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JucepTannoHHUAT TPYA CBHABPXKA YBOJ, UETHPH TJIABH W
3akmroueHne. Toi € B obem oOT 237 CTaHIApTHH TEKCTOBH CTPAHMIIH.
M3non3Banu ca 257 nutepaTypHU U3TOYHUKA. KBbM IHCEPTAIIMOHHUS TPYA UMa
1 mpuitokenne B obeM ot 9 crpanunu. B TekcTa ca Bkimouenu 30 tabmuny u
18 durypm.

ABTOPBT Ha [JUCEPTAIMOHHUSA TPYJ € JOKTOPAaHT B KaTemapa
“@unancu u oruerHoct” npu Cronancku dakynrer Ha IO3Y “Heodur
Puncku”- bnaroesrpaz.

3ammraTa Ha AUCEePTAMOHHUS TPy Ie ce cheton Ha 02.04.2026 T. B
crpagara Ha YK 8 na O3V ,Heodur Puncku, rp. bnaroesrpan B 3ama 8326
ot 11.00 yaca. MatepuanuTe mo 3amuraTa ca Ha Pa3lOJIOKEHHE B KaTeapa
»PuHaHCcH U otyeTHOCT, CTomancku (akynrer Ha FO3Y ,Heodur Puncku®,
rp. bnaroesrpan.



LOBIIA XAPAKTEPUCTHKA HA JUCEPTALIMOHHUS
TPY]{

1.AKTyaJTHOCT M 3HAYMMOCT Ha NMpodJiema.

YpaBieHHEeTO Ha YOBEUIKUTE PECYPCH € KIF0YOB KOMITOHEHT
3a yCHENHOTO (YHKIIMOHHpPAHEe HAa BCAKA OpraHU3aIlns, OCOOCHO B
CEKTOpU C BHCOKa OOIIECTBEHA 3HAYMMOCT KaTo 37[paBEONa3BaHETO.
KauectBOTO Ha mpenoCTaBIHUTE 3APABHU YCIYTH, yIOBICTBOPEHOCTTA
Ha TIAIIMEHTUTE W yCTOMYMBOCTTA HAa CHCTEMaTa JI0 TrojisiMa CTEleH
3aBUCST OT HAYHMHA, 110 KOMTO Ce yIpaBisdBa U pPa3BUBa IEPCOHAIBT.

B bBearapus ynpaBieHHETO Ha UYOBCIIKUTE PECYpPCH B
3IpaBEOINa3BaHETO € H3MPaBeHO Tpea pPeaulla Npeau3BUKaTEICTBA.
Cpen Haii-cepHO3HHTE Ca HEIOCTUT'BT HAa MEIUIIMHCKU CIEIHaJICTH,
KaKTO U BHCOKOTO HUBO Ha NMPOQECUOHAIHA MUTPAIUS U TEKYIECTBOTO
Ha Kajapu. JlaHHUTE couaT, 4e BCE MOBEUE MIIATH JICKAPH U MEIUIIUMHCKU
CECTpPH THPCAT peaju3alys B 4ykKOWHa, KOETO BOJIU 10 JOITBIHUTEITHO
HATOBapBaHE HAa OCTABAIUTE KAJPU W JI0 3aTPYJAHCHOTO OCHUTYpSBaHE
Ha HEMPEKHhCHAT M KaYECTBEH 3]JPaBEH MPOIlec, 0COOCHO B OTAAJICUYCHU
WM CJIa00 HAaCeJICH! PaoHH.

B ycnoBusTa Ha Tasuw IWHAMHYHA W TPEAW3BUKATENHA Cpeia,
JUAEPCTBOTO MPHIO00MBA BCE IMO-3HAYMMA POJS B YIPABICHHETO HA
YOBEWIKWTE pecypcd. To He camMO0 MOTHBHpa W 3aabpika
KBaTM(UIIUPAHU KaJlpH, HO CHINO Taka Ch3JaBa KyJlTypa Ha JIOBEpHE,
WHOBAIlMW U CHTPYJHUYECTBO. BBEB Bph3ka ¢ TOBa OCOOCHO MOJIC3CH €
TpaHC(OPMAIIMOHHUAT CTUJI Ha JHJEPCTBO, KOWTO aKICGHTHUPa BHPXY
BJIbXHOBEHHETO, TMYHOTO OTHOIICHNE U CTPaTerHuecKaTa BU3UsI.

[IpoGnemMbT, CBHp3aH ¢ YHPABICHUETO HA YOBEIIKUTE PECYPCH
B 3[[paBEOIa3BaHETO, KAKTO M TeMaTa 3a M3IMOJI3BAHETO Ha JUIACPCKU
MOJIXOJ], TIPEJCTABIIIBAa MHTEPEC 3a MHOTO Y4eHH B Tazu cdepa. Ha
M3yYaBaHETO HA YIPABIEHHUETO HA YOBEUIKHUTE PECYpCH Ca MOCBETEHHU
TpYZOBETE Ha HalM U 4ykau aBTopu kato: I1. XKypasnes, 10. Oneros,
H. Boarun, U. Ecaynosa, A. Cmurt, P. Oyen, X. I'pesMm u P. bener, M.
Apwmcrponr, I'. Kirepk, T. Croyn, H. Men, M. Xapuc, JI. Knaiiman, X.
Omara, C. Teinbp, JI., K. Potuu, A. HankepBuc, K. Aprupuc, @.
Xepuboepr, k. XwuT, [. Makrpersp, A. @aifon, JI. Credanos, M.
Ileituena, U. IlanTeneena, 3. iBanosa, T. Xpuctosa u ap.



JluaepcTBOTO U AUACPCKUAT MOAXOM Ca TEMHU HA U3y4yaBaHE OT
HamM U uyyxau yueHu karo: b. bac, M. [ionpu, X. 3aropmek, P.
Crormun, P. Xaye, JIx. Exman, II. Hoprxayc, . AnTtoHakuc, J[X.
Kotwp, X. JIur aro Bep, /Ix. bopuc, A. 3amesnmk, P. bonneH, P.
I'puitnnuiid, 1. Unues, M. Brnagumuposa, H. /lanoBa, A. Mapuesa, .
Kowmmuros, C. I'enes, K. Xamkues u ap.

M3roTBeHnTe HAyYHW TPYIOBE W TIPHIIOKHH pPa3pabOTKH,
CBBP3aHU C YIPABICHUETO HA YOBEHIKUTE PECYPCH M JIMJCPCKUAT
MOAXO0J, 3acly’KaBaT BHCOKa OIICHKA. BBIOpexku He MHOro OT Te3u
u3cienBaHug ce  (QokycupaT BBPXYy pa3IMYHU  acCIEKTH  Ha
YIPABJICHUETO HA YOBEHIKUTE PECYPCH, ACMIEKTHT HA NMPUIOKEHUETO HA
TUACPCKUS MOAXOJ B YIPABICHUETO HA TE3U PECYpPCH BCE OIIEC HE €
IocTaThyHO pasrieaad. OcoOeHO BaXKCH € KOHTEKCTHT Ha IIPOMEHUTE B
3/IpaBeOIa3BaHEeTO, BKIIOUYUTEITHO BHEAPSIBAHETO HA HOBH TEXHOJIOTHH,
KaKTO U TPOMCHH B OOIICCTBCHHTE W TIOJUTUYCCKUTE CTPYKTYPH,
KOUTO BJIMSISIT HA TIPOIIECUTE HA yIIPaBJICHUE.

IIpencraBeHnTe TEOPETUIHH Pa3pabOTKU HE BUHATH 3alUTaBaT
€IHA M CbIIA IIO3UIMUSI OTHOCHO CHIMHOCTTa M 3HAYCHUETO Ha
JTUACPCKUS TOIXO0] B YIPABICHUETO HA YOBEHIKUTE pecypcu. JlumcaTa
Ha KOHCEHCYC II0 TE€3W BBIPOCH Halara HEOOXOAMMOCTTAa OT
KOHKPETH3MpAaHe Ha TCOPETUYHWTE OCHOBH M OT TIPOydYBaHE Ha
BB3MOKHOCTHUTE 32 ONTUMU3HUPAHE Ha MPOIECUTE Ype3 NPUIAraHeTo Ha
JTUACPCKU TIPAKTUKHA. BB3MOXKHOCTTA 32 €(PEKTHBHO YIPABJICHHE HA
KaJpUTe B 3IpPaBEOINA3BAHETO 3aBUCH OT MHOXECTBO (HaKTOpH,
XapaKTepHH 3a 3lIpaBeolia3BaHeTo B bwirapus — oT aemorpadcku u
COIMAJTHY MTPOMEHU JI0 TMOJIUTUYCCKUTE U MHCTUTYIIMOHAIHU YCIOBUS,
B KOUTO (QYHKITHOHHPA 3/IpaBHATA CUCTEMA.

Bb3MoxHOCTTAa 3a mpuiaaraHe Ha JIAJACPCKA TIOAXOA B
YIpPaBICHUETO HAa YOBCIIKUTE PECYPCH B 3JpaBeONa3BaHETO TPsOBa Ja
OTYNTA TEPUTOPHUATHUTE M COIMAIHHA OCOOCHOCTH Ha CTpaHaTa HH,
KaKTO W TOJIMTHYECKOTO CHCTOSHHUC M B3aMMOOTHOIICHUATA C NPYTH
IbpXkaBU. BaxxHO € &a ce B3eMaT MNPEABUI W MEXIyHAPOTHHUTE
CTaHIApTH B 3paBeoIla3BaHETO, KaKTO M HYy)KJaTa OT aJalnTHpaHEe Ha
JTUACPCKU CTPATETUH KBM CIICNU(PUIHNTE W3UCKBAHHS Ha 3IPaBHUTE
WHCTHUTYIMH B bearapus.

AKTyaJlHOCTTa ¥ 3HAa4YMMOCTTa HA W3CJEeIBaHETO B
HACTOSIIIUSI AUCEPTALIMOHEH TPYA ce ompenessi Ha 0a3ara Ha
CJIeIHUTE OCHOBHHM apPTyMeHTH:



1. EdexktuBHOTO ympaBlIeHWE Ha YOBCHIKUTE pECYpcH B
3/IpaBEOIa3BaHETO € KPUTHYHO BAXKHO 32 OCUTYpPsIBAHE Ha KaueCTBCHU
3IpaBHU YCIYTH M YCTOMYMBOCT Ha CHCTeMara, 3alloTO TOBa
yOpaBleHHe BIHAE€ HE CaMO BBPXy paboTHaTa cpefa, HO W BBPXY
VAOBJICTBOPCHOCTTa HA  TAIMEHTUTE, [MPOU3BOJAUTEIHOCTTa Ha
CITYXHUTEJUTE U €PEeKTUBHOTO M3IOJI3BaHE HA HAIMIHHUTE PECYPCH.

2. JlmpepcTBOTO WTpae EHTpajIHa PO B TO3M IMPOIEC, KaTO
Ch3ZlaBa YCJIOBUS 3a MOTHBAIUS, 3aIbpKaHE © Pa3BUTHE Ha
BUCOKOKBanmu(uimpan mepcoHan. Upe3 wu3MoiN3BaHEe Ha JTHACPCKU
MOMXOAM  KAaro  TpaHCQOPMAIMOHHO JIUAEPCTBO CE€  TOCTHTA
BJIbXHOBCHHE M aHTQ)XKHPAHOCT, KOUTO Ca KIIFOUOBH 3a MOJI00psSBaHe Ha
pe3yNTaTUTE B 3IpaBeOIa3BaHETO.

3. Jlumepckute CTpaTeTWH, KOWTO TIOCTaBAT AaKIEHT BBPXY
moakpenara, OOy4YeHHMETO H TMPOo(eCcHOHATHOTO pa3BUTHE Ha
CIIYXHUTEIUTE, JOMPHHACAT 3a WU3IPaXJTAHETO HA NPUBJICKATEIIHA U
ycToiumBa paboTHA cpefa.

4. UsrpaxpmaHeTo Ha KyATypa Ha JIOBEpHE U ChTPYAHUUYECTBO €
Hepa3JedHa  4YacT  OT  JIWJACPCTBOTO B 37paBeONa3BaHETO.
HacwppuaBanero Ha wHOBanmu, €(QEKTHBHA KOMYHUKAIUS U
MIPO3PAYHOCT B YIPABICHUETO BOJAT 1O IMO-BHCOKA aHTQXKMPAHOCT Ha
nepcoHalia 1 mogo0psBaHe Ha KaYeCTBOTO Ha 3APAaBHUTE YCIIYTH.

5. EdextuBHOTO mpmiaraHe Ha JIHACPCKH IOAXOIU €
CTpaTermyecKl WHCTPYMEHT 3a OCUTYpPSBAaHE Ha IBITOCPOYHH TIOI3U
KaKTO 3a 3[JpaBHUTE OpraHU3aIliH, TaKa 1 3a 00IIECTBOTO.

PazpaboTeHusT mucepTalioHeH TPy ce CTPEMU Jia MPEATIOKU
TEOPETUYHO OOOCHOBAHM M TPAKTUYCCKH TPHUIOKUMH PEIICHUS 3a
YCHBBPIICHCTBAHE HA YNPABICHHETO HAa YOBEIIKUTE DPECYpCH dpe3
WHTETpanus Ha ¢PEKTUBHU JIUJCPCKH MPAKTUKH, KOUTO Ja OTTOBOPST
HAa CHBPEMCHHUTE M3UCKBAHUS HA 3/IPaBEOIa3BaHETO.

2.A3caenoBaTesicka Te3a

OcHoBHaTa Hay4YHA Te3a Ha JUCEPTAIIMOHHOTO M3CJIEBAHE €,
ye e()eKTUBHOTO MpHUJIaraHe Ha JIMJSPCKH TOAXOU B YIIPABICHUETO HA
YOBEIIKATE PECYpPCH B 3[paBeolNa3BaHETO BOAW N0 MoM0OpsBaHEe Ha
OpraHM3allioHHaTa e(QEeKTHBHOCT, MOTHBAIUATa Ha TIEpCOHANa |
Ka4eCTBOTO Ha 3][PaBHUTE YCITYTH.

3.1lexn 1 3a7aun HA H3CJIEABAHETO

OcHOBHA 1eJl Ha JUCEPTAIIMOHHUS TPY[ € Ja Ce M3CJIeNBaT U
aHaIM3UpaT BB3MOXKHOCTUTE 332 YCHBBPIICHCTBAHE HA YIPABICHHETO
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Ha YOBCUIKUTE PECYpPCH B 3[paBEONa3BaHETO Upe3 HHTErpalnusTa Ha
TUACPCKHU MOIXOIH.

3a mocTWTaHe Ha IIeNTa HAa M3CIEIBAHETO C€ IOCTaBAT
CIIeTHUTE 3aAa4M:

1. Jla ce mpoydaT TEOPETUYHUTE OCHOBM M CHBPEMECHHUTE
TEHCHIINU B YIIPABIEHUETO Ha YOBEIIKUTE PECYPCH.

2. Jla ce aHanmm3upaT OCHOBHHUTE KOHIENIIMM W MOJAETH Ha
JTUACPCTBOTO, MIPUIOKUMU B 3[IPaBHUS CEKTOP.

3. Jla ce u3cnenBa ChbCTOSIHUETO HA YIPABICHUETO HA YOBEIIKUTE
pecypcu B 31paBeonasBaneTo B briarapus u EC.

4. Jla ce mpoyuaT U OLECHAT NpUlaraHUuTe JUIECPCKUTE TOIXOIU B
CEKTOpa Ha 3/paBEOIa3BaHETO, CTCIECHTAa Ha H3IOJ3BaHE Ha
KOMIIETEHTHOCTUTE Ha IEPCOHANIa M 1a C€ U3BBPIIN TUATHOCTHKA
Ha YIPaBIEHCKUS CTHIL.

5. Jla ce mpeaiokaT KOHKPETHH MPENOPHKH 3a MOJ00psABaHe Ha
YIPABJICHUETO HA YOBEIIKUTE PECYPCHU B 3[IpaBEOMA3BAHETO UPE3
MIpUjIarane Ha JUIEPCKH MOAXO/I.

4.00eKT U npeaMeT HA U3CJIeIBAHETO

O0ekT Ha M3cJeABaHe B JUCEPTALIMOHHUS TPYJ € cUcTeMaTa
3a yIpapJeHHE Ha YOBEIIKUTE PECYPCH B 3APaBEONa3BaHETO.

IlpenmeT Ha H3cIeIBAaHETO Ca BH3MOXKHOCTHUTE 32
nomoOpsiBaHE Ha YNPaBICHUETO HA YOBCIIKUTE PECypcH upe3
MIpUJIATaHeTo Ha JINACPCKHU TTOAXO/IH.

5.MeTon0J10rHsl HA U3CJIEABAHETO

M3non3Banute MeETOAM 3a TIOCTUTaHE Ha LEJIUTE Ha
U3CIICIBAHETO Ca CICAHUTE: METOJ Ha CPAaBHEHUETO, METO/ HA aHAJIU3 U
CHHTE3, METOJ Ha TPYIUPOBKATa, WHTYUTHBEH M CHCTEMaTHYEH
MOJIX0J, KOHTCHT aHaj 3, TaOMW4eH W TpaduveH METOJ, METOAH 3a
pa3KpuBaHE Ha CTPYKTypaTa, JUHAMUKaTa U TEPUTOPUATHOTO
pasmnoJioKeHNe Ha M3CIICABAHNUTE 3/PaBHU 3aBEJICHUS, aHKETEH METOI.
M30poeHuTe METOOM TMPEOOCTAaBAT BH3MOXKHOCT 3a pelIaBaHe Ha
U3CIICIOBATEICKUTE 3aJa4H.

6. N3Tounnum Ha HHPOPMALMOHHO OCUTYpPSIBaHe

OcCHOBHHTE HW3TOYHHUIIM Ha WH(GOPMAIUS Ca CTATUCTHUYECKU
JlaHHW, TyOJMKyBaHU OT HalMoHaNHUS CTATUCTHYECKU HMHCTUTYT
(HCH), Espocrar, Eppomeiicka xomucus, CBeTOBHa 3apaBHa
OpraHM3alysi, aHAINTHYHA JOKIagd Ha AMepuKaHCKa OOJHUYHA
acouyamnus, W3CcJelBaHUSA M pa3pabOTKM Ha HAYYHH WHCTHUTYIIVH,
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HAYYHU TPYJOBE, KHUTH W pa3pabOTKU HA CHBPEMEHHH M KIACHUYECKU
aBTOpH; PE3yJNITaTH OT MPOBENICHO OT aBTOpa aHKETHO IMpoyuBaHe. Ha
ocHOBaTa Ha chOpaHata wuH(OpMAIMsS ca HaMpaBeHH W3BOMM,
WACHTU(UIIMPAHA ca KIIOYOBHTE MPOOJIEMH Tpexa MpHiaraHeTo Ha
JHUJEPCKU MOJIXOM B 3APABEONa3BAaHETO M Ca MPEIUIOKEHH MPEHOPBKU
3a MojoOpsIBaHE Ha YIIPABIEHUETO HAa YOBEIIKUTE PECYPCH B 3PABHHUTE
3aBesieHus B boirapus.

7.0rpaHuyeHus1 HA U3CJIEIBAHETO.

JucepTalliOHHOTO HM3ClieIBaHE € OTPaHMUYEHO IO OTHOIICHHUE
Ha n300pa Ha 37paBHU 3aBEACHUS, KOUTO MOTaT Aa Ob/aT aHaTHU3UpPaHH.
Uscnensanero € orpaHUYECHO MO OTHOILICHUE HA W3CJICABAHUS TEPHOL,
a nMeHHo oT 2017 r. mo 2023 r. OrpaHu4eHus CHIIECTBYBaT U IO
OTHOIIIEHWE Ha TEPUTOpHAJEH MpPHU3HAK, THH KaToO W3CIEIABAHNUTE
MPEINPUATHS He ca TPEJCTaBUTEHN Ha BCHYKH 00JacT Ha bhirapusi.

Pa3paboTBaneTo Ha AUCEPTALMOHHUS TPy O€ CHIPOBOACHO OT
W3BECTHO 3aTPyJHCHHUE BBHB BPB3Ka C IOMMBIBAHETO HA AHKETUTE B
AaHKETHOTO MpPOy4YBaHE, KAaKTO W HEHABPEMEHHOTO IyOIWKyBaHe U
nurcara Ha WHQOpMAINHUs 32 BCUYKU TOJUHU OT HM3CIICIABAHUS TICPUOJ
IO MTOKA3aTeJNH, 10 KOUTO Ca MPEICTABSHU CTATUCTUICCKH JTAHHMU.

8.CTpykTypa M chabp:KkaHue

JucepTaniioHHUAT TPy ChABPIKA YBOJ, U3JIO0XKEHHE B YETHPU
IaBu W 3akiodeHue. 237 CTaHTApPTHH TEKCTOBU  CTPaHMIIH.
M3non3anu ca 257 nurepaTypHd W3TOYHHKA. KBM IHCepTaIMOHHUS
Tpyn wMma | mpmiokernme B odem oT 9 crpanmmu. B Tekcra ca
BritoueHu 30 tabmuiy u 18 Gurypu.

CTpyKTyparta Ha M3JI0)KEHUETO € CIICTHATA!

YBOJ
I'JIABA ITBPBA. TEOPETUYHU OCHOBU HA
YHOPABJEHUETO HA YOBEIIKUTE PECYPCH

1. CeumiHOCT W XapaKTePUCTHKH Ha YNPaBICHUETO Ha
YOBEIIKHTE PECYPCH

2. IIpexox OT ymnpaBJeHHE Ha MEPCOHANA KbM YIpaBICHUE Ha
YOBEIIIKUTE PECYypPCU

3. Ucropudecka eBOMIONMS W Pa3BUTHE Ha YNPABICHUETO HA
YOBEIIKHTE PECYPCH

4. CTpaTernyecKko yIrpaBicHHE Ha YOBEIIKUTE PECYPCH
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5. Tekymo cbcTosiHME W OBJIEHIM TEHACHIIUU B YIPABICHUETO
Ha YOBEIIKUTE PECypCH

6. Mozend M TEOPETUYHM KOHIICIIIMU 3a YIpaBJICHHE Ha
YOBEILIKUTE PECYyPCH

7. Cucremu 3a ynpaBlicHUE Ha YOBEIIKUTE PECypCH

I'JIABA BTOPA. JIMAEPCKUAT nHoaxoxn B
YIIPABJIEHUETO HA YOBEUHIKUTE PECYPCHU

1. JlugepcTBO U BiacT

2. OCHOBHH TE€OPHH 32 JTUACPCTBOTO

3. Jlugepcku cTuinose

4. XapakTtepHu  OCOOCHOCTM  Ha  JIUACPCTBOTO B
3/IpaBeOIa3BaHETO
I'JIABA TPETA. 3JIPABEOIIASBAHE B BbJIT'APUS U B
EBPOINEVCKHUS CBHIO3

1. 3apaBeomnasBane B EBponetickus Chio3

2.AHaiM3 Ha TEKyImIOTO CBCTOSHHWEC Ha CHCTEMara Ha
3/paBeona3BaneTo B briarapus

I'JIABA YETBBPTA. EMIIMPUYHO WUM3CIJIIEABAHE HA
YIIPABJJEHUETO HA YOBEHKWUTE PECYPCHU B
3APABEOITAZBAHETO

1. MeTonuuecka paMmka Ha U3CJIEIBAHETO

2.M3crnenBaHe Ha TIpWIaraHeTo Ha JHUAEPCKUS TOAXOA B
YIPABJICHUETO HA YOBELIKUTE PECYPCH B 3PABEOMA3BAHETO

3.BB3MOKHOCTH 3a YCHBBPIICHCTBAHE Ha YIPABICHHETO Ha
YOBEIIKATE pECypcH B 3ApaBeONa3BaHETO 4dpe3 IpHiIaraHe Ha
TUACPCKUS TOIXOI

3AKVIIOYEHHUE
MN3ITI0JI3BBAHA JIMTEPATYPA
NNPUJIOKEHMUE Nel

CIIUCBK C IIYBJIMKAITUUTE



II. KPATKO M3JIOKEHUE HA CBHABLPKAHMETO HA
JTACEPTALIMHHMS TPY JI

I'ZIABA IIbPBA. TEOPETHMYHH OCHOBHUH HA
YIIPABJIEHUETO HA YOBEHIKHUTE PECYPCH

B mppBa rmaBa akmEHTHT C€ TOCTaBSI BBPXY TEOPETHIHUTE
OCHOBM Ha YNPABICHHETO HA YOBCHIKUTEC PECYPCH, BKIIOYHTEITHO
CBIIHOCTTA, XapaKTEPUCTHUKUTE W HUCTOPHYECKATa CBOJIONUS Ha
KoHIenmuATa. [Ipemmer Ha wm3cienBaHe B NMbpBUA maparpag e
CBIIIHOCTTa W OCHOBHHUTE XapaKTEPUCTUKA Ha YIPABJICHUETO Ha
YOBEIIKUTE pecypcu. B HacTosIeTo, KakTo B TEOpPHUATA, Taka U B
MpaKTHKaTa Ha yNPaBICHHETO HA YOBEIIKUTE PECYpPCH, CHIIECTBYBAT
pa3iIuYHU TePMUHHU, 0003HAYaBaIlld y9aCTHETO Ha XOpaTa B TPYAOBHUS
MpoIec: TPYMOBH pecypcH, paboTHa cuia, MepCcoHANl, TPYIOB
MOTCHIMAJ W YOBCIIKH pPECypCcH. YCTaHOBSBa C€, Y€ OCHOBHA
xapakTepuctuka Ha YUYP e HeroBara cTpaTermuecka poyisi B
OpraHM3alMUTe, KaTo ce MOCTaBs (POKYC BBPXY XOpaTa KaTo KIIFOUOB
aKTUB 3a TIOCTUTAHE HA OPTaHHM3AIMOHHWTE IICIW. YTPAaBICHUETO HA
YOBEIIIKATE PECYPCH € MPEACTaBEHO KAaTO CTPATETHYECKO B OTIEPATHBHO
yIpaBleHre, KOeTO € HACOUYEeHO KbM MOBHIIaBaHe Ha €()eKTUBHOCTTA OT
U3IIOJI3BAHETO HAa YOBCUIKUTE PECYPCH B OPTAHU3AIIUATA.

Karo ocHOBHM mNpHHLIMIN BBHB BpPB3Ka C YIIPABIEHHETO Ha
YOBEIIIKUTE PECYPCH Cca IOCOUYEHH CIIETHUTE:

- Xopata ca OCHOBHHUAT (akTOop 3a €(PEKTHBHOCTTa Ha
OpraHM3alMiaTa W TOAMBPKAHETO W TOBUIIABAHETO Ha HEiHATa
KOHKYPEHTOCTIOCOOHOCT;

- PBKOBOIHUAT EpCOHAN MPHUTEkKABA BUCOK MPOECHOHATH3BM;

- [lepconarbT MONMyYaBa CHCTEMHO MPO(ECHOHATHO Pa3BUTHE H
obOydJeHme;

- [IpemoppunTeTHO € M3MOJI3BAHETO HAa CTPATETHMYECKH TOIXOJ
MIPH yTIPABICHUETO HA YOBEIIKUTE PECYPCH;

- Ctpemex KbM NOJ00pSABaHE KaYeCTBOTO HA TPYIOBHS JKUBOT;

- OTKkpHuBaHe Ha BH3MOXKHOCTH 33 WHBECTHpPAHE B PA3BUTHETO HA
YOBEIIKUTE PECYPCH.

VYpaBieHUETO Ha YOBCIIKUTE PECYpCH € MPEACTaBEHO KaTo
e(ekTUBHO ympaBlIeHHE Ha XopaTa Ha paboTHOTO MscTo. OCBEH TOBa
ce YTOUHSBA, Y€ yMPaBICHUETO Ha YOBEIIKUTE pecypH € (pyHKuusATa B
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OpraHM3allMUTEe, KOSITO YJCCHSIBA Hal-¢()eKTUBHOTO H3IOJI3BaHE Ha
CIYXHUTEIUTE 3a IMOCTUTAaHEC HA OPTraHU3aIMOHHU ¥ WHIUBUIYaTHH
nenu. Criopet Ta3u JeQUHUIMS OT [IUTUPAHUSI aBTOD, YIIPABICHUETO HA
YOBEHIKUTE PecypcH € QYHKIUs, KOSTO Ce U3BHPIIBA B OpraHU3aIUsITa
U yJIeCHsBa HaW-e(DEKTUBHOTO W3MOJ3BaHE HA CIYXHTEIUTE 3a
MOCTHTaHe, KaKTO Ha OPTaHU3aIMOHHY, TaKa ¥ Ha WHAWBUIYaITHY [EJIH.

ToneMuTe opraHu3aIyiy ¢ JBITOCPOYHO PUCHCTBUE B PA3INIHA
WHAYCTPUU pa3dymMTaT Ha J0Ope pa3BUTH CHCTEMH 3a YIpaBJICHUE Ha
YOBEIIIKUTE PECYPCH, KOSTO BOAM J0 CH3IaBAHETO HAa CHIIHU IOJIUTUKU
3a o0op, 00yUeHNE W pPa3BUTHE HA MEpPCOHANA, KAaKTO M JO0 IIHPOKO
pasnpocTpaHeHue Ha J00pH MpakTUKA 3a ynpasienue. OT apyra
CTpaHa, MO-MaJKUTE OpraHW3alMd YeCTO MMAT OTpaHWYCH KamlaluTeT
3a TIpUJaraHe Ha CJIOKHU CHCTEMH 3a YIpaBlICHHE HA YOBEIIKHTE
pecyper B paboTAT ¢ POKyC BHPXYy OCHOBHH (DYHKIIMH KAaTO HaeMaHE W
aJMUHHACTpUpaHe Ha 3armiatd. OCBEH TOBa, HAKOW OPTraHU3AIUU
BBBEXK/IAT BBHHIIHU KOHCYJITAHTCKH YCIYTH W COMTYEpHHU PEIICHUS
3a yOpaBJCHME Ha YOBCIIKUTE PECYpCH, KaTo TE3H YCIIyTH
MIPEJICTABISIBAT MATBK, HO BXKCH JSUT OT ISUIOCTHATA UM JACHHOCT. Te3n
OpraHM3alliyd pasmoyiaraT ¢ J00pe OpraHu3upaHd METOAH 34
ONTUMH3HMPAHE Ha TMPOIECUTE MO YNpaBlcHHE Ha TMepcoHaNa |
MOMYJISIPU3UPaHE HA CBOUTE TIPAKTHKH.

