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ABSTRACT

The purpose of the research is to determine the causes of
failure of information systems development projects. We
came to the hypothesis that rewarding can improve the
success of information systems development projects. For
this reason, it is suggested that employment contracts be
tied to business results. Extrinsic and intrinsic rewards are
a good motivator that affects the improvement of employee
performance, i.e. increases productivity, business results
and job satisfaction and contributes to increasing the
success of information systems development projects.
Designers and managers of information systems
development projects who participated in the research,
gave their views on the impact of rewards on the success of
the information systems development project in response
to survey questions. The attitudes were evaluated on a
five-point Likert scales. We obtained additional data based
on conversations with managers and designers who deal
with the development of information systems. Through
the research design, we determined an independent
variable related to the employment contract based on
business results, which is the basis for the application
of various forms of remuneration, and a dependent
variable related to the success of the information systems
development project. The main findings of the research
are related to the definition of the contract between the
owner on the one hand and managers and designers on the
other hand, which solves the problems of opportunistic
behavior of managers and designers of information
systems development project. In addition, the factors of
extrinsic and intrinsic rewards that are most often used to
motivate managers and designers of information systems
development are defined. The practical implications of
the research refer to the benefits that the company owner,
managers and designers of the information systems
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development will have. They will receive the best model
of employment contract for employees working on the
development of an information systems project. In addition,
they will receive information about the views of designers
and project managers related to reward factors that improve
the success of the information systems development
project. The originality of the research refers to the creation
of a model that links the work contract based on business
results with reward factors that help to increase the success
of the information systems development project.

© 2023 ACE. All rights reserved

1. INTRODUCTION

The failure rate of information systems development projects is extremely high
and is about 40%. It has become a practice for information systems development
designers to consider failure as inevitable (Moura, Dominguez & Varajao, 2021).
Researchers have identified a number of risk factors associated with the failure of
an information systems development project (Hashmi, Shahzad & Izhar, 2022).

In order to solve the problem of the failure of the information systems
development project, various solutions were offered, and among them rewarding
designers and project managers as motivational factors for achieving the success
of the information systems development project particularly stand out (Zhao,
Feng, Wei & Wang, 2022).

Hasberg’s theory of motivation proposes two types of rewards, extrinsic and
intrinsic rewards, which are used as a motivator to achieve defined goals (Malik
& Naeem, 2013).

It is expected that using these types of rewards as a motivator will solve the
problem of the low level of success of the information systems development
project.

In the research, designers and project managers who work on the development
of the information systems project were surveyed. Their views were processed
and analyzed with the aim of testing the hypotheses. The hypotheses claim that
extrinsic and intrinsic rewards are a good motivator for designers and project
managers and improve the success of information systems development projects.
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2. LITERATURE REVIEW

2.1. The contract between the owner and the designer

The relationship between the owner on the one hand and the designer on the
other hand in companies dealing with the development of information systems
projects is based on a contract on the fulfillment of defined obligations (Turner
& Miiller, 2004).

In order to measure the effectiveness of the relationship between the owner
and the designer, (Sunindijo, 2015) it is necessary to know the costs borne by
the owner, as well as the results of the company’s operations, i.e. indicators of
financial success. The goal is to achieve the highest level of efficiency of the
contractual relationship between the owner and the designer (Todorovi¢, Tomas
& Todorovié, 2020).

The solution to the designer’s opportunistic behavior (Gurcaylilar-Yenidogan &
Erdogan, 2023) and the reduction of agency costs can be achieved by a well-
defined contract between the owner and the designer. The purpose of the contract
is to reduce or eliminate the designer’s opportunistic behavior and to force the
designer to work in the interest of the owner, and to receive an adequate reward
for that loyalty.

Contracts can be complete or incomplete (Badenfelt, 2011) as shown in Figure 1.

Full contracts are used when the situation is certain. If the cost of control is
high, then contracts are concluded based on the achieved business results. When
control costs are low, then contracts are based on behavior.

