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INTRODUCTION  

 

 

In 2018 the funding of the educational institutions is perfected, 

replacing the money follows the child / student model. The new 

model targets the social and regional differences in the educational 

institutions, and the funding is based on that.   

The salary and social security means take more than half of the 

expenditures of the delegated budget of the educational institutions 

and in the same time the small budget is often listed as one of the 

main problems of the educational system, mostly because the low pay 

lead to drop in motivation of the educators working to provide 

qualitative education. It also makes the profession unattractive to 

young and educated staff, especially in small schools.  

The motivation of the pedagogy experts is of immediate dependence 

of their satisfaction. The satisfaction in its essence is related to a 

positive experience of the individual after achieving important goals 

for them. The degree of satisfaction in similar conditions could be 

different, because of the differentiation of purposes, values, needs of 

different people.  

The job satisfaction is the attitude towards the profession and 

particularly feelings of the content and the labour conditions, pay and 

social relations at work. The satisfaction amongst the pedagogy 

experts is affected by different factors, some of them being the type 

of the educational institutions, the subjects, the pay, the children / 

student behavior, relations with parents, professional autonomy, 

organization culture of the educational institution etc.  

 

The purpose of the dissertation work is to examine and determine 

the pay as a mean to increase the motivation of the pedagogy experts.  

 

The purpose is decomposed in the following tasks:  

 Study of methodical, pedagogical and 

psychological literature of well-known authors on 

the issues under consideration.  

 Synthesizing the ideas and offering models for 

payment of the work of pedagogy experts. 

 Research on the pay of the local and foreign 

pedagogy experts;  
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 A survey research amongst the pedagogy experts 

regarding their satisfaction with the work pay.  

The object of the study is the pedagogy experts pay.  

The subject of the study is the motivation and satisfaction from the 

pay of the pedagogy experts.  

Methods of study – a theoretical analysis is presented in the first 

chapter of the dissertation and the empirical research includes a 

survey analysis, content analysis of documentation and pedagogy 

literature. Standard statistics methods are applied when reprocessing 

data through the means of SPSS 15.0 program. 
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CHAPTER ONE. THEORETICAL FRAMEWORK 

OF THE PROBLEM  

 

1. The pay as a motive for the work of the pedagogy experts  

 

1.1. Nature of motivation – General theories of motivation  
There is no unified, approved definition of motivation in the scientific 

literature. In its nature the motivation is determined as: “a set of mental 

processes, related to the strength and direction of behavior, to the 

challenge, direction and maintenance of voluntary purposeful 

actions“1, that prompts the individual to “act in a certain manner in 

order to achieve certain goals“2.  

The need theories are based on the understanding that unsatisfied 

needs cause demotivation. An individual sets goals and takes action to 

achieve them in order to satisfy their needs. The most famous of the 

theories on needs is that of Abraham Maslow, according to which the 

basic categories of needs are in a complex hierarchy, and namely 

physiological needs (food, oxygen, water etc.); safety needs (to 

provide protection against the inability to satisfy the first group of 

needs); social needs (love, feeling of being a part of a certain social); 

needs, related to assessment (self-esteem and respect for others, 

prestige); needs related to self-actualization3. 

 

                                                           
1Shopov, D. Dulevski, L. Stefanov, L. Paunov, М. (2002). Labour economics. Sofia, 
Trakiya-M, p. 457 
2Syulcha, D. Motivation of people – theoretical models and practices. //Management// 
D.A. Tsenov Academy of Economic, p. 6 
3Hristova, G. (2020). Formation of patriotic values in geography and economy training 
in the first stage of upper – secondary education. //Socio Brains// Issue 66, p. 116 
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Pyramid of Maslow  

 

In theories of motivational process, the emphasis is placed on the 

mental processes of the individual that arise from motivation. 

Motivational theories are also divided into substantive, procedural and 

reinforcing. Among the most famous substantive motivation theories 

are: 

 

• Hierarchy of needs of Abraham Maslow; 

• Dual factor theory of Frederick Herzberg 

• Theory of needs of McClelland  

• Theory of Clayton P. Alderfer (ERG theory)  

Some of the most famous contemporary procedural theories 

are:  

• Expectancy Theory of V. Vroom  

• Equity Theory (D.S. Adams) 

• L. Porter and E. Lawler model  

Besides the theories already listed, there is a well-known model of 

Daniel Pink for enhancing intrinsic motivation, reaching to the 

conclusion that rewards not necessarily lead to a higher motivation of 

workers and better performance.   