AHanm3upa ce 3HAYCHHETO Ha TEXHOJIOTMYHUTE WHOBAIMH 3a
EBOJIIOIMATA HA YNPABICHUETO HAa YOBEIIKHUTE PECYPCH, KATO OCOOCHO
BHUMaHHE ce OOpbhIlla HAa MPUIAraHEeTO Ha JUTUTAJIHUA TEXHOJIOTHH,
KaTO CHUCTeMH 3a ympanieHue Ha yopemkute pecypcu (HRMS). Tesun
TEXHOJIOTMH TI03BOJISIBAT aBTOMATHU3allMs Ha IPOLECH KaTo MoJ00p,
OIICHKA Ha MPEJCTABSHETO M YIPaBJICHHE HA JIAHHU 33 CITY)KHTEIHTE,
KOETO yABbDKaBa €(EKTUBHOCTTA U JOCTHITHOCTTA HA TMPAKTHUKUTE 3a
yOpaBlICHHE Ha YOBEHIKUTE pecypcu. TpajHuIMOHHUTE TOAXOIU 3a
yIpaBJIcHHE Ha MTEPCOHANA MOCTENICHHO ca M3MECTCHU OT MHTETPUPAHU
U CTpaTerMyeckd OPHEHTHPAHH CHCTEMH, KOWTO Ch31aBaT HOBHU
CTaHJapTH B YIPABICHUETO HAa YOBCIIKHS KalWTal M BOJAT JIO
KOPUTHPAHE Ha OPTaHU3aIMOHHUTE TIOAXOIU KbM CITYKHUTEIIHTE.

Kato 0000menne oOT TOpPEeusIOKEHOTO BBHB BPB3KA C
MPEIUIOKCHUTE OIPENEICHUS 3a CBHIMHOCTTA HA YIPABICHHETO Ha
YOBEIIIKUTE PECYPCH, € O00OIEHO, Ye YNPaBICHUETO HA YOBEIIKHUTE
pecypcu TpeicTaBisiBa KOMIUIGKCHA W MHOTOCTPaHHA JIMCIUITIIVHA,
KOSTO OOXBallla pa3IMYHd AacleKTH OT (QYHKIHMOHHPAHETO Ha
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opraHm3anmaTa U HedHute ciuyxwurenn. OcHOBHaTa Iel  Ha
YIPaBICHUETO HA YOBEIIKUTE PeCypcH € e(heKTUBHOTO YIIPaBIICHUE HA
YOBEIIKHS KalWTaJl B OpPraHU3alMsATa, 3a Ja Ce MOCTHTHAT HEeWHHTE
CTpaTeTHYEeCKH Ied M Ja Ce€ MOA00pH KOHKYPEHTOCITOCOOHOCTTA.
YpaBieHUETO Ha YOBEIIIKUTE PECYPCH CE CTPEMH KbM MaKCUMU3HPaHE
Ha TIOTCHIMAJA Ha CIYXXWUTEIHWTE, Ch3JaBaHe Ha MOTHBHpama |
NPOJyKTHBHA pabOTHA Cpe/ia M OCHTYPSIBAHE Ha JIBJITOCPOYHO Pa3BUTHUE
HAa TIEpCOHAJA.

Ha 0a3ata oOTHOBO Ha pasrliekJaHUTE OMNpPEICIICHUS ca
WICHTU(QHUIIUPAH OCHOBHHTE XapaKTEPUCTHKH Ha YIPABICHUETO Ha
YOBEIIKUTE PECYPCH:

1. YnopaBieHHETO Ha YOBEUIKUTE PECYPCH CE pPas3riiekia Karo
KIIIOYOBA CcTparerniecka (yHKIUS, KOATO MoJroMara IOCTUTaHeTO Ha
OpraHU3aIMOHHUTE IelH. Ta3u opueHTaIs BKIIOYBA TUIAHHpAaHE Ha
YOBEIIIKUTE PECYPCH B CHOTBETCTBUE CHC CTPATETHYCCKHUTE IIETH Ha
OpraHM3alMaTa, WHTETPUPAHE HA TPAKTUKUTE 3a YIPaBIICHUE Ha
YOBEIIKHTE PECypcH C OWM3HEC CTpaTerusTa, KakTO M YydYacTHE B
pa3paboTBaHETO HA ABITOCPOYHU ILIAHOBE 33 Pa3BUTHE.

2. KOMITIEKCHOCT M MHOTO(YHKITMOHATHOCT, KOUTO CE JBJDKAT
Ha TOBa, Y€ YNPaBJICHHETO HA YOBEHIKUTE PEeCypcH OoOXBaima MUPOK
CHEKTHP OT JCHHOCTH M (DYHKIIMU, BKIFOUUTEITHO MTOJI00p U HaEMaHe Ha
nepcoHasl, o0ydeHHWe W pPa3BUTHE, YNPABICHHE Ha MPEICTaBSHETO,
BB3HATPAXKICHHNE W MOTHBAIWS, TPYJOBH OTHOIICHHUS ¥ 3JIpaBe H
Oe3omacHOCT HAa pabOTHOTO MSCTO.

3. B ocHOBaTa Ha yNpaBJICHUETO HA YOBCIIKUTE PECYPCH CTOST
CIYXHUTCIUTC Ha OpraHu3alysTa. YTPaBICHUETO HA YOBEIIKUTE
pecypcu ce pokycupa BbpXy TEXHUTE HYXKIH, pa3BUTHE, MOTUBAIHS U
YIOBIIETBOPEHOCT, C €N Jla ce cbh3gaae paboTHa cpena, B KOSTO
CIYXHUTEIUTe MOTaT Ja pas3rbpHAT IBIHUS CH IOTCHIHAN W Ja
JIOTIpUHECAT MAKCHMAITHO 32 YCIieXa Ha OpraHu3aIusTa.

4. CwBpeMeHHaTa OW3HEC cpema W HEWHaTa JTHUHAMHYHOCT
W3MCKBAT YNPABICHUETO HA YOBEIIKUTE PECypcH Ja Oblle ThBKaBO U
aJaliTUBHO KBbM TMpoMmeHuTe. TpsOBa 1a ce mpUTekaBa TOTOBHOCT 3a
OBp30 pearupaHe Ha MPOMEHU B MA3apPHUTE yCIOBUS, TEXHOJIOTHIHUTE
WHOBAIIMY U U3MCHSIIUTE CE HYXKIH HA CITY>KUTEIUTE.

5. B epara Ha aurutanuzanusaTa, YIPaBICHUETO HA YOBCIIKHUTE
pecypcu BKJIIOYBA HMHTETPHPAHETO HA PA3IMYHA TEXHOJOTHU 32
NoJJ00psIBaHE Ha MPOIECHUTE IO yIpaBIICHHE.
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6. ETHyHOCT U conMaiHa OTTOBOPHOCT, KOUTO C€ MPOSIBSIBAT Upe3
yIOpaBlieHHE Ha YOBEUIKUTE PECYPCH, M3BBPIIBAHO B CHOTBETCTBHE C
eTUYHWUTE  CTaHJapTH ®  COLMAJHAaTa  OTrOBOpPHOCT.  Ta3u
XapaKTepUCTHKAa C€ u3pa3siBa B CHOPABEAJIMBO M PaBHOIIPABHO
TpeTUpaHe Ha CIYXHTEJIUTE, OCHIypsiBAaHE Ha O€30HacHu U
3IPaBOCIIOBHA YCJOBHS Ha TpPyA, KakTo W HachpyaBaHe Ha
pa3zHo00pa3neTo U BKIIOYBAHETO.

Upes u30poeHUTE  XapaKTepUCTHUKH, YyMPaBICHUETO  Ha
YOBEIIKHTE pECypcM HE caMO IOANIOMAara OpraHu3alUdOHHATa
e(eKTUBHOCT, HO W Ch3[laBa OCHOBaTa 3a YCTOWMYMBO pa3BUTHE U
Onmaromoslyune Ha ciykutenute. EQeKTHBHOTO ympaBieHHE Ha
YOBEIIKUTE PECYpPCH € OT PelIaBallo 3HA4YeHHE 3a M3rPaXJaHETO Ha
MO3UTHBHA OPraHU3aIIOHHA KYJITypa, HAChPYAaBaHETO HA WHOBAIIMUTE
Y TIOCTUTAHETO Ha IBJIITOCPOYCH yCTIEX.

BbB BTOpUSI maparpa¢ ce mpencTaBAT OCHOBHHTE ACTIEKTH Ha
npexoja OT yNpaBlieHHE Ha MEePCOHaNTa KbM YIIPaBJICHUE Ha YOBEIIKUTE
pecypen. Oto6erns3Ba ce, ue ot 80-Te TOMUHN Ha MUHAIHS BEK TEPMUHBT
,yIIpaBJICHNE Ha MepcoHaja’ MOCTENEHHO Ce 3aMEHS C ,,yNpaBleHHE Ha
YOBEIIKUTE PECypcH’’ B MHOTO CTpPaHM, KaTo Ta3d MPOMsHA OTpas3siBa
OCH3HABAHETO HA HECHOTBETCTBHATA MEXKAY HAJUYHUTE HYOBEIIKU
pecypcu 1 oprann3anoHHUTe HYXAu. [locouBa ce, 4e KOHIeMIUUTE 3a
yOpaBlieHHE Ha TIepcoHaja B MyONWYHUS CEKTOp NpPeThpIsBaT
3HAYUTEIHU IPOMEHH, 32 /1a OTTOBOPST HAa M3UCKBAHMUATA 32 €PEKTUBHO
yIpaBleHne, KaTo TpaHchopMaIusaTa 3ar04yBa B YaCTHUS CEKTOp U Ce
(oxycupa ocHOBHO BbpXy YUP B myOnuyuHus cexTop.

YcraHoBsIBa ce, 4e YNpPaBICHHETO HA YOBELIKHTE PECypcH ce
CTPEeMH Ja Ch3[aZie ChOTBETCTBHE MEXAY HYKIUTE HAa OPraHM3aINATa
OT YOBEIIKM pECypcH M HAIWYHUTE PECYypcH OT IepcoHal B
KOJINYECTBEH (110 OTHOLICHWE HAa YHCJICHOCTTA, U30ATBAMKH CBPBHX HIIH
HEJOCTUT Ha TEPCOHAN) M Ka4eCTBEH (II0 OTHOIICHWE HAa YMEHHUSITa U
MOTHBALIMATA, HAMANSBAWKNA HEJOCTAaThUHA WM CBPHXKBATH(UKALINSA)
acnekt. [lo otHomenue Ha neununmsara, T. Axamman hopmynupa, ye
»HY)KIUTE OT YOBEUIKM PECYpCH BKJIIOYBAT AIBKHOCTUTE, KOHUTO
TpsiOBa ma ObJaT 3ambIHEHW 3a U3MBJIHEHHE HAa MHCHUTE Ha
OpraHu3aluaATa, a ,, JOBEIIKUTE PECYPCH'* CE OTHACAT JI0 CIIy>KUTEJIHTE,
kouto ru 3aemar. Cmopen J. Igalens m P. Roussel, YUP o0xBama
BCHYKH [EHHOCTH 3a pa3BUTHE Ha KOJEKTHUBHATa €()EeKTHBHOCT Ha
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xopara,

KaTO oIpeacisda CTpaTeruu,

CpeIncTBa,

OpraHu3allMOHHA

PCKUMU U JIOTUCTHUKA 3a MOCTUTAHC HA LCIIMTC Ha OpraHru3anudaTa.

IIpencraBenu ca B TaOIH4eH BU PA3TUKUTE MEXy YIIpaBICHUE

Ha MepPCOHaJa U YIpaBJICHUE Ha YOBEIIKHUTE PECYPCH.

Ta6auna 1. Paznuku Meskay ynpasiieHHe HA MePCOHAJIA U

YIIPpaBJCHHUE HA YOBCHIKUTE PECYPCH
Ne nmoaxoan YIIPABJIEHUE HA yyp
KBbM YYP HEPCOHAJIA
1 OcHoBeH Chy>KuTensr e pa3xof, CIy>KUTEJIST ©
MOCTYJIaT KOHTO TpsiOBa 1a ce pecypc, KOUTo
MUHHMH3HPA TpsiOBa j1a ce pa3BuBa
2 OO0yuenue Crny>xu 3a agantupaHe Ha ToBa e HHBECTHIIUS
CITy>KuTens KbM paboTaTa 3a HACTOSIIETO 1
My ObIEIIETO HA
OpraHu3anusaTa
3 IIporuozen Kpatkocpouen u Jbarocpouen
XOPHU30HT CpPEJHOCPOYEH
4 Konkypentno ITazap mwnu TexHonorust KauectBo na YUP
PEeIUMMCTBO
5 M3Tounuk Ha Mammna u opranuzanus Mainmuna,
MPOU3BOJICTBEHA OpraHu3aIus u
e(heKTUBHOCT kadecTBO Ha YYP
6 M3Tounuk Ha ITapu u kapuepHno pazsurue | Ilapu, kapuepHo
MOTHBAIHA pa3BUTHE U BH] Ha
paboTaTa
7 IIpu npomenu CrIpoTrBa cpemry YP ca rpBKaBu U
MIPOMEHH, CITYKHUTEJIAT aIaNTHBHA
TpsiOBa J1a ce TIPOMEHSI
8 IlepciexktuBa 3a | Kpatkocpouna, peaktuBHa, | JIbiarocpodna,
BpeMe U eNM30JMYHa, MapTHHAIHA MIPOAKTHBHA,
TUIAHUPAHE cTpareruyuecka,
HHTErpUpaHa
9 IIcuxonoruueck | CpOTBETCTBHE AHTra)XupaHocT
U JIOTOBOP
10 IlepcnextuBa 3a | IlnypanuctuuHa, VYHUTapuUCTHYHA,
TPYJIOBH KOJICKTUBHA, HUCKO WH/IMBU/IyaJHa,
OTHOUICHHUSI JloBEpHe BHCOKO JIOBEpUE
11 IIpennouynrana Bropokparnuna/mexanuctn | OpraHudHa,
CTPYKTYpa/CUCTE | YHA, ICHTPAIU3HPAHA, JICIICHTPATU3UpaHa,
Ma dbopmaman/ nepuHIpaHU I'bBKaBH POJIH
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poiH
12 Ponu Crenmanusupanu/mpodecu | OCHOBHO
OHAJHU HHTETPUPaHU B
JINHEWHOTO
yIpaBJIeHHE
13 Orenka MuHuMu3HpaHe Ha MaxkcumaiHo
pasxoaute M3IIOJI3BaHe
(JOBENTKY KaIuTa1)

ITonpo6HO ca pa3riaemaHy OCHOBHUTE IASHUHUIINA W Pa3IIHKH
MeXIy YIpaBJIeHHEe Ha MepcoHana (aIMUHUCTPATUBHO yIpPaBICHHE HA
nepcoHana, (OKyCHMpaHO BBpXY 3alllalllaHe, OTChCTBUE, HaOWpaHe U
OIIeHKa 0e3 MpsKa Bpbh3Ka C OPTraHU3AIMOHHUTE IEJIN) U YIIPaBIeHIE Ha
YOBEIIKATE PECYpcH (CTpaTerudecko W MOOWIM3HMpPAIIO YIpaBIeHHE,
KBJIETO CIY)KHTEIHUTE Ca PECcypc 3a ycmex). AHAIM3bT Ha Tabnuiara
paskpuBa (QyHZAMEHTAJHW pa3nuyus BBB (Quiocodusita: npu
VIpaBJICHUE Ha TEPCOHANA CIYXKHTENAT € pa3xon (¢ (pokyc BBpXy
MUHUMH3UpPaHE Ha Pa3xoju, KPaTKOCPOUEH XOPU3OHT, CHIIPOTHBA KbM
MIPOMEHHU U OIOpPOKpaTHYHA CTPYKTypa), mokato npu YUP cimyxkutensr
€ pecypc 3a pasBuTHC (C HWHBECTHIMH B OOYy4YEHHE, IBJTOCPOUYCH
CTpaTermyecKyd IMOJIXOJ, T'bBKABOCT, AHTAXHPAHOCT W OpraHMYHA
CTPYKTypa). YTpPaBJICHUETO HA YOBEUIKUTE pPECypcH mpejyiara Io-
aJanTHBEH M WHTETPHpPAH IOAXOJ] 32 KOHKYPEHTOCIIOCOOHOCT upe3
YOBEIIKMS KalWTajd, 3a pasiiuka OT pEeaKTUBHUTE TMPaKTUKA Ha
YIpaBICHUETO HA TIEpCOHANA.

B Tpernss maparpad BHuMaHHETO ¢ (OKYCHPaHO BBPXY
WCTOPHYECKATa eBOJIIOIUS M PA3BUTHE Ha YIIPABIECHHUETO HA YOBEIIKUTE
pecypcu. OtTheneHO € MsICTO Ha pPaHHUTE IMOAXOMU 3a Moadop u
oOydeHHe Ha MepcoHalia, 3all0YHAIIN OIE B MPAUCTOPUUCCKUS TIEPUO]T
¢ n30opa Ha MJIEMEHHU JTUAECPH U MIPEJaBaHETO Ha TPAIWIUH 32 3/IpaBe
u OesomacHocT. Pasriemanm ca mTHhpBHTE METOAM 3a OIEHKA Ha
cnyxurenure B Kwuraéi (2000-1500 r. mp.H..) W CHCTEMHUTE 3a
obydenmne Ha yupamm B [peBHa ['bprus. IIpencTaBeHa e eBomronusaTa
Ha yIpaBJIeHHETO Ha TepcoHana B Ob6emmHeHOoTO KpasicTBo u CAILL,
KBJICTO PAaHHOTO BH3MPHEMaHEe HA MACOBOTO MIPOU3BOJICTBO CTHUMYJIHpA
Pa3BUTHETO HA  AJMHHUCTPATUBHU  Tpaktuku. Omnucanm  ca
XyMaHUTapHUTE, KOOMEPAaTUBHUTE W MApPKCHCTKUTE TEOPHH OT
HavanoTo Ha 20-Th BEK, KOUTO MMOCTABST OCHOBHTE HA CHHIWKAIN3Ma U
CHUCTEMHTE 32 WHAYCTPUAIHU OTHOIICHHS, KAKTO ¥ 3aKOHOJIATEIICTBOTO

13




3a peryiupaHe Ha paOOTHOTO BpeMe, MUHUMAIHHUTE 3aljlaTH |
YCIIOBUSTA HA TPY/I.

Koncratupa ce, 9e ¢ mpexoga KbM TOCTHHIYCTpHATHA
WKOHOMUKAa ¥ WKOHOMHKAa Ha 3HAHMETO HapacTBa 3HAYCHHETO Ha
KBATU(UIUPAHUS ¥ MOTHBHPAH TIEPCOHAN, KaTO CIYXHUTCIUTE Ce
TpaHchopMHpaT OT M3MBIHUTENH HA 33]]a91 B KPEaTHBHHU CH3AATEIH HA
croiHocT. JlorMuHO ce Hajmara U3BOABT, Y€ YIPABICHUETO Ha
YOBEIIIKUTE PECYPCH € 00CKT Ha 3HAYUTEITHA CBOJIIOIINS, IPEMUHABANKI
OT aJIMMHUCTPATUBHU (DYHKIUM KBM CTPATETUYCCKH W WHTETPUPaH
MOJIXOJ], KOMTO aKIEHTHpa BbPXY PA3BUTHETO HA YOBEINKHS KaruTall,
WHOBAIMUTE W KOHKYPEHTOCITIOCOOHOCTTA B JMHAMUYHA OU3HEC cpeja.

B dJerBbpTHA maparpad akIeHTHT € IIOCTAaBEH BBPXY
CTPaTEerMYecKOTO YIIpPaBIIEHHE Ha YOBEUIKUTE PECYPCH U HETOBOTO
3HaueHWe 3a opraHumzauuuTe. llpocrmensBa ce u ce aHamM3mWpa
EBONIIONMATA HA YNPABJICHUETO HA YOBCUIKUTE pECypcH  OT
aJMUHACTPATUBHU (YHKIIMH KM CTPATETHYCCKH MOAXOJI, BKIFOYBAIIL
JMEWHOCTH KaTo INIaHWpaHe Ha paboTHATa cuia, moAdop W HaeMaHe,
oOydeHHe W pa3BUTHE, YNPAaBICHUE HAa IMPEJACTaBIHETO, KapUEPHO
Pa3BHUTHE U COIMAITHO Pa3BUTHE.

YcraHoBsBa ce, 4e CTPATETHIECKOTO YIIPABJICHUE HA YOBEIIKHUTE
pecypcu ce OTiaMdYaBa C WHTETPHpPaH M IMPOAKTUBEH MOIXOMA, KOHTO
ChIJIacyBa IIOJIMTUKUTE 3a YIpPAaBICHHE HAa YOBEIIKUTE PECypCH C
o0muTe IeaM Ha OpraHu3amuaTa, KaTo ce (OKycHpa BBPXY
IBITOCPOYHa  KOHKypeHTocmocoOHocT.  Koncratmpa ce, de
CTPAaTEerMYeCcKOTO YIIPABICHUE HA YOBCIIKUTE PECYpPCH BKIIOYBA
CTpaTEernyecKo ITUTaHWpaHe (aHAIW3 HAa BHHIIHATA M BBTPEIIHATA Cpelia
3a TpenBWKAaHe Ha OBICNTM HYXOW), HHTETparus ¢ OW3HEC
cTparerusra (ChIJIaCyBaHE Ha YINPaBJICHUE HA YOBCIIKUTE PECYPCU C
MapKeTHHT, TPOU3BOJACTBO M (HUHAHCHM) W  yOpaBlIeHHE Ha
OopraHM3allMOHHaTa Kyntypa. HampaBeHo e pasrpannuyaBaHe MEXIY
CTPAaTEerMYecKOTO OT OMNEPAaTUBHOTO YNPABICHWE HA HYOBEIIKHTE
pecypcu Ha 0a3aTa Ha IpeACcTaBeHaTa IMo-rope HHQOpMaIus.

Brempekn uWe u gBata moaxoma ce  (OKycHpar BBPXY
YOpaBICHUETO HAa YOBEHIKUS KalWTal, TEXHHWTE e, 0O0XBaT H
METOJIOJIOTUH C€ Pa3InyaBaT 3HAYUTEITHO.

CTpaTern4eckoTo yIpaBiICHUE Ha YOBEIIKUTE PECYPCH CE OTHACS
JI0 IBITOCPOYHOTO IUIAaHWpPAHEe W WHTETPHUpaHe Ha YOBEIIKUTE pecypcH
B oOmarta crpaterus Ha opranm3anusata. OCHOBHaTa My Ilel € Jna

14



Ch37aJle YCTOWYMBO KOHKYPEHTHO TIPEAMMCTBO Ype3 e(EeKTHBHO
U3IMOJI3BaHE HA YOBECILKUS KaMUTAal.

®opMHUpaHETO HA CTpaTerus BKIIOYBA aHAJN3 HAa BHHIIHATA U
BBTpEIIHATA Cpela, HACHTH(HUIMpaHE HA IBJITOCPOYHHTE IENH Ha
OpraHM3anuaTa U pa3paboTBaHE Ha CTPATErMH 3a YOBEIIKUTE PECYPCH,
KOUTO TIOJIKPETISIT TE3U IIeITH.

CrpaTerudeckoTo yNpaBlI€HHE Ha YOBEHIKUTE pPECypCH ce
WHTETpHUpa C OOLIUS CTPaTETWYECKH IUIAaH Ha OpraHW3allusTa, KaTto
OCHTYpsIBa CBHITIACYBAHOCT MEXKJy OWU3HEC CTPATETHMHUTE U TOJIUTUKUTE
32 YOBEIIKUTE PECYPCH.

OnepaTUBHOTO YIpaBICHHE HA YOBEHIKUTE pECypcu ce
(hokycrpa BBPXY €KEIHCBHOTO YIpPAaBICHHE W aJIMUHUCTPUPAHE Ha
(hyHKIIMUTE Ha YOBEIMIKHTE pecypcu. HeroBara menm e ga ocurypu
e(heKTUBHO M e(pUKACHO M3ITBIHEHNE Ha MPOIECUTE W MOJUTHKHUTE TI0
OTHOLICHUE HA YOBEUIKUTE PECYPCH.

Kakto amMUHUCTPAaTUBHOTO yHpPaBICHUE HA YOBEIIKUTE PECYPCH
€ YacT OT IPUIOCTHOTO YIIpaBJIIGHWE Ha YOBEUIKHUTE PECYpCH, Taka
aJMUHHACTpPAaTUBHATAa  (YHKIUS  XapakTepu3upa  ONEPaTUBHOTO
YIOpPaBJICHUE, HO CBHIIO TaKa MPEACTABIABA YacT OT CTPATETMYECKOTO
yIpaBleHHEe Ha YOBEIIKUTE PECypPCH.

OnepaTHBHOTO YTMpaBICHWE HA YOBEHIKUTE PECypCH BKIIOYBA
aIMUHUCTPATUBHH (QYHKUUH KaTO YHpAGIeHUe HA  edlCeOHesHU
AOMUHUCMPAMUBHY 3a0a4u: BOJEHE HA TPYJIOBH JOCHETa, yIPaBICHUE
Ha 3aIUIaTH U 00e3MIeTeHus, Clla3BaHe Ha TPYAOBOTO 3aKOHOAATEICTBO
U peryialmu; noobop u HasHauaeaue: TIPOBEXKIAHE Ha MPOIECH 3a
MoI00Op M HaeMaHEe Ha MEePCOHAN, BKIIOYUTEIHO MHTEPBIOTA, MPOBEPKa
Ha TIPEMOPBKM M MHTETpAlsl Ha HOBOHA3HAYEHWUTE CIYXKHUTEJH,
obyyenue u pasgumue: OpPraHU3HpPaHEe Ha OOYUYHMTEIHH NPOTPaMHU H
WHUIIMATABA 332 TNPO(PECHOHAIHO pa3BUTHE, KOUTO Ja TMOA0OPST
YMEHHATa M KOMIICTCHIINUTE HAa CIYXWUTENIUTE,  yYHpaeieHue Ha
npedcmagaHemo: OIeHKa Ha paboTaTa Ha CITy)KUTENNUTE, IPEIOCTABIHE
Ha oOpaTHa Bpb3Ka M YIPaBICHHEC Ha MPOIECH 3a pPa3BUTHE Ha
Kapuepata, KaKTO W CIVH#CeOHU OMmHOUleHus: YIpaBlIeHHE Ha
B3aMMOOTHOIIEHUSATA MEXAY CIY)XHTEIUTe W OpraHHM3aIuATa,
paspeniaBaHe Ha KOH(UIMKTA W TOAIbpPKAHE HAa MOTHBAIMATA U
aHTXUPAHOCTTA Ha MEepCcoHaa.

B nerus maparpad akileHTHT € NOCTaBEH BBPXY TEKYIIOTO
CBCTOSIHUE W OBJACUINTE TEHIACHIMH B YIPABICHHETO HA YOBEIIKHTE
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pecypeu, pasriexgaHd B KOHTEKCTa Ha TJI00amHUTE M MECTHH
MKOHOMHYECKH Tmpouecd. llpocnensBa ce BIMSHHETO Ha KIIOYOBH
(hakTopu KaTo rIOOaNM3aIMA, TEXHOJOTUYHA WHOBALMU M JUTHUTAITHA
PEBOIIONNS, KOUTO TpaHCPOPMHpAT XapakTepa Ha Tpyaa U paboTHHTE
MecTa. YCTaHOBsiBa ce, 4e Te3u (pakTopu, 3aeqHO C HapacTBaliara
CIOXHOCT Ha OW3Hec cpenara, HajaraT HENPEKbCHATH HWHOBAINH B
MOIXOAUTE Ha TPOPECHOHANHCTUTE MO YIpaBJIEHHE HA YOBEIIKHTE
pecypen, 3a Aa ce agantupaT KbM IMHAMUYHUTE YCIOBUSI.

Koncratupa ce, 4e mpu NMpeMHUHABaHETO OT aJAMHUHHUCTPATHBHU
(YyHKIIUM KBM CTpPATETHYECKH IIOAXOIH, B €Tama, pasriIekIaH KaTo
epaTa Ha TEXHOJOTWYHHUS HANpPEIbK, YIPABICHHUETO Ha YOBEILKUTE
pecypeu ce  Qokycupa BBPXY CTpaTeTHUECKO MapTHHOPCTBO,
yOpaBleHHe Ha TalaHTH W ENEeKTPOHHU CHUCTEMH 3a YIIpaBJIEHHE Ha
YOBEIIKATE pPEecypcH, Karo [AWCTAaHIIMOHHa pabdoTa W TBbBKaBH
apamKMMEHTH, KOETO OTpa3sfBa ajanTanusiTa KbM TJIOOATHUTE
MKOHOMHYECKH TEHACHIMM, KaTO HaMajsiBaHe Ha MUTHHUYECKUTE
Oapuepu U MeXIYHAPOIHH THPTOBCKH CIIOPa3yMEHHS.