Incomplete contracts are used for uncertain situations and in these contracts,
in addition to the owner and designer, a third party is involved, which can be a
notary or a court.

A complete contract specifies the rights and obligations of each party. The
contract is clear and unambiguous. The information is known to both parties, that
is, there is no asymmetric information that would allow the occurrence of moral
hazard, unfavorable selection or dispute (Kujala, Nystén-Haarala & Nuottila,
2015).

In this paper, we will deal only with the situation in which complete contracts
are concluded and where the cost of control is high, that is, where contracts are
concluded based on the achieved business results.
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Figure 1. Contract between the owner and the designer

Source: Authors’ compilation

In this contractual situation, a contract is concluded which, in addition to the
basic salary, offers the designer various forms of rewards for achieving the
agreed results.

2.2. Rewarding the designer

The reward system deals with the strategies, policies and processes needed
to ensure that the contribution of people in the organization is recognized
and rewarded with financial and non-financial means (Shneor, Mrzygtod,
Adamska-Mieruszewska & al., 2022). In practice (reward processes, practices
and procedures) it is about the design, implementation and maintenance of the
reward system (Fink, Wyss & Lichtenstein, 2018), which aims to satisfy the
needs of the owner and designer. The overall goal is to reward people justly,
fairly and consistently (Chamtitigul & Li, 2021) in accordance with their value
to the organization, and in order to advance the achievement of the organization’s
strategic goals (Nguyen, 2020).

Reward management is not only salary and employee benefits, but also non-
financial rewards such as recognition, learning and development opportunities,
and increased job responsibility.

Figure 2 shows the total reward system with basic elements: definition of the
total reward system; the purpose of the total reward system; the functioning of
the reward system; reward system design, types of rewards and social partners
in the reward system.
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The reward is usually something of value (Tan, Teoh & Cheah, 2019), such as
money. There are two types of rewards. Extrinsic rewards are concrete rewards
that employees receive such as: salary, bonuses and benefits. Intrinsic rewards
tend to give personal satisfaction to an individual such as: using knowledge
and skills, advancement, career development, gaining new obligations and
responsibilities, creativity and independence in performing tasks (Figure 3.)

Bonuses

Extrinsic
rewards
productivity
Rewards Using knoyvlcdgc Employee Achlevmg
and skills performance business results
Job satisfaction
— Career development
Intrinsic
rewards

New obligations and
responsibilities

Creativity and
independence

Figure 3. Extrinsic and intrinsic rewards

Source: Authors’ compilation
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2.3. The success of the information systems development project

The success of the information systems development project is interpreted
differently (Razzaq, Huang, Sun & Xie, 2019). One group of authors (Puche
Regaliza, Jiménez & Val, 2017) suggests that projects be evaluated as successful
if they are completed within the planned time, defined budget and quality. Other
authors (Eichhorn & Tukel, 2018) emphasize that the designer must primarily
satisfy the wishes and requirements of the user.

The third group of authors (Einhorn, Meredith & Marnewick, 2022) emphasizes
that the project must achieve the defined goals of the project, and that it was
completed within the foreseen time and within the planned budget.

If we summarize the factors on the basis of which the success of the project is
evaluated, we can group them as:

1) client satisfaction, i.e. acceptance of the project by the client,

2) perceived quality of the project, i.e. that the project affects the improvement
of the user’s performance,

3) successful implementation of the project, i.e. that the project was completed
within the plan and budget and meets the specified requirements.

In addition to the numerous tools and techniques developed for managing
information systems development projects, we still have a large number of failed
projects. Tools and techniques alone will not do much (Ciric Lalic, Lalic, Deli¢,
& Gracanin, 2022). It is similar to having a quality musical instrument. A musical
instrument does not create music, but a musician on that musical instrument
creates music. The same is true of information system project management.
Project management tools and techniques do not manage the project, the
designers and the project manager do. Tools and techniques can speed up some
activities, but the knowledge and skills of designers and project managers are
crucial. Inadequate knowledge and skills of designers and project managers are
more likely to cause project failure than lack of project management tools and
techniques.