The analysis of those motivation theories shows that each of them 

focuses on different perspectives and emphasizes on a certain aspect 
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of motivation. The theories analyze also different opportunities for 

enhanced motivation, using incentives, observing the hierarchy of 

needs and studying the peculiarities of motivation as a “complex 

cognitive process“4.  

 

1.2. Motivation tool for the work of the pedagogy experts in 

Bulgaria and abroad  

 

The difference in motivation amongst the Bulgarian teachers results 

from the efficiency of the pedagogy teams, the opportunities for direct 

participation of the pedagogy experts in the decision making process 

in the kindergarten / school; the influence of the Principal on 

motivation enhancement, as well as the support and conditions for 

professional development of the teachers. The lowest satisfaction 

amongst the Bulgarian teachers is reported on pay and the highest one 

– from their relation with students5. Similar findings related to low 

satisfaction with work pay are also highlighted in other studies among 

teachers abroad (Romania, Turkey, Kosovo, Finland etc.) 

 

The reviewed studies establish that the motivation of teachers, both 

in Bulgaria and in other countries, is mainly influenced by the work 

pay. Opportunities for professional carrier, opportunities to higher 

pay, the receipt of various incentives, community respect for the 

teaching profession, participation in decision-making related to the 

school's activities, autonomy in the conduct of educational activities, 

trust in management body, equality of the personnel members; work 

place safety; fulfilling duties corresponding to the job description and 

creation of a good social environment are defined as additional factors 

for the motivation of pedagogy experts. 

 

2. Normative regulations for work pay of the pedagogy 

experts  

The pay of the pedagogy experts is formed in line with the following 

normative regulations:  

                                                           
4Panayotov, D. (2013). ibid., p. 228 
5Gospodinov, D. (2013). Work satisfaction among teachers – results from conducted 
empirical research //Bulgarian Magazine for Education// Issue 2, p. 71 
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 Labour Code. 

 Ordinance on Structure and Organization of Work 

Salary. 

 Ordinance No 4 dated 20.04.2014 for labour rationing 

and payment.  

 Ordinance on work salary negotiation.  

 Collective employment contract for the pre-school and 

school education system. 

 Rules for determining the salaries of directors of 

municipal and state schools, centers for special 

educational support, regional centers for supporting 

the process of inclusive education, centers for 

personal development support under Art. 49, para. 3 

of the Law on Preschool and School Education, 

Astronomical Observatories and Planetariums, the 

State Speech Therapy Center and the National 

Children's Palace for 2022;  

 

 

3. Funding of the educational system 

 

3.1. Short historical review of the work pay 
  

The system of delegated budgets has been applied in educational 

institutions for more than two decades now. The pilot introduction of 

delegated budgets started in 1995, as a result of which schools from 

20 municipalities in the country received the status of secondary 

budget managers. 

By a decree of the Council of Ministers, in 2005 funding based on 

number of children /students was introduced in all kindergartens and 

schools in the country and each year certain standards for this funds 

are determined.  

Since 2018, the funding of the educational institutions has been 

improved, replacing the model the money follows the child/student. 

The focuses in the educational system funding after year 2020 are as 

follows:  

 allocation of funds from the state budget on the basis 

of a standard for children/students, standard for 

institution and standard for group/grade; 
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 the funds are distributed based on formulas 

approved by the primary authority, as the main 

component of each formula is the funds received by 

the primary authority with a budget for the 

respective kindergarten or school, and the additional 

funds are additional means, determined on the basis 

of objective geographical, demographic, 

infrastructural and other indicators determining 

differences in costs between kindergartens and 

schools, or indicators reflecting national and 

municipal education policy6. 

As part of the additional components means to the size of 0.5 % may 

be allocated for speech therapy cabinets.  

 

3.2. Delegated budget in the area of education  

 

Educational system funding is implemented in line with the 

requirements of the Law on Pre-school and School Education and its 

enactments, as the general framework is provided in the Ordinance for 

Funding of Institutions in the Pre-school and School Education.    

Each educational institution prepares its delegated budget. The 

schools and the kindergartens are a budget-based facilities. The 

budget-based entities are considered to be legal entities of the non-

production area with expenditures covered, partially or fully, by the 

state budget.  

The delegated budget consists of two main parts – incomes and 

expenditures.  