Ha ocHoBaTta Ha mpencTaBeHWTE eTamd B EBOJIOLUATA H
Pa3BUTHETO Ha YNPaBIECHHETO Ha YOBEIIKHTE PpECYPCH, aBTOPBT
MIPEJICTaBs CHIIUTE TE3W E€TalH B OBJITapCKA KOHTEKCT. Y CTaHOBSIBA CE,
ge cien 1989 r. mpexoapT KbM Na3zapHa HKOHOMHKA W MHTETPAIUAITA B
EC mpe3 2007 r. cTuMynupaT BbBEKIAHETO Ha MOJEPHH MPAKTHKH 32
yIpaBlieHHe Ha YOBEIIKUTE PEeCcypcH, KaTo oOydeHHe, YIpaBlIEHHE Ha
TaJaHTH W COIMaTHa OTTOBOPHOCT. B ciemBamiata Tabimma 2 ca
0000IIeHN Te3W MPOLECH, KaTO ca MOJYEpTaHH KIIOYOBUTE ACIEKTH,
MOBJIMSUTM Ha Pa3BUTUETO HA YNPABICHUETO HA YOBELIKUTE PECYpPCH B
bobirapus.

Tab6umnna 2. Pazputne Ha YUP B bbarapus B epata Ha
TeXHOJOTHYHHUs HanpeabK (1990 — 1o Hamu xHU)

Acnexr, XapakTepucTuka
BJIHsIeN BbPXY
YYP
[Ipexox keM Cnen 1989 r. bparapus 3amoyBa nmpexoaa CH 0T LIEHTPAIHO
nasapHa yTpaBisiBaHa KbM Ma3apHa HKOHOMHKA. To3H mpolec
HMKOHOMHKA BKJIIOYBA JIUBEpCU(UKALIMA HA HKOHOMHKATA, IIPUBATH3ALI

Ha AbPKaBHUTE MPENPUATHS U OTBAPSHE KbM
MEXK/IyHapOIHH UHBECTHLIUY.

EBponeiicka IIpucsenunsaBanero Ha beirapus kpM EBponeiickus cbro3
HHTETpanus npe3 2007 r. e KIII040Ba CTHIKA 33 MOJCpPHU3ALUS U
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HUHTErpanus B eBpOHeﬁCKOTO HUKOHOMHUYECKO U ITPABHO

MIPOCTPAHCTRO.
Hxonomuueckun Cnen kpu3zata npe3 90-te roAuHu, cTpaHara MoCTUra
pacrex u CTaOMIICH NKOHOMUYECKHU PACcTEeX TPe3 MO-KbCHUTE TOJIMHH,
pedopmu 6narosapenue Ha peopMHTE BB (DHCKATHATA TTOJIUTHKA,
CTPYKTYPHHUTE MPOMEHH U 110100peHaTa aIMUHUCTPALIHS.
YYP u C yBenuuaBaHeTo Ha uHTerpanusira ¢ EC, Obarapckure
KOPIIOPaTHBHH OpraHu3aIny Ce aJanTHpaT KbM MOJICPHH CTAHIAPTH Ha
MIPAKTUKH yIpaBICHHE HA YOBEUIKHTE pecypc. BrBexknaneTo Ha

ceBpemenHr HR npaktuku kato oOydeHne 1 pa3BuTHE HA
NepCOHala, yNpaBJICHUE Ha TaJaHTUTE U COLUAIHA
OTrOBOPHOCT CTaBaT BCE MO-BAKHH.

TexHonornyHu [Ipe3 nocnenuure necetuneTys, bparapus cbino Taka e
HMHOBAIMU U CBHJIETEN HAa 3HAYUTEIIEH HAPEeIbK B 001acTTa Ha
JUTHTAIU3aMs | TEXHOIOTHUTE, KOETO € BOJIEIIA CUJla 3a Pa3BUTHETO Ha
enextponar HR cucremu, aucranionHa paboTa 1 I'bBKaBI
pabOTHHU apaHKHIMCHTH.

KoncraTupa ce, ye pa3BUTHETO Ha YIPABICHHETO HA YOBEIIKHUTE
pecypcu B bBbirapus € TICHO CBBp3aHO ¢ TJio0anu3anusara u
TEXHOJIOTMYHUTE HWHOBAIlMM, KOETO Hajlara aJanTtanus KbM
CHBPEMEHHUTE CTaHIAPTH 3a yIpaBlieHHMEe Ha 4doBemkus KamuTai. [lo
OTHOIIICHUE Ha OBJEHINTE TCHICHIIMH, AKIECHTHT € TOCTaBEH BBPXY
KaueCTBCHOTO M3MEPEHHE Ha YNPABICHHETO Ha YOBCIIKUTE PECYPCH,
KOETO BKJIIOYBA MACHTU(HUIMPAHE HA HYXIUTE OT yMEHHS, OLIEHKa Ha
MOTHBAITMATA U pa3pabOTBaHE Ha MPOrpaMH 3a OOyUYCHHUE, HACOUYCHU
KbM JBITOCPOYHA KOHKYPEHTOCIIOCOOHOCT ¥ YCTOMYMBOCT Ha
OpraHHU3aIuUTE.

ITaparpad 1mecTH Ha TJIaBa TbpPBA OT  HACTOAIIMS
JIUCEPTAIMOHEH TPYyX pasriekaa MOJEIHTE U  TCOPCTUYHHTE
KOHIICTIIIMHY 32 yIPaBJICHNE Ha YOBEUIKUTE PECYPCH.

Tpu OT Hal-BIUATENHUTE W IIMPOKO PA3TIIEKTaHH MOJETH ca
aMEPUKAHCKUSIT, EBPONEHCKUAT U STOHCKHUAT. Beekn OT TX mpejiara
VHUKAQJICH IMOJX0J]] KbM YIPABICHUETO HA YOBCHIKUS KalWTAI U UMa
CBOW IIPEIMMCTBA U MIPEIN3BUKATEIICTBA.

Crnen W3BBPIIEHO CPaBHEHHE IO KIIOYOBU XapPaKTEPUCTHUKU Ha
TPUTE OCHOBHHM MOjelia 3a YIPAaBJICHHWE HA YOBCIIKUTE PECYPCH, ©
HAIPaBEHO TBHPJCHUETO, Y€ BCEKH OT TE3W MOJICIIM 3a YIPaBICHHUE Ha
YOBEIIIKATE PECYPCH MMa CBOM CHEIU(PUKK W OTpassiBa KyITypHHUTE,
WKOHOMUYECKUTE M COIMAJTHHUTE YCJIOBUS Ha CHOTBETHUS PETHOH.
AMEpHUKAHCKUAT MOJIen € (OKYCUpaH BBPXYy HWHIUBUIYaTHHUTE
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MOCTMKCHHUST M ThBKABOCTTa HA Ma3apa Ha TpPYyAa, CBPONCHUCKUAT —
BHPXY COIMATTHATA 3alUTa U KOJCKTUBHOTO JOTOBapSHE, a STIOHCKUST
— BBPXY OBJITOCPOYHATA 3a€TOCT U KOJIEKTHBHU3MA.

AMEpHUKaHCKHUAT MOJIEN 32 YIpPaBIeHHE Ha YOBEIIKUTE PECypcH
Ce OTINYaBa C OpPUCHTAIMS KbM WHIMBUAYAIU3BM, MOCTKCHHUS U
pesynrata. OCHOBHHTE XapaKTEPUCTHKH Ha TO3H MOJIEN BKIIIOYBAT:

1. [TazapHa opueHTaIys, XapakKTepu3npalia ce ¢ BUCOKa CTENeH
Ha OpHCHTAIMsl KbM Ia3apa W KOHKYPEHTOCHOCOOHOCTTa, C (POKYC
BBPXY IIOCTUTAHETO Ha OBp3W pe3yiaTaTH W MaKCUMHU3HUpaHEe Ha
nevanbara.

2. WapuBuayanu3bM, BKITIOYBAI TOAYEPTAHO BHUMAHHE KbM
WHIMBHTy ATHUTE TIOCTIKEHUSI M PE3yJITATH, KATO Bh3HATPAKICHHUSITA U
MPU3HAHHUATA Ca CBBP3aHU C JMYHUTE 3aCiyrd ¥ TPHUHOC KBbM
OpTraHu3aIysITa.

3. Brucoka MOOWITHOCT Ha pa0OTHATA CHJIA U 3HAYUTEITHA POTAITHS
Ha TIEPCOHANa, KaTo JISCCHOTO HaeMaHe U 0CBOOOXK/IaBaHE Ha CITYKUTEIN
€ THIWYHO 32 TO3H MOJIEN.

4. Crparterudecko yHOpaBiIcHHEC Ha YOBEHIKUTE PECYpCH,
aKIICHTUPAIIO BHPXYy BHUCOKAa WHTETpAlds Ha CTpPaTeTHUTE 3a
VIIPaBJICHUE Ha YOBEIIKUTE PECYpCH C oOImara OW3HEC cTpaTerwsi Ha
OpraHM3alMATa, KaTo YIpPaBICHHETO Ha YOBEIIKHTE pPECypcH ce
pasriexaa  KaTo  KJIIOYOB  HApTHROP B TIOCTHUTAHETO  HA
OpTraHU3AIIMOHHUTE IIEeJTH.

XapakTepUCTUKUTE Ha €BpPONEWCKUA MOJIEd ca pe3yJTar oT
JIbJITATa My UCTOPHS, HATPYMAHUTE 3HAYNMH HAyYHH MOCTHKCHHS U
nemorpadckoTo 3acTtapsiBaHe Ha HaceleHneTo. EBponeiickusT Moen 3a
yOpaBlIeHHEe Ha YOBEIIKUTE PECYpCH € TMO0-OpHeHTHpPaH KbM
KOJICKTHBH3Ma U COIMajHaTa OTroBOpHOCT. HeroBute OCHOBHHU
XapaKTePUCTHUKH BKIIFOUBAT:

1. CunHa Tpaauius Ha COIMAJIeH TUANOT U TApTHROPCTBO MEXTY
paboToaTeny U CIyKUTEIH, KaTO KOJIEKTUBHUTE TPYAOBU JOTOBOPH U
COIMATHOTO OCHUTYPSBAaHE Ca BAYKHU CIICMCHTH.

2. Bucoka cTeneH Ha perynanus Ha TPyIOBUTE OTHOIICHHUS, KaTo
3aKOHOJATEJICTBOTO 3a TPYAOBUTE MpaBa WM 3alWTa HAa CIY)XUTEIUTE
urpae IeHTpaiHa poJis.

3. Tlo-romsiMa 3amuTa Ha pPa0OTHUTE MECTa U CUTYPHOCT Ha
TPYIOBHS JOTOBOP, KaTO TPYTHOTO OCBOOOKJaBaHE HA CIYXHUTEIH €
YECTO CPENIaHO SIBICHHUE.
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4. CuneH akIIeHT BbpXY OallaHCca MEXIy paboTa U JIMYEH KHBOT,
KaTO TMOJIMTUKUTE 3a OTITYCK M0 MalYWHCTBO, OANTUHCTBO M T'bBKaBO
paboTHO BpeMe ca MUPOKO Pa3MpOCTPaHEHH.

SmorckuaT mogmen ce dhopmupa cien Bropata cBeToBHa BoOIfHa,
KOTaToO HCTOPUYECKUTE KPU3H MPEBPHIIAT TyXa Ha BOCHHATA SKCIIAH3Us
B CTPEMEX 32 MKOHOMUYECKO MPEYCIIsIBaHe Ype3 MpujlaraHe Ha BUCOKU
3anajgHd  craHgaptu B Anonus. Ta3u cTpaHa CiIyXd KaTo
U3KJIIOYUTENICH MpUMEp 3a MPEeXOJ OT YUYECHHUYECKH KbM YUHUTEICKU
Mozel. SIMOHCKUAT MOJIEN 3a YIpaBJICHHE HAa YOBCLIKUTE PECYpPCH ce
OTIIMYaBa CBhC CBOATA KOJIEKTMBHCTHYHA KYJITypa U JBITOCPOYEH
MOAX0A  KbM  TPYIOBUTE  OTHOWIEHWsA. HeroBure  OCHOBHU
XapaKTePUCTUKH BKIIFOUBAT:

1. CunHa Tpamuius Ha OBITOCPOYHA 3a€TOCT W JIOSITHOCT KBbM
paboTomarensi, KaTo CIY)XHTEINTE YECTO OCTaBaT B €IJHA W ChINa
KOMTIaHHUSI [Ipe3 Is1aTa CH Kapuepa.

2. IloguepTaHo BHUMaHUE KbM €KHUITHATA Pa0OTa U KOJCKTUBHUS
MIPUHOC, KaTO BBH3HATPAKICHHUITA M MIPOMOLIMUTE YECTO CE OCHOBABaT
Ha TPYIIOBH IMOCTIKEHUS.

3. PenoBHa poTanus Ha CIYXUTCIUTE MEXKIY pa3IudHU
(hyHKIIUM 1 OTAENH, KOETO IMoMara 3a M3rpakJjaHe Ha ITUPOKHA YMEHUS
Y 3HAHWUS.

4. VIHTeH3WBHW TporpaMu 3a OOYYCHHE U pa3BUTHE Ha
CITYXXHUTEJUTE, KaTo WHBECTHUIIMHTE B OOydYeHHE ca 3HAYUTETHH U
MOCTOSTHHH.

IIpocnenena e eBodIOLMATA Ha KOHIECIIMITA 32 YIPABJICHUE HA
YOBEIIKUTE pecypcu. [1osiCHEHO € Kak yNpaBlIEHUETO Ha YOBEILKHUTE
pECYpCH € €BOJIOMPATI0 OT IPOCTO yNpaBJIeHHE Ha pabOTHA CHIIA TIpe3
panauTe TomuHM Ha XX BEK KbM IMO-ISUIOCTEH M CTPATETHYCCKH
MOAXOJ Mpe3 MO-KbCHUTE AeceTueTus. To3u nmpoliec oTpas3sBa HE CaMo
W3MEHEHUSITA B WKOHOMHYECKUTE W COIMATHUTE YCJIOBHA, HO U
MPHUPACTBAIIOTO TPU3HAHHWE HA YOBENIKHS KaluTall KaTo KIIOYOB
(hakTop 32 ycrentHo (GyHKIIMOHUPAHE HA ChBPEMECHHUTE OpraHM3allHH.

O06001IeH0 €, Y€ KOHIENTYaTHUTE BB3MPHUATHSA 3a PA3TUIHHUTE
MOJIEJIH 32 YIPaBJIeHUE Ha YOBEIIKUTE PECYPCH Ca MPSAKO MOBIHSIHA OT
KOMIUIGKCHH  (paKTOPH U  XapaKTepHH OCOOCHOCTH 3a  JaJicH
ucTtopuyecku nepuojl. [lo3HaBaHeTO Ha €BOJIOLUATA B YIPaBICHUE Ha
YOBEIIKUTE PECypCH TI03BOJIABA pa30MpaHETO Ha MOJAETUTE 3a
yIpaBleHue, KaKTo U ObeINTe EPCIEKTHBH 32 PA3BUTHETO MM.
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OCHOBHHTE  KOHIENIMH,  (opMupamM  OCHOBaTa  Ha
CHBPEMCHHUTE MPAKTUKHA 33 YIPABICHHE Ha YOBCHIKUTE PECypCH,
BKJTIOYBAT TIPAKTUKU KATO: CHIPAMEZUYECKOMO YHpaeieHue Ha
yoeewiKume pecypcu, ynpasjienue upe3 KOMHemeHyuu, ynpasienue
HA MANAHMU U OP2AHU3AUUOHHA KYIMypa.

B mnaparpad cexMu ce oOpbla BHUMAHHEC HAa CHCTEMHUTE 3a
ylpaBjeHHe Ha YoBemKkuTe pecypcd. CHCTEMHTE 3a yIpaBieHHE Ha
YOBEIIKUTE PECYPCH CE OCHOBABAT TJIABHO HA PA3TUYHUTE KOHICIIIUN
32 YOpaBJCHHE, CHIICCTBYBAIUTE TCOPUH, KAKTO W TUIIHYHHAT
npeobaagaBail Mojel Ha YIpaBlieHHE BbB BPb3Ka C TEPUTOPHAIHH
ocobeHocTH. BBB Bpb3Kka C pasriieflaHd M aHATM3UPAHU TCOPECTUUHH
MOCTAHOBKH MO MPOoOJieMa, aBTOPHT MPAaBU HM3BOJA, Y€ (opmupanemo
HQ cucmema 3a ynpasjieHue Ha YO8euwKume pecypcu e KOMNIEKCeH U
cmpame2uyecky  HAcoYeH Nooxoo, KOUMO 6KI0Y8d  MHONCECMEO
UHMeSPUPaHU KOMNOHEHMU 30 ONMUMUSUPAHE HA YNPAGLEHUemo Ha
nepconana. Upes eghexmusHomo npunacame Ha mesu KOMNOHEHMU,
opeanuzayuume He CAMO 4e YCbEbPUICHCMBAM CEoume YNpaeileHcKu
NPAKMUKU, HO U Cb30asam MOMUSUPAWA U NPOOYKMUGHA paOOMHA
cpeoa, KOSIMO noonomaza 0bI20CPOUHUSA ycnex u
KOHKYPEHMOCROCOOHOCM HA OP2AHU3AYUSMA.

N3BbpilleH € aHajnu3 Ha TOHSATHUETO ,yOpaBiIeHUE U €
n3obpaseHa 4ype3 QUrypa CHIMHOCTTA H YIMPABICHUETO HA YOBCIIKUTE
pecypcu. Pasrienanu ca CTpaTerHYeCKUsIT U ONEPATHBHHUAT acleKT Ha
yIpaBJICHHETO Ha YOBCIIKUTE pECypcH OT TJeIHa TOYKa Ha
ChIbPIKAHUE U 00XBAT.

IIpencraBeHa ¢ v MOSICHEHA B3aMMOBPH3KATA MEIKY CIIECMCHTHUTE
Ha CHCTEMaTa 3a yIpaBJCHHE Ha YOBEIIKUTE PECYPCH.

Hanpasenu ca u3BOAM KbM MbpBa TIJlaBa 1O OTHOIICHHWE HA
BKJTIIOUCHUTE B Hes maparpadu.

I'ZIABA  BTOPA. JIMJAEPCKUAT 1OAXOA B
YIIPABJIEHUETO HA YOBEHIKHUTE PECYPCH

B nbpBus mnaparpad Ha BTOpa IJ1aBa, OT IMperyiea Ha
JNeUHUIIMATE U MOAXOTUTE KBbM JIHJSPCTBOTO Ca WU3BEICHU CIICTHUTE
TBBPACHUS: MBPBO — JUACPCTBOTO € TPOLEC Ha BIUSHUE U
MOOMIM3MpaHe Ha XOpa M PECYpPCH 3a MOCTUTaHE Ha OOIIH IeNIH; BTOPO
— BIIACTTa € CpEICTBO Ha JHIEpa, HO HE C€ OTHKIECTBSIBA C
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JHUIEPCTBOTO; TPETO — YNPAaBICHUETO MNPEACTABIsABa IUIAHUPAaHE U
KOOpIMHALWS, pa3IUYHO, HO B3aHMMOCBBP3aHO C JIUAEPCTBOTO;
YETBBPTO — €(PEeKTHMBHOCTTa Ha JHIAEPCTBOTO € KOHTEKCTyallHO
o0yCIlIoBeHa OT KyJITypHaTa U OpraHu3aIlMoOHHaTa Cpefa.

Pasrnegann ca peduHMimum 3a  nuaepctBoto. ChIOIOTO €
MPEJICTABEHO KaTo KPHUTWYEeH (aKTOp 3a ycHexa WM PECIEKTHBHO
MpoBaja Ha OPTaHU3ALUUTE.

W3pazeHo e CTaHOBHILETO, Y€ JUICaTa Ha eMHHA JeQUHULINS B
JUTEepaTypara € JOTHYHA MOCIIEANIa OT MHOTOIUIACTOBAaTa PUPOa Ha
(heHoOMeHa ¥ pa3HOOOpa3HWTE HAYYHH Tpaauiuu. HampaBeHo e
YTOYHEHHETO, Y€ ,,BIacT W ,,yIpaBlieHue TpsOBa Ia ce pasrieKaar
KaTo HMHCTPYMEHTH M pPaMKH Ha ACWCTBHE, JOKAaTO JHUAEPCTBOTO €
MOBEIEHYECKH U PEAIlIOHEH MPOIIeC HAa HACOYBAHE U MOTUBUPAHE KbM
JKeTTaHOTO  Obnemie. AKICHTHpPAaHO € BBPXY KOHIEIIUATA 3a
JUIEPCTBOTO, CHOpEN KOSTO JHAEPCTBOTO C€ pasriexiga KaTo
yIIeCHSIBAHE Ha CBH3AABAHETO M TOCTUTAHETO Ha CIOJCICHH LEINH.
O6006mieHo e, 4e rimobanu3anuara U KyJATYpHHUTE Pa3Indus W3HCKBAT
JHUIEpU, KOWTO CBhYETaBaT CTPATETHUYECKO MHCIEHE C ETHYHOCT U
CHOCOOHOCT 3a BIBXHOBEHHE, KAKTO M Y€ HE3aBHCUMO OT MOAXO[a,
JTUAEPUTE UMAT KIFOYOBO 3HA4YCHHE B MOOWIJIM3MPAHETO Ha Xopara 3a
MOCTUTAHETO Ha IENIUTE Ha TpyTaTa.

Pasrienana e eekTHBHOCTTA Ha JUIEPCTBOTO KAaTO 3aBUCEILA OT
JIBE€ OCHOBHM H3MEPEHMS: CTENEHTa, 10 KOSTO Xopara cleaBaT H
MpHU3HaBAT Juaepa (BBTPEITHO BalIHMIWpPaHE), W CTETNEHTa, 0 KOSITO
OpraHM3aIMsiTa YCIIsIBa U OleisiBa (BHHIIHO BAJIUAUPAHE).

ABTOPOBOTO BWXJaHE €, 4Ye H3CIEABAHETO Ha JHMIEPCTBOTO
TpsIOBa JAa MHTETpHUpPa KOHTEKCT (KyJITypa, HHCTUTYIHH, JTETUTUMHOCT)
¢ uHIUBUAyaTHH KomrneTeHTHocTH (KSA), KaTo akIEHTHT majia BbpXy
BJIMSHUETO, BU3UATA M KOAJMIHMOHHOTO AelicTBue. B Ta3m Bpb3ka e
oT0ensI3aHo, Y€ ePEeKTHUBHUAT JIUJEP MPEBPbINA BIACTTa B CPEACTBO 32
MOCTUTAaHE Ha CHOJENIEHH I[IeNd Ype3 SCHOTa Ha IOCIAaHWETO |
nocienoBaTenHo noBeAeHue. JlormyHo ce Hamara uW3BOMa, Ue
YCHEIHOTO JUAEPCTBO B CHBPEMEHHHUTE OpPTraHM3aliu € (QyHKIUS OT
aJlalITHBHOCT, MOpajlHa OTTOBOPHOCT M YMEHHE 3a aHTaXHpaHEe Ha
MOCIIEOBATEIINTE, KOETO HAAXBBHPIS PYTHHHOTO aJMUHUCTPUPAHE U
NPEeOCMHUCIIL pOJIsiTa Ha YHPABICHHETO KaTo TOAKpersma, a He
JIOMHHHUPAIIA.
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Bee BTOpHMS maparpad Ha BTOpa TJlaBa ca aHAIM3HPAHU
KIIACUYECKUTE M CBHBPEMCHHUTE TEOpUU 3a JHACpCTBO. I[IBpBO,
TEOpHsITa Ha YEePTUTE Mpenaroara, 9¢ e¢heKTHBHOCTTA Ha JUaepa o0
TOJIIMA CTETICH CE OIPEAEIIs OT YEPTUTE WITH XapaKTCPUCTHUKUTE, KOUTO
TOW mpuTekaBa. Ta3u TeopHs Ce OCHOBaBa Ha HAONIONCHUS Ha
XapPaKTEPUCTUKUTE HAa MHOXECTBO JIUIACPH, KAKTO YCIICITHH, Taka W
HEYCHEITHA, W CE W3MOJI3Ba 3a MPOTHO3MpaHe Ha ¢PEKTHBHOCTTA Ha
munepcTBoTo. HampaBeH € W3BOABT, Y€ BBIOPEKH CIAa0OCTHTE Ha
TEOpUsATA 33 YSPTUTE, TS OCTaBa aKTyaJlHA U JHEC. BBIIPeKu KpUTHKHUTE
W JIUIIcaTa HAa KOHCEHCYC OTHOCHO KOHKPETHHTE YEPTH, KOHUTO
rapaHTUPAT YCIEHIHOTO JIMACPCTBO, M3CIICABAHUATA MPOIbIDKABAT Na
ce (oKycHpar BbpXy Bpbh3KaTa MEXTy JINYHOCTHUTE XapaKTEPUCTUKU U
muaepckaTa e(heKTHBHOCT, aTanTHPANKH MOJIXONTE KBbM
MIPOMEHSIIIIATE CE OPTAHU3AITMOHHN U COITHATHA KOHTEKCTH.

CrnenpaiaTa pasriieJjaHa TEOpHs, TOBA € CUTyallMOHHATA TCOPHSL.
Ts mpennonara, 4ye CTHIBT HA JIUACPCTBO TPsAOBa Ja OBAC amanTUpaH
KBM 3peJiocTTa Ha momunHeHute (Bass, 1997).

I[Ipu Teopusita Ha CTUIAa W TIOBEJACHHETO CE€ TIOaYepTaBa
3HAYEHUETO HAa ONpEJCICHH JHJISCPCKH YMEHUS, KOUTO ca OT
CBINICCTBEHO 3HAYCHHE 3a YCIICITHOTO W3ITBIHEHHE Ha JIMICPCKUTE
3aabiDkeHus. Ts mpenrmosnara, 94e BCEKW MHAWBHI Ma CBOW YHHKAJICH
CTHJI Ha JIMJIEPCTBO, C KOWTO CE YyBCTBA HAalH-KOM(OPTHO, MMOT0OHO Ha
TOBa KaK e/THa yHUBEPCAJIHA ITaIka He TacBa Ha BcHuku. EquH cTir Ha
JTUACPCTBO HE MOXKE Ja ObIe ePEKTUBEH BHB BCHYKH CHTYaIUH.
IToBenenueckata Teopus Ha JIMACPCTBOTO CE€ OCHOBaBa Ha
yOeXKIACHUETO, Y€ JUACPUTE MOrar jJa ObJaT WU3rpaXKAaHdu, a He ce
paxmar. Teopusita 3a cTWIa Ha JHACPCTBOTO, KOSITO BKIIFOYBA
JICMOKPATHUYCH, ABTOKPAaTHYCH W JHOepalieH CTWI, € CBbp3aHa C
MoBeICHYEeCKaTa TEOpHUs, ThH KaTo M JBeTe ce (OKycupaT BBPXY
pasIUYHN acCTeKTH Ha JUACPCKOTO IOBEIEHWE W B3aHMOICHCTBHUE C
MOJYNHEHHUTE.

[IpouecHaTa Teopus 3a JIUAECPCTBOTO CHIIO CE MPUYUCISIBA KBM
CBBPEMEHHUTE TEOPHUU 3a JIHMICPCTBO, (OKYCHPAaHH BBPXY Iporieca,
BKJIFOYBAT KOHIICMIIIMA KAaTO OCHOBHO OPHEHTHPAHO JHUACPCTBO U
XapU3MaTUYHO JHJIEPCTBO, KaTO BCSKAa TOJMHA C€ TOSBSIBAT HOBU
nonxoau. B Havanoro va 1970-te rogunu ['puiinnumiid BBexk/1a Uaedra
3a 00CITy’KBaIIOTO JIMACPCTBO (JIMAepcTBOTO Ha ciryrute). [Ipe3 90-te
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TOJIMHU Ha MUHAJIUS BEK Ce HAOIOJaBa Bh3paXkIaHE Ha MHTEpeca KbM
TO3H MOJIEJ Ha JIUJEPCTBO.

BbB BpB3Ka C TeopusATa 3a TPAH3AKIMOHHOTO IUAEPCTBO ca
W3BEJIEHU CIIEAHUTE TBHPJCHHS: ITbPBO — B MOJIENA C ,,ITbJIEH 00XBaT Ha
munepctBoro” (FRL) TpaH3akuuoHHHTE H  TpaHCPOPMAMOHHHUTE
(hakTOpH CHBMECTHO OOSICHSBAT JHAEpPCKaTa €PEKTUBHOCT; BTOPO —
VIIPABJICHHUETO ,,[T0 M3KITI0UeHNE " (aKTUBHO/TIACHBHO) 3a7laBa pamMKa 3a
KOHTPOJI Ha U3IIBJIHEHUETO U BPEMETO Ha Hameca Ha JIUepa; TPETO —
TPaH3aKIMOHHOTO JIUACPCTBO Pa3riiek/a B3aMMOOTHOIICHUSATA JTUICP—
mociefoBaTeNl KaTo OOMEH Ha JOTOBOPEHH IENH, pOJIH |
BB3HATPAXKICHUS.

