print); ISSN 2367-9174 (Online). 

 

The report presents the author's view that modernity turns the common man into a human operator, 

who is often forced to use technology against his will in order not to become a social outsider. The ability 

to perform operator activity is related to the properties of the psyche and its anatomical apparatus - the 

nervous system. Engineering psychology is a subdiscipline of psychology and is part of applied 

psychology. Psychophysiology is also in her research field. The uniqueness of the latter compared to other 

similar human factor sciences lies in the fact that it uses as a theoretical basis the principles of brain 

operation, the ways of human information processing and related behavior. The results of 

psychophysiological research are used in engineering psychology to optimize human activity in "man-

machine" systems, as well as in ergonomics when designing new technical means and technologies. 

Knowing the mental processes, properties and states of the human-operator, his physiological-anatomical 

possibilities and limitations, allows to correctly design the automated technological systems to become 

efficient and reliable. The psycho-physiological "portrait" of the human-operator is his multi-component 

characteristic, consisting of many physiological and psychological parameters. These characteristics can 

conditionally be divided into two groups: dynamic, which vary in the process of labor activity, and static, 

uniting in themselves the permanently inherent personal characteristics of a person. The invention of new 

information technologies, the computerization of activities in human life, led to a change in traditional 

ideas not only about everyday life, but also about professional work and the necessary professional 

qualities and skills. 

 

 

D-7-3. Filipov, F. (2020). Engineering psychology in the XXI st century. In proceedings of the 

Annual International Scientific Conference of Bulgarian Air Force Academy "G. Benkovski", D. 

Mitropolia, 294-300, ISSN 2738-716X . 

 

The purpose of the report is to remind about a direction in psychology. Engineering psychology - 

the forgotten science that is more relevant than ever. After receiving a lot of attention in the middle of the 

20th century, in recent decades this field of science fell into oblivion. Part of the reason for this is the 

development of many other similar sciences that are encroaching on its research field and displacing it as 

the leading discipline. Without belittling their achievements, it is worth noting that the main purpose of 

engineering psychology is being forgotten, namely to study the informational interaction and mental 

activity of man when working with technical means. Modern times require not only the rehabilitation of 

this science, but also the expansion of its research focus on the psychological manifestations of the human 

psyche when working with various personal high-tech electrical devices. For engineering psychology, it 

is of great importance that its achievements find application in practice. In its essence, it is an applied 

science, but it is not correct to consider it only as such, because along with its contribution to solving 

practical problems, it also solves its own theoretical questions. Undoubtedly, engineering-psychological 

research exerts its influence on the development of general psychology, as well as on other human 

sciences. Thanks to the information obtained from the various studies, it is possible to critically rethink 

many concepts and questions concerning the mental processes, qualities and states of man. 

 

 

 

 



D-7-4. Filipov, F. (2019). Principles of work organization. In proceedings of the Annual 

International Scientific Conference of the Aviation Faculty, “Vasil Levski” National Military University, 

V. Tarnovo, 513-519, ISBN 978-954-713-123-1. 

 

The report examines some issues concerning the organization of work. From a managerial point of 

view, the process is mainly related to the motivation of the workforce and the achievement of economic 

results, in this case with the effective use of human resources and the minimal occurrence of conflict 

situations. Labor organization is part of the process of organizing the overall business activity. The 

organization represents specific forms and methods of uniting the personnel with the means of production 

in order to obtain a useful effect. The organization of labor is part of the process of organizing the overall 

economic activity. The understanding is advocated that conditions should be created for an optimal work 

cycle of activities, in which time, resources, efforts, etc. are not wasted. The result should be controlled 

by standards and the employee at any moment should know what performance level indicates whether it 

exceeds or falls short of the criteria. Personal control over the activity precedes showing the result to the 

supervisor. Preparation for the performance of the main and the performance of other ancillary activities 

is important for the employee to be able to start the activity in a way that best suits his understanding, 

abilities and experience. Work design must create prerequisites for revealing the worker's potential: 

knowledge, skills, abilities, physical and psychological capacity, etc. 