 

4. Models for additional payment of the pedagogy experts  

 

4.1. General models for work pay  

 

The general models for work pay should take into consideration that 

the educational institutions do not possess unrestricted financial 

resource to use it for pay increase of the pedagogy experts in order to 

enhance their motivation, therefore the manner of distribution of the 

                                                           
6Law on Pre-school and School Education – Art. 282. 
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available resource is extremely important for the motivation 

enhancement.   

The attractiveness of the workplace depends on various factors that 

can increase the motivation of the individual worker. An educational 

institution can increase its overall motivation by using and focusing 

its efforts on the combined application of the following factors: 

promoting the individual skills of pedagogy experts and their use 

depending on the specifics of the work, providing autonomy in the 

performance of work tasks and decision-making, providing the 

opportunity for effective feedback, providing conditions for additional 

qualification of employees based on participation in various trainings, 

etc. 

The establishment of an effective organizational culture in the 

educational institution is a prerequisite for increasing the satisfaction 

of the pedagogy experts, which will have a positive impact on their 

motivation. 

 

4.2. Work pay models in the education system  

In addition to the work pay, the educational institutions also use a 

variety of methods to increase the motivation and incentives of the 

pedagogy experts - administrative, economic and socio-psychological. 

 Conclusions of first chapter conclusions  

 Motivation is fundamental to organizational behavior and the 

modern human resource management in any organization, 

due to the fact that it incites an inner force through which 

both personal and organizational goals can be achieved. 

 Intrinsic workplace motivation generates interest in work 

duties and commitment to the organization's values. 

Intrinsically motivated workers have higher levels of 

productivity, creativity, vitality, self-esteem and general 

well-being. Maintaining external motivation is a complex 

process and in order for an educational institution principal 

to be able to motivate the personnel, it is necessary to know 

and apply the various theories of motivation. 

 The work motivation is a complex process, due to the 

influence of complex needs and expectations, differences in 

the offered working conditions and continuous change, both 

of a person and of the environment in which he exists and 
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respectively works. Lowered motivation and even its absence 

leads to a decrease in labor intensity, and the lack of a built 

and operating effective management system leads to non-

fulfillment of the official duties. 

 Linking pay to work activity is one of the main motivational 

models, as the received salary is not only associated with the 

material satisfaction of workers, but also with the sense of 

justice (Adams' theory of justice). The amount of the salary 

received motivates because the worker feels that he is useful, 

and the higher salary received means a higher assessment of 

his work activity by the Managers, as well as appreciation 

and providing a greater opportunity for career development. 

 The expectations of the pedagogy experts are also related to 

the job satisfaction and motivation. According to V. Vroom's 

theory of expectations, motivation is based on the efforts that 

a person makes to achieve his goals. 

 The lowest level of satisfaction among Bulgarian teachers is 

related to the pay they get, while the highest level of 

satisfaction is from their relationship with students. Similar 

findings, related to low satisfaction with the received work 

pay, also stand out in other studies among teachers abroad. 

 Opportunities for professional carrier, opportunities for 

increase in pay, receipt of various incentives, community 

respect for the teacher profession, participation in decision-

making related to the school's activities and autonomy in 

conducting the educational process; trust in management; the 

equal treatment of staff members; workplace safety; 

performing duties corresponding to the job description and 

creating a good social environment serve as additional 

motivation factors. 

 The work pay organization in kindergartens, schools and 

Personal Development Support Centers is regulated in the 

drawn up and approved Internal Pay Rules. The Ordinance 

on the Structure and Organization of the Pay stipulates that 

the collective labor agreement may not contradict the 

enactments, nor the agreed conditions in the collective labor 

agreement. 
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 The monthly basic salary of the pedagogy experts is a reward 

for the performance of the usual rate of teaching work and 

other work duties inherent to the position, in accordance with 

the duration of the working hours agreed in the individual 

employment contract. 

 In cases when in the beginning of the new school year a 

pedagogy expert is assigned with a lower rate of individual 

teaching work load than the one he had the previous year or 

if such individual work load is decreased because of group or 

class suspension, then the main work pay shall be reduced in 

proportion to the decrease of the individual work.  

 Some particularities in the determination of work pay is 

established in relation to the Principals, where the Rules for 

Determining the Work Pay of Principals of Municipal and 

State Schools, Centers for special educational support, 

Regional centers for supporting the process of inclusive 

education should be applied, of the personal development 

support centers under Art. 49, para. 3 of the Law on 

preschool and school education, astronomical observatories 

and planetariums, the State speech therapy center and the 

National Children's Palace. 