U3zpazeHo e cTaHOBHULIETO, Y€ TPaHC(HOPMAIIMOHHOTO JHIEPCTBO
ce OTiMYaBa OT MPEAMIIHUTE W CHBPEMEHHU TEOPHH, ThH KaTo ce
(hoxycrpa BBPXy IMOCTHTAHETO Ha TMO-TONMAMO OJaro W BKIIOYBA
MOCIICZIOBATEIINTE B MPOIECH WM JACHHOCTH, CBBP3aHU C JIMYHUS UM
MPUHOC KbM OpraHu3alusaTa W HeWHuTe Uenu. HampaseHo e
YTOYHEHHETO, Y€ TPaHC(POPMAIMOHHOTO JHUIEPCTBO LU MPOMSIHA U
ajanTupaHe KbM ICJIMTE Ha BAPBAHUATA, I[CHHOCTUTE W HArjacwure,
KOETO OCBETJISIBA MPAKTUKUTE Ha JIMJCPUTE U TAXHATA CIIOCOOHOCT Iia
BOAAT mpomsiHaTta. JlummeppT ce cTpeMHu [a ce ChCPEOOTOYH BBPXY
HY)KIUT€ W TPUHOCA HAa TIOCJIENOBATENUTE, TpaHCHOPMHUpPAWKH TH B
muiepu upe3 oBiactsBane U motuBanus (House & Aditya, 1997).

Crnex mperies; Ha TEOpPHUHTE 3a JHIEPCTBOTO € W3BBPIICH
CpPaBHHTEJICH aHAJIN3 HA PasTIIeJaHUTE TEOPHH.

Tadoauna 3. CpaBHI/ITeJleH AHAJHU3 HA TCOPUHUTE 3a JIUACPCTBOTO

HanmeHnoBaHue Ha IpeaumcTBa HenocraTsm
TeopusTa
1. Teopus Ha uepture | - DoKyc BBPXY - OmpocTsBane Ha
BPOJICHUTE KadeCTBa: CJI0KHOCTTA:

Teopusta aknienTupa Ha | [IpeHeOperBa BIUSHUETO

JIMYHOCTHUTEC YEPTH, Ha KOHTCKCTa "
KOHUTO MOrar aa JUHaAMHUKaTa Ha
MpeacKaXxar JUACPCKU JIMACPCKUTC CUTYalluu,
CHOCOGHOCTI/I, KOC€TO MOXE 1a JOBCIAC

IpPEeJOCTaBSIMKN OCHOBA | 10 U3KPUBSIBAHE Ha
3a uIeHTUUIUpane Ha | pa3OupaHeTo 3a
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MOTCHIHAIIHA JTUACPU.

- UcTopuuecka
3HauuMocT: IlocTaBs
Ha4yaJjoTo Ha
CHUCTEMAaTUYHOTO
M3yYaBaHe Ha
JUAEPCTBOTO, KATO
UICHTU(QHUINPA BAXKHU
KadecTBa, KOUTO YECTO
ce CBBP3BaT ¢
YCHENIHOTO JIMEPCTBO.

JIHJIEPCKUTE
CIIOCOOHOCTH.

- JIumica Ha aAaITUBHOCT:
He B3ema nipensun
CIIOCOOHOCTTA HA
JUepuUTe J1a ce
aJanTUpaT KbM
Pa3IUYHU CUTYAllUU U
MIPEeIN3BUKATEIICTBA.

2. CuryanoHHa
TEOpHst

- AnanTuBHOCT:
IIpuznaga, ue
e(heKTUBHOCTTA Ha
JIMIEPCTBOTO 3aBHUCH OT
KOHTEKCTa M 3pEJIOCTTa
Ha TOCJeI0BaTelunTe,
KOETO I03BOJISABA I10-
I'bBKABO JIUJEPCTBO.

- Dokyc BBPXY HYKIUTE
Ha NoCJIe10BaTeINTE!
ITomuepTaBa 3HaUEHUETO
Ha aJlanTupaHe Ha
JUEPCKUS CTUI CIIOPEN
HyKIHUTE Ha CKHIIA.

- CoxHOCT Ha
npuiarane: M3ucksa ot
TUaepuTe 1a ObaaT
HU3KIIIOUUTEITHO
YyBCTBUTEITHU KbM
KOHTEKCTa U
MIPOMCHIIUBHUTE YCIIOBUS,
KOETO MOXe Jia Obie
TPYJIHO 32 YIpPaBJICHUC
HA MPaKTHKA.

- Hegocrarpuna
KOHKpETHOCT: Moxe a
JIUTICBAa KOHKPETHA
CTPYKTypa WJIK HACOKH 3a
npujarafe Ha
Pa3IMYHUTE CTUIIOBE B
Pa3IMYHU CUTYyaIlUH.

3. Teopus Ha cTHIA U
MOBE/ICHUETO

- ®okyc BbpXy
JNEUCTBUSATA:
IlomuepraBa 3HaueHUETO
Ha KOHKPETHUTE
JUAEPCKU MOBEICHUS U
JIEUCTBUS, a HE CaMo Ha

- JIumica Ha
KOHTEKCTYaJTHO
pasrnexaane: He Bzema
10l BHUMAaHHE
cnenupUIHUTE
KOHTEKCTH, B KOUTO
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JIMIHOCTHUTE YCPTHU.

- [Tpaktuuecko
npunoxenue: [Ipennara
KOHKPETHH CTHJIOBE Ha
JIUJIEPCTBO, KOUTO MOTAT
na ObaaT HaOJII0 1aBaHu
Y OIICHSIBAHU B PCATHUS
CBHIT.

Pa3UYHKUTE CTHIOBE
Morar jia 0baar
e(heKTUBHH.

- HemocratpuHO
BHUMAaHHUE KbM
B3aMMOOTHOIIICHUATA:
Moske na noancHsBa
3HAYCHHETO Ha
MEXIYIOBEIIKUTE
OTHOIIICHHS M KOHTCKCTA
Ha B3aMMOJEUCTBUATA
MEXIy JIUIEP U
IOCJICI0BATEIIH.

4. TlponecHa Teopust
3a JIAEPCTBOTO

- ®oKyC BBPXY
B3aMMOOTHOIIICHHTA:
AkteHTHpa Ha
B3aUMO/ICHCTBUATA
MEXIY JIUJCPUTE U
MOCJIEIOBATEIUTE, KOCTO
¢ KJIF0YOBO 3a
e(hEeKTUBHOTO
JIAIEPCTBO.

- I'eBkaBoct: IIpusHaBa
Ba)KHOCTTA Ha
ajlanTanyuaTa Ha
JTUIEPCKUS CTUI U
HOAXOJ CHIPSIMO
JVHAMHKAaTa Ha EKUMa U
3aJa4dnTe.

- HesicaoTa Ha
MIPaKTUIECKOTO
npuioxenue: Moxe aa
OB/ IO-TPYyIHA 32
MpuJlaraHe B peayiHus
JKUBOT MOPAJIU
CIIOXKHOCTTA Ha
B3aMMOJICHCTBUATA U
MIPOIIECHUTE.

- Mose na npomycHe
MHAUBUAYATHUTE
pa3muus: He Bunaru
OTYUTA UHIUBUIYATHUTE
pa3nuaus u
crennpUIHATE HYKIU
Ha TIOCIIETOBATEIIHTE.

5. Teopus 3a
TPaH3aKIIHOHHOTO
JIMIEPCTBO

- SlcHa cTpykTypa:
OcHoOBaBa ce Ha
KOHKPETHHU
CHOpa3yMEHHUS U
BB3HATPAKICHUS, KOCTO

- OrpannyeH MOTHUBATOP:
Mooxe na He Ob1e
JIOCTaTHYHO
BJIbXHOBSIBAII] WJIH
MOTHBHUAI 33
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IpaBu Mpo1eca Ha
JMACPCTBO SICCH U
HU3MEPUM.

- Dokyc BBPXY
pe3yiarature:
AxkueHrupa Ha
MMOCTUTaHE HA
JIOTOBOPEHHU LIEJIN Upe3
CHCTEMH 3a
BB3HArpaXJICHUE U
HaKa3aHHe.

IOCJICA0BATCIIUTEC B
ABJTOCPOUCH IJIaH.

- Manko BHUMaHHUE KbM
HHOBauuuTe: Moxe 1a
HE HachbpyaBa
KpEaTUBHOCTTA U
HHOBALIMMTE, Thii KAaTO Ce
(dokycupa oBe4e BbPXY
CIIa3BaHETO Ha
YCTaHOBEHHTE TIPABUIIA.

6. Teopus 3a
TpaHCHOPMAITUOHHOTO
JMJEPCTBO

- BapxHOBeHHE U
MoTtuBanus: [loguepraBa
3HAYCHUETO HA
BIbXHOBSIBAILIOTO U
MOTHBHPAIIO
JUJIEPCTBO, KOCTO MOXKE
Jla TI0BeJie 10 IbJI0OKa
JIUYHA U
npodecronaina
TpaHchopmanus.

- PazButue Ha
MOCJIC/IOBATEIUTE!
CrpeMu ce 1a pa3BuBa U
OBIIACTSIBA
MOCJICIOBATENNTE, KATO
T'M HaChp4YaBa Ja
MPEOOIISABAT INIHUTE
CH MHTEPECH B 110J13a Ha
MO-BHCOKH LIEIIH.

- M3uckBa BuCOKa CTEIICH
Ha aHTa)KUPAHOCT:
Hamnara Bucoku
W3UCKBAHUSA 32
AHTOKUPAHOCT U
BHHUMAaHHE OT CTpaHa Ha
Juaepa, KOeTo MOXKe Jia
ObJIe TPYIHO 32
[IOCTUTaHE B OIpeneIeHI
KOHTEKCTH.

- Tpyanoct npu
n3MmepBane: Moxe aa
ObJe TPYAHO 1A ce
n3MepH ePEeKTUBHOCTTA
Ha
TpaHCHOPMAITUOHHOTO
JUAEPCTBO, OCOOEHO IO
OTHOIIICHHE Ha
IBIITOCPOYHHUTE
pesyJarary.

ABTOpPOBOTO BIXKIAHE €, Y€ KJIACHUYECKUTE U CHBPEMCHHUTE
TEOPUH 3a JIUAEPCTBO TpeajaraT pa3iudH{ MEPCIEeKTUBH U TOIXOAU
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KbM pa30MpaHETO W MPAKTHKYBaHETO Ha JIUJCPCTBOTO. Teopusara Ha
YEPTUTE aKIEHTHpPa BBPXY JIMYHOCTHUTE KayecTBa, JIOKATO
MOBEIEHYECKUTE U CTUIIOBUTE TEOPHH ce (POKYCHUPAT BHPXY KOHKPETHHU
medictBust W momxoaw. CHTyaliOHHaTa TeOpUs  NPEAOoCTaBs
KOHTEKCTYaIHa aJiarTallys, a MPOLeCHUTE U TPaH3aKIIMOHHUTE TCOPUHU
ce  KOHIIEHTpHpaT BbpPXy oOOMEHa W  yHOpaBICHHETO  Ha
BB3HarpaxaeHusTa. TpaHchopMaIMOHHOTO JIMIEPCTBO Ipejsara
BJIbXHOBCHHEC W MOTHBAIMS 3a JBJIOOKAa JUYHA M TNPOQEeCHOHAITHA
npomsiHa. Pa3OupaHeTo Ha MpemuMCTBaTa U HEJOCTATHIUTE HA BCSIKA
OT Te3W TEOpHH MOXE [la TOMOTHE TMpaKTHUIHNTE Ja Hu30upar u
aJanTupar MOIXOAUTE CH CHPSIMO CHCIU(DUIHUTE HYXKIH U KOHTEKCTH
Ha JINACPCTBOTO.

ITaparpa¢g TperMm Ha BTOpa rjlaBa OT JAUCEPTAIMOHHUSA TPYH
pasriiexnaa JUAEPCKUTE CTHUIIOBE, KaTO BHMUMAaHHETO € HAaCOYEHO KBbM
JIBa OCHOBHU JIMJICPCKY CTHJIA - TPAH3AKIIMOHEH U TPAaHC(OPMAIIMOHEH,
KaKTO ¥ Ha XapaKTEPHUTE 3a TAX IMOAXO/TH.

CTWIbT Ha TPaH3aKIMOHHO JIMJIEPCTBO CE€ XapaKTepU3Upa C TPH
OCHOBHU KOMIIOHCHTAa: YCIIOBHO BB3HATPAXK/CHHE, YIIPABICHUE II0
W3KIIIOUeHNE (AaKTUBHO) W YIpPAaBICHHE [0 M3KIIOUEHHUE (MTACHBHO).
TpaH3aKIIMOHHUAT JUAEP Clle[Ba CXeMaTa Ha YCIIOBHHM Harpajw, 3a Jia
3a/1a7ie OYaKBaHMATA 32 MPEACTABSHE Ha MOCIEA0BATENNTE U Ja OICHU
TEXHHUTE TMOCTIDKEHUS. TpaHC(hOpMAlMOHHUTE JHIEpPH HachpYaBaT
MOCNIEAOBATEINTE CH Ja TIOCTUTAT TO-BUCIIM HYXIH, KaTo
caMoakTyanm3anusi u camodyBcTBHe (Bass, 1995), m moBumaBar
MOTHBAIMATA HA TOCIEHAOBATEIIUTE Ja TMOCTABAT OPTraHWU3allMOHHUTE
LU TIPE]] TNYHUTE UHTCPECH.

IlocouBa ce, dYe wIeanM3UPaHOTO BIMSHWE TIIPEICTaBISIBA
aTpubyT Ha JMAepa, KOWTO BIBXHOBSBA IMOCIEAOBATEIUTE Jlla TO
mpueMar 3a MOJEN 3a MOApaKaHWEe. Xapu3Mmara CIyKd KaTo
aJTepHATHBEH TEPMHUH 32 WIeAM3UPaHOTO BIHsIHHE. Mneanmsnpanoro
BIIMSIHHE Ch3/1aBa IEHHOCTH, KOUTO BABXHOBSBAT, OMPEIEIIAT CMUCHI U
MIPEeIM3BUKBAT YyBCTBO 3a IIeJT CPEl XopaTa.

BbB BpB3Ka ¢ BABXHOBABAN[aTa MOTHBALMS KAaTO JHAECPCKU
MOJIXOJ] € HAallpaBeH U3BOJBT, Y€ YCIEIIHUTE PHKOBOIUTEIN TOCTOSTHHO
B3aMMOJICHCTBAT CHC CBOUTE CIYXKUTEIH, BIBXHOBSBAWKH TH,
BB3HATPaXIaBallKy TM U KOPUTHPANKHU TIXHOTO IMOBEJACHUE TIPU HYKA.

IIpocnenena e wucTopHueckaTa IEpCIEKTHBa BBB BpPH3KA C
MPOMEHUTE B MOIXOIUTE KbM JHAEPCTBOTO. HampaBeH € M3BOIBT, Ue
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pa3MYHHUTE CTUJIOBE HA JIMJCPCTBO BKIFOUBAT aBTOKPATHYCH MOAXO,
TIPY KOKMTO JIMACPHUTE ONPEACITIAT HACOKUTE Ha JICHCTBHE, IEMOKpaTHICH
MOAXOJ, KOWTO aHraxupa JIpyruTe B Ipolleca Ha IUIAHUPAHE W
U3IIbITHEHHE, | laissez-faire moaxo/, MpH KOMTO ce TpenocTaBs IMbJIHA
cB00O/1a HA ISHCTBHE C MHHUMAJIHO Y4acTHe OT CTPaHa Ha JIHJIepa.

Ha ocHOBara Ha TEOPETHYHHTE IOCTAHOBKH 3a DA3IUYHUTE
JIUICPCKH CTUIIOBE, € M3BBPILCH CPABHUTEIICH aHAIIU3.

TpauchopmanroHeH
JIHAEPCKH CTHI

TpaH3aKIHOHEH JTHIEePCKH
CTHI

— OO6MeH Ha Harpagn — BH3HOHEpPCTBO
— —
L VhpasineHne 9pes || VMagmBmayaTH3HpaHO
H3KTIOYeHHe pasriexiaHe

IaTenexkTyarHa
CTHMYTalHA

— lneanH3HpaHO BIHAHHE

Qurypa 1. CpaBHATETHH XapaKTEPUCTUKN HA

TpaHCc()OPMALIMOHHUS 1 HA TPAH3aKIIMOHHHS CTUJI

O000111eHO €, Y€ TPaH3aKLUUOHHUAT JIUAEPCKU CTHI CE OCHOBaBa
Ha IpUHIMIA Ha 0OMEHa, U KOWTO JIUIEPhT yIpaBisiBa Upe3 Harpaau
U CaHKIMH, TOKATO TpaHC(HOPMALMOHHUAT JTUAEPCKU CTHI CE OTIMYaBa
ChC CBOATA CIOCOOHOCT J1a BABXHOBSBA U MOTUBHpPA IOCIEI0BATEIUTE
ype3 Cb3JaBaHE€ Ha BJIbXHOBABAIlA BU3MS U OCBILECTBSIBAHE HAa
JBITOCPOYHU IPOMEHHU.
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W3Bbpmieno e

CpaBHCHHUC

MCKOY TPAH3aKIIUOHCH n

TpaHC(HOPMAIIMOHEH JIUACPCKUA CTUJI MO KIFOYOBH KPUTEPUH, KOETO
CpaBHEHHE € TPEJICTAaBEHO B ClIeaBaIiaTa Tadnuma 4.

Tabunna 4.CpaBHeHne MeXkAy TPAH3aKIIUOHEH U
TpaHc(OpMALMOHEH JIMIEPCKHU CTUJI N0 KJII0Y0BU KPUTEPHH

TpaH3aKUMOHEH JTHIEPCKH CTHA |

TpancdopManmoHeH JHIEPCKH CTHII

MoTuBanusi M B3auMoOeliicTBHE C NMOCIeI0BaATEINTE

TpaH3aKIMOHHHSAT MOAXO]
MOTHBHpPA [MOCJIEJ0OBATEIIUTE 4Ype3
KOHKPETHH OOCINaHMsI 3a Harpaiu
WIA  TOCICAWIH, CBBP3aHU C
U3ITBITHCHUETO Ha 3a/la4uTe.
JlunepsT ocurypsia siCHOTa OTHOCHO
OUYAKBaHUITA W PE3YJITATHTE, KAaTo
MO0 TO3W HAYMH MHOJABpKa (okyc
BbPXY HEINOCPEACTBEHH LENH U
3agaun. To3u ctun e epeKTUBeH B
yCIOBUSI HAa CTaOMIHOCT U MpHU
HEOOXOJUMOCT OT MOCTHraHe Ha
KOHKpeTHH pesynratn (Judge &
Piccolo, 2004).

B xoHTeKcTa Ha TpaHCHOPMAIMOHHOTO
JHUJEPCTBO, MOTHBALMATA TMPOU3THYA
OT BIBXHOBCHHETO U JIUYHUS MPHUMEP
Ha Junepa. TpaHchopMaIMOHHUTE
JUICPH Ch3IaBaT Cpela Ha JOBEpHE U
aHTaXHUPAHOCT, HAChpYABaANKU
MOCJICIOBATEINTE Jla TMPHUEMAaT HOBU
MPEIU3BUKATEIICTBA U J]a CC CTPEMST
KbM  BHCOKM  mocTwxeHus.  Te
HAchpYaBaT  MOCIEAOBATENUTe  Ja
MUCTIST KPEaTUBHO U J]a C& aHTaKHpat
B Iporeca Ha TpaHcdopMmanusi, KOeTo
BOJY [0 TOBHIICHA YAOBIETBOPEHOCT
u anraxxupasoct (Bass, 1997).

Iloaxoa kM MPOMECHUTEC U HHOBALIMUTE

TpaH3akMOHHUTE aepu
OOMKHOBEHO C€ TPUABPKAT KbM
YCTaHOBCHUTE poIe Iy pu u
CTPYKTYpH, TNPCANOYUTAWKH 12
MOJUTBPXKAT CTAOMIIHOCT M KOHTPOJL.
Te He ca CKIOHHHM Ja HachbpyaBatr
WHOBAIlMM, OCBEH AakKo He ¢
HeoOXoouMO 3a  pemiaBaHe Ha
TEKyIIH TpoOJIeMH WIH KOPUTHpaHE
Ha rmpoinecute. To3u cTuUa € To-
MOOXOMAII 3a cpena, KOSTO He
W3UCKBA CHIIECTBEHH NMPOMEHH HWIIH
HoBaTopcku noaxoau (Burns, 1978).

TpanchopmarmioHHUTE Tuaepu
aKTUBHO HAChpuYaBaT WHOBAIlMK U
MIPOMCHU qpe3 MHTEIICKTYaTHa

CTUMYJIAlUsl ¥ BJIbXHOBSBAIA BH3HSL
Te wrpast KIIO40OBa pOJsi B Hpoleca
Ha TpaHcdopmarnus, KaTo
MpEeAN3BUKBAT TOCIEI0BATEIUTE CH 12
Ce aHTXUPAT C HOBH UACH M MOIXO/IH.
To3u ctun e ocobeHO e(eKTHBEH B
YCIOBUSI HA JAWHAMUYHU MPOMEHH H
NpU  HEOOXOAMMOCT OT 3HAYUTEIHU
OpraHu3alMOHHN TpaHchopmanuu
(Northouse, Leadership, Theory and
Practice, 2016).

JBJrocpounn cpemy KpaTKOCPOYHHU HeJIH
TpaH3akUMOHHMAT JTUIepcKu cTuil € | TpaHchopManMoOHHHUTE JHMIEPH, OT
OpUEHTUPAH KbM TIOCTHTaHE Ha | CBOS  CTpaHa, C€ CTIPEMSAT KbM
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KPaTKOCPOUHH LENN 1 | IOCTUTaHE Ha ABJITOCPOYHH LEIH H
ONTHMU3UPAHE Ha TEKYLIUTE | CTPATETUUECKH MIPOMEHH. Te
npouecu.  Jlumepure B TO3M | HackpUaBaT IOCIECIOBATENHTE 1A C€
KOHTEKCT ca (DOKYCHpPaHH BBPXY | aHT@XHpaT B MPOIECa HA ABJITOCPOYHA
e(heKTUBHOTO yIpaBJIeHHE Ha | TpaHchopMamusd W W3TpaKIaHe Ha
©)KEJIHCBHUTE 33Ja4l ¥ OCTUI'AHETO | yCTOWYMBO pas3BuTHE Ha
Ha  HEMoCpeICTBEHM  pe3yirtatu | opranmzanusra (Bass & Riggio, 2006).
(Judge & Piccolo, 2004).

Ha 06a3aTta Ha ropHaTta TabnuIa € HalpaBeH W3BOJA, Y€ aBaTa
JUIEPCKU CTWJIA TPeiaraT pasindHd MOAXOJM KbM YNPaBICHHUETO,
KOUTO  OTpa3sBaT pa3Nuyuss B  METOAMTE 33  MOTHBaIuS,
B3aWMOJICHCTBUE C TIOCIIEIOBATENINTE U YIIPABICHUE HA MMPOMSHATA.

IMaparpa¢ 4eTBBPTH HACOYBA BHUMAHHETO KbM XapaKTEPHHUTE
0Cc0OEHOCTH Ha JIJIEPCTBOTO B 3APaBEONa3BAHETO.

[MocouBa ce ponsiTa HA JIUACPUTE B 3[[PaBEONA3BaHETO M HEHHATA
npsika Bpb3Ka C MOCTUTAHETO Ha pe3ynTatd. OleHKara Ha JIUIePCTBOTO
B 3/IpaBeoma3BaHeTo ce 0a3upa Ha Pe3yNTaTHTE OT yNpaBICHHETO, Thil
KaTo MaIMeHTHTE PSAIAKO TPOSIBSIBAT WHTEPEC KbM IPOLECHUTE HIIH
cTpykrypute Ha ympasienue (Galbraith, 2001). Jlunepure TpsOBa ma
ObIaT CHOCOOHM Ja TPOMEHST CTPYKTYpPHTE M TPOLECUTE Ha
MPEIOCTaBSIHE Ha TPIXKHU, 32 Ja OCHUTYPSAT SPEKTUBHH U e(UKACHU
TPIKH, KOETO OT CBOS CTpaHa BOIW 10 OTIWYHH pe3ynaratu (Shortell,
2006; Galbraith, 2001).

Pasriegano e crnozneneHoTo ynpaBieHHe KaTo KOHIETIHS, KOSTO
pasimupsBa KOHTpoOJia Ha 3JAPABHHUTE CHCIUAINCTH BBPXY TIXHATA
NpakTUKa W YBEIHYaBa BIUSHUETO UM B aJIMUHHCTPATHBHUTE 00IaCTH
(Bogue, Joseph, &Sieloff, 2009). IloguepTano e, 4e OBIACTIBAHETO Ha
nepcoHana Ha MbpBa JMHUS € OT ChHIIECTBEHO 3HAYCHUE 3a
e(eKTHBHOCTTA Ha 3J[paBHUTE Tproku. KirouoBusaT dakrop 3a ycmexa
Ha TE3M €KUM € BBH3MOXKHOCTTA 3a pealn3upaHe Ha NMpoOMeHH Oe3
3a0aBsiHe, IPUYMHEHO OT Oropokpatnynu npouenypu (Rutherford, Lee,
&Greiner, 2004).

Bwnpekn de MpaBUTENCTBEHH, PETYJIATOPHH U aKPEAUTUPAIIH
OpraHd HM3/aBaT MaHIATH 3a TMOAO0OpsBaHE Ha 3APABHUTE PE3yJTATH,
ISUTOCTHOTO MPECTPYKTYPUpPAHE HA JIHJCPCKUTE CUCTEMH U TPOIIECH B
3JIpaBeoIa3BaHETO BCE OlIe He € peaan3upaHo. JIMIepcTBOTO 4ecTo ce
BB3MpUEMa KaTo PoJis, a HE KaTo MpoIec, KOWTO MOXe /1a Obje yIecHEH
U pas3UIUpeH U3BBbH aMHHUCTpATHBHATA Hepapxus. [1oaxoapT, KOWTO
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M3UCKBA JUIEPCTBO OT KIMHUYHUTE CIIEUUATUCTH Oe3 OTUMTaHe Ha
KOHTEKCTa, B KOHTO TpsgOBa Ja ce CiyuBa TOBa JIMAEPCTBO, €
HEJOCTaThYCH 32 M3BBPIIBAHE HA HEOOXOAMMHUTE TPOMEHU B
3npaBeonaszBaneTo (Hewison&Griffiths, 2004).

N3ThKHATA € TpUYMHATA 3al[0 TPsAOBA J1a Ce aKIICHTHPa BBPXY
CHOJICTICHOTO JuepcTBO. [locouBa ce pasrpaHHYCHUETO MEXKITY
JTUJIEPCTBOTO W YIPAaBICHUETO B KOHTEKCTA HA TeopusTa 3a
JUIEPCTBOTO TpPU  CIAOXKHOCT. Pasrmenan e QyHKIMOHAIHO
OPUCHTUPAHUAT KBbM DE3YJNTATUTE MOJEN, KONTO akKIEHTHPAa BBPXY
NpOIleCUTe B OpraHMW3alosATa, a HE BBbPXY HHIVUBHIYATHUTE
XapaKTePUCTHKU HA JIUICPHTE.

O6obmeno e, uye 3a Ja ce MOCTUTHE TpaHChOpMalus B
3JIpaBeOoIa3BaHETO, JINAEPCTBOTO TPSOBA Jla TIPEMIHE TIPpe3 3HAYNTEITHU
npomeHu. HeoOxoauMmo e Ja ce ¢h31aaar ycaoBus, KOUTO MOJKPEIIST U
noJo0psiBaT HOBUTE MOAETH Ha JUAEPCTBO, KAaTO CE aKLUEHTHpa Ha
NpPOLIECUTE U pe3yNTaTUTe 3a NalUeHTUTE, a HE CaMO Ha NIepCOHAIIA HITH
3amaunte. Jlumepute TpsaOBa ga ObIAT WHTETPUpPAaHU B MpeXa OT
(dopmaHi ¥ HEGOPMATHH BIHSHUSA, KOSTO MO3BOJSIBA amanTaiids U
WHOBAIHH.

W3BeieHn ca OCHOBHU M3BOJIM KbM pasriic:KIaHaTa TiaBa.

I'JIABA TPETA. 3JIPABEOIIA3BAHE B BbJII'APUS U B
EBPOIIEVICKUS CBIO3

Tperata TIaBa OT JUCEpPTAllMOHHHUS TPyA  aHAJIW3Upa
3IpaBeona3BaHeT0 B EBpomelckus ChI03 W 3ApaBEeONa3BaHETO B
bearapus, xato menTa e Ja ce CpaBHH CHCTOSHHETO Ha
3[[paBeoNa3BaHETO B HAIIATa CTpaHa C TOBA Ha OCTAHAIIUTE €BPONEHCKU
ctpanu. Ha ocHOBaTa Ha TOBa CpaBHEHHE J]a C€ HAINpPaBsIT W3BOAM U Ja
ce M3BeJaT MPEeNopPbKH 3a MOA0OpsSBaHE Ha ChCTOSTHUETO Ha CUCTeMara
Ha 37]paBeorna3BaHeTo B bbarapust.

B mnbpBusi maparpad oT T1IaBa TpeTta € TPEIACTABEHO
3IpaBeorna3BaHeT0 B EBporeickus ChI03 KaTo KIIOYOB CEKTOp C
MKOHOMHYECKO, COIMATHO W XyMaHUTapHO HU3MEpPEHHE, KOUTO ce
cObCKBa C MpPEIU3BHKATEICTBA KaTO MPOMEHAIIN ce AeMOorpadCcKu
YCIIOBUSI, HOBOBB3HHMKBAIIM TEXHOJOTHU WU OIOMKETHH OTPAHUYCHHA.
Ilomueprano e, dYe e(QEKTHMBHOTO IUAEPCTBO M YIpaBICHHWE Ha
YOBEIIKHTE pEecypcd ca  pellaBalld 3a  OCHI'YpsiBAHE  Ha
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BHCOKOKAUECTBCHU 3[IpaBHU T'PIKHU, MHOBALIMM M YCTOWYMUBOCT Ha
CEKTopa.