The team of designers is led by a team leader and he or she is in charge of
connecting individual competencies of designers with group competencies
with the aim of creating team competencies. That’s why he needs to create a
complementary team, which has good communication and commitment. Then
the projects will be cheaper, that is, they will cost less. It will be better and of
better quality, that is, it will fulfill the wishes and demands of the users. They will
finish faster, that is, they will be finished in the predicted time schedule.
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The manager tries to motivate the designers by offering them various types of
rewards and achievements to achieve the defined goals of the project (Todorovic,
Todorovi¢ & Tomas, 2020).

3. MATERIALS AND METHODS

Only respondents who were willing to voluntarily participate in the research
took part in the research. The research examined the attitudes of 30 employees
who work on the development of information technology projects. Individual
and average assessments of respondents represent the opinion of those persons,
and not the position of the organization in which they are employed.

In this study, an open and closed questionnaire was used. This is because the fact
that for sensitive topics that require fixed answers and where less articulation is
needed, open-ended questions are suitable.

The study is designed to evaluate the influence of the independent variables on
the dependent variable.

Respondents were asked to express their perceptions using a five-point scale
Likert scale.

Table 1. Five-level Likert scale of perception

Agreement
1 2 3 4 5
I don’t agree atall I do not agree I’'m undecided I agree I completely agree
Frequency
Never Rarely Occasionally Often Very often
Significance

It doesn’t matter ~ Little important Moderately important Important Very important
Probability

Almost never right Usually not true  Occasionally true  Usually true Almost always right

Source: Authors’ compilation

The percentage of perception ranges from 0% to 100%. Zero percent is when
the perception is negative (1), and a hundred when the perception is maximally
positive (5) is 100 %.

After the research was conducted, a conversation was held with randomly
selected respondents and the summary results of the research were presented.
We asked them to give comments on certain characteristic items.
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Research design

The research design is based on the assumption that company owners offer
project managers and designers work contracts that are based on business results.
Various types and forms of rewards are defined in the contracts. The owners
have at their disposal numerous opportunities for motivating and rewarding the
designer and manager of the information systems development project.

Extrinsic motivation and rewards influence the satisfaction of designers to
achieve rewards or avoid unwanted consequences. In extrinsic rewards, in
addition to a fixed salary, bonuses and benefits are offered.

Intrinsic motivation comes from the designer himself who performs certain
work activities for his own satisfaction. Intrinsic motivation and rewards refer
to: the possibility of using one’s own knowledge and skills, the possibility of
advancement, the possibility of learning and personal development, receiving
more responsible tasks and creativity and independence in performing tasks.

Input variables Response variables Output variables

Performance-
based contract

Rewarding Project success

Intrinsic
rewards

Extrinsic
awards

Figure 4. Research model

Source: Authors’ compilation
Based on the draft of the research, we set the following hypotheses in the paper:
H,— The main hypothesis

If the cost of controlling the manager and the project team is high, then the owner
will conclude a full contract based on the achieved business results and using
rewards as motivation to achieve project success.
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H, - Hypothesis

Intrinsic rewards have a positive effect on user satisfaction, perceived quality
and the project implementation process, that is, on the overall success of the
information systems development project.

H, - Hypothesis

Extrinsic rewards have a positive effect on user satisfaction, perceived quality
and the project implementation process, that is, on the overall success of the
information systems development project.

4. RESULTS

Awarding managers and designers with the aim of obtaining a quality design and
implementation of the information systems development project was carried out
on the basis of extrinsic and intrinsic awards. The mean value of perception and
percentage of perception of all respondents is shown in Table 2, 3, 4 and 5.

Table 2 shows the mean values and percentage of the perception of all
respondents about the impact of rewards on the success of the information
systems development project. The respondents’ perception was measured on a
five-point scale. On the Likert scale, it has a mean value of 3.86 or 77.2% of the
total value. The reported values are close to value 4 on the Likert scale, which
represents agreement with the stated attitudes.