 The additional work pay of pedagogy experts for achieved 

work results is determined on the basis of indicators and 

criteria, adopted by decision of the Pedagogical Council. For 

educational institutions with up to 10 pedagogy experts, the 

assessment is carried out by the Principal and with more than 

10 - by a Committee. It is obligatory for the pedagogy expert 

to get introduced with his / hers assessment card and to 

certify this with a signature. Not later than the 30th November 

the Principal of the educational institution shall issue an 

Ordinance to determine the size of the additional work pay. 

Such additional work pay shall be paid to the pedagogy 

experts in a month time after the ordinance is issued and 

those for the Principal – not later than the end of the budget 

year.  

 Each educational institution shall develop its delegated 

budget. The personnel expenditures in the delegated budget 

shall include costs for main and additional work pay as well 

as for the obligatory social security installments.  
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 The ratio between labor costs and costs for inherent support 

in educational institutions is recommended to be 80:20 or 

75:25, and when developing the expenditure part of the 

delegated budget, principal can apply two approaches - from 

personnel costs to other costs or from subsistence costs to 

personnel costs. 

 The principals of the educational institutions shall have in 

mind when determining the personnel expenditures that 

although they are entitled to determine the work pay amount, 

they are not allowed to calculate them under the minimum 

size, given in Ordinance 4 of 2017 for rationing and payment 

of labour. The Principal shall also set aside means for results 

achieved by the work of the pedagogy experts throughout the 

school year, as well as qualification expenditures as per the 

Industry Collective Labour Agreement.
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CHAPTER TWO. DESIGN OF THE EMPIRICAL 

RESEARCH.  

 

1. Framework and methodology of the research  

 

The first paragraph of the second chapter consists of the framework 

and the methodology of the research. The empirical research is 

constitutive and aims at establishing the work pay as a means of 

motivation for the pedagogy experts. 

Empirical research tasks: 

1. To determine the opinion of the pedagogy experts on the 

opportunity provided in the educational institution they work, to 

participate in forms, entitled to additional incentives with means out 

of the delegated budget.  

2. To examine the motivation of the pedagogy experts.  

3. To examine additional factors, different from the work 

pay, that affect the motivation of the pedagogy experts.  

4. To compare opinions of pedagogy experts, working in 

schools and kindergartens.  

 

 

Research hypothesis: It is admitted that if the pedagogy experts 

work pay is not the only motivating incentive, than additional factors 

for motivation should be applied (positive work environment, 

contemporary means in the educational process etc.).  

Subject of the empirical research: The motivation, the additional 

factors, different from the work pay, affecting the motivation of the 

pedagogy experts, as well as forms, entitled to additional material 

incentive.  

Criteria and indicators: 

1.. Criterion 1: Additional incentive with means, different 

from the delegated budget.  

Indicators:  

1. Frequency of participation in forms, entitled to 

additional incentive.  

2. Scope of the forms, entitled to additional incentive. 

2. Criterion 2: Financial incentive system.  

1. Indicator: Attitude of the pedagogy experts towards the 

financial incentive system.  
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3. Criterion 3: Work conditions in the educational institution.  

Indicator 1: Presence of good psychoclimatic conditions.  

Indicator 2: Presence of good equipment and facilities.  

4. Criterion 4: Presence of additional material incentive.  

Indicator 1: Clear and publicly announced criteria for 

additional material incentive;  

Indicator 2: Attitude of the pedagogy experts towards the 

additional material incentive.  

5. Criterion 5: Motivation of the pedagogy experts through 

the means of qualification.  

Indicator 1: Number of participations in trainings / courses 

for qualification enhancement.   

Indicator 2: Areas of the trainings / courses.  

The questionnaires for the pedagogy experts used are based on the 

research purposes.   

Volume of the extract: The research sample consists of 248 

pedagogy specialists, representatives of educational institutions. The 

positions included are principals, deputy principals, chief and senior 

teachers, teachers, pedagogical advisors, accompanists and heads of 

“Informational and communication technologies” department.   

 

2. Results analysis  

The results of the opinion of the researched pedagogy experts on the 

first survey are subject of analysis in the second paragraph of the 

second chapter. The total number of the pedagogy experts 

participating in the research is 192, with 56 working in a kindergarten 

(29% of the surveyed pedagogy experts) and 136 working in a school 

(71% of the surveyed pedagogy experts). Of the examined pedagogy 

experts working in schools, 18 are in primary school; 9 in elementary 

school; 94 – in secondary schools and 16 in vocational high schools. 