 

 

D-7-5. Filipov, F. (2018). A model for personnel diagnostics in an economic organization. In 

proceedings of the Annual International Scientific Conference of the Aviation Faculty, “Vasil Levski” 

National Military University, V. Tarnovo, 394-403, ISBN 978-954-713-114-9. 

 

The report presents an author's development of a Model for personnel diagnostics in a business 

organization. It advocates the understanding that human resource management requires reliable 

information about the psychological and professional qualities, abilities and skills of employees. The 

presented analysis approach combines economic and psychological tools logically related to achieving an 

effective result in the development of management interventions. The principles of the application and 

the rules for working with it are explained. From the perspective of human resource management, 

psychological diagnosis of employees can make the difference between simple personnel administration 

and leadership oriented toward the well-being of the organization and the well-being of people. Since the 

analysis is very close to the scientific statements, this implies some peculiarities and the presence of 

specific skills in handling it. The results of the analysis suggest appropriate implementation in practice. 

The transition from theory to practice is not easy, and many theories have failed here. 

 

 

D-7-6. Filipov, F. (2017). Localization of control as a predictor of work motivation and satisfaction 

with different aspects of work organization. In proceedings of the Jubilee Scientific Conference with 

International Participation "Current Trends in Aviation Training", 294-304. “Vasil Levski” National 

Military University, V. Tarnovo, Faculty of Aviation, D. Mitropolia. ISBN 978-954-713-110-1. 

 

The report summarizes the results of several regression analyzes on motivation and job satisfaction. 

The hypothesis suggests that there will be a statistically significant effect of locus of control on work 

motivation and satisfaction with different aspects of work organization. The results show that people, 

according to their locus of control, perceive in a different way the motivations offered to them for work, 

which also affects their satisfaction at the workplace. The report also describes and attempts to explain 

individual differences in generalized belief in internal-external control. We suggest that this variable is of 

great importance in understanding the nature of work behavior in different situations. We further conclude 

that there are legitimate individual differences among employees in the extent to which they are likely to 

attribute personal control to some aspect of work design. As a result of the conducted analyses, the stated 

hypothesis was confirmed. There is a statistically significant influence of locus of control on the motives 

for performing the activity and satisfaction with job characteristics. There is a clear differentiation in the 

preferred incentives for work between groups with a pronounced internal and external localization. The 



same is true for satisfaction. Generalized expectations about the origin of reinforcement may be relevant 

in determining appropriate motivational and managerial influences on staff to achieve work goals. 

 

 

D-7-7. Filipov, F. (2016). Psychological analysis as a basis for managerial decisions. In proceedings 

of the Sixth International Scientific Conference "Education, Science, Innovation", 386-396. European 

Polytechnic University, Pernik, ISSN 1314-5711. 

 

The report presents several analyzes related to revealing the motivation for work. Two methods 

were used, one examines the types of motivations for work, the other determines the material and non-

material incentives preferred by employees. The results are used to determine the motivational profile of 

the employees in the organization and, on this basis, to subsequently develop appropriate stimulation and 

motivational measures. Here we propose the idea that it would be much better, in the formation of the 

motivational strategy, to use preliminary psychological analyzes that would set the framework for 

effective impact. Using generalized theoretical models is unlikely to have the same success. Motivating 

both one's own and the behavior of subordinates is a basic element of managers' activity and is a significant 

component of management activity. From it, important conclusions can be drawn about the skills related 

to the leader's leadership style. Before they can motivate subordinates, managers must know what drives 

people's behavior and what they can do to encourage them to achieve high performance at work. This 

includes both diagnostic and conceptual skills that are an important part of leadership. 

 

 

D-7-8. Filipov, F. (2015). Characteristics of work organization and their influence on employee 

satisfaction with material incentives. Psychological Research, 18(1), 31-40. IPHS-BAN, Sofia, ISSN 

1311-4700. 