Table 2. Remuneration of managers and designers

Likert scale from 1-5

Awards Mean value of perception % of perception
ER Extrinsic rewards 3.95 79.0
IR Intrinsic rewards 3.77 75.4
Total - average 3.86 77.2

Source: Authors’ compilation

Rewarding is represented by extrinsic and intrinsic rewards. The respondents’
evaluations show that they believe that extrinsic and intrinsic rewards are
approximately equally influential as motivators for the successful completion
of an information systems development project. Extrinsic rewards have a mean
value of 3.95 or 79%, intrinsic rewards have a mean value of 3.77 or 75.4%.

Extrinsic rewards are presented in Table 3 and are divided into three basic
constructs: salary, bonuses and benefits. In Table 3, bonuses are divided into
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three subcategories: bonuses for achieved results, bonuses for meeting deadlines
and bonuses for savings. Benefits are divided into three subcategories: health and
safety benefits, time off and flextime benefits, and other benefits. The constructs
that were evaluated and have the highest level are basic salary with a mean value
of 4.82 (96.4%) and bonuses based on achieved results with 4.71 (94.2%). The
construct with the lowest level is other benefits and conveniences with a mean
value of 3.21 (64.2%).

Table 3. Extrinsic rewards

Likert scale from 1-5

o .
Average value perception % of perception

Extrinsic rewards

ERO1 Basic salary 4.82 96.4
ERO2 Bonuses for achieved results 4.71 94.2
ERO03 Bonuses for meeting deadlines 3.98 79.6
ERO04 Bonuses for savings 3.63 72.6
EROS5 Safety and health benefits 3.44 68.8
ERO06 Benefits of free and flexible time 3.86 77.2
ERO07 Other benefits and benefits 3.21 64.2
Total - average 3.95 79.0

Source: Authors’ compilation

Intrinsic rewards are presented in Table 4 and are divided into five constructs,
namely: use of knowledge and skills, advancement in work, career development,
obtaining new obligations and responsibilities, and creativity and independent
work in the execution of tasks. The construct rated at the highest level is career
development with a mean value of 4.42 (88.4%). The construct with the lowest
level is new obligations and responsibilities with a mean value of 3.38 (7.6).

Table 4. Intrinsic rewards

Likert scale from 1-5

o .
Mean value of perception 76 of perception

Intrinsic rewards

IR01 Use of knowledge and skills 3.72 74.4
IR02 Advancement in work 3.62 72.4
IR03 Career development 4.42 88.4
IR04 New obligations and responsibilities 3.38 67.6
;l:i)fi rcnzlesg\t/;‘;}{( Sand independence in 372 744
Total - average 3.77 75.4

Source: Authors’ compilation
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The success of the information systems development project was measured by
three dimensions: user satisfaction, perceived quality and the implementation
process. The mean value of perception and the percentage of perception of all
respondents is shown in Tables 5, 6, 7 and 8.

Table 5 shows the mean values and percentage of the perception of all respondents
about the influence of individual elements for the success of the project on
the overall success of the information systems project. The perception of the
respondents who evaluated the success of the information systems development
project based on the five-level scale. The mean value of the Likert scale is 3.88
or 77.6% of the total value. The reported values are close to value 4 on the Likert
scale, which represents agreement with the stated attitudes.

Table 5. Project success

Likert scale from 1-5

Awards Mean value of perception % of perception
SC User satisfaction 4.19 83.8
Q Participated quality 4.07 81.4
I Implementation process 3.37 67.4
Total - average 3.88 77.6

Source: Authors’ compilation

Table 6 shows the sub-elements of the user satisfaction construct, namely: the
project that was developed is used by its users and the project contributes to
increasing the efficiency and effectiveness of employees. Both sub-elements
have a high level of agreement over 4, i.e. the project that was developed is
used by its users has a level of agreement of 4.31 or 86.2% and the project
contributes to increasing the efficiency and effectiveness of employees has a
level of agreement of 4.07 or 71.4%.