The largest percentage of pedagogy experts (59%) have a total of 20 

years or more of pedagogical work experience. 

In connection with the opportunity provided in the educational 

institution where they work to participate in forms for which 

additional incentive is applied with funds different from the delegated 

budget, it was found that according to 78 of the pedagogy experts 

(41% of the respondents) the educational institution where they work 

provides a moderate degree of such an opportunity. 
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Regarding the financial incentive system, more than half of the 

respondents (52%) consider that there is such a system of financial 

incentive to a moderate degree.  

 

 
 

Graphics 1.  Presence of a Financial Incentive System  

 

It is determined that the opinion of the surveyed pedagogy experts is 

not unanimous regarding the provision of social benefits in the 

educational institution (ex. insurance, business phone, paid leave for 

a second child, etc.). The provided social benefits are moderate - 

according to 44 of the experts (23% of the respondents) and according 

to 82 of the pedagogy experts (43% of the respondents), they are to 

large great extent. 

Regarding the possibility of career development in the educational 

institution where they work, it is found that according to 41% of the 

pedagogy experts, they have a moderate opportunity for career 

development, which is a limiting factor for workplace motivation. 

Regarding the availability of good working conditions in the 

educational institution, it is determined that according to 67% of the 

respondents, they have good working conditions in the educational 

institution to a large extent. 

In the analysis of the results related to the work pay and, particularly, 

whether it is a sufficient motivation for effective work performance 

of the pedagogy experts, an opinion stands out that the work pay 

motivates to a moderate degree (as per 53% of the respondents). 

7% 8%

52%

26%

8%

7. Financial Incentive System

No To a small degree To a moderate degree To a large degree I don't know
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Graphics 2: Work pay motivation  

 

In relation to other means of motivation, different from the work pay, 

it is established that for 78% of the pedagogy experts there is no other 

means of motivation besides the pay, and 3% do not know and cannot 

specify.  

 

 
 

Graphics 3: Presence of means of motivation for the 

pedagogy experts’ work besides the work pay   

 

The remaining pedagogy experts list the following as additional 

means of motivation, different from the work pay:  

 additional training and work on projects;  

5%

5%
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11. Work pay motivation

No To a small degree To a moderate degree To a large degree

78%

20%

3%

12. Means of motivation for the pedagogy experts 
work besides the work pay  

Yes No I don't know
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 diverse and challenging work tasks, encouraging 

the pedagogy experts to work in a team;  

 provided conditions for creativity, as well as 

professional and personal development, for carrier development;  

 for the profession and recognition from the parental 

community; additional material incentives;  

 change in the status of the teacher and the reputation 

amongst the society;  

 respect and freedom to use own ideas; paid annual 

leave;  

 good equipment and premises, team work;  

 innovations and contemporary technologies usage;  

 verbal encouragement and praise by the school 

principal;   

 monetary bonuses and compensations for extra 

work;  

 good team work, understanding and cooperation 

from the management team;  

 opportunity for different appearances and 

participations in educational and competitive seminars, contests etc.  

 

The results of the first questionnaire show that the interviewed 

pedagogy experts think that pay is not the only incentive for the 

teacher profession. Payment is important, but the satisfaction of the 

teachers is based on the students’ achievements and the results, the 

gratitude of the parents, the positive work environment and the 

opportunities for trainings and qualifications, contemporary means 

used in the educational process, good team work and verbal 

encouragement and praises of the educational institution principal.   

The number of the participating pedagogy experts in the second 

questionnaire is 56, 32 % of them work in kindergartens and 68 – in 

schools. Most of them are with a pedagogy length of work experience 

of 30 years and more and the smallest percent (11%) – length of work 

experience of more than 15 years.  

Regarding the publicly announced criteria for additional material 

incentives it is ascertained that according to 88 % of the respondents 

there are publicly announced additional material incentives in the 

education institution they work.   
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Graphics 4. Publicly announced criteria for additional 

material incentives  

 

 In relation to the activities that are further encouraged, it is 

established that the activities with most material incentives are: strict 

performance of professional duties; creation of innovative approaches 

in the educational process; qualification enhancement through 

additional study / training. According to the respondents, it is less 

often for additional incentives for administrative activity, additional 

workload in the educational process and extracurricular activities to 

be applied.  