 

In this report, an attempt is made to determine and characterize the influence of the structure and 

regime of labor activity on satisfaction with the applied material incentives in a specific organization. The 

following methods were used: "Methodology for studying the organization of work" and "Questionnaire 

about the satisfaction with the application of the various incentives in the studied organization". Through 

the first, an overview of the strengths and weaknesses of the labor process is made, and through the second, 

by means of regression analysis, it is checked whether they influence the satisfaction with material 

stimulation. The hypothesis that the analysis will observe an interdependent influence between the various 

parameters of the organization of work with the staff and satisfaction with the material incentives used is 

confirmed. The results can be used in creating a motivational-stimulation system in any organization. As 

for the more detailed analysis of the elements of the labor process and which specific incentives would 

influence staff satisfaction with them, it probably cannot be applied on a general basis to other enterprises, 

simply because it can hardly one finds two structures completely identical in organizational terms. The 

conclusions of the regression analysis show regularities related to work in the specific company. 

 

 

D-7-9. Filipov, F. (2015). Psychological aspects in organizational diagnosis of a marketing plan. In 

proceedings of the scientific conference with international participation "Psychology - traditions and 

perspectives", item 2, 182-187. "Neofit Rilski" SWU, Blagoevgrad, ISSN 1314-9792. 

 

This report aims to address a slightly different approach than the traditional approach to evaluating 

the qualities of a marketing plan. To the analysis of the economic results is added a psychological analysis 

of several groups: the employees who prepared the plan, the personnel involved in its implementation and 

the members of the target segment to which the impact of the plan is directed. We argue that combining 

economic analysis with psychological analysis would provide depth and breadth of possible 

interpretations in performing organizational diagnostics and ultimately provide a qualitative and effective 

solution for organizational development. A theoretical model for evaluating the effectiveness of the 

marketing plan is proposed, which in several steps directs the organizational consultant to a certain 

procedural sequence of analysis. Taken in sequence, these steps would largely predetermine the successful 

detection of a dysfunctional unit or process. A great advantage here is that both economic performance 



and psychological characteristics are addressed and explored. Organizational diagnostics favors a 

combination of different techniques, methods and approaches to analysis. The rule is that the more creative 

the consultant's approach to the task at hand, the better his chances of successfully completing it. 

 

 

D-7-10. Filipov, F. (2015). Importance of psychological analysis in organization when forming 

decisions about human resource management. In proceedings of the National Scientific Conference 

"Perspectives and Challenges for Modern Management", 93-104. UNWE, Sofia, ISBN 978-954-644-828-

6. 

 

The report presents the results of several psychological analyzes conducted among the personnel of 

a business organization. Work motives, job satisfaction and locus of control are explored. Using a 

statistical toolkit, the psychological profile of the employees is diagnosed and some personal 

characteristics are revealed. The results of these studies are applied in the development of personnel 

management approaches. It is good for managers in the organization to know in detail both the 

professional qualities of their employees and their psychological characteristics. Work tasks, as well as 

different types of incentives, need to match the capabilities and expectations of employees. This would 

ensure the right way to work with staff in terms of efficiency and quality. The path to the fulfillment of 

organizational goals passes through a combination of economic rationality and psychological suitability. 

 

 

D-7-11. Filipov, F. (2015). The impact of work organization on the employees' satisfaction with the 

non-material incentives. Proceedings from the Fifth International Science Conference "Education, 

Science, Innovations", 303-314. European Polytechnical University, Pernik, ISSN 1314-5711. 