Table 6. User satisfaction

Likert scale from 1-5

User satisfaction Mean value of perception

% of perception

SCO01 The project that was developed is used 4.31 86.2
by its users

SCO03 The project contributes to increasing the 4.07 81.4
efficiency and effectiveness of employees

Overall — average 4.15 4.19 83.8

Source: Authors’ compilation
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Table 7 shows the sub-elements of the participatory quality construct with values:
the project fulfilled the wishes and requirements of the users 4.17 (83.4%), the
project showed significant improvements in the implementation of activities 4.14
(82.8%). The project results had a positive impact on business decision-making
3.86 (77.2%) and the project results had a positive impact on the organization’s
performance 4.12 (82.4%). The expressed values are above the value 4 on the
Likert scale, which represents agreement with the stated attitudes, except for the
value of the project results that had a favorable effect on the making of business
decisions, which has a value of 3.86.

Table 7. Participating quality

Likert scale from 1-5

Participating quality Mean value of perception

% of perception

QO1 The project fulfilled the wishes and
requirements of the users

Q02 The project has shown significant 4.14 2.8
improvements in the implementation of activities ’ ’

QO3 The results of the project had a favorable

4.17 83.4

impact on business decision-making 3.86 71.2
Q04 The results of the project had a positive

) e 4.12 82.4
impact on the performance of the organization

Total - average 4.07 81.4

Source: Authors’ compilation

Table 8 shows the sub-elements of the implementation process construct with
the following values: the project was implemented without major problems and
errors 3.50 (70%), the project was completed within the foreseen deadlines 3.32
(66.4%), and the project was completed within the budget 3.19 (67.4%). The
expressed values are above value 3 on the Likert scale, which represents partial
agreement with the stated attitudes.

Table 8. Implementation process

Likert scale from 1-5

Implementation process Mean value of perception

% of perception

101 The project was implemented without major

problems and errors 3.50 70.0
102 The project was completed on time 3.32 66.4
103 The project was completed within the budget 3.19 63.8
Total - average 3.37 67.4

Source: Authors’ compilation
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S. DISCUSSIONS

This research supports the hypothesis that in conditions where the costs of
controlling the execution of work activities of project managers and designers
in the development of information systems projects are high, the owner of the
company concludes a labor contract with the project manager and designers
based on the achieved business results. In this way, he will be able to use the
reward as a motivation to achieve the success of the project. Analyzing the data
collected through the survey, the level of agreement with the questions about the
impact of rewards on the success of projects was 3.86 (on a Likert scale from
1 to 5), i.e. 77.2% agreement, which means that the respondents agree with the
stated impact (Figure 5.).

In further discussion with the project managers and designers, they believe that
the best model for the work contract is a complete contract based on the achieved
results. This type of contract further motivates them to increase productivity,
achieve defined business results and be satisfied with their work. Therefore,
rewarding has a positive effect on the success of the information systems
development project, i.e. on its quality, completion deadlines and budget.

For performance-based work contracts for which a fixed salary is determined,
they believe it is not applicable for the project manager and designers, but it is
applicable for the administrative staff associated with the information systems
development project.

Until now, it has not been the practice to conclude employment contracts as
incomplete contracts and to protect risks by introducing a third party, i.e. a notary
or a court.

Intrinsic rewards, which are based on the personal satisfaction of individuals,
that is, their sense of contribution and self-importance, were significantly valued
with a total score of 3.77 or 75.4% satisfaction. Based on these data, the first
auxiliary hypothesis is confirmed, i.e. that intrinsic rewards have a positive effect
on user satisfaction, perceived quality and the project implementation process,
i.e. on the overall success of the information systems development project.