 
Graphics 5. Activities, subject of additional incentives 
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Regarding the option to give an opinion on activities that should be 

subject of additional incentives the respondents believe that it should 

be provided for:  

 administrative activity – according to 8% of the 

interviewed individuals; 

 Usage of innovative approaches in the educational 

process – as per 23%; 

 extra work load in the educational process - 13%; 

 out of class activity– as per 4%; 

 qualification enhancement through the means of 

additional study / training – as per 23%; 

 strict fulfillment of the professional duties - 28%. 

 

 
 

Graphics 6. Activities to be subject of additional incentive  

 

The most useful incentive for the interviewed pedagogy experts 

would be the subsidization of sea/mountain vacations (according to 

27% of respondents) and the provision of food and clothing vouchers 

(according to 25% of respondents). For the rest of the pedagogy 

experts, the most useful incentive is a health insurance card 

(additional health insurance) - for 11% of the pedagogy experts; 
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social events to unite the team - for 18% of the pedagogy experts and 

additional paid leave - for 18% of the respondents. 

 

 
 

Graphics 7. Most useful incentives for the pedagogy 

experts 

 

In relation to the participation in a study/training course for 

qualification enhancement in the last 5 years, it is found out that 53 

of the surveyed pedagogy experts (95% of the respondents) indicated 

that they had participated in a study/training course in the last five 

years. 

With regard to the direction in which the trainings/courses for the 

pedagogy experts qualification enhancement took place, a conclusion 

is reached for greatest participation in courses for improvement of the 

professional qualification - 57% of the respondents and for better 

digital skills - 19%. considering the option for the pedagogy experts 

to give their opinion on the enhancement of the professional 

qualification through the mechanism for additional material 

incentive, it is ascertained that it should be used as follows:  

 Enhancement of professional qualification – as per 

22 of the pedagogy experts (39% of the respondents); 

 Better digital skills – as per 10 pedagogy experts 

(18% of the respondents); 
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 foreign language training – as per 3 of them (5 % of 

the respondents); 

 (5% от респондентите) improvement of the 

administrative and organizational competencies – as per 3 pedagogy 

experts (5 % of the respondents); 

 Improvement of the pedagogy competence - as per 

18 pedagogy experts (32 % of the respondents); 

There are no pedagogy experts who think that the mechanism of 

additional material incentive should be used for perfection of social 

competencies.  

 

 
 

Graphics 8. Competencies enhancement through the means 

of the Additional Material Incentives 

 

In relation to the most common difficulties of the pedagogy experts 

in their work, it is found that for 41% of the respondents it is the 

administrative (bureaucratic) workload, and for 14% it is the 

discipline of some children/students. Other difficulties encountered 

are: keeping up with frequent changes in the regulatory framework 

(for 4% of respondents), working with disadvantaged children (for 

9%), working with children from ethnic minorities (for 11%), 

communicating with some parents (for 5 %), study material 

39%
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of the Additional Material Incentives
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understanding by the children (the structure and content of the 

textbooks) (for 11%) and the insufficient and/or outdated facilities 

and equipment base (for 4%). 

 

When given the opportunity to express their opinion regarding the 

percentage by which a teacher's pay should be above the national 

average, 54% of the respondents believe that a teacher's salary should 

be 50% above the national average. 

 

 
 

Graphics 9. Opinion on the teacher’s pay as a percent 

above the national average  

 

The respondents list the following as some of the major problems of 

the contemporary education in Bulgaria:  

 Huge administrative load for the pedagogy 

experts;  

 Difficult “parent - teacher” dialogue;  

 Insufficient attention to the professional education 

problems;  

 Facilities and equipment;  

 Involvement of the parents in the education;  

 Overload with new material;  

 Huge extend of illiteracy;  
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 Lack of motivation to study;  

 Cutting the option for the children to remain in the 

same grade for a subsequent year in the primary 

level of education;  

 Distancing the education from the real life 

problems;  

 Learning in an electronic environment; 

 State policy in the area of education on a national 

level;  

 Delegated budgets;  

 Low pay of the pedagogy personnel etc.  

 

3. Conclusions of the empirical research  

 

The conclusions made by the empirical research are given in the third 

paragraph of chapter two:  

 Only 31% of the surveyed pedagogy experts are on 

the opinion that the educational institution in 

which they work provides to a large extent an 

opportunity for participation in forms for which 

additional incentive is applied with funds outside 

the delegated budget. 

 26 % of the pedagogy experts consider that the 

educational institutions have a system for financial 

incentives to a large extend.  

 The social benefits provided in the educational 

institutions are to a great extent – according to 82 

pedagogy experts (43% of the respondents). 