 

The report focuses attention on work organization as a factor in employee satisfaction with 

intangible incentives. The organization of work has always been of crucial importance for the work 

activity of employees. When there are certain criteria for how staff should behave in their workplace and 

what goals they should achieve, there should also be a good structural organization. The incentive system 

is part of it. Intangible incentives are sometimes used to increase motivational behavior. However, is there 

an opportunity through the organization of work to improve the result of their use? What is the impact of 

work processes and structures on the effect of intangible incentives, and is there any? These issues are 

raised in the report. Attention is drawn to the fact that the labor incentive system is very important. First 

of all, it should control the standard of work and only then stimulate successful results. A salary increase 

related to performance indicators (result, volume of work performed, responsibility, etc.) has an effect 

only for a short time. Employees quickly get used to a higher salary for the same amount of work done, 

and the salary soon loses its incentive power. Financial incentives are therefore effective, but more is 

needed to keep labor output high. Managers must include tools to generate intrinsic motivation in staff to 

sustain results and achieve new heights. This includes appropriate work organization, vision, common 

goals, values, an inspiring collaborative atmosphere, interesting work, recognition, respect for opinions, 

etc. 

 

 

D-7-12. Filipov, F. (2014). The analysis of incentives preferred by employees in the process of 

motivating personnel. In proceedings of the 7th National School for Doctoral Students and Young 

Researchers, 17 (2), 254-260. IPHS-BAN, Sofia, ISSN 1311-4700. 

 

This report aims to highlight the differences between intrinsic and extrinsic motivation, the 

mechanisms that give rise to them and their place in an organization's motivational strategy. In this study, 

the incentives preferred by the employees are analyzed and on this basis, guidelines for the preparation of 

an incentive system are determined. It defends the understanding that there is no universal motivational 

strategy and techniques, and everything must be subordinated to the motivational profile of the employees. 

The preparation of the motivational strategy is one of the important tasks of the management in any 

organization. It needs to contain a comprehensive concept of how the company's employees will be 

supported in the performance of their work activities. This includes both the development of the incentives 



themselves and their implementation in work processes, compliance with rules and implementation 

schedules. The ultimate goal is for this strategy to be effective, because if it is not, it will affect the results 

of the entire company. And for it to be effective, the main thing that must be observed is the requirement 

that it meet the expectations of the employees. The diagnosis of the incentives preferred by the employees 

should be sufficiently detailed, well directed, both to the company's ability to provide the relevant 

incentive, and to the employees wanting exactly this incentive. The study of the incentives preferred by 

the employees, as well as other types of psychological tests and analyzes of the overall processes in the 

labor activity, need to be done periodically because of the dynamic nature of the personality. What was 

valid recently may prove inadequate in the future. Updating the motivational strategy and various 

techniques is a must if the organization wants to have a capable and motivated staff. 

 

 

D-7-13. Filipov, F. (2014). The psychological behaviorism in favor of stimulating excellence in 

work activities. Proceedings from the Fourth International Science Conference "Education, Science, 

Innovations", 319-324. European Polytechnical University, Pernik, ISSN 1314-5711. 

 

The report examines one of the classic schools of psychology, behaviorism, and its potential for 

initiating motivated work behavior. To understand the argument that it can help in the pursuit of better 

results in the activity, we assume that the result of this influence should be sought in the following areas: 

commitment of personnel to the organization, maintaining high motivation and capacity for practical 

implementation of tasks. Although we pay attention to behaviorism as a possible approach to organizing 

and directing human potential in the organization, we do not reject, as radical behaviorism does, that there 

are mental processes in the personality, quite the opposite. They exist, but they can be intentionally 

formed, maintained and guided by sustainable mechanisms. The capacity for work is one of those basic 

human competencies that our species has developed as a function of our biological makeup, our 

evolutionary and cultural history, further regulated by complex norms and social conventions. 

Professional work is not only a problem of social behavior. It is a joint and complex function of the 

anatomical-physiological features of the body and the skills acquired in the course of education. One is 

not born with the ability to work efficiently. Human capacity for work is the product of a long series of 

individually experienced events and circumstances that occur within a complex matrix of sociocultural 

demands, expectations, structures and traditions. Thus, the individual learns to work through life 

experience by training his body to perform the necessary actions. If the employee works well, it is the 

result of comprehensive training. Improperly learned patterns of work behavior will lead to poor results. 

If organizations want good workers, they must teach them how to work. 

 

 

D-7-14. Filipov, F. (2013). A modern dilemma: personal qualities or characteristics of technologies. 