The most valued item was career development with 4.42 or 88.4%. In the
conversation with the designers, they pointed out that career development in
the field of information technology is very important, as technology, knowledge
and skills quickly become obsolete, and thus reduce their competence and
competitiveness on the labor market.

http://www.ae.ef.unibl.org/ 87


http://www.ae.ef.unibl.org/

Boris Todorovic et al. Rewarding and success of information systems development projects

Extrinsic rewards based on employee earnings were evaluated with an overall
rating of 3.95 or 79% satisfaction. Based on these data, the second auxiliary
hypothesis is confirmed, i.e. that extrinsic rewards have a positive effect on user
satisfaction, perceived quality and the project implementation process, i.e. on the
overall success of the information systems development project.

The most valued items related to material income of employees. The basic salary
was valued at 4.82 or 96.4%, and the bonuses for the achieved results were
valued at 4.71 or 94.2%. In the conversation with the designers, they pointed out
that material rewards are the biggest motivator for achieving business results, but
that bonuses and benefits are also an important motivator.

Analyzing how certain items of the project affect its success, we see that
user satisfaction is the most important item and was rated with 4.19, i.e. 83%
satisfaction, while perceived quality had an effect of 4.07 or 81.4% satisfaction,
and the implementation process had an effect of 3 .37 or 67.4% satisfaction.

In conversations with respondents, they stated that the implementation process
had the least impact on the success of the project, 3.88 or 77.6%. As an
explanation, they stated that in practice, during implementation, certain problems
and small errors appear that the user tolerates and does not significantly affect
his satisfaction and the quality of the project.

Input variables Response variables Output variables

HO+ 3.86 or 77.2%

Performance-
based contract

Rewarding Project success

3.77 01 75.4% 4.19 or 83.0% 133

User 3.88 or 77.6%

satisfaction

Intrinsic
rewards

4.07 or 81.4% H3bH

Perceived
quality

3.37 or 67.4% H3c+H

Extrinsic
awards

Implementation
process

3.95 or 79.0%

Figure 5. Model analysis results

Source: Authors’ compilation
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6. CONCLUSIONS

Poor performance of information systems development projects has become a
problem for project companies, project users and society as a whole. In order
to try to solve this problem, this research tried to give an answer regarding
the impact of rewards, i.e. intrinsic and extrinsic rewards, on the success of
information systems projects.

The answers to the questions can help owners, project managers and designers
create better labor contracts based on business results. Owners can analyze all
models of employment contracts and find the model and reward methods that
best suit their goals and needs. In addition, owners can have useful information
related to motivating project managers and designers to achieve the success of
the information systems development project.

Designers can use the information for future labor contract negotiations with
owners.

Also, the research confirmed that by using the Likert scale it is possible to
obtain information and attitudes of individual respondents on the basis of
which valid conclusions and recommendations can be made.
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HAT'PABUBAIBLE U YCIIJEX ITPOJEKATA PA3BOJA
NH®OPMALMOHUX CUCTEMA

1 Bopuc Togoposuh, Exonomcku dakynrer Yausepsutera y bamoj Jlynun, bocHa n Xepuerosnna
2 Mapwuja Togoposuh, Acka Menua, beorpaa, Cpouja