Ponsta mwa EC B 3apaBeoma3BaHeTO Ce€ OCHOBaBa Ha
CBTPYOHUYECTBO M KOOPAWHAIWS MEXKIY CTPaHUTC-UICHKH, KOHUTO
HOCSIT OTTOBOPHOCT 32 HAIMOHAJIIHUTE CU CHUCTEMHU, HO IUPEKTHUBUTE,
MOJINTUKUTE 3a MOOWJIHOCT Ha TIepcoHaia, (UHAHCHPAHETO W
cTaHgapTUTe 3a KadecTBO Ha EC oka3BaT 3HAYMTEIIHO BIUSHUE BHPXY
Pa3BUTHETO Ha JUACPCKUS KalaluTeT.

N3scnenBa ce pondra Ha IUAESPCTBOTO B 3ApaBeonas3BaHeTo B EC,
C aKIEeHT BBPXY VIPABICHUETO HA YOBEIIKUTE PECYpPCH, KaTo
TUACPCKUTE MOIXOIU CE PA3TICKAAT KAaTO MHCTPYMEHT 3a CIPABSIHE C
MpeAU3BUKATENICTBA KAaTO MUTpalMATa Ha KaJIpu, HEJOCTUT Ha
MIEPCOHAJI, TICHXMYHOTO 37paBe Ha CIYKUTEIHUTE M MOI0OPSBAHETO HA
KadecTBOTO Ha yciayruTe. OCBEH TOBa, C€ aHAIM3WUpaT MNPOTpaMu U
ununuatuBu Ha EC 3a pa3BuTHE Ha JUACPCKU YMEHHS B CEKTOpa U
TAXHOTO BB3ACHCTBUE BBPXY YAOBIECTBOPCHOCTTA HA MALMEHTUTE U
e(heKTUBHOCTTA Ha CHCTEMUTE.

Cnopen undopmanus ot odpunuanaus cait Ha EC, appxaBute-
YJIEHKA HOCSIT OCHOBHa OTTOBOPHOCT 32 OPraHU3UPAHETO U
MIPEIOCTAaBIHETO HA 3IpaBHU YCIYTH, OOKaTto monutukata Ha EC
JOTTBJIBA HAIIMOHATHUTE, TapaHTHpa 3allliTa Ha 37PaBeTo W paboTH 3a
Mo-CUJieH 3ApaBeH cbio3. JleictBusata Ha EC ca HacoueHu KbM 3alluTa
U TomoOpsBaHE HA 3ApaBeTO Ha TpakIaHWTE, MOJCPHHU3ANUA U
mu(poBU3aNASI Ha CHUCTEMHTE, IOJO0OpsBaHE HA YCTOWYMBOCTTA U
MOATOTOBKAa 3a maHjaemuu. Ponsita Ha EBpomelickata koMucHs upe3
Jupeknus 3a 3apaBe W 0€30MaCHOCT Ha XpaHHWTE € B TOJKpeNna Ha
yCHIHMATA Ha CTPAHWTE-WICHKH 3a Ola3BaHe M IMOJ0OpsSBaHe Ha
3/IpaBETO, OCUTYPSIBAHE HA JOCTBITHOCT, C(PEKTUBHOCT U YCTOWYHBOCT
4ype3 3aKOHOJATEIHA WHHIIMATUBY, (DUHAHCOBA MOJKperna, OOMEH Ha
JIOOpH TIPAKTUKA U TIPOMOITHS Ha 37PaBETO.

M3cnenBana €  pojsiTa HAa  YOBEIIKATE  PECYpCH B
3apaBeonazBaHeto B EC. ABTOpPBT aklEHTUpPA, Y€ YCTOMYHUBOTO
31paBeornasBaHe  ce  AedHHHUpA KaTo  CJIOXKHA  CHCTEMa  3a
BB3CTAHOBSIBAHE, YIIPABJICHUE W ONTUMU3AITASI HA YOBEIIKOTO 37paBe C
€KOJIOTUYHA OCHOBa, YCTOHYMBA €KOJOTUYHO, HWKOHOMHYECKH U
COIMATHO, (PYHKIIMOHHpAIA XapMOHUYHO C TSJIOTO W OKOJIHATA Cpela,
0e3 HecmpaBemIWBH BB3ACHCTBHA. UYecTo ce Hapwya ,,3€JCHO
37paBeona3BaHe’’, (dbokycupaHo  BBPXY  €KOJOTHYHO  YHCTO
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MPEOCTaBIHE Ha YCIYTH C TIOJOXHUTEITHO BB3IEHCTBUE BBPXY
OOIIIHOCTTA.

Konnenmmusita 3a ,,3eleHH OOJIHULIA™ C€ OTHACS JO MPAKTHKH 3a
eeKTUBHO  W3MOJ3BAaHE HA CHEPrus, BOoJa M  MaTephai,
MUHUMH3UpPAaHE HA HETaTUBHOTO BB3JICHCTBHE BBPXY 3MIPaBETO U
OKOJIHATa cpefla Ype3 ONTUMU3MpPAHEe Ha MECTOIOJIOKCHHE, TU3aiH,
CTPOHUTEJICTBO, EKCILTOATAITHS M MTOAAPHKKA.

B KoHTekcTa Ha ©KOJOTMYHHUTE IIPEAU3BUKATEIICTBA, TO3U
nosxoj] TpsioBa na e nmpuopuret 3a EC, ¢ BpBeXkAaHe Ha YHUDUITUPAHU
SKOJIOTHYHN CTaHIApPTH 3a OOJHWYHU Ccrpaad, cyOcuaupaHe Ha
CHEPTrUiHO e(EeKTUBHU TEXHOJOTHUHU, 3CJIICHU CTPOUTEIIHH HOPMH,
peUMKIMpaHe Ha OTIIABIN U ChTPYAHUYECTBO 32 3€JICHO YIIPaBIICHHE.

B momutukure Ha EC 3a 37apaBeoma3BaHe, NpPHEMaHETO Ha
3€JICHH CHCTEMH CJIeJ[Ba Jla C€ OCHOBaBa Ha NPWHITUIH, OTPAa3sIBAIIH
TJIO0ATHU €KOJIOTHYHU TIS]TH M €BPOTICHCKY MPUOPUTETH, TOTPUHACSIIN
3a ycroWumBo Obaemie. WneHtudunmpanm ca JeceT KIHOYOBU
KOMITOHEHTa Ha 3€JCHUTE CHUCTEMH, KaTo JIHJASPCTBOTO H
00pa30BaHMETO Ca CHIECTBEHU 3a CTPATETMIYCCKH [N U UHTETPALIS.

VYcranoBeno e, ye EC tpsba nma moeme Boxemia pois ¢
o0pazoBaTeTHH TIPOrpaMH 3a TepcoHama W TIENH 3a YCTOWYHUBO
yIOpaBicHHE. 3aMsHaTa Ha BPEOHH XUMHUKAIH C O€30MacHH
ITePHATUBH HM3WCKBA CTPOT KOHTPOJ M WHOBanuu. llpuiaraneTo Ha
eHepruifHa e(h)eKTUBHOCT, Bh30OHOBSIEMHU M3TOYHHUIIM M HaMaJIIBaHE Ha
BOJHATa KOHCYMAaIlus ca NMPHOPHUTETH 3a HaMallsABaHE Ha pPa3Xodu U
BB3AciicTBre. HamansBaneTo Ha (apmalleBTHYHO 3aMbpCSBaHE,
pazpaboTBaHeTO Ha O€30MAaCcHU JIEKApCTBA, WHBECTUIIMU B 3CJICHU
OOJTHUITH, ONITUMHU3AIIHS Ha TPAHCTIOPTa W HaMaJsSBaHE Ha XPAHUTEITHU
OTIAbIIM 4YPE3 CKOJOTUYHM MEHIOTA Ca BaXXHU CTBIKU. Te3un
NPUHIMOY TpsiOBa Ja Cce UWHTerpupaT B TOJHTUKHTE Ype3
KOOPIMHUPAHU YCWIHSI HAa HAIIMOHATHO M PETHOHATHO HUBO C PECYpPCH
Ha EC.

Bbmopekn  3arpmKeHOCTTa 32 YCTOWYMBOTO  Pa3BHTHE,
OCBEJIOMEHOCTTAa B 3/paBHATa OONTHOCT 32 HETaTHBHOTO BB3CHCTBHC
Ha CEKTOpa BBPXY OKOJIHATA Cpela € HHCKA, KOETO U3MCKBA YCHIIUS 32
MOBUIIIABaHE Ha pa3OupaHeTo W cMekuyaBaHe. HeoOxomumoctra OT
CWJIIHO JIMIEPCTBO € TMOJAKpENieHa OT W3CICABAHMS, ITOKa3Balll
3aBUCUMOCTTa Ha YCTOHYMBOCTTAa OT TIOJUTHYCCKH HACOKH |
WHCTUTYIMOHATHA aHTaxupanocT. EC urpae Bozema posis ¢ CTaHAapTH
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32 YCTOMYMBOCT, 3aJBJDKUTCIHU PEryJiallid 3a OOJHUIM, CTHMYJ 3a
BBH300HOBSEMU CHEPTUU M MHOBAIIMH 32 HAMAJISIBAHE HA OTHAIBITH.

BrusiHueTo BBpXYy Harmacute Ha Npo(ECHOHAIHMCTHTE €
KPUTUYHO 4Ype3 o00pa3oBaTeIHM WHUIMATUBH W OPraHU3allMOHHU
MPOMEHH, C TUIaThOpMU 32 OOydYeHHE M KyJITypa Ha OTTOBOPHOCT.
OnutbT OT 10OPH MPAKTHKK B IJIAHUPAHETO HA YOBEUIKUTE PECYPCH €
BapHaHT 3a Olla3BaHe U MOA00PSIBaHE HA ChCTOSHUETO HM.

IIpennoxenu ca mnpernopbku 3a EC: koopawHMpaHa 3elicHa
MOJIUTHKA, 0Opa30BaTEeIIHU MPOTPAMH, CTUMYJIH 32 WHOBAIIUHU, YIaCcTHC
Ha TMalnyWeHTH W OOIIecTBOTO. 31IpaBHAaTa CHCTEMa HE MOXE [a
(hyHKIIMOHMpa 0€3 ajekBaTHA padOTHA CHJA, KOSATO € CHIICCTBEHA 3a
YCTOWYMBOTO pA3BHTUE, C YMEHHUS, MOTUBalUs W TPABHIHO
pasnpenenenue. EBpormeiickata oOcepBaTopusi ce (OKycHpa BBPXY
aHaM3a  HAa  YOBEIIKHTE  pEeCcypcH  3a  ajJpecHpaHe  Ha
MPEeIU3BUKATEICTBA. YOBEIIKHTE PECypCH ca KIIOUOB CJIEMEHT 3a
JIMaTHOCTHKA, TepaIus, pa3Xxo/u, UKOHOMHUKA H 3aeTOCT. OOCHKIaHETO
3aImoyBa C MarUeHTa KaTto IEeHTHP, ¢ POKYC BbPXY MEIUITMHCKH HYXIH,
ouakBaHus u oBlacTsBaHe. EC ce cTpeMu Aa ykpenw IbpBUYHATA
MOMOII] ¥ MHTETPALUATA HA TPUKUTE, U3UCKBAIIU TIPOMEHU B POJIUTE U
pasnpejienieHue Ha 3aJ1auu.

3npaBHarta cucteMa B EBporia ce cOTbecKBa ¢ MPeAN3BUKATEIICTBA
KaTO HapacTBallo0 THPCEHE, TPYAHOCTH TpH HAOOp W 3aabpiKaHe,
HEpaBHOMEPHO paslpe/ielicHne, 3acTapsBaHe Ha paboTHaTa CuIa,
JIWICa Ha KOOPJIMHAIMS W WHOBanWH. EBporeiickaTa obcepBaTopus 1o
3IpaBeornasBaHe ce (QoOKycHpa BBPXY TEMH Karo yIpaBICHHE,
oOpa3oBaHMe, ONTUMH3AIMS Ha YMEHHS, MOOWIHOCT. Murpamnusra Ha
pabOTHUIIM € pe3yJiTaT OT 3aIllalllaHe, yCJIOBUS Ha TpPYJ, JIUICa Ha
NMpPU3HAHUE W CHUTYPHOCT, W3UCKBAllM CTUMYJIM KaTO  KWJIUINA,
oOpa3oBaHHMe 3a Jella W BB3HATPAXKIACHUS 3a OTJAJICUCHH paloHHU.
MOOHITHOCTTa N3UCKBA MEXTYHAPOHU CTPATETHHU 3a TPEAOTBpATIBAHE
Ha IMOPOYHH KPBIOBE.

[IpennoxeHn ca MEpPKU Ha EBPOIEWCKO HUBO: KOOpIWUHHpaHA
cTpaTerus, NOoM00psBaHEe Ha YCIOBHS, NPOPECHOHAIHO pa3BUTHE,
HaOMrocHNEe HAa MOOMIIHOCT. YOBEIKHUTE pEecypcH ca KPUTHYHH 32
ycrnexa, UW3WCKBAIld WHTCTPUPAHW TOJHUTUKKA 32  yIpaBICHUE,
HaAMaJIIBAaHE Ha MUTpAIUsl M JOCTBI 1O yciuyrd. DOKYyChT BBPXY
(hMHAHCHPAHETO € BAYKCH.
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W3BbpiieH e aHanu3 Ha PUHAHCHPAHETO M PECYPCUTE B 3PaBHHUS
cexktop Ha EBpormeiickus cbio3. OCHOBHUTE pe3ylNTaTd OT aHaju3a
couaT, 4e: cmopen EBpocrtaTr, pa3xoawTe 3a 3lpaBeorna3BaHe ca 3a
MOHHTOPHHT Ha COITHAJIHA 3allMTa, KAKTO ¥ 3a Habopa OT MoKa3aTely,
u3BecTHU KaTo EBporneiicku ocHoBHU 3apaBHu nHaukatopu (ECHI), u
ca dact or lleamre 3a ycroitumBo paszButHe (SDGs); B OHCP
pasxouTe pactaT MOpajgW MEAWIIMHCKH HAIpeIbK W 3acTapsBaHe, C
NpEU3BUKATEICTBO 32 YKpENBaHE Ha CHUCTEMH 0e3 HEKOHTPOJIMPAHO
yBenuuaBaHe; npe3 2020 r. I'epmanus u @paHuus uMar Hal-BHCOKU
pasxomu xato % ot BBII (12.8% u 12.2%), cnensanu ot ABCTpwHS,
IllBetuss u np., mokaro JlrokcemMOypr mma Hai-amucko (5.8%). 3a
boarapus pazxonute ca 5226 MiH. eBpo, 754 eBpo Ha xuren, 8.5% oT
BBII, mox cpemnoto 3a EC, ¢ HHCKM WHBECTHUIIUH, BUCOKH JIMYHU
pasxonu (35.5%), Oapuepu 3a JOCTBII, JHUICA HA WHOBAIIWW, MHUTPALINS
Ha KaJpHu.

W3Benenu ca cieJHUTE MPETIOPHKH 3a MOJ0OpEHHE: yBEeIMYaBaHe
Ha TMyONWYHM WHBECTHLIMH, HaMalsiBaHE Ha JIMYHH Pa3Xo.H,
noJo0psiBaHe Ha YCIIOBHS 32 CIICLUAINCTH, WHBECTUIIMN B TEXHOJIOTHH.

Tabnmuyao ca wu300pa3eHd W3TOYHMLM Ha (uHAHCUpaHe, C
MOCTaBEH aKIEHT BHPXY CIETHUTE Pa3IUyMsl: BUCOKU MPABUTEICTBEHU
cxemu B JlaHWS, 3aABIDKATENIHW OCHTYPUTENTHH B ['epMaHMs, BHCOKHU
nnyHu B benrapus. ToBa oTpassBa pazHooOpas3ue B CTPYKTYPH, C PUCK
OT HEPABEHCTBO B CTPAHU C BUCOKH JIMYHH PA3XOIH.

Hanpasenu ca cienHute u3Bojau 3a bbirapus Ha ocHOBaTa Ha
nanHu oT EBpocrtaT: : HHCBHK nbpxkaBeH nsn (17.5%), BUCOKHM NUYHU
wramanus (35.5%), npobiiemMu ¢ BUCOKO (PUHAHCOBO Opeme, HepaBeH
JIOCTBII JIO 3/IpaBHU YCIYTH, OTPaHUYEHA aHTA)XKUPAHOCT Ha JbpIKaBaTa.

W3Benenu ca cienHUTe MPENOPBKU: yBEIMYaBaHE HA ABPKaBHO
(hvHaHCHpaHe, HaMalsBaHE Ha JIMYHUTE Pa3XOJd 3a JIOMAKHMHCTBATa,
pedopMu B OCUTypUTEIIHATa CHCTEMA, MHBECTUIIMU B HHPPACTPYKTYpa,
WHTETpUpaHE Ha JOOPOBOJHH 3aCTPaxOBKH, HaMajsABaHe Ha
PETHOHAIIHU Pa3IuIHs.

B 3axmoueHme € TMOCOYEHO, dYe aHAMM3bT TOJYepTaBa
HEOOXOAMMOCT OT MEPKH 3a MOoA0OpsIBaHe HAa (YMHAHCHPAHETO, TOCTHITA
U yCTOWYMBOCTTa B bbirapus, ¢ yBelduuaBaHe Ha ITyOJUYHO
(hmHaHCHpaHe 1 peOopMH 32 HaMAISIBAHE HA HEPABEHCTBATA.

BbB BTOpUs maparpa¢ ot Tperara riiaBa Ha TUCEPTAIlOHHUS
TPpyd € aHaIM3WpPaHO TEKYIIOTO CBhCTOSHHE Ha CHCTeMara Ha
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3/IpaBEOIa3BaHETO B brirapus, KaTo ce MoT4epTaBar
MPEIU3BUKATEIICTBATa, CBBP3aHU C YIPABICHUETO HA YOBCIIKHUTE
pecypcu, W poisiTa Ha JHAEPCTBOTO 3a TAXHOTO MPEOAOISIBAHE U
ONTHMU3AIIMS Ha CHCTEMaTa C IeJ MMOCTUTaHe Ha TO-JA00pH pe3ynTaTé
3a MalUeHTUTE U OOIIECTBOTO.

M3pazeHo € CTaHOBHWINETO, Y€ KIIOYOBHTE AacleKTH Ha
JUAEPCTBOTO B 3PaBEONAa3BaHETO BKJIIOYBAT HWHTETPHUPAHETO Ha
KIMHUYHO ¥  aJMUHUCTPATHBHO JIMJICPCTBO, 3HAYCHUETO HA
(DyHKIIMOHATHHUS MOJICNl, OPUCHTHpPAH KbM pE3yJATaTUTE, KaKTO U
HEOOXOAMMOCTTa OT KOOpPAMHALWSA MEXIy eKHIIUTE, 3aJaduTe |
WH/IMBH/Ty ATHUTE YCHIIUS 32 OTJIMYHU PE3yJITaTH.

Pasrnenano e TeKymoTo ChCTOSIHME Ype3 aHAIW3 Ha JaHHH OT
Hammonamaus craructuuecku wHCTUTYT (HCH), ¢ men m3depmartencH
Mperjie;, Ha MEIWIUHCKUS TIepCOHaj, Jie4eOHHTe 3aBeleHus,
(hvHaHCOBHTE pecypcM W 31paBHHUTE pe3yaratu. llpencraBenu ca
CTAaTHCTUYCCKUTE JaHHW 3a JICUeOHM W 3ApPaBHU 3aBEJCHUS KbM
31.12.2023 r., xato ce orbemsi3Ba, ye kbM 31.12.2023 r. Opost Ha
3aBeJicHUATA 32 O0MHHYHA oMol € 341 ¢ 55 724 nerna, BKIIOYHTEITHO
319 Oomamum (181 wmuorompodumam ¢ 39 168 nmerma um 138
crieruanusupanu ¢ 14 304 mernma), 3 meHTHpa 3a KOXKXHO-BEHEPUUIECKU
3abomsBanHus ¢ 30 meria, 7 KOMIUIEKCHU OHKOJIOTHYHH IIeHThpa ¢ 1 203
nerna u 12 uenThpa 3a ncuxuyHo 3apase ¢ 1 019 nerna; 3aBeaeHusTa
3a U3BBbHOONHKYHA oMol ca 2 237 ¢ 1 307 merna, BkmounTtendo 113
MNAarHOCTHYHO-KOHCYJITAaTUBHHU IIEHTHpa ¢ 293 merna, 834 MeIuITMHCKH
HeHTbpa ¢ 922 nerna, 67 AeHTaNHU LEHTHpa ¢ 9 serna u 67 MeauKo-
JNeHTanHu IeHTbpa ¢ 83 unerma, kakto u 1 156 camocrosTenHH
nmabopaTopuu; Opyry 3aBeAcHUS ca 149 ¢ 1 742 nerna, BKIFOUHTEITHO
27 uentwpa 3a cremHa nomoi, 45 xocnuca ¢ 1 252 nerna, 4 goma 3a
MEJUKO-COLIMAITHU TPIXKU 3a nena ¢ 418 nerna, 4 HalMOHATHU HEHTHPA
0e3 nermna, 28 pernoHaHM 3IpaBHA WHCIICKITHHN U 10 IIeHThpa 3a aema ¢
yBpexaanus ¢ 70 nerma.

Te3u maHHM ca UHTEPIPETUPAHU B KOHTEKCTA Ha JHJIEPCTBOTO H
YOpaBIEHHETO Ha YOBEIIKUTE pEecypcH, KaTo ce MoadepraBa
HEeoOXoauMocTTa OT e()EeKTHBHO VIPABJICHHE 3a  ONTHMAIHO
W3IOJI3BAHE HA PECypCUTe, KOOPAMHAIUS B MHOTOMPOMUITHUTE
OOJHUIM W CHICIMATU3UPAHN WHCTHTYIIMH, MOTHBHPAHE Ha MEepcoHala
B M3BHHOOJNHWUYHWTE 3aBEJCHHUSI M PABHOMEPHO paslpeleleHne Ha
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pecypeute, 0cOOEHO B KpUTHYHH 0O0JACTH KaTO IMCHUXUYHO 3JpaBe U
OHKOJIOTHSI.

M3BeneH e w3BOAAa 3a CIOXKHOCTTA Ha YIPAaBIEHHETO U
HEOOXOAMMOCTTa OT CHJTHO JIMAEPCTBO Ha BCUYKU HHBA, C MHBECTUIINU
B 00y4YeHHE ¥ MHOBATHBHU METOJIH 32 KOOPAWHAIMS U PaBeH JOCTHII 10
yeiyru. TabnudHO ca mpeacTaBeHn JaHHHUTE 33 Oposi Ha MEIUIIMHCKHUTE
crieruanucTy 3a nmepuona 2017-2023 r. B FOro3ananen peruoH, ¢ o010
yBenuueHue otr 9 352 mpe3 2017 r. mo 9 851 mpe3 2023 r.,, HO ¢
koHneHTpaus B Codus (crommmna) ot 6 755 nmo 7 322, nokaro B
braroesrpan nma Hamanenue ot 921 no 886, B Kiocrenmamn ot 441 no
409, B [lepaux ot 325 go 349.

AHanm3upaHu  ca  TCHIGHIMWTE, C  aKIeHT  BBPXY
HEPAaBHOMEPHOTO paslpeneieHne, He0OX0IUMOCTTa OT CTpaTernyd 3a
MpUBIMYaHE W 3aabp)KaHe Ha KaJpu B OTAAJCUYCHH DaloOHH dUpe3
CTHMYJIU U TIpo(heCHOHAIHO pa3BUTHE, TOAOOPsIBaHE Ha PErHOHATIHATA
KOOpIMHALMS W TOJNWTHKK 3a paBeH JOCThI. B  HiIKOJIKO
MOCTIEAOBATENIHA TAOMUIM ca TPEACTaBeHH NaHHWUTE 3a JIEKapUTE II0
crenuanHoctu B FOrozamagen peruon 3a mepuoga 2017-2023 r., ¢
HEpaBHOMEPHO pasmpenenieHne u KoHueHtpauusi B Codus (cronuma),
KaTo HalpuMep KapaWOJIO3UTE HapacTBaT OoT 557 mo 659, akymep-
ruHekojo3uTe oT 584 mo 677, mHbeknuoHucTuTe OoT 56 10 63, HO C
HUCBK Opod B mo-mankute oOnactu kato Kroctengun u IlepHuK;
aHAIM3WPAHU Ca PHCKOBETE OT HEJAOCTHT B CIEIHATHOCTH KaTo
WHQPEKINONOTH W YPOJIOTHA, C TPENoOphbKH 32 PaBHOMEPHO
pasnpezesnenue, GUHAHCOBU CTUMYJIH U TNIAHUPAaHE Ha PECYPCH.

TabnuyHo ca mpeAcTaBEeHH W JaHHUTE 32 METUIMHCKUS
nepconain kbM 31.12.2023 r., ¢ 06mro 29 911 nexapu B ctpanata, 7 607
JeKapu N0 JeHTaiHa MemunuHa U 44 523 mpodecHoHanuCTH IO
371paBHU TpwxH, kato B fOrozamazeH pernon ca 9 851 nekapu, 2 635
JIeHTaaHu Jekapu u 13 695 npodecronanucTu, ¢ mpeodramasamn Opoit
B Codus (cronmma).

JlanHuTe 3a HaceneHWETo Ha eauH Jekap 3a 2017-2023 r. couat
HamaneHnue B FOrozamagen perunod ot 225 mo 205, HO ¢ MO-BHUCOKH
cToiftHoCTH B mepudepuuTe 0bactu karo bimaroesrpan (ot 334 mo 324)
u Ilepauk (ot 377 mo 318), koeTo moguepraBa IUCTIPONOPLUHU B
JOCTBIIA.

AHanm3upaHu ca TEKYIIUTE Pa3Xxoau 3a OOJHUINTE IO OCHOBHU
tunrancupamnm cxemu 3a 2017-2022 r., ¢ peer ot 2 831,01 MuH. 1B. A0
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4 717,40 MaH. AB., TIABHO OT MPAaBUTEIICTBCHU U 3aIBIKUTEIHU CXEMU
(ot 2 487,98 muH. nB. 10 4 344,17 MJH. JB.), C MUHHMAJIEH IPUHOC OT
JIOOPOBOJIHY CXEMU M CTAOWITHY WHANBUAYAIHU Pa3XO/IH.

Amnanmu3upaHo € BiImsSHHETO Ha maHgemusta or COVID-19, ¢
BUCOK Opoii 6omumynu yerna (7.9 ma 1 000 gymu mpe3 2021 r. npu
cpemroro 3a EC ot 4.8 ma 1000 mymm) W W3MUCBaHHA, Clan B
MIPOIBIDKUTETHOCTTA Ha JkuBOTa OT 75.1 rogwam mpe3 2019 r. mo 71.4
npe3 2021 r. u Bp3cTaHOBABaHe 10 74.3 mpe3 2022 r. (Hai-HUCKa B
EC), Bucoka npenorBpatuma cMbpTHOCT (460 Ha 100 000 mpe3 2021
T.), HUICHK CKPHHHHT 32 paK, MU(PPOBU3AIUS C €-YCIYTH U CTPATEeTHH 32
MICUXUYHO 37IpaBe.

B o0000uieHne ca u3BeneHW H3BOAM 3a pPbCTa Ha Pa3sXxoIuTe,
ponsiTa Ha Jbp)kaBaTa, HEPaBHOMEPHOTO pasIipe/ieieHre Ha epCcoHaa,
HEOOXOAMMOCTTa OT MHBECTHUITUH U PehOPMH 3a paBEH JOCTBHII, KaToO Ce
ouepTaBaT  NPEIU3BUKATENCTBA KAaTro KaApoBU  OePHUUUTH U
OpraHU3allMOHHU CJIa0O0CTH, BOACHIM KBbM (OKYC BBPXY JHACPCKHS
MOJIXOJ] B CJIe/IBalaTa riiaBa.

I'JIABA YETBBPTA. EMIIMPUYHO M3CJIEJIBAHE HA
YIHPABJIEHUETO HA YOBEIIKUTE PECYPCH B
3JIPABEOIIA3BBAHETO.

B nbpBus mnaparpad Ha uYeTBBpTa TJlaBa € TMpeacTaBeHa
METOJMYeCKaTa paMKa Ha U3CJIEBAaHETO, KOATO WMa 3a IeNl Ja
aHanu3upa eheKTUBHOCTTA HA JIUACPCKUTE CTIJIOBE M M3MOI3BAHETO HA
KOMIICTCHTHOCTUTE Ha TIEpCOHANa B 3[pPaBHUTE WHCTUTYIUH B
obmactute biaroesrpan u Codusi.

Meronuueckara  pamka ~ o0xBama — pa3pabOTBaHETO U
MPOBEKJTAHETO HAa AHKETHO MPOYYBAHE, CTPYKTYPHPAHO B YETHPHU
OCHOBHHM CEKITMH: CHOWpaHe Ha aeMorpad)ckd JaHHH, OIICHKAa Ha
e(heKTUBHOCTTA Ha JTUAEPCTBOTO, AUATHOCTUKA Ha YIPABICHCKUS CTHI
W OIICHKA Ha W3IOJ3BAHETO HAa KOMIICTCHTHOCTUTE Ha IepcoHala.
M3noms3Bann ca KONMMYECTBEHM METOIW 3a aHaliu3, KaTo aHKETHHTE
ceknmu ca Oa3upaHW Ha aJanTUPaHH METOIUKH, CHOOpa3eHH C
0COOCHOCTHTE Ha 37PaBHUS CEKTOP.