 79 (41% of all respondents) consider that the 

opportunity for a career is provided to a moderate 

extend and 82 consider that the opportunity for a 

career is provided to a large extent (43% out of all 

respondents). 

 128 pedagogy experts said there are good working 

conditions in the educational institution to a large 

extend (67 % of the respondents).  
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 The work pay motivates to a moderate degree 102 

of the interviewed pedagogy experts (53 % of the 

respondents).  

 Besides the work pay, additional trainings, diverse 

and challenging work tasks, encouraging the 

pedagogy experts to work in a team, satisfaction 

form the work with children and recognition from 

the parental community, additional material 

incentive and others serve as a motivation.  

 In 88 % of the respondents, there are publicly 

announced additional material incentives in their 

educational institution.  

 According to the pedagogy experts, the activities 

that should get additional material incentive are 

mainly: additional load in the educational process, 

followed by strict fulfillment of the professional 

duties and qualification enhancement through the 

means of additional study / training.  

 The interviewed pedagogy experts believe that 

most beneficial incentive would be funding of a 

sea / mountain vacation (according to 27 % of the 

respondents) and vouchers for food and clothes 

(according to 25 % of the respondents) 

 53 of the interviewed pedagogy experts (95 % of 

the respondents) state that they have participated in 

a training / course for qualification enhancement 

throughout the last five years.  

 

In a conclusion, it may be stated that the interviewed pedagogy 

experts think that work pay is not the only incentive when speaking 

about the teaching profession. Payment is important, but the teachers’ 

satisfaction is based on the students’ results, the parents’ gratitude, 

the positive work environment, as well as the options for trainings and 

qualifications, usage of contemporary means in the educational 

process, good teamwork and verbal praises by the principal of the 

educational institution.  

The pedagogy experts should be motivated also to work in a 

multicultural environment and with contemporary informational and 
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communication technologies, because of the problems in 

kindergartens and schools with mixed groups / classes and the 

necessity to focus the children attention by changing the teaching 

approach.  

The same paragraph provides options for increase of the pedagogy 

experts’ motivation to work with information and communication 

equipment and work in a multi-cultured environment. Work pay 

should be a motivating tool for pedagogy experts when working with 

children and students below grade level. In the learning process, the 

attitude towards the learning process and the motivation are 

determining factors for the effective learning of the study material, 

and the study content can serve as a motivation. 
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CONCLUSION  

 

The motivation occurs at a conscious and unconscious level of the 

individuals, due to their needs and inciting actions for their 

satisfaction. Each person can become aware of his need by choosing 

whether it will be in an active or passive state, on the basis of 

undertaking or not taking activities to satisfy it. When the need is 

recognized by the person and when it becomes a reason for a certain 

activity to be done, it turns out to be a motive.  In order to become a 

motive, the need should be directed to a particular person, object or 

an activity.  Each person have explicitly diverse motives and they 

could be directed towards interests and needs, and also beliefs, 

feelings and ideals. The internal motivation at the work place 

generates interest in the work duties and engagement with the values 

of the organization. Workers with intrinsic incentives manifest higher 

levels of performance, creativity, liveliness, self-esteem and general 

prosperity. The intrinsic incentive in the work process may be 

increased also by the personal satisfaction of the position held and the 

opportunities for qualification improvement, trainings and others 

provided.  On the other hand, the external motivation depends on the 

effect of the punishments and awards, yet the efficiency is low in 

long-term plan, in comparison with the intrinsic incentive. It should 

be also taken into account the fact that both forms of motivation – 

intrinsic and external, are interconnected and they affect each other. 

Keeping an intrinsic incentive is a complex process and in order for 

the principal of the educational institution to motivate, he /she needs 

to know and apply different motivation theories.  

 

The following conclusions can be drawn based on the complete 

research:  

• based on the theoretical analysis:  

o Binding the payment with the work activity is one 

of the main motivational models, because the work pay received is 

connected not only with material satisfaction of the workers, but also 

with the feeling of fairness (Adam’s theory of justice). The amount of 

the work pay motivates, because the worker feels he is useful, 

therefore higher pay should mean better assessment of the Managers 
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for his / her work done and also appreciation and option for career 

growth.   

o The pedagogy experts’ expectations are also related 

to the satisfaction of their work and the motivation. According to V. 