Proceedings from the Third International Science Conference "Education, Science, Innovations", 157-

163. European Polytechnical University, Pernik, ISSN 1314-5711. 

 

The report draws attention to the dual side of high technology. The thesis is that certainly most 

people enjoy the benefits that advanced technology such as computers, smart phones, digital television 

and the internet, airplanes, drugs, etc. give them in their daily lives, but how many of them are aware of 

the side or "unusual" ' effects that occur in the individual when they are used. The third industrial 

revolution greatly increased the life expectancy of those living in the more economically developed 

countries. But along with the undeniable achievements that technology has achieved, there have also 

appeared many unknown negative results: unsatisfying lives, psychological or physical suffering, 

alienation and the inability to live communication. Nowadays, more and more scientists are talking about 

the modern diseases of the 21st century. There are thousands of organizations around the world fighting 

against poverty, globalization, environmental pollution, and more. but is there even one that fights for the 

preservation of human authenticity against "aggressive and offensive technologies"? We should all fear 

the day when personal qualities will be less valuable than the characteristics of technology. The social 

dilemma between man and technology has already come to light, and social problems and personal failures 

are its first dimension. 

 



 

D-7-15. Filipov, F. (2013). Organizational management based on psychological analysis of 

personnel. In proceedings of the scientific conference with international participation "Psychology - 

traditions and perspectives", item 2, 30-36. "Neofit Rilski" SWU, Blagoevgrad, ISSN 1314-9792. 

 

The report aims to outline a practical-applied model for researching the psychological attitude to 

work, how employees evaluate the work environment and whether they are satisfied with their work in a 

given organization. Author's methods of the Institute for Population and Human Research - BAS are used, 

through which important mental processes such as motivation, job satisfaction and preferred stimuli are 

characterized. If efficiency is sought in human resource management, this kind of analysis is a must. The 

interrelationship of personnel management with organizational management and more precisely with 

maximizing its results is shown through a comprehensive review of labor activity, strengths and 

weaknesses, opportunities for development. The assessment and development of human factors is a 

specific management activity and should not be considered separately from the management of other 

systems in the organization. It implies analysis of the organization and specifics of work, analysis of 

turnover, psychophysiological assessment of personnel, preparation of suitability criteria and a number of 

other specific activities. Based on the precise evaluation of the human factor, a program for the 

development and stimulation of the personnel is drawn up. In this program, the staff before being managed 

needs to be "designed" based on the results obtained from its assessment. The human factor is designed 

according to the specifics of the work and the technological process, i.e. it goes in parallel with the design 

and organization of work. 

 

 

D-7-16. Filipov, F. (2013). Person-work-family relations in the process of staff motivation. In 

proceedings of the International Conference "Psychological Intervention and Conflict Prevention in 

Combining Family and Professional Life", 124-134. Sofia, ISBN 978-954-2987-05-5. 

 
The report aims to reveal the person-work-family relationship as one of the important factors 

relevant to effective staff motivation. Through the methods: Methodology for the study of motives for 

work, Questionnaire for researching the personal preference of employees to different types of incentives 

and Questionnaire about the satisfaction with the application of the various incentives in the researched 

organization, the motivational sphere of the employees of a business organization is revealed and 

conclusions are made about it what is the current state of motivational practices in the company and what 

would be appropriate to use in the future. It is emphasized that employees are not isolated "work units", 

but individuals raising families and caring not only for their own well-being. As can be seen from the 

completed tasks, the relationship between work incentives and work motivation is differentiated by the 

degree of manifestation depending on the specificity of the incentive and the group of persons to whom it 

is directed. It clearly stands out that the personality-work-family subscale has a correlational dependence 

with the satisfaction with the applied material or non-material incentives. The use of material incentives, 

although aimed directly at the employee, actually has a double meaning: to the employee himself and to 

his family members. A highly effective motivational process would be distinguished by its focus on 

satisfying not only the employee's personal needs, but also, in a broader sense, on satisfying family needs. 
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