NscnenBanero BimrouBa Meroaukata Ha P.C. Hemos, kosito
oreHsABa e(eKTUBHOCTTA Ha JHIEPCKHUS CTHI 4pe3 KIaCH(PHUIMPAHETO
My B TPU KaTeTOPUHU: BUCOKO e(eKTHBEH, CpeAHO €(EeKTUBEH M HHUCKO
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eextuBeH cTi, ¢ 40 BRIpOCa ¢ TUXOTOMHU OTIOBOPH 33 OOSKTUBHU
3aKJIIOYCHUSL.

B ankeraTa e BKITIOYEH TECT 3a AMATHOCTHKA HA YIIPAaBICHCKUS
CTHJI, HWACHTH(HIHpam[  CKIOHHOCTHTE KbM  aBTOKpATHYEH,
JIEMOKpaTH4eH Win jmbepaneH ctwl. OIeHKaTa Ha W3MOJI3BaHETO HA
KOMIIETEHTHOCTUTE C€ W3BBHPINBA 4pe3 KOoehHUIMeHT Ha H3MOJ3BaHe,
OTpa3sBall] ChOTBETCTBUETO C MPHUETHTE CTaHIAPTH U €(EeKTUBHOCTTA
Ha YOBEILIKUTE PECYPCH.

Mertoonorusita 1€ CPABHUTEJICH aHAIW3 Ha YIPaBICHCKUTE
MPAKTUKH B WHCTUTYIMHTE Ype3 U3UHUCISIBAHE HA CPEIHH CTOMHOCTH 3a
JBeTe 00JacTH, 32 OLEHKA HA BIIMSHUETO HA PETUOHATHUTE Pa3IUYHs
BBPXY JHUIESPCTBOTO W YIpaBlieHHeTO. M3mon3BaHa € KOMOWHAIUS OT
KOJIMYECTBEHH W KA4eCTBEHH METOAW C Ppa3IUYHU aHATUTHIHU
MOJIXO/IH 32 IAJIOCTHA OIEHKA.

KonuyecTBeHUST aHamu3 € OCHOBEH, C aHKETHO MPOYYBAHE 3a
chOUpaHe Ha OOCKTHBHH JIJAHHU, MTOJIOKEHU HA CTATUCTUYCCKU aHAIH3
C W3YHCIsABaHE HAa CPEJAHM CTOWHOCTH, KOS(QUIIMEHTH M CpPaBHEHWUS,
MeTobT Ha HeMOB M3mon3Ba ckama 3a KiacupuKaius, a aHaIu3bT Ha
KOMIIETCHTHOCTUTE — CBOTHOIICHUE MEXIy CpelHa OIleHKa Ha
JIEMOHCTPHUPAHUTE KOMIETCHIINH U CTaHIaPTHA.

KauecTBeHmMT aHamM3 BKIIIOYBA CaMOJUATHOCTUYHH TECTOBE 3a
OIICHKA Ha YIPABICHCKUS CTHJI, OCUTYPSBAIIH 3a1bJI00YEHO pa3OupaHe
HAa  Harjacure W JONBJIBAIlA  KOJNWYECTBEHHTE  PE3yJTaTH.
CpaBHUTETHHUAT aHANIM3 IIO3BOJISBA CHIIOCTABSIHE MEXITy oOOJacTuTe
Braroesrpag u Codus 4pe3 cpelHU CTOWHOCTH HAa TOKa3aTelUTe 3a
YCTaHOBSIBAHE HAa PETHMOHAIHU pa3iuius. MeTOANKUTe ca aJanTUpaHu
OT TICHXOJIOTHSTa Ha YIPaBICHHETO, CHhOOpa3eHH C HYXKAWTE Ha
3/IpaBHUS CEKTOP 32 OOCKTHBHA OIICHKA.

OCHOBHHAT METO/T 32 ChOMpAHE Ha JIaHHU € aHKEeTaTa, pa3zciicHa
Ha YEeTHPH CEKIMH, HaCOYEeHH KbM KOHKPETHH acIleKTH, aJalTHpaHa
KbM IeNUTEe H chenupuKuTe Ha CceKkropa. V3mon3BaHeTo Ha
pasHoOOpa3ue OT METOAM II03BOJIIBA MHOTOIUIACTOB  aHAJH3,
WHTETPHpAIIl CTaTHCTHUKA, TECTOBE W CPAaBHEHUS 3a ISUIOCTHA MPE/ICTaBa
3a JIMAEPCKUTE TMPAKTHKH W YMpaBICHWE B 3ApPAaBHUTE 3aBEICHHUS,
HACOYEH KbM HWJCHTH(HIMpPaHe Ha oO0macTh 3a Toao0peHue B
e(heKTUBHOCTTA ¥ ONTUMH3ANMATA HA KOMIICTCHTHOCTHUTE.

BropusaT naparpa¢ Ha 4eTBHpTa IiaBa MPEACTaBs Pe3yITaTUTE
OT W3CIIEBAHETO Ha NpPWUJIATaHETO Ha JHUAEPCKUS TOAXOA B
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YOpPaBICHUETO Ha YOBEIIKHTE PECYPCH B 3[paBEONa3BaHETO, C IS Jia
ce MpeACTaBU MOAPOOCH aHAIM3 HA aHKETHOTO NPOYYBaHE, MPOBEIACHO
B 3/[paBHU WHCTUTYIMH B oOnactute biaroesrpan u Codwus, 3a oreHKa
Ha  e(eKTUBHOCTTa HAa JHUAEPCTBOTO W  M3MOI3BAHETO Ha
KOMIICTCHTHOCTATE Ha IEPCOHANA, KaTO C€ TOCTaBs AaKICHT BBPXY
uAeHTH(UIIMpaHe Ha CTWIA HA JHIAEPCTBO M e(PEeKTUBHOCTTA Ha
YIpaBIEHUETO Ha YOBEIIKUTE PECYpPCH, C aHAJIU3 HA TAHHWUTE U OIEHKA
Ha TIOTCHIIMANA 32 MPUJIaraHe Ha JUACPCKU TOIXO/IH.

[Ipoy4BaHeTo € CTPYKTYPUPAHO B YETUPH CEKIIMH: AeMOTpadCcKu
JAHHW, OIIEHKa Ha e(eKTHMBHOCTTa Ha JHAEPCTBOTO, TECT 3a
JIMaTHOCTHKA Ha YIPABICHCKHUS CTHJ W OIICHKA Ha HM3IOJI3BAHETO HA
KOMIICTCHTHOCTUTE Ha MEepCOHaNa, 0a3upaHy Ha aJalTHPAHU METOIUKU
3a CpPaBHHTEJICH aHAJN3 W M3BEXKIaHE Ha 3aKITIOYEHHUS 3a JHIEPCKHUTE
MIPAKTUKHU U yIPaBJICHHE.

Ilenta e na ce oleHN €PEKTUBHOCTTA HA JIUACPCKUTE CTUIOBE U
Ja ce uaeHTuuImMpar odJacT 3a MOJOOPECHUE B YIPABICHUETO Ype3
aHaJIN3 Ha JTUIEPCKUTE TTOAXOIU M KOMIIETEHTHOCTHUTE. 3a TIOCTUTaHETO
Ha (popMyIHpaHaTa e Ca TTOCTABSHH CICIHUTES 3a/IaUH:

® aHAITM3 Ha IEMOTPa(CKUTE XapaKTEPUCTUKY U TSAXHATA POJIS;

eoleHKa Ha e(eKTHBHOCTTa Ha JHIEPCKHS CTHJI 4pe3
meToaukara Ha P.C. HemoB;

® U3CJIe/IBaHE HA MPEAMOYUTAHUTE CTHIIOBE UpEe3 TECT;,

® OIICHKA Ha U3ITOJI3BAHETO Ha KOMIIETCHTHOCTUTE C U3UUCIISIBAHE
Ha KOS(DHUITHEHT;

® U3BCXKaHE HA M3BOJIU U MIPETIOPHKH 32 MOI00pCHHE.

W3non3BanuTe MeTony BKIIOYBAT MeToAukata Ha Hemom c 40
JUXOTOMHHM BBIIpoca 3a kinacudukanus B BUCOKO edexTtuBeH (30-40
TOYKH), cpenHo ehektuBeH (11-29 Toukn) n HUCcKO edextrBeH (10 mmm
MO-MaJIKO TOYKH) CTHII, aJanTHpaHa 3a o010 HUBO 1O 00JIaCTH; TECT 3a
JIMaTHOCTHKA Ha CTHJIA C M300p MEXIY aBTOKPATUYCH, JEMOKpPATHYCH
i ubepalieH; aHaIu3 Ha KoMIleTeHTHOCTHTe ¢ koedurueHnT Ke = Cor
/ Cos (xpaeto Cor e cpemnata orieHka, Cos = 3 KaTto cTaHAapT), KaTo
CTOWHOCTA HaJl | TMOKa3BaT BHCOKO HUBO, MOJ | — HETOCTaThYHO
W3II0JI3BAHE.

JlaHHWTE MMO3BONSIBAT CpaBHUTENEH IMOAXOJ C HM3YMCIISIBAaHE Ha
CpeIlHU CTOMHOCTH 3a O0JNIacTUTe, 3a YCTAaHOBSBAaHE HAa PETHMOHAITHU
pasnuuvs B YHPaBICHCKUTE NPAKTUKH, BBIPEKH HEpaBHOMEpHATa
M3BaJKa, C POKYC BbPXY BIMUSHUETO HA MECTHUTE YCIIOBHSL.
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AHanmu3bT € HacOueH KbM YCTaHOBSIBAaHE Ha €(DEKTUBHOCTTA Ha
TUJEPCKUTE TOAXOOU W CHOTBETCTBUETO Ha KOMIIETEHTHOCTUTE C
W3MCKBAHMATA, C TIPEeJOCTaBiHE Ha oOekTWBHa wWHGOpMamus 3a
CTHIJIOBETE W BB3MOXXHOCTHTE 3a TOJOOpEHHE Ype3 ONTHMH3HpaHe Ha
JUIEPCKUTE  NPaKTHKH U ©(EeKTUBHOTO  MW3MOJ3BaHE  HA
KOMIIETEHTHOCTHUTE.

B amanmsza Ha cekmus ,,Jlemorpadckn maHHU® ce momuepTaBaT
neMorpadckuTe XapaKTEepUCTUKK 3a pa30OupaHe Ha CTPYKTypara, ¢
BB3MOXXHOCT 3a CpaBHEHHs MEXAy o0lacThTe IO TOJ, Bb3pPacT,
obpazoBaHmMe, ceMeeH cTaTyc, Opoil nema, TPyIoB cTax, cdepa Ha
paboTa 1 Mo3uLKs, KOUTO BIHSIAT BPXY OpraHM3alllOHHATa KYATypa U
yIpaBJICHUETO.

Cnopen moia u 3a obmact brmaroesrpan, u 3a oo6mact Codus
npeoOiamgaBaT JKeHWTE; B oOmact bmaroesrpam ot o6mo 52
pecnionnentu 43 ca xenu (82.7%), 8 ca mbxke (15.4%) u 1 npennounra
na He otroBopu (1.9%), nokaro B obnact Codus ot 18 pecnnongeHTn
11 ca xenn (61.1%) u 7 ca mbxe (38.9%), 63 pecrioHAEHTH, KOUTO J1a
OpeArnoynuTaT Ja HE OTroBOpAT, Karo B bmaroeBrpan »xeHure ca
3HAYUTENHO TIOBeue OT Mbxere (Hag S5 metu), a B Codus
pasmpeeneHreTo e mo-0aJancupano, Makap M ¢ TOBeUe JKEeHH.

PesynratuTe OT M3CAeABAaHETO coYaT, Y€ U B ABETE 00JIaCTH Hai-
rojasiM Opoil pecnmoHIeHTH uMa B rpynara Haa 45 TOAWHH, KaTo
MPOIEHTHT € 3HauuTeNHo mo-rojsM B Codus; B brnaroesrpaa nma mo-
pa3HOOOpa3HO BBH3PACTOBO pas3MpeiielieHHe C TOYTH E€IHAaKbB Opoi
PECTIOHIIEHTH BBB Bb3pacToBUTE rpynu 26-35 (14 pecnoHmeHTH Win
26.9%), 36-45 (16 pecnonnentu wim 30.8%) u Hax 45 rogunam (17
pecnionaentn wunu 32.7%), ¢ Hali-manka rtpymna 18-25 romunm (4
pecnionnenty win 7.7%), nokaro B Codusa miuaaure Ha Bb3pacT 18-25
TOJVHM JIUICBAT, Tpynara 26-35 roguHU € CPaBHUTEIHO ToJIsiMa ¢ 7
oymm (38.9%), camo 2 pecrmonnmentu (11.1%) ca mexay 36 u 45
TOJIMHY, a Hail-rojsMara Tpyma ca pecnoHAeHTuTe Haj 45 roauHu — 9
nmymu (50%).

N B nBere o06macTd TMOBEYETO PECIOHACHTH HMAaT BHCIIE
obpazoBanme, karo B Codus MarucTpuTe ca 3HAYATEITHO ITOBEUE, a
OakanmaBpuTe — MMO-MAJIKO B cpaBHeHHE ¢ bnaroesrpazn; B brmaroesrpaz
MOYTH BCHUYKH PECTIOHICHTH MMaT 0o0pa3oBaHHE Ha HHMBO OaKajaBbp
WM TI0-BHCOKO (48 OT 52-Ma pecToHACHTH), ¢ HAW-TOJISAM JISJT BHCIIIC
oOpa3zoBanne — O6akanaBwp (30 mymu wiu 57.7%), clneaBaHu OT Te3H C
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MarucTbpeka crenet (17 gymu unu 32.7%) 1 caMo euH PEeCTIOHACHT C
MO-BHUCOKA CTEMEeH OT Maructep, Aokato B Codus moBeyeTo
PECTIOHACHTH ca C BHUCIIE 00pa3oBaHHWE, HO C TO-BHCOK IPOIEHT
maructpu (11 gymm nim 61.1%), 6akanaBpute ca Maiko (4 Tymd wiIu
22.2%), KaTo TYK CBIL[0 UMa EJUH PECIIOHJICHT C IMO-BUCOKA CTETCH OT
MarucThbp.

CeMelHUAT CTaTyC Ha PECHOHACHTUTE COYH, Y€ U B IBETE
oOmacti mTpeobianaBaT JKEHEHHTE pecnoHaeHTH, HO B Codus
NPOLIEHTHT Ha PECMOHACHTHTE, KOUTO JKUBEAT HA ChbBMECTHH Hauaia
0e3 Opak, € MajKo I0-BHCOK; B bjaroesrpam Hai-rojsMara rpyra
PECIIOHIIEHTH ca J>KeHeHM Wi ombkeHn — 30 gymm (57.7%),
HEe)KEHEHHUTe/HeOMBKeHuTre ca 14 gymm (26.9%), a 8 pecrnoHIeHTH
(15.4%) xuBesAT Ha cbBMECTHH Hadana 6e3 Opak, mokaro B Codwus 9
oy (50%) ca )KeHeHW/OMBKEHH, HEXEHEHUTE/HEOMBKEHUTE ca T0-
Manko — 3 npymm (16.7%), a OenbT Ha Te3H, KOWTO JKUBEST Ha
CBhbBMECTHHM Hauaja Oe3 Opak, € Mo-BUCOK OT To3u B bmaroesrpam — 5
nyuu (27.8%).

B BnaroeBrpaa mo-royisiM MpoLEHT OT PECIIOHACHTUTE UMAT JIBE
nena B cpaBHeHHe cbc Codus, KbAETO MOBeYe Xopa HAMAT JAela; B
bnaroesrpax 24 nmymmu (46.2%) ce rpwkar 3a JIBE JAena, KOETo €
3HaYMTeNIHA YacT OT pPECIOHACHTUTe, Tpymarta Oe3 Jema ChIIo €
3HauyntenHa — 18 qymm (34.6%), a mo-ManbK A1 UMaT PECHOHACHTHTE
c exno gere (17.3%), moxato B Codust Hail-romsiM [s1 UMaT TeE3H,
KouTo HsAMAT aena (8 mymm ninm 44.4%), camo 3 aymm (16.7%) wumar
JIBE JIena.

Pesynratute, cBbp3aHM ¢ oOwmMS TPYOOB CTaX Ha
pECTIOHACHTHTE, couat, 4e B oOxact bmaroesrpan mma moBeue xopa ¢
IOBIBI TPYIOB CTax, Nokato B Codus pasnpeneseHHeTo € MaJIKo MOo-
pasmpefesieHO B pasNMYHHUTE KAaTeropud Ha TPYIAOB CTax; B
bnaroesrpaa Haii-romssm Opoii pecnioHaeHTH (22 aymm wiu 42.3%)
uMat Hax 15 rogwHM TPyIOB cTax, mokato B Codus pa3npeneacHueTo
€ TMO-PaBHOMEPHO, HO M TYK Hal-MHOTO PECIOHIEHTH uUMar Haj 15
roguan ctax (6 mymm wim 33.3%). Pecronnmentute W OT 1BeTe
obnacTy ca Hali-Be4e 3aeTH B OOJTHUYHATA ITOMOII, KaTo B biaroesrpan
npeoOagaBaniata 4acT OT PECHOHAEHTHTE palboTAT B OOJIHWYHATA
nomon — 40 aymu, a B Codust — 16 gymm.

Janaute cowar, 4e W B [BeTe OOJacTH ToJsSMa dYacT OT
PECTIOHACHTUTE MMaT MeXAy 6 u 15 ToAWHM CTaXX Ha TEKYIIOTO CH
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paboTHO MSCTO, KOETO TMOKa3Ba CTaOMJIHOCT B 3a€TOCTTa HM; B
Bnaroesrpax Haii-royisiMm Opoil pecOHAEHTH UMAaT CTaX Mexay 6 u 15
TOJMHU Ha TEKyImOoTO cH paboTHO MscTo (44.2%), nokaro B Codwus
CBINO MpeobiiaaBa CTaxbT MeXIy 6 u 15 roguau (66.7%).

Hannute coyaT, 4e U B ABeTE 00JaCTH MOBEYETO PECIOHICHTH
3aeMaT HEpPHKOBOJHM IO3UINH, Kato B biaroeBrpag mma W MaibK
MPOIEHT Ha BHUCIHIN PHKOBOJUTENH M pabOTOMATENN, KOUTO JIUTICBAT B
Codust; B baroesrpaz mo-rojisiMarta 4acT oT pecrioHAeHTUTe (28 mymm
wim 53.8%) ca Ha HEPBHKOBOJHU IMO3UIINH, C MATBK I HA BUCIINATE
PBPKOBONHM HHBa © paboromarenu, mgokaro B Codwus chIIo
npeoOagaBaT HEPbKOBOIHHUTE MO3UIMH (66.7%).

B ananm3a Ha cexkums ,EdexkTuBHOCT Ha JMAEpPCTBOTO B
3ApaBeona3BaHeTO” ce TpeacTaBsT pesynrature oT 40 Bbmpoca 1mo
MeToaukata Ha HemoB, ¢ amanTupaHne 3a 00110 HUBO Ype3 U3UHCIISBaHE
Ha oOmm monoxutenHu otroBopu (1673 3a bmaroesrpan, 568 3a
Codmus), cpenen Opoii Ha pecrioHneHT (32.17 3a bnaroesrpan, 31.56 3a
Codmsa) m xmacuukammss KaTo BHCOKO €(EKTHBEH CTHJI B JIBETE
o0macTH, C eTany Ha aAanTHPaHe 3a TPYIOBU JaHHU.

AHanM3bT MO 00JIACTH TOKa3Ba BHCOKH IMOJIOKHUTEIHH OTTOBOPU
B bmaroesrpag 3a ycTOWYHMBH TNpakTHKW C JOBEpHE W TOAKpENa, U
noyioxkuTenHa TeHaeHnus B Codwus ¢ obnactm 3a TOAOOpeHHE B
00y4YEeHHETO U KPeaTUBHOCTTA; 00Ia TeHACHLUS KbM aHT&KHUPAHOCT 3a
npo)eCHOHATHO  pa3BUTHE,  CHTPYJHHYECTBO,  BKIIOYBAaHE B
o0cHKIIaHms, CB0OOIa Ha IEHCTBHE, CAMOOCH3HATOCT U aJalITUBHOCT.

B ananuza Ha cexknms ,,CTHJI HA ynpaBJjieHHe* ce MPEJICTaBsAT
pesyatatute ot 18 BBIpoca ¢ Tpu BapuaHTa (A — aBTOKpatuyeH, /| —
neMokpaTtudeH, JI — nmubepaneH), ¢ HHTepIpeTanysl 32 CKIIOHHOCT KbM
nemokpatudeH ctun (Hax 12 J1), aBropurapHo-nemokpatudeH (A > JI)
win smbepanHo-neMokpatnueH (JI > A), karo pecmnoHIeHTUTE
MPENOYUTAT JeMOKPATHYEH CTHIL.

AHanu3bpT 1O  Kateropuu  (poiAs  HAa  PHKOBOJUTEIS,
B3aMMOOTHOIIIEHUS! ¥ KOMYHHKAIIMA, MOTHBAIMS M KOHTPOJ) MOKa3Ba
npeobaZaBaHe Ha JeMOKpPATHUYEH CTIJI C yYaCTHE B PEIIeHHS, OTKPUTA
KOMYHUKAIIMsI, JOBEpUE U MOTUBALIMA Ype3 CAMOAUCIMILIMHA, MOJIE3EH
3a 3[paBHUS CEKTOP.
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AHamn3bT

0  KpUTEpUH €

H3BBPIICH, IIOCOYBAMKHU

XapaKTePUCTHKA 110 BCEKU OT KPUTEPHUUTE 3a MPeoOIagaBaius CTII Ha
yIpaBleHHe B JBETE 00IacTH.

Tabumnua 5. AHaJIM3 10 KPUTEpPUH Ha 6a3a pe3yJaTaTUTe OT
aHketaTa 3a baaroesrpan u Codust

Kpurepun

Baaroesrpan

Codus

[locTraBsHe Ha
LICJTH

LlesmuTe 0OMKHOBEHO ca
IPYNOBO ONpPENENIHYU, KaTo
PBKOBOAUTEIIAT MOAKPEIS
B3EMaHETO Ha PEUICHUS

PHKOBOIUTENAT HACHPUYABa
00CHXKIAHE U CBBMECTHO
B3eMaHE Ha PEIICHUS,
moo6Ho Ha biiaroeBrpan

Pasnpenenenue
Ha 3a/1a4nuTe

PBHKOBOUTEINAT OMPEIEIIst
0011 pex 3a 3aIaYnTe U
HACOYBA CIIOPE]] HYXIUTE Ha
CITYKUTEINATE

PpkoBOAUTENAT ONIpeness pex
32 U3MbJIHEHUE Ha 33JIaUUTe,
KaToO MY HYXkJIa ChBETBA U
momara

OrneHka Ha OOekTHBHA OIIcHKA Ha 0a3a |PBKOBOAUTEINSAT M3II0JI3Ba
paboTara [IPEIBAPUTEITHO ONPENICIICHN [0OCKTUBHU KPUTCPUH 32
KpUTEPUH, ChbUETaHA C OLICHKA U MOAKPETIs
oOpaTHa BpB3Ka CITYKHUTEIUTE aKTUBHO
Tpynosa [IpusTencka u OTKpUTa
Py CBo0oHa, HAChpYABaIa P puTa,
aTMocdepa (hokycupaHa BEPXy JOBEpHE U
CHTPYAHUYECTBO U JOBEpHUE
MnoJIKperna
['pynosa [Tono6Ha crutoTeHoCT,
Bucoka croreHocT,
CIUIOTEHOCT HachpuaBaila padoTa B CKUI U

KOJICTWaJIHa MMOJAKpeHa

HHUCKO TCKY4YC€CTBO

HTepec kbM

Bucok unrtepec u

CuiieH unTepec u Gokyc

W3IBJIHCHUTE  [OTAAACHOCT KbM
BBbpPXY Ka4eCTBOTO Ha paboTa

3a1a49K N3IBJIHEHUETO HA 3a/launTe
HTEeH3UBHOCT

Bucoka MHTEH3UBHOCT 1 Bricoka MHTEH3UBHOCT U
(xauecTBO) Ha

KayecTBO Ha pabora OOpH pe3yNITaTH OT eKHIa
paborara

["oTOBHOCT 3a
pabora

Cayxutenure paboTsT CbC
CBILUS PUTHM, HE3aBUCUMO
OT NIPUCHCTBUETO HA
PBKOBOAUTEIIS

CJ'[y)KI/ITeJ'II/ITC ocraBar
MOTUBUPAHU U pa60T${T CbC
ChbIIUS PUTHM

MoTuBalus 3a
TPy X

Bucoka MOTHUBaIMUs 3a
pa60Ta, noaabpikaHa OT
JACMOKPATUYCH IMMOAXO0T

Bucoka MOTUBaLYs,
HacbpiyaBaHa OT NOAKpCHa U
y1aCTUC B IIPOLICCUTEC
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W3BoguTe momuepTaBaT CXOJCTBO B JICMOKPATUYHHS CTHI C
y4acTue, TMOJKperna, OOCKTHBHA OIICHKAa, BHCOKAa CIUIOTEHOCT,
MOTHBAIlAS ¥ WHTEH3WBHOCT, CBH3/JaBallli yCIOBUSA 3a e(eKTHBHA
pabora.

B anamm3za Ha cekmusa , OueHKka Ha U3N0J3BaHEe Ha
KOMIIETEHTHOCTHTE HA 3JApaBHHUS MEPCOHAJ* ce ToaIepTaBa
3HAYCHHUETO 332 ¢PEKTUBHOCTTA HA YIIPABICHUETO, C METOMOJIOTHS OT 10
BBIIpOCca (5 32 KOMIIETEHTHOCTH, 5 3a MOJUTHUKH), 10 5-CTENeHHA CKaJIa,
¢ mumcinssane Ha Kc = Cor / 3, kaTo cTOMHOCTH Hajg 1 mOKa3Bat
BHCOKO HUBO.

AHanu3bT TMOKa3Ba BUCOKU cpenHu oueHku (9.6-12.75) u Kc
(3.2-4.25) B bnaroesrpan, HaABUIIaBaLM CTAHAAPTA, U MO-HUCKH (3.4-
4.5) ¢ Kc (1.13-1.5) B Codus, ¢ perHOHATHA Pa3IUKH.

Cpe!]HEl OII€HKA IT10 BBIIPOCH 3a B_'IEII"OQBl"pﬂ!] H

Codma

15
<
5 10
=
© 5
<
=
T 0
=%
O 1 2 3 4 5

Bbnpoc
s b 1AT0EBIPAS Codua

®urypa 2.CpeaHa olieHKa 1o BeIIpocH 3a biaroesrpan u
Codus

W3BomuTe moguepraBaT  TO-BHCOKHM  KOMIIETEHTHOCTH B
bnaroesrpa, HepaBHOMEPHOCT U HYKJ[a OT CTPATETHHU 3a Pa3BUTHE.

B anamu3a Ha TONUTHKUTE 3a TMOJAKpPENa W pasBUTHE CC
NPEICTABAT PE3YyITATUTE OT 5 BHITpOCa.
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KoeduimeHT Ha M3IMON3E aHe HA KOMITETEHTHOCTHTE
(Kc) mo esnpocy 2a bnaroeerpan 1 Codita

KLII.'IlJII]U-ILFILI Ha HOIIIEBane Ha

5 3

Brmnpoc

== KC BRaroeerpad = KC Codwa HC cTamga prHo=1

®durypa 3. KoedurmeHnT Ha u3noisBane Ha komneTeHTHOCTUTE (KC) 10

BBITpocH 3a biaroesrpan u Codus

AHanu3bT TMOKa3Ba IO-pa3BUTa TOJUTHKAa B biaroesrpag c
BHUCOKHU OIICHKH, W To-ciaba B Codus, ¢ HECHOTBETCTBHE MEKIY
MOTEHIIMAN U MEXaHU3MU, KaTO OPraHU3AI[MOHHATA MTOJIKPETa € KIII0UOB
(haktop. M3BomuTE MOIUEpTaBAT MO-pa3BUTa MOJKpena B biaroesrpar,
orpannueHa B Codus u Hykma OT MONOOpeHHs] B TMPU3HAHUETO W
CTUMYJIUPAHETO.

B mnaparpad Tperm ca mpencTtaBeHH BB3MOXKHOCTUTE 3a
YCHBBPIICHCTBAHE HA YOPABICHHETO HA YOBEIIKUTE pECypcH B
3/paBEOIa3BaHETO Ype3 MpujiaraHe Ha JIMJIEPCKUS MOAXOJ, KaTo ce
noIyepTaBa KIIOUYOBOTO 3HAUEHHE HA YTMPABICHHUETO 332 YCTOMYUBOTO
pa3BUTHE HA CEKTOpa W OCHTYpSBAaHETO HAa Ka4yeCTBEHH YCIyTH B
KOHTEKCTa Ha TJI00ATHH MPEIU3BHKATEIICTBA KAaTO KPHU3H, 3aCTapsSBaHE
Ha HACEJICHHETO U HEJAOCTUT Ha KaJpH, KOETO C€ YTBBP)KAaBa KaTo
CTpaTernyecKy MPHUOPUTET. 3ApaBHaTa cucteMa B beiarapus He mpaBu
U3KIIOUEHUE OT TE3W TEHJACHIMH, C OCHOBHH TPOOJIEMH KaTo
HEPaBHOMEPHO pa3lpe/IeICHUe Ha MepcoHalla, HeIOCTUT B OTJAJICUCHU
PETHOHH W HEOOXOJUMOCT OT WHOBAIMM B YIIPAaBIECHHUETO, KOUTO
W3MCKBAT IEJICHACOYEHH pEIIeHHs, KaTo JHIEPCTBOTO MpPHUI00MBA
0COOCHA 3HAYMMOCT.
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Hacrosimoro  w3ciefBaHe  pasriiekga BB3MOXKHOCTUTE 3a
YCHBBPIICHCTBAHE Ype3 JIMACPCKUA MOAXOA, 0a3upaHo Ha JaHHH U
NpPENoOpbKH OT W3CJEABaHUS B 3ApaBHU 3aBelieHus B Codus u
bnaroesrpapn, c aKIeHT BBPXY HAeHTH(QHUITUpaHE Ha
MPEIM3BUKATEIICTBA U KOHKPETHHU MPETOPHKY 33 MPEOJIOJIIBAHETO UM
Ype3 pa3BUTHE HA JTUJIEPCKH YMEHHS, MOTHBAITUSI U CHTPYIHHUYECTBO.