CA/KETAK

CBpxa UCTpakHBama Ce OJHOCH Ha yTBphHBame y3poKa HEyCIjexa Mmpojekara
pasBoja nH(popManmoHux cuctema. Ilommm cMo 10 XuIoTe3e Aa HarpahuBame
Moxe 1MOoOO0JBIIATH YCHJENTHOCT MpojeKara pa3Boja WHPOPMAIIMOHUX CHCTEMA.
Crora ce npejuiaxke Jja YroBOpH 0O pany Oylly Be3aHH 3a pe3yiTare MmociiOBama.
ExcTpuH3nyHe W MHTPUH3WYHE Harpajga cy no0ap MOTHBAaTop KOjU yTHYE Ha
noGoJblamenepGopMaHCH3aoCIeHUX, 0OJTHOCHO HATOBehamb e POy KTHBHOCTH,
pe3ynTara TOCJOBamba W 33J0BOJECTBA IOCIOM, T€ AONpUHOCH moBehamy
YCIjeNTHOCTH IIpojeKara pa3Boja MH(PpOPMAMOHUX cucTeMa. Y UCTPAKUBABY CY
y4eCTBOBAJIM MIPOjEKTAHTH U PYKOBOIMOIIM MTpOjeKaTa pa3Boja HHPOPMAIIMOHUX
CHUCTEMa KOjU Cy Y aHKETHHM NHTamkUMa H3HHjeH CBOjE€ CTABOBE O YTHUIAjy
HarpahuBama Ha YCHJEIIHOCT TPOjeKTa pa3Boja MHPOPMAIIMOHHX CHCTEMA.
CraBoBH Cy BpeIHOBaHHM Ha OCHOBY merocTeneHe JIukeproBe ckame. JlomaTHe
MOJIATKE CMO TPUKYIHUIIM TaKO INTO CMO Pa3roBapajd ca PyKOBOIAHMOIMMA U
MPOjeKTaHTHMa Koju ce OaBe pa3BHjeM HH(opManuoHuX cucrema. J{nzajHom
HACTpakMBamka YTBPAIA CMO HE3aBHUCHY BapHjadITy Koja C€ OTHOCH Ha YTOBOP O
pany TeMeJbeH Ha pe3yJITaThMa IOCIOBamka, KOjH je OCHOBA 3a MPUMjEHY pa3HUX
o0nrka HarpaljuBama U 3aBUCHY BapHjalily Koja ce OJHOCH Ha yCIjeX MpOojeKTa
pa3Boja uHpOpMANMOHUX cUcTeMa. [TTaBHH Halla3d HCTPAXKHBAKa Cy BE3aHU
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3a neuHucame yropopa n3Mel)y BIacHUKA, ca je[He CTpaHe, U PYKOBOAUOIA U
MpojeKTaHara, ca Apyre CTpaHe, YuMe ¢e pjeliaBajy npoOaeMu OMOPTYHUTETHOT
MOHAIakha PYKOBOAMOIIA M IPOjeKTaHaTa pa3Boja WHPOPMAIMOHUX CHCTEMA.
[Mopen tora, neduHncanu cy GakTOpu EKCTPUH3NYHUX U HHTPUH3WYHUX HArpaaa
Koju ce Hajuemhe KOPUCTE KOJ MOTHBHCAama PYKOBOIMOILIA M IPOjeKTaHaTa
pa3Boja uH(pOpMaIMOHUX cucTeMa. [IpakTHUHE HMIUTUKAIMje HCTPaKHUBaba
OJIHOCE ce Ha KOPHCTH Koje hie uMaTH BIIaCHHK KOMIIaHHWje, T€ PYKOBOIHOIH U
NpOjeKTaHTH pa3Boja nHpopmannonux cucrema. Onu he nobutn HajoOIBH MOIET
yroBOpa o paiy 3a 3alociieHe KOji pajie Ha pa3Bojy Mpojekra HHHOPMAIMOHUX
cucrema. Ilopen Tora, mobuhe mHbOpManuje o craBoBHMa IpoOjeKTaHaTa U
PYKOBOAMOIIA MPOjeKTa Be3aHMUX 3a (hakrope HarpahuBama KOju MOOOJbIIABAjY
VCI[JEIIHOCT TMpPOjeKTa pa3Boja WHPOpPMAIMOHHX cucTeMa. OpUTHHAITHOCT
UCTpaXHBamba OJHOCH CE HAa KpeHpame MOJIea KOjH MOBE3yje YroBOp O pay
TeMeJbEH Ha pe3yaTaThMa MocioBama ca (pakropuma HarpajuBama Koji MoMaxy
na ce moeeha ycmjenHocT npojekra pa3soja nHGOPMAIIMOHUX CUCTEMA.

KibyuHe pujeun: unmpun3zuune Hacpaoe, ekCmpuHsuyHe Hazpaoe, 3a0080,/6CMeEo
KOPUCHUKA, K8ATUMeEM NPOjekma, npoyec umniemeHmayuje npojexma.
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