Vroom Theory of Expectations, the motivation is based on the efforts 

a person makes in order to achieve his goals.  

o The lowest satisfaction amongst the Bulgarian 

teaches is the pay received, and the highest is their relationship with 

the students. Such statements, related to the low satisfaction with the 

work pay are also present in other researches of teachers abroad.  

o Opportunities for professional development, 

opportunities for better pay, receipt of various additional incentives, 

community respect for the teaching profession, participation in 

decision-making related to the school's activities and autonomy in the 

conduct of educational activities; trust in the management, equal 

treatment of the personnel members, work place safety, fulfilling 

duties as per the job description and a good social environment are 

defined as additional factors for the motivation of the pedagogy 

experts.  

• out of the empirical research: 

o The work pay is not the only incentive when it 

comes to the teaching profession. Salary is important, but teacher 

satisfaction is formed by the achievements and results of students, the 

gratitude of parents, the provided positive work environment and the 

opportunities for training and qualifications, the use of modern means 

in the educational process, good teamwork and verbal praise from the 

director of the educational institution. 

o In educational institutions, the opportunity for the 

participation of the pedagogy experts in forms for which additional 

incentives are applied with funds different from the delegated budget 

is largely provided. 

o There are publicly disclosed ways of additional 

material incentive in most of the educational institutions. According 

to the pedagogy experts, the activities for which they should receive 

additional financial stimulation are mainly additional workload in the 

educational process and the use of innovative approaches in the 

educational process, followed by the strict fulfillment of professional 

duties and improvement of qualifications through additional 

education/training.  
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Based on the conclusions drawn, the following 

recommendations may be given:  

1. To perfect the remuneration system for the 

pedagogy experts, applying the possible means for additional material 

incentive.  

2. When perfecting the remuneration system for 

pedagogy experts to take into account various factors, influencing the 

teachers’ motivation.  

The managers and particularly, the principals of the educational 

institutions may use different schemes to increase the intrinsic 

incentive, such as work pay increase, suitable work environment, 

bonuses and others, that could satisfy the different needs of the 

workers. The interpersonal communication is also important for the 

motivation enhancement, because if the pedagogy experts consider 

that the principal communicate with them on an efficient level, they 

are motivated to do better and to work in a team.  

 

Job satisfaction is the general attitude and motivation of the worker 

to perform the assigned tasks, which can be influenced by factors such 

as working conditions, pay and benefits, attitude of pedagogy experts 

to the educational institution, implemented control and leadership 

style of the principal, autonomy, recognition, communication, 

working conditions, meaning of work, colleagues, professionalism, 

organizational climate, interpersonal relations, good teamwork, etc. 

This perception and, accordingly, motivation can be negative or 

positive depending on the satisfaction of the pedagogy experts with 

the work duties performed and the pay received. 
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CONTRIBUTIONS  

 

 The specifics of the motivation of the pedagogy experts in 

Bulgaria and abroad are brought out.  

 The regulatory framework for the pedagogy experts work 

pay has been analyzed. 

 Through the prism of the educational system funding in the 

conditions of a delegated budget, the possibilities of the 

principals of the educational institutions to use additional 

material incentive to increase the motivation of the 

pedagogy experts have been determined. 

 The empirical research conducted ascertains that the work 

pay is not the only incentive when the teaching profession is 

concerned. Pay is important, however the satisfaction of the 

teachers is formed by the students achievements and results, 

the gratitude of the parents, the provided positive work 

environment and the opportunities for training and 

qualifications, use of modern means in the educational 

process, good teamwork and verbal praise from the principal 

of the educational institution.  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



33 

LIST OF PUBLICATIONS ON THE TOPIC OF THE 

DISSERTATION  

 

1. Title: “Pay as a means of motivation for the work of the 

pedagogy experts in Bulgaria” 

Edition: Yearbook of Konstantin Preslavsky University of 

Shumen, year 2020, volume XXIV D, ISSN 1314-6769, 

Konstantin Preslavsky University Publishing House, from p. 

549 to p. 557.  

2. Title: “Funding the educational institutions – short historic 

review of work pay. Delegated budget in the educational 

system”.  

Edition: Collection of scientific works of students and 

doctoral students from the Faculty of Education, year 2022, 

Shumen, "Konstantin Preslavsky" University Publishing 

House, 2022, ISSN 2367-5764. 

3. Title: “Motivation for work of pedagogy experts in Bulgaria 

and abroad” 

Edition: Collection of scientific works of students and 

doctoral students from the Faculty of Education, year 2022, 

Shumen, "Konstantin Preslavsky" University Publishing 

House, 2022, ISSN 2367-5764.  

 

 