[enra e na npeUIoKy MPaKTUIECKH HACOKH 32 MoI00psBaHe Ha
JUACPCKUTE KOMIICTEHIIMM ¥ C(PEKTUBHOCTTA B YIPABICHHUETO,
BKITFOUUTEITHO OOIIHM MPETOPHKH 32 CUCTEMATa U CeNn(MUIHI MEPKH 3a
peruoHaIHU  KOHTeKcTH. OOIUAT aHalM3 Ha JaHHWTE II0Ka3Ba
CEPHO3HU TPEIU3BUKATEICTBA KAaTO HEPAaBHOMEPHO pasIpejiciCHNUE,
HEJOCTUT Ha Kagpu H HEOOXOJUMOCT OT TOAOOpsSBaHE Ha
(uHaHCUpaHEeTO, BBIPEKH PBHCTA HA Pa3XOJHWTE B TAaHICMHUATA, C
NpEenopbKH 33 3acWiiBaHe Ha JICHCHTPAIM3aluATa, CTHMYIH 32
MPUBIIMYAHE HA TIEPCOHAN B OTJAJIICUYCHH PAliOHU W paslIUpsBaHe Ha
JIOOPOBOJIHU CXEMH 3a JIOMBITHUTEITHO (PrHAHCUpaHe U 00JICKYaBaHe HA
Oromxkera.

AHanu3bT TOMYEpPTaBa KIOYOBATA pOJIS Ha JUACPCTBOTO U
YOpaBICHUETO 3a CHpaBsSHE C NPEIU3BUKATEICTBATA, C CPEKTHUBHO
JHUJIEPCTBO 32 TIPEOAOJIIBAHE HAa HEPABHOMEPHOTO paslpejieiieHue U
OCHUTYpSIBaHE HA TPWKH B CIa0M PETHOHM 4Ype3 JIEICHTpaTH3aIus,
MOTHBAILlMS W YCIIOBUS 3a Pa3BUTHE, KATO YCTOHYMBOTO pa3BUTHE
W3UCKBA CTPATETMYECKH MPAKTUKA 3a WHOBAIlUH, MPOQECHOHATHO
pasBUTHE B OaTAaHCUPAHO PasIpe/ieliCHHE 32 PaBEH JOCTBII.

EMmupryHOTO WM3ClEnBaHE MOTBBPKIABA, Y€ JIUACPCTBOTO €
pemaBair ¢akTop 3a MoJoOpsBaHe Ha YIPABJICHUETO, C TpUIaraHe Ha
CTHJIOBE 32 CBHTPYJHHYECTBO, KOMYHHMKALUS M aJalTHBHOCT 3a
MPeooIsIBaHe HA MPOOJIEMH KaTo KaJIpoBU JeHUIUTH, KOHGIUKTH U
YCTOWYHMBO pa3BUTHE B ChOTBeTCTBHE ¢ EC MOIUTHKUTE, KaTo
JTUJIEPCKUAT TOJXOJ € MParMaTH4HO CpPEJCTBO 3a pellaBaHe Ha
VIPaBJICHCKH TPEJM3BUKATEIICTBA W HMHTETpanus Ha ObIrapckara
CUCTEMa B €BPOIEHCKOTO MPOCTPAHCTRO.

Crmen oOmure TPENmophKH CE€ pasrpaHWdaBaT KOHKPETHH
NPENOPbKH 332 OTJCITHHUTE CEKIIMM OT AaHKETHOTO IpOoy4YBaHe, C
MIPETIOPHKHU 32 TIEPCOHANA B 3/JPaBHUTE 3aBEIICHUS B JBETE 00JIACTH BBHB
BpPB3Ka C JIUACPCKUTE YMEHUSI.

Ha ocHoBaTa Ha TOpen3I0KeHOTO KaTo 0000IICHN TPETOPHKH 32
pa3BUBaHE Ha JHJCPCKU YMEHUS CE U3BEKIAT:
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® YKpEeTIBaHE Ha YMCHHUSTA 3a aKTHBHO CIIyIlIaHe W pa3OupaHe Ha
HYKJUTE Ype3 TPCHUPOBKH 33 ChIPUYACTHOCT;

® HAChPYABAHE HA PETyJIIpHA O0paTHa BPh3Ka W KOHCTPYKTHBHA
KPUTHKA Ype3 CEeCHMU 3a OOCHKIAaHE Ha CHIIHU CTPaHH W 30HU 3a
moT00peHNME;

¢ QOKyC BBpPXY H3MOI3BAHETO HAa HAW-HOBHUTE IOCTIDKCHUS U
3HaHU Ype3 NpUIaraHe Ha MHOBATUBHU METOJIM U TEXHOJIOTHUH;

® IIO/IbpKaHe Ha OallaHC MEXIy aBTOHOMHOCT M KOHTpOI 3a
CTUMYJIMPAHE Ha CAMOCTOSTEITHOCT C TIOJIKpETa.

Karo mnpemopbku KbM IHACPUTE HA CKHIUA B 3]paBHUTE
3aBe/leHUsT B J(BETe 0OJacTd BBB Bpb3Ka C MpPUIAraHeTO Ha
npeoOagaBanus JTUACPCKU CTHII CE U3BEKIAT:

® 110100psiBaHEe Ha KOMYHHKAIUATA W B3aWMOJCHCTBHETO Upe3
PEIOBHU CpeIIH, cecun 3a 00paTHa Bpb3Ka M OICHKA,

® IIOBHINIABAHE HA TOJKPENaTa U MOTUBAIMATA Ype3 MPOrpaMu 3a
€MOITMOHAITHA MTOJIKPeTia, CEMHHAPH 32 Pa3BUTHE U HATPAJIH;

® 110100psiBaHEe HA JIUACPCKUTE YMEHHUS W IICIIeTOJIaraHeTo B
KPUTUYHU CUTYAIMH Ype3 CTPYKTYPUPAH MOIXO B U3BBHPEIHU CITydan
1 00yueHHUs 3a pa3BUTHE.

Karo npenopbsku BbB Bpb3Ka € pe3yJITaTHTE OT H3CIEIBAHETO 32
KOMITETEHTHOCTHUTE CE MpeJIaraT:

® pa3paboTBaHEe HAa PETMOHAHY CTPATETHHU 33 Pa3BUTHUE, C POKYC
BBpXy Aedunutu B Codus u Haarpaxaane B binaroesrpan upe3 oOMeH
Ha MPAKTUKY;

e 10/I00psBaHE Ha CHUCTEMHUTE 3a OOydYeHHE U pa3BUTHE C
PEIOBHU TIPOTPaMH U TTAPTHHLOPCTBA;

e IBTpaKIaHe Ha ePEKTHBHU CHCTEMH 3a OIICHKA C PETYJLIPHH
OIICHKM ¥ 00paTHa Bpb3Ka, CTUMYJIMPAHE HAa MOTHUBAIUATA Ype3
mporpamu 3a OOHYCH U IIPU3HAHKE;

® AKI[CHT BBPXY TEXHOJOTUYHM WHOBAIIMM C WHBECTHIIUU B
anmapatypa W OOy4YeHHs; HachbpuaBaHe Ha CHTPYJHUYECTBOTO UpE3
TUAMOWJIIMHT ¥ WHAWKATOPH 332 B3aMMO/ICHCTBUE;

e IIprIIarane Ha JoO0pu mpakTuku oT biaroesrpan B Codus apes
pabOTHU MOCEIIEHUS © MEHTOPCKH MPOTPAMH.

B 3akmiouenue ce oTOensA3Ba, Ue MPHIAraHETO Ha TE3U
NpEeNopbKH MOXKE Jia JIOTIPHHECe 3a MO-e()EKTHBHO YIPaBICHUE Ha
YOBCIIKUTE PECypCcH, C TOoAo0OpsiBaHE HAa H3MOJI3BAHETO Ha
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KOMIICTCHTHOCTHTC, 0CcOo0eHO 3a mpeoaojIdBaHC Ha PCruOHAJIHU
pas3iinivg U CTUMYJIMPAHC HA PABHOMCPHO Pa3BUTHUC.

3AKVIIOYEHHUE

B 3akmoueHnero ca 0000HmICHM OCHOBHHUTE W3BOJU OT
W3CJICJIBAHETO M aHAIWM3WUTEe B JIMCEPTAIlMOHHUS Tpyld. B Hero ca
W3JI0)KEHU M OTKPOCHH B CHHTE3MpaH BU 00OOIICHUS U PE3yNTaTH OT
MIPOBEJICHUTE W3CIICABAHUS, CBhP3aHU C YIPABJICHUETO HA YOBEIIKUTE
pecypcu B 3IIpaBeOla3BaHETO, OIEHKAaTa Ha c(QEKTUBHOCTTA HAa
JTUJIEPCKUTE CTHJIOBE M M3MOJI3BAHETO HAa KOMIICTCHTHOCTHTE Ha
nepcoHalia B 37[paBHU 3aBejeHus B obnacture Codus u bmaroesrparn,
KakTO ¥ pa3pabOTBaHETO Ha TPEMOPHKU 3a YCHBBPIICHCTBAHE Ha
VIpaBJICHCKUTE MPAKTUKHU Ype3 TpUIarane Ha Juaepcku noaxon. Te ca
OTIIPaBHA TOYKA 33 MPUIOKEHHUETO UM B YIIPABICHUETO HA 3J[PaBHUTE
WHCTHUTYIMH B bearapus.

®dopMmynupaHu ca W NpoOJIeMUTE, KOUTO Hajlarat Jjaa ce
3aIbJI00YAT HAYYHUTE U3CIICABAHUS B 00JIaCTTa, KATO HEPABHOMEPHOTO
pasmpeneneHre Ha MEIUIMHCKUS TIEPCOHAN, HEOCTUT'BT Ha Kajapu B
OTJIAJICUCHHN PETUOHU, OTpaHHUYeHATa CUCTEMHA IOJIKpera 3a 00y4YeHre
1 pa3BUTHE B HIKOM 00JIACTH W HEOOXOAMMOCTTA OT MOAOOpSBaHE HA
(hMHAHCUPAHETO U MHOBAIIUUTE B 3JPaBHUS CEKTOP.

IMomueprana e mnpakTUYecKaTa 3HAYUMOCT Ha MPEIITOKEHUS
METOJMYCCKA MHCTPYMEHTAPHYM 3a OlLICHKA Ha JTUJIEPCKUTE CTHIIOBE U
KOMITIETCHTHOCTUTE Ha TIepcoHala, BKIIouBall merojukara Ha P. C.
HeMmoB, muarHocTHYHY TECTOBE 3a YMPABJICHCKHU CTHII U HHIUKATOP 3a
u3Mnoii3BaHe Ha komnereHTHocTuTe (Kc), KouTo ocurypsiBaT HamexkIHa
OCHOBa 32 CpaBHUTEIICH aHallM3 W pa3padOTBaHE HA CTPATETHU 3a
pasButHeE.

B kpas Ha AWcepTalMOHHHSA TPYyJa Ca OYEPTaHU BH3MOKHHU
OBJICIIM HACOKM HAa W3CIENBaHWS [0 TeMara, BKIIOYHTEIHO
3a1p00YaBaHe HA aHaJIM3a Ha PETHOHATHHTE pasiudyus B
YOpPaBICHCKUTE TPAKTUKW, W3CJICABaHE Ha BB3JCHCTBHUETO Ha
WHOBAIIMUTE W TEXHOJIOTUUTE BBPXY YIMPABICHHETO HA YOBEIIKUTE
pecypcu W pa3paboTBaHe HA TPOTpaMHU 3a YCTOWYMBO pa3BUTHE HA
JUICPCKUTE KOMIIETCHIIUY B 37]paBeOIa3BaHETO.
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1. CITPABKA 3A MHNPUHOCHUTE B
JUCEPTALHMOHHMUSA TPY L

BbB BpB3Ka ¢ pazpaboTBaHETO HA TUCEPTAIMOHHUS TPYA ca
W3BEJICHU CJIETHUTE MPUHOCH:

1. W3cnenBanu, cucTeMaTH3UpaHd U 000OIIEHN ca OCHOBHUTE
TEOPEeTHYHH  KOHIETIIMM ©  IIOCTAHOBKM 33  CBITHOCTTa U
XapaKTePUCTUKHUTE Ha YIPABICHUETO HAa YOBEIIKUTE PECYPCH.

2. AHanu3upaHW ©  CHCTEMATH3WpPAaHU Cca  OCHOBHUTE
KOHIIEMIIMM W MOJENM Ha JHAEPCTBOTO W JHAEPCKUTE CTHUIOBE U
TAXHOTO 3HAYCHUE 3a YCIleXa Ha OpraHu3alluuTe B CEKTOpa Ha
3/IpaBEOIa3BaHeTO. YCTAHOBEHU Ca XapaKTEPHUTE OCOOCHOCTH Ha
JUIEPCTBOTO B 3/IPaBEONAa3BAHETO.

3. HampaBeH e 0OCTOGH Tiperjie; Ha CBCTOSHHUETO U
Pa3BUTHETO HAa CEKTOpPA Ha 37paBeona3BaHeTo B beirapus u EC.

4. Pa3paboTreHa € METOAMKA W € HANpaBEeHO CMITUPUYHO
W3CcJeBaHE Ha TPWIAraHUTE JHUAEPCKHM TOAXOAM W CTENeHTa Ha
W3IIOJI3BaHE HAa KOMIICTCHTHOCTUTE Ha IMIEpPCOHAla B CEKTOopa Ha
3/IpaBEOIIa3BaHETO.

5. TlpemnoxeHu ca KOHKPETHHU MPEMOPHKH 3a TIOI00psBaHE Ha
YOpaBIEHHETO Ha YOBEIIKUTE PECypCH B 37paBEONa3BaHETO dpe3
MpUJIaraHe Ha JTUICPCKH MOIXO]I.
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I. GENERAL CHARACTERISTICS OF THE DISSERTATION
1. Relevance and significance of the problem.

Human resource management is a key component for the
successful functioning of any organization, especially in sectors of high
public importance such as healthcare. The quality of healthcare services
provided, patient satisfaction and the sustainability of the system largely
depend on the way in which personnel are managed and developed.

In Bulgaria, human resource management in healthcare is facing
a number of challenges. Among the most serious are the shortage of
medical specialists, as well as the high level of professional migration
and staff turnover. Data show that more and more young doctors and
nurses are seeking employment abroad, which leads to additional
workload for the remaining staff and to the difficulty of ensuring a
continuous and high-quality healthcare process, especially in remote or
sparsely populated areas.

In this dynamic and challenging environment, leadership is
becoming increasingly important in human resource management. It not
only motivates and retains qualified personnel, but also creates a culture
of trust, innovation and collaboration. In this regard, the transformational
leadership style, which emphasizes inspiration, personal approach and
strategic vision, is particularly useful.

The problem related to human resource management in
healthcare, as well as the topic of using a leadership approach, is of
interest to many scientists in this field. The works of our and foreign
authors such as: P. Zhuravlev, Y. Odegov, N. Volgin, I. Esaulova, A.
Smith, R. Owen, H. Graham and R. Bennett, M. Armstrong, G. Clerk, T.
Stone, N. Meltz, M. Harris, L. Klayman, H. Opata, S. Taylor, L., K.
Rotich, A. Nankervis, K. Argyris, F. Herzberg, J. Hunt, D. McGregor, A.
Fayol, L. Stefanov, M. Peycheva, 1. Panteleeva, Z. Ivanova, T. Hristova,
etc. are devoted to the study of human resource management.

Leadership and the leadership approach are topics of study by
our and foreign scholars such as: B. Bass, M. Dupree, H. Zagorszek, R.
Stogdill, R. House, J. Ekman, P. Northous, J. Antonakis, J. Cotter, H.
Linn de Vere, J. Burns, A. Zaleznik, R. Bolden, R. Greenleaf, T. Iliev,
M. Vladimirova, N. Danova, A. Marcheva, G. Komitov, S. Genev, K.
Hadjiev, and others.



The scientific papers and applied developments related to human
resource management and the leadership approach deserve high praise.
Although many of these studies focus on various aspects of human
resource management, the aspect of the application of the leadership
approach in the management of these resources has not yet been
sufficiently examined. Of particular importance is the context of changes
in healthcare, including the introduction of new technologies, as well as
changes in social and political structures that affect management
processes.

The presented theoretical developments do not always defend
the same position regarding the essence and importance of the leadership
approach in human resources management. The lack of consensus on
these issues necessitates the need to specify the theoretical foundations
and to explore the possibilities for optimizing processes through the
application of leadership practices. The possibility of effective
management of personnel in healthcare depends on many factors
characteristic of healthcare in Bulgaria - from demographic and social
changes to the political and institutional conditions in which the
healthcare system operates.

The possibility of implementing a leadership approach in human
resource management in healthcare must take into account the territorial
and social characteristics of our country, as well as the political situation
and relations with other countries. It is important to take into account
international standards in healthcare, as well as the need to adapt
leadership strategies to the specific requirements of healthcare
institutions in Bulgaria.

The relevance and significance of the research in this
dissertation is determined based on the following main arguments:

1. Effective human resource management in healthcare is
critically important for ensuring quality healthcare services and system
sustainability, because this management affects not only the work
environment, but also patient satisfaction, employee productivity and the
effective use of available resources.

2. Leadership plays a central role in this process, creating
conditions for motivation, retention and development of highly qualified
staff. By wusing leadership approaches such as transformational
leadership, inspiration and commitment are achieved, which are key to
improving health outcomes.



3. Leadership strategies that emphasize employee support,
training, and professional development contribute to building an
attractive and sustainable work environment.

4. Building a culture of trust and collaboration is an integral part
of healthcare leadership. Encouraging innovation, effective
communication, and transparency in management lead to higher staff
engagement and improved quality of healthcare services.

5. Effective implementation of leadership approaches is a
strategic tool for ensuring long-term benefits for both healthcare
organizations and society.

The developed dissertation seeks to offer theoretically sound and
practically applicable solutions for improving human resource
management through the integration of effective leadership practices that
meet the modern requirements of healthcare.

2. Research thesis

The main scientific thesis of the dissertation research is that the
effective implementation of leadership approaches in human resource
management in healthcare leads to improved organizational efficiency,
staff motivation, and the quality of healthcare services.

3. Aim and objectives of the study

The main goal of the dissertation is to research and analyze the
possibilities for improving human resource management in healthcare
through the integration of leadership approaches.

To achieve the goal of the study, the following tasks are set :

1. To study the theoretical foundations and contemporary trends in
human resource management.

2. To analyze the main concepts and models of leadership
applicable in the health sector.

3. To study the state of human resource management in healthcare
in Bulgaria and the EU.

4. To study and evaluate the leadership approaches applied in the
healthcare sector, the degree of use of staff competencies and to
perform a diagnosis of the management style.

5. To offer specific recommendations for improving human
resource management in healthcare by implementing a leadership
approach.

4. Object and subject of the study



The object of research in the dissertation is the human
resources management system in healthcare.

The subject of the research are the possibilities for improving
human resources management through the application of leadership
approaches.

5. Research methodology

The methods used to achieve the objectives of the study are the
following: comparison method, analysis and synthesis method, grouping
method, intuitive and systematic approach, content analysis, tabular and
graphical method, methods for revealing the structure, dynamics and
territorial location of the studied health facilities, survey method. The
listed methods provide an opportunity to solve the research tasks.

6. Sources of information provision

The main sources of information are statistical data published by
the National Statistical Institute (NSI), Eurostat, European Commission,
World Health Organization, analytical reports of the American Hospital
Association, research and developments of scientific institutions;
scientific works, books and developments of contemporary and classical
authors; results of a survey conducted by the author. Based on the
information collected, conclusions have been drawn, the key problems
facing the implementation of a leadership approach in healthcare have
been identified, and recommendations have been proposed for improving
human resource management in healthcare institutions in Bulgaria.

7. Limitations of the study.

The dissertation research is limited in terms of the selection of
healthcare facilities that can be analyzed. The research is limited in terms
of the research period, namely from 2017 to 2023. There are also
limitations in terms of territorial characteristics, since the researched
enterprises are not representative of all regions of Bulgaria.

The development of the dissertation was accompanied by some
difficulty in completing the questionnaires in the survey, as well as the
untimely publication and lack of information for all years of the research
period by indicators for which statistical data are presented.

8. Structure and content

The dissertation work contains an introduction, an exposition in
four chapters and a conclusion. 237 standard text pages. 257 literary
sources were used. There is 1 appendix to the dissertation work in a
volume of 9 pages. The text includes 30 tables and 18 figures.
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The structure of the exhibition is as follows:

INTRODUCTION

CHAPTER ONE. THEORETICAL FOUNDATIONS OF HUMAN
RESOURCE MANAGEMENT

1. Nature and characteristics of human resource management

2. Transition from personnel management to human resources
management

3. Historical evolution and development of human resource
management

4. Strategic human resource management

5. Current status and future trends in human resource
management

6. Models and theoretical concepts for human resource
management

7. Human resource management systems

CHAPTER TWO. THE LEADERSHIP APPROACH IN HUMAN
RESOURCE MANAGEMENT

1. Leadership and power

2. Basic theories of leadership

3. Leadership styles

4. Characteristics of leadership in healthcare

CHAPTER THREE. HEALTHCARE IN BULGARIA AND THE
EUROPEAN UNION

1. Healthcare in the European Union

2. Analysis of the current state of the healthcare system in
Bulgaria

CHAPTER FOUR. EMPIRICAL STUDY OF HUMAN
RESOURCE MANAGEMENT IN HEALTHCARE

1. Methodological framework of the study

2. Research on the application of the leadership approach in human
resource management in healthcare



3. Opportunities for improving human resource management in
healthcare by implementing the leadership approach

CONCLUSION
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II. BRIEF SUMMARY OF THE CONTENT OF THE
DISSERTATION

CHAPTER ONE. THEORETICAL FOUNDATIONS OF
HUMAN RESOURCE MANAGEMENT

In the first chapter, the emphasis is placed on the theoretical
foundations of human resource management, including the essence,
characteristics and historical evolution of the concept. The subject of
study in the first paragraph is the essence and main characteristics of
human resource management. At present, both in the theory and in the
practice of human resource management, there are various terms
denoting the participation of people in the labor process: labor resources,
workforce, personnel, labor potential and human resources. It is
established that the main characteristic of HRM is its strategic role in
organizations, focusing on people as a key asset for achieving
organizational goals. Human resource management is presented as
strategic and operational management, which is aimed at increasing the
efficiency of the use of human resources in the organization.

The following are the basic principles in relation to human
resources management:

- People are the main factor for the effectiveness of the
organization and maintaining and increasing its competitiveness;

- The management staff has high professionalism;

- Staff receives systematic professional development and training;

- It is recommended to use a strategic approach to human
resources management;

- Striving to improve the quality of working life;

- Discovering opportunities for investing in human resource
development.

Human resource management is presented as the effective
management of people in the workplace. It is further specified that
human resource management is the function in organizations that
facilitates the most effective use of employees to achieve organizational
and individual goals. According to this definition by the cited author,
human resource management is a function that is performed in the
organization and facilitates the most effective use of employees to
achieve both organizational and individual goals.
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Large organizations with a long-term presence in various
industries rely on well-developed human resource management systems,
which leads to the creation of strong policies for recruitment, training
and development of personnel, as well as the widespread dissemination
of good management practices. On the other hand, smaller organizations
often have limited capacity to implement complex human resource
management systems and work with a focus on basic functions such as
hiring and payroll administration. In addition, some organizations
introduce external consulting services or software solutions for human
resource management, as these services represent a small but important
share of their overall activity. These organizations have well-organized
methods for optimizing personnel management processes and promoting
their practices.

The importance of technological innovations for the evolution of
human resource management is analyzed, with particular attention paid
to the application of digital technologies, such as human resource
management systems (HRMS). These technologies allow for the
automation of processes such as selection, performance evaluation and
employee data management, which extends the effectiveness and
accessibility of human resource management practices. Traditional
approaches to personnel management are gradually being replaced by
integrated and strategically oriented systems, which create new standards
in human capital management and lead to the adjustment of
organizational approaches to employees.

As a summary of the above in relation to the proposed definitions
of the essence of human resource management, it is summarized that
human resource management is a complex and multifaceted discipline
that covers various aspects of the functioning of the organization and its
employees. The main objective of human resource management is the
effective management of human capital in the organization in order to
achieve its strategic goals and improve competitiveness. Human resource
management strives to maximize the potential of employees, create a
motivating and productive work environment and ensure long-term
development of personnel.

Based again on the definitions considered, the main characteristics
of human resource management have been identified:

1. Human resource management is seen as a key strategic function
that supports the achievement of organizational goals. This orientation
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includes planning human resources in accordance with the strategic goals
of the organization, integrating human resource management practices
with business strategy, and participating in the development of long-term
development plans.

2. Complexity and multifunctionality, which are due to the fact
that human resource management covers a wide range of activities and
functions, including recruitment and selection, training and
development, performance management, remuneration and motivation,
labour relations and occupational health and safety.

3. At the heart of human resource management are the
organization's employees. Human resource management focuses on their
needs, development, motivation, and satisfaction, with the aim of
creating a work environment in which employees can reach their full
potential and contribute to the organization's success.

4. The modern business environment and its dynamism require
human resource management to be flexible and adaptable to change.
There must be a readiness to respond quickly to changes in market
conditions, technological innovations and the changing needs of
employees.

5. In the era of digitalization, human resource management
involves the integration of various technologies to improve management
processes.

6. Ethics and social responsibility, which are manifested through
human resource management carried out in accordance with ethical
standards and social responsibility. This characteristic is expressed in fair
and equitable treatment of employees, ensuring safe and healthy working
conditions, as well as promoting diversity and inclusion.

Through the listed characteristics, human resource management
not only supports organizational effectiveness, but also creates the
foundation for sustainable development and employee well-being.
Effective human resource management is crucial for building a positive
organizational culture, promoting innovation, and achieving long-term
success.

The second paragraph presents the main aspects of the transition
from personnel management to human resource management. It is noted
that since the 1980s, the term “personnel management” has gradually
been replaced by “human resource management” in many countries, this
change reflecting the awareness of the mismatch between available
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human resources and organizational needs. It is pointed out that the
concepts of personnel management in the public sector have undergone
significant changes to meet the requirements of effective management,
with the transformation starting in the private sector and focusing mainly
on HRM in the public sector.

It is established that human resource management seeks to create
a correspondence between the organization's human resource needs and
the available personnel resources in quantitative (in terms of numbers,
avoiding over- or under-staffing) and qualitative (in terms of skills and
motivation, reducing under- or over-qualification) aspects. Regarding the
definition, T. Ahmad formulated that human resource "needs" include
the positions that need to be filled to fulfill the organization's missions,
and "human resources" refer to the employees who occupy them.
According to J. Igalens and P. Roussel, HRM encompasses all activities
for the development of the collective effectiveness of people,
determining strategies, means, organizational regimes and logistics to
achieve the organization's goals.

The differences between personnel management and human
resources management are presented in tabular form.

Table 1. Differences between personnel management and human
resource management

No. APPROACHES PERSONNEL HRM
TO HRM MANAGEMENT
1 Basic postulate The employee is an expense The employee is a
that must be minimized resource that must be
developed
2 Training Serves to adapt the employee This is an investment in
to his job the present and future
of the organization.
3 Forecast horizon Short-term and medium-term Long-term
4 Competitive Market or technology HRM quality
advantage
5 Source of Machine and organization Machine, organization
production and quality of HRM
efficiency
6 Source of Money and career development | Money, career
motivation development and type
of work
7 In case of changes | Resistance to change, the HR is flexible and
employee needs to change adaptable
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8 Time and planning | Short-term, reactive, episodic, Long-term, proactive,
perspective marginal strategic, integrated
9 Psychological Compliance Engagement
contract
10 Labor relations Pluralistic, collective, low trust | Unitary, individualistic,
perspective high trust
11 Preferred Bureaucratic/mechanistic, Organic, decentralized,
structure/system centralized, formal/defined flexible roles
roles
12 Roles Specialized/professional Mainly integrated into
linear control
13 Rating Minimizing costs Maximum utilization
(human capital)

The main definitions and differences between personnel
management (administrative personnel management focused on pay,
absence, recruitment and evaluation without a direct link to
organizational goals) and human resource management (strategic and
mobilizing management, where employees are a resource for success)
are examined in detail. The analysis of the table reveals fundamental
differences in philosophy: in personnel management, the employee is an
expense (with a focus on cost minimization, short-term horizon,
resistance to change and bureaucratic structure), while in HRM the
employee is a resource for development (with investments in training, a
long-term strategic approach, flexibility, commitment and organic
structure). Human resource management offers a more adaptive and
integrated approach to competitiveness through human capital, in
contrast to the reactive practices of personnel management.

The third section focuses on the historical evolution and
development of human resource management. It focuses on early
approaches to personnel selection and training, which began in
prehistoric times with the selection of tribal leaders and the transmission
of health and safety traditions. It examines the first methods of employee
evaluation in China (2000-1500 BC) and the apprenticeship systems in
Ancient Greece. It presents the evolution of personnel management in
the United Kingdom and the United States, where the early adoption of
mass production stimulated the development of administrative practices.
It describes the humanitarian, cooperative and Marxist theories of the
early 20th century that laid the foundations for trade unionism and
industrial relations systems, as well as legislation regulating working
hours, minimum wages and working conditions.
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It is concluded that with the transition to a post-industrial and
knowledge economy, the importance of qualified and motivated
personnel increases, as employees are transformed from task performers
into creative value creators. It is logical to conclude that human resource
management is subject to significant evolution, moving from
administrative functions to a strategic and integrated approach that
emphasizes the development of human capital, innovation and
competitiveness in a dynamic business environment.

The fourth paragraph focuses on strategic human resource
management and its importance for organizations. It traces and analyzes
the evolution of human resource management from administrative
functions to a strategic approach, including activities such as workforce
planning, selection and hiring, training and development, performance
management, career development, and social development.

It is established that strategic human resource management is
characterized by an integrated and proactive approach that aligns human
resource management policies with the overall goals of the organization,
focusing on long-term competitiveness. It is established that strategic
human resource management includes strategic planning (analysis of the
external and internal environment to anticipate future needs), integration
with business strategy (alignment of human resource management with
marketing, production and finance) and management of organizational
culture. A distinction is made between strategic and operational human
resource management based on the information presented above.

Although both approaches focus on human capital management,
their objectives, scope, and methodologies differ significantly.

Strategic human resource management refers to the long-term
planning and integration of human resources into the overall strategy of
the organization. Its main goal is to create sustainable competitive
advantage through the effective use of human capital.

Strategy formation involves analyzing the external and internal
environments, identifying the organization's long-term goals, and
developing human resource strategies that support those goals.

Strategic human resource management integrates with the
organization's overall strategic plan, ensuring coherence between
business strategies and human resource policies.

Operational human resource management focuses on the day-to-
day management and administration of human resource functions. Its
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goal is to ensure the effective and efficient implementation of human
resource processes and policies.

Just as administrative human resource management is part of
overall human resource management, the administrative function
characterizes operational management, but also constitutes part of
strategic human resource management.

Operational human resource management includes administrative
functions such as managing day-to-day administrative tasks
maintaining employment records, managing salaries and benefits, and
complying with labor laws and regulations; selection and recruitment :
conducting personnel selection and hiring processes, including
interviews, reference checks, and onboarding of newly hired employees;
training and development : organizing training programs and
professional development initiatives to improve employee skills and
competencies; performance management : evaluating employee
performance, providing feedback, and managing career development
processes; and employee relations : managing employee-organization
relationships, resolving conflicts, and maintaining staff motivation and
engagement.

The fifth section focuses on the current state and future trends in
human resource management, viewed in the context of global and local
economic processes. It traces the impact of key factors such as
globalization, technological innovation and the digital revolution, which
are transforming the nature of work and jobs. It is found that these
factors, together with the increasing complexity of the business
environment, require continuous innovation in the approaches of human
resource management professionals to adapt to dynamic conditions.

It is found that in the transition from administrative functions to
strategic approaches, in the stage considered as the era of technological
progress, human resource management focuses on strategic partnership,
talent management and electronic human resource management systems,
such as remote work and flexible arrangements, which reflects the
adaptation to global economic trends, such as the reduction of customs
barriers and international trade agreements.

Based on the presented stages in the evolution and development of
human resource management, the author presents these same stages in
the Bulgarian context. It is established that after 1989, the transition to a
market economy and the integration into the EU in 2007 stimulated the

14



introduction of modern human resource management practices, such as
training, talent management and social responsibility. The following
table 2 summarizes these processes, highlighting the key aspects that
influenced the development of human resource management in Bulgaria.

Table 2. Development of HRM in Bulgaria in the era of
technological progress (1990 — present day)

Aspect Characteristics
affecting HRM
Transitiontoa | After 1989, Bulgaria began its transition from a centrally
market managed to a market economy. This process included
economy diversification of the economy, privatization of state-

owned enterprises, and opening up to international

investment.
European Bulgaria's accession to the European Union in 2007 is a
integration key step for modernization and integration into the

European economic and legal space.

Economic After the crisis of the 1990s, the country achieved stable
growth and economic growth in later years, thanks to fiscal policy
reforms reforms, structural changes, and improved administration.
HRM and With increasing integration with the EU, Bulgarian
corporate organizations are adapting to modern human resource
practices management standards. The introduction of modern HR

practices such as staff training and development, talent
management, and social responsibility are becoming

increasingly important.
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Technological In recent decades, Bulgaria has also witnessed significant
innovation and | advances in technology, which has been a driving force for
digitalization the development of electronic HR systems, remote

working, and flexible work arrangements.

It is concluded that the development of human resource
management in Bulgaria is closely related to globalization and
technological innovations, which requires adaptation to modern
standards for human capital management. In terms of future trends, the
emphasis is placed on the qualitative dimension of human resource
management, which includes identifying skills needs, assessing
motivation and developing training programs aimed at long-term
competitiveness and sustainability of organizations.

Paragraph six of chapter one of this dissertation examines the
models and theoretical concepts of human resource management.

Three of the most influential and widely discussed models are the
American, European, and Japanese. Each offers a unique approach to
human capital management and has its own advantages and challenges.

After comparing the key characteristics of the three main human
resource management models, it is argued that each of these human
resource management models has its own specificities and reflects the
cultural, economic and social conditions of the respective region. The
American model focuses on individual achievements and labor market
flexibility, the European one on social protection and collective
bargaining, and the Japanese one on long-term employment and
collectivism.

The American model of human resource management is
characterized by an orientation towards individualism, achievements and
results. The main characteristics of this model include:

1. Market orientation, characterized by a high degree of market
orientation and competitiveness, with a focus on achieving quick results
and maximizing profit.

2. Individualism, including a strong focus on individual
achievements and results, with rewards and recognition being linked to
personal merit and contribution to the organization.

3. High workforce mobility and significant staff turnover, with
easy hiring and firing of employees typical of this model.
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4. Strategic human resource management, emphasizing high
integration of human resource management strategies with the
organization's overall business strategy, with human resource
management viewed as a key partner in achieving organizational goals.

The characteristics of the European model are the result of its long
history, the accumulated significant scientific achievements and the
demographic aging of the population. The European model of human
resources management is more oriented towards collectivism and social
responsibility. Its main characteristics include:

1. A strong tradition of social dialogue and partnership between
employers and employees, with collective bargaining agreements and
social security being important elements.

2. A high degree of regulation of labor relations, with legislation
on labor rights and employee protection playing a central role.

3. Greater job protection and employment contract security, as
difficult dismissals of employees are common.

4. Strong emphasis on work-life balance, with maternity, paternity
leave and flexible working time policies being widespread.

The Japanese model was formed after World War II, when
historical crises transformed the spirit of military expansion into a drive
for economic prosperity by implementing high Western standards in
Japan. This country serves as an outstanding example of the transition
from a student-centered to a teacher-centered model. The Japanese
human resource management model is distinguished by its collectivist
culture and long-term approach to labor relations. Its main characteristics
include:

1. A strong tradition of long-term employment and employer
loyalty, with employees often staying with the same company throughout
their careers.

2. Emphasized attention to teamwork and collective contribution,
with rewards and promotions often based on group achievements.

3. Regular rotation of employees between different functions and
departments, which helps build broad skills and knowledge.

4. Intensive employee training and development programs, with
significant and ongoing investments in training.

The evolution of the concept of human resource management is
traced. It is explained how human resource management has evolved
from simple workforce management in the early years of the 20th century
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to a more holistic and strategic approach in later decades. This process
reflects not only changes in economic and social conditions, but also the
growing recognition of human capital as a key factor in the successful
functioning of modern organizations.

It is summarized that the conceptual perceptions of the different
models of human resource management are directly influenced by
complex factors and characteristic features of a given historical period.
Knowledge of the evolution of human resource management allows for
the understanding of management models, as well as future prospects for
their development.

The main concepts forming the basis of modern human resource
management practices include practices such as: strategic human
resource management, competency-based management, talent
management, and organizational culture.

In the seventh paragraph, attention is paid to human resource
management systems. Human resource management systems are mainly
based on various management concepts, existing theories, as well as the
typical prevailing management model in relation to territorial features. In
connection with the considered and analyzed theoretical statements on
the problem, the author concludes that the formation of a human resource
management system is a complex and strategically oriented approach,
which includes multiple integrated components for optimizing personnel
management. Through the effective implementation of these components,
organizations not only improve their management practices, but also
create a motivating and productive work environment that supports the
long-term success and competitiveness of the organization.

An analysis of the concept of "management" has been carried out
and the essence of human resource management has been depicted
through a figure. The strategic and operational aspects of human resource
management have been examined from the point of view of content and
scope.

The interrelationship between the elements of the human resources
management system is presented and explained.

Conclusions have been drawn regarding the first chapter in
relation to the paragraphs included in it.
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CHAPTER TWO. THE LEADERSHIP APPROACH IN
HUMAN RESOURCE MANAGEMENT

In the first paragraph of the second chapter, the following
statements are derived from the review of definitions and approaches to
leadership: first — leadership is a process of influencing and mobilizing
people and resources to achieve common goals; second — power is a tool
of the leader, but is not identified with leadership; third — management is
planning and coordination, different but interrelated to leadership; fourth
— the effectiveness of leadership is contextually determined by the
cultural and organizational environment.

Definitions of leadership are examined. It is presented as a critical
factor in the success or failure of organizations.

It is argued that the lack of a single definition in the literature is a
logical consequence of the multifaceted nature of the phenomenon and
the diverse scientific traditions. It is clarified that “power” and
“management” should be viewed as tools and frameworks of action,
while leadership is a behavioral and relational process of directing and
motivating towards a desired future. Emphasis is placed on the concept
of leadership, according to which leadership is viewed as facilitating the
creation and achievement of shared goals. It is summarized that
globalization and cultural differences require leaders who combine
strategic thinking with ethics and the ability to inspire, and that regardless
of the approach, leaders are key in mobilizing people to achieve the
group's goals.

Leadership effectiveness is viewed as dependent on two main
dimensions: the extent to which people follow and recognize the leader
(internal validation), and the extent to which the organization succeeds
and survives (external validation).

The author's view is that the study of leadership should integrate
context (culture, institutions, legitimacy) with individual competencies
(KSA), with an emphasis on influence, vision, and coalitional action. In
this regard, it is noted that the effective leader transforms power into a
means to achieve shared goals through clarity of message and consistent
behavior. The logical conclusion is that successful leadership in modern
organizations is a function of adaptability, moral responsibility, and the
ability to engage followers, which goes beyond routine administration
and rethinks the role of management as supportive rather than dominant.
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The second paragraph of the second chapter analyzes classical
and contemporary theories of leadership. First, trait theory suggests that
a leader’s effectiveness is largely determined by the traits or
characteristics that he possesses. This theory is based on observations of
the characteristics of numerous leaders, both successful and
unsuccessful, and is used to predict leadership effectiveness. It is
concluded that despite the weaknesses of trait theory, it remains relevant
today. Despite criticism and the lack of consensus on the specific traits
that ensure successful leadership, research continues to focus on the
relationship between personality characteristics and leadership
effectiveness, adapting approaches to changing organizational and social
contexts.

The next theory considered is the situational theory. It suggests
that leadership style should be adapted to the maturity of subordinates
(Bass, 1997).

The style and behavior theory emphasizes the importance of
certain leadership skills that are essential for the successful performance
of leadership duties. It suggests that each individual has a unique
leadership style that they are most comfortable with, similar to how one
size fits all. One leadership style cannot be effective in all situations. The
behavioral theory of leadership is based on the belief that leaders can be
made, not born. The leadership style theory, which includes democratic,
autocratic, and permissive styles, is related to the behavioral theory
because both focus on different aspects of leadership behavior and
interactions with subordinates.

Process leadership theory is also considered a modern process-
focused leadership theory, and includes concepts such as principle-
oriented leadership and charismatic leadership, with new approaches
emerging every year. In the early 1970s, Greenleaf introduced the idea
of servant leadership. The 1990s saw a resurgence of interest in this
leadership model.

In relation to the theory of transactional leadership, the following
statements have been made: first — in the “full range of leadership” (FRL)
model, transactional and transformational factors jointly explain
leadership effectiveness; second — management “by exception”
(active/passive) sets a framework for controlling performance and the
timing of the leader’s intervention; third — Transactional leadership
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views leader-follower relationships as an exchange of agreed-upon goals,
roles, and rewards.

It has been argued that transformational leadership differs from
previous and contemporary theories in that it focuses on achieving the
greater good and involves followers in processes or activities related to
their personal contribution to the organization and its goals. It has been
clarified that transformational leadership aims for change and adaptation
to the goals of beliefs, values, and attitudes, which illuminates the
practices of leaders and their ability to lead change. The leader seeks to
focus on the needs and contributions of followers, transforming them into
leaders through empowerment and motivation (House & Aditya, 1997).

After reviewing leadership theories, a comparative analysis of the

theories examined was performed.

Table 3.

Comparative analysis of leadership theories

Name of the
theory

Advantages

Disadvantages

1. Trait Theory

- Focus on innate qualities:
The theory emphasizes
personality traits that can
predict leadership abilities,
providing a basis for

identifying potential leaders.

- Historical significance: It
pioneered the systematic
study of leadership by
identifying important
qualities that are often

- Simplifying complexity:
Ignores the influence of
context and the dynamics of
leadership situations, which
can lead to a distorted
understanding of leadership
abilities.

- Lack of adaptability: Does
not take into account the
ability of leaders to adapt to
different situations and

theory

that leadership effectiveness
depends on the context and
maturity of followers,

associated with successful challenges.
leadership.
2. Situational - Adaptability: Recognizes - Complexity of

implementation: Requires
leaders to be extremely
sensitive to context and
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allowing for more flexible
leadership.

- Focus on the needs of
followers: Stresses the
importance of adapting
leadership style to the needs
of the team.

changing conditions, which
can be difficult to manage in
practice.

- Lack of specificity: There
may be a lack of specific
structure or guidelines for
applying different styles in
different situations.

3. Theory of style
and behavior

- Focus on actions:
Emphasizes the importance
of specific leadership
behaviors and actions, not
just personality traits.

- Practical application: Offers
specific leadership styles that
can be observed and
evaluated in the real world.

- Lack of contextual
consideration: Does not take
into account the specific
contexts in which different
styles can be effective.

- Insufficient attention to
relationships: May
underestimate the importance
of interpersonal relationships
and the context of interactions
between leader and followers.

4. Process theory
of leadership

- Focus on relationships:
Emphasizes the interactions
between leaders and
followers, which is key to
effective leadership.

- Flexibility: Recognizes the
importance of adapting
leadership style and approach
to team dynamics and tasks.

- Ambiguity of practical
application: May be more
difficult to implement in real
life due to the complexity of
interactions and processes.

- May miss individual
differences: Does not always
take into account individual
differences and the specific
needs of followers.

5. Transactional
Leadership
Theory

- Clear structure: It is based
on specific agreements and
rewards, which makes the
leadership process clear and
measurable.

- Limited motivator: May not
be inspiring or motivating
enough for followers in the
long term.

- Little attention to
innovation: May not
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- Focus on results:
Emphasizes achieving
agreed-upon goals through
reward and punishment
systems.

encourage creativity and
innovation as it focuses more
on following established
rules.

profound personal and
professional transformation.

- Follower Development:
Strives to develop and
empower followers by
encouraging them to
overcome their personal
interests in favor of higher

6. - Inspiration and Motivation: | - Requires a high degree of
Transformational Emphasizes the importance commitment: It imposes high
Leadership of inspiring and motivating demands on the leader's
Theory leadership, which can lead to | commitment and attention,

which can be difficult to
achieve in certain contexts.

- Difficulty in measurement:
It can be difficult to measure
the effectiveness of
transformational leadership,
especially in terms of long-
term results.

goals.

The author’s view is that classical and contemporary leadership
theories offer different perspectives and approaches to understanding and
practicing leadership. Trait theory emphasizes personality traits, while
behavioral and style theories focus on specific actions and approaches.
Situational theory provides contextual adaptation, and process and
transactional theories focus on the exchange and management of
rewards. Transformational leadership offers inspiration and motivation
for profound personal and professional change. Understanding the
advantages and disadvantages of each of these theories can help
practitioners select and adapt their approaches to specific leadership
needs and contexts.

Paragraph three of the second chapter of the dissertation
examines leadership styles, with attention focused on two main
leadership styles - transactional and transformational, as well as the
approaches characteristic of them.

The transactional leadership style is characterized by three main
components: contingent reward, management by exception (active), and
management by exception (passive). The transactional leader follows a
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contingent reward scheme to set performance expectations for followers
and evaluate their achievements. Transformational leaders encourage
their followers to achieve higher needs, such as self-actualization and
self-esteem (Bass, 1995), and increase followers' motivation to put
organizational goals ahead of personal interests.

It is stated that idealized influence is an attribute of a leader that
inspires followers to adopt him as a role model. Charisma serves as an
alternative term for idealized influence. Idealized influence creates
values that inspire, define meaning, and evoke a sense of purpose among
people.

In relation to inspirational motivation as a leadership approach, the
conclusion is made that successful leaders constantly interact with their
employees, inspiring them, rewarding them and correcting their behavior
when necessary.

A historical perspective on changes in leadership approaches is
explored. It is concluded that different leadership styles include an
autocratic approach in which leaders set the course of action, a
democratic approach that involves others in the planning and execution
process, and a laissez-faire approach in which complete freedom of
action is granted with minimal involvement from the leader.

Based on the theoretical statements about the different leadership
styles, a comparative analysis was carried out.
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Figure 1. Comparative characteristics of the transformational

and transactional styles

It is summarized that the transactional leadership style is based on
the principle of exchange, in which the leader manages through rewards
and sanctions, while the transformational leadership style is
distinguished by its ability to inspire and motivate followers by creating
an inspiring vision and implementing long-term changes.

A comparison was made between transactional and
transformational leadership styles according to key criteria, which
comparison is presented in the following table 4.
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Table 4. Comparison between transactional and transformational

leadership styles by key criteria

Transactional leadership style

Transformational leadership style

Motivation and interaction with followers

The transactional approach motivates
followers through specific promises of
rewards or consequences related to task
performance. The leader provides clarity
about expectations and outcomes,
thereby maintaining focus on immediate
goals and tasks. This style is effective in
conditions of stability and when specific
results need to be achieved (Judge &

Piccolo, 2004).

In the context of transformational
leadership, motivation stems from the
leader's inspiration and personal example.
Transformational leaders create an
environment of trust and commitment,
encouraging followers to take on new
challenges and strive for excellence. They
encourage followers to think creatively
and engage in the transformation process,
which leads to increased satisfaction and

commitment (Bass, 1997).

Approach to change and innovation

Transactional leaders tend to stick to
established procedures and structures,
preferring to maintain stability and
control. They are reluctant to encourage
innovation unless it is necessary to solve

current problems or correct processes.

This style is Dbetter suited to
environments that do not require
significant change or innovative

approaches (Burns, 1978).

Transformational leaders actively
promote innovation and change through
intellectual stimulation and inspiring
vision. They play a key role in the
transformation process by challenging
their followers to engage with new ideas
and approaches. This style is particularly
effective in dynamic change environments
and when

significant organizational
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transformation is required. (Northouse,

Leadership, Theory and Practice, 2016).

Long-term vs. short-term goals

Transactional leadership style is
oriented towards achieving short-term
goals and optimizing current processes.
Leaders in this context are focused on
effectively managing daily tasks and
achieving immediate results (Judge &

Piccolo, 2004).

Transformational leaders, on the other
hand, strive to achieve long-term goals
and strategic changes. They encourage
followers to engage in the process of long-
term transformation and build sustainable
development of the organization (Bass &

Riggio, 2006).

Based on the above table, it is concluded that the two leadership
styles offer different approaches to management, which reflect
differences in methods of motivation, interaction with followers, and
change management.

Paragraph four draws attention to the characteristics of
leadership in healthcare.

The role of leaders in healthcare is highlighted and its direct link
to achieving outcomes. The assessment of leadership in healthcare is
based on management outcomes, as patients rarely show interest in
management processes or structures (Galbraith, 2001). Leaders must be
able to change the structures and processes of care delivery to ensure
effective and efficient care, which in turn leads to excellent outcomes
(Shortell, 2006; Galbraith, 2001).

Shared governance has been viewed as a concept that extends
health professionals’ control over their practice and increases their
influence in administrative areas (Bogue, Joseph, & Sieloff, 2009). It has
been emphasized that empowering frontline staff is essential for the
effectiveness of health care. A key factor in the success of these teams is
the ability to implement changes without the delays caused by
bureaucratic procedures (Rutherford, Lee, & Greiner, 2004).

Despite mandates from government, regulatory, and accrediting
bodies to improve health outcomes, a comprehensive restructuring of
leadership systems and processes in healthcare has yet to occur.
Leadership is often viewed as a role, not a process that can be facilitated
and extended beyond the administrative hierarchy. An approach that
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demands leadership from clinicians without considering the context in
which that leadership must occur is insufficient to effect the necessary
changes in healthcare (Hewison & Griffiths, 2004).

The reason why shared leadership should be emphasized is
highlighted. The distinction between leadership and management in the
context of the theory of leadership in complexity is indicated. The
functionally oriented model for results, which emphasizes processes in
the organization, rather than individual characteristics of leaders, is
examined.

It is summarized that to achieve transformation in healthcare,
leadership must undergo significant changes. It is necessary to create
conditions that support and enhance new models of leadership,
emphasizing processes and patient outcomes, not just personnel or tasks.
Leaders must be integrated into a network of formal and informal
influences that allows for adaptation and innovation.

Main conclusions are drawn from the chapter under consideration.

CHAPTER THREE. HEALTHCARE IN BULGARIA AND
THE EUROPEAN UNION

The third chapter of the dissertation analyzes healthcare in the
European Union and healthcare in Bulgaria, with the aim of comparing
the state of healthcare in our country with that of other European
countries. Based on this comparison, conclusions are drawn and
recommendations are made for improving the state of the healthcare
system in Bulgaria.

The first paragraph of Chapter three presents healthcare in the
European Union as a key sector with economic, social and humanitarian
dimensions, facing challenges such as changing demographic conditions,
emerging technologies and budgetary constraints. It is emphasized that
effective leadership and human resource management are crucial for
ensuring high-quality healthcare, innovation and sustainability of the
sector.

The EU's role in healthcare is based on cooperation and
coordination between member states, which are responsible for their
national systems, but EU directives, staff mobility policies, funding and
quality standards have a significant impact on the development of
leadership capacity.
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It examines the role of leadership in healthcare in the EU, with a
focus on human resource management, and considers leadership
approaches as a tool for addressing challenges such as workforce
migration, staff shortages, employee mental health and improving
service quality. It also analyses EU programmes and initiatives for
developing leadership skills in the sector and their impact on patient
satisfaction and system effectiveness.

According to information from the official EU website, Member
States have primary responsibility for the organization and delivery of
health services, while EU policy complements national ones, ensures
health protection and works towards a stronger Health Union. EU actions
are aimed at protecting and improving the health of citizens, modernizing
and digitizing systems, improving resilience and preparing for
pandemics. The role of the European Commission, through the
Directorate for Health and Food Safety, is to support the efforts of
Member States to protect and improve health, ensure accessibility,
efficiency and sustainability through legislative initiatives, financial
support, exchange of good practices and health promotion.

The role of human resources in health care in the EU is examined.
The author emphasizes that sustainable health care is defined as a
complex system for restoring, managing and optimizing human health
with an ecological basis, sustainable ecologically, economically and
socially, functioning harmoniously with the body and the environment,
without unjust impacts. It is often called "green health care", focused on
environmentally friendly service delivery with a positive impact on the
community.

The concept of "green hospitals" refers to practices for efficient
use of energy, water and materials, minimizing negative impacts on
health and the environment by optimizing location, design, construction,
operation and maintenance.

In the context of environmental challenges, this approach should
be a priority for the EU, with the introduction of unified environmental
standards for hospital buildings, subsidizing energy-efficient
technologies, green building codes, waste recycling, and cooperation on
green management.

In EU health policies, the adoption of green systems should be
based on principles reflecting global environmental goals and European
priorities contributing to a sustainable future. Ten key components of
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green systems have been identified, with leadership and education being
essential for strategic goals and integration.

It is established that the EU should take a leading role with staff
training programmes and sustainable management targets. Replacing
harmful chemicals with safe alternatives requires strict control and
innovation. Implementing energy efficiency, renewables and reducing
water consumption are priorities to reduce costs and impacts. Reducing
pharmaceutical pollution, developing safe medicines, investing in green
hospitals, optimising transport and reducing food waste through eco-
friendly menus are important steps. These principles need to be
integrated into policies through coordinated efforts at national and
regional level with EU resources.

Despite concerns about sustainability, awareness within the
healthcare community about the sector’s negative environmental impacts
is low, requiring efforts to increase understanding and mitigate. The need
for strong leadership is supported by research showing the dependence
of sustainability on political guidance and institutional commitment. The
EU is playing a leading role with sustainability standards, mandatory
regulations for hospitals, incentives for renewable energies and
innovations to reduce waste.

Influencing the attitudes of professionals is critical through
educational initiatives and organizational changes, with learning
platforms and a culture of responsibility. The experience of good
practices in human resource planning is an option for preserving and
improving their condition.

Recommendations for the EU are proposed: coordinated green
policy, educational programs and incentives for innovation, patient and
community participation. The health system cannot function without an
adequate workforce, which is essential for sustainable development, with
skills, motivation and proper distribution. The European Observatory
focuses on the analysis of human resources to address challenges. Human
resources are a key element for diagnosis, therapy, costs, economy and
employment. The discussion starts with the patient as the center, with a
focus on medical needs, expectations and empowerment. The EU seeks
to strengthen primary care and the integration of care, requiring changes
in roles and task allocation.

The health system in Europe faces challenges such as increasing
demand, difficulties in recruitment and retention, uneven distribution, an
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ageing workforce, lack of coordination and innovation. The European
Health Observatory focuses on topics such as governance, education,
skills optimization, mobility. Labour migration is a result of pay,
working conditions, lack of recognition and security, requiring
incentives such as housing, education for children and remuneration for
remote areas. Mobility requires international strategies to prevent vicious
circles.

Measures at European level are proposed: coordinated strategy,
improvement of conditions, professional development, monitoring of
mobility. Human resources are critical for success, requiring integrated
policies for management, reduction of migration and access to services.
Focus on financing is important.

An analysis of the financing and resources in the health sector of
the European Union has been carried out. The main results of the analysis
show that: according to FEurostat, healthcare expenditure is for
monitoring social protection, as well as for the set of indicators known
as the European Core Health Indicators (ECHI), and is part of the
Sustainable Development Goals (SDGs); in the OECD, expenditure is
increasing due to medical advances and ageing, with the challenge of
strengthening systems without uncontrolled increases; in 2020, Germany
and France have the highest expenditure as % of GDP (12.8% and
12.2%), followed by Austria, Sweden, etc., while Luxembourg has the
lowest (5.8%). For Bulgaria, expenditure is 5226 million euros, 754
euros per inhabitant, 8.5% of GDP, below the EU average, with low
investment, high out-of-pocket costs (35.5%), barriers to access, lack of
innovation, migration of personnel.

The following recommendations for improvement have been
made: increasing public investments, reducing personal expenses,
improving conditions for specialists, investing in technology.

The sources of funding are tabulated, with emphasis on the
following differences: high government schemes in Denmark,
mandatory insurance in Germany, high private in Bulgaria. This reflects
a diversity in structures, with a risk of inequality in countries with high
private costs.

The following conclusions have been drawn for Bulgaria based on
Eurostat data: low state share (17.5%), high personal payments (35.5%),
problems with high financial burden, unequal access to health services,
limited state involvement.
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The following recommendations have been made: increasing state
funding, reducing personal household spending, reforms in the social
security system, investments in infrastructure, integration of voluntary
insurance, reducing regional disparities.

In conclusion, it is stated that the analysis highlights the need for
measures to improve financing, access and sustainability in Bulgaria,
with increased public funding and reforms to reduce inequalities.

The second paragraph of the third chapter of the dissertation
analyzes the current state of the healthcare system in Bulgaria,
emphasizing the challenges related to human resource management and
the role of leadership in overcoming them and optimizing the system in
order to achieve better results for patients and society.

It is argued that key aspects of leadership in healthcare include the
integration of clinical and administrative leadership, the importance of a
functional, results-oriented model, and the need for coordination
between teams, tasks, and individual efforts for excellent results.

The current situation has been examined through the analysis of
data from the National Statistical Institute (NSI), with the aim of a
comprehensive review of medical personnel, medical facilities, financial
resources and health outcomes. The statistical data for medical and health
facilities as of 31.12.2023 are presented, noting that as of 31.12.2023 the
number of hospital care facilities is 341 with 55,724 beds, including 319
hospitals (181 multi-profile with 39,168 beds and 138 specialized with
14,304 beds), 3 centers for skin and venereal diseases with 30 beds, 7
complex oncology centers with 1,203 beds and 12 mental health centers
with 1,019 beds; Outpatient care facilities are 2,237 with 1,307 beds,
including 113 diagnostic and consultative centers with 293 beds, 834
medical centers with 922 beds, 67 dental centers with 9 beds and 67
medical-dental centers with 83 beds, as well as 1,156 independent
laboratories; other facilities are 149 with 1,742 beds, including 27
emergency centers, 45 hospices with 1,252 beds, 4 homes for medical
and social care for children with 418 beds, 4 national centers without
beds, 28 regional health inspectorates and 10 centers for children with
disabilities with 70 beds.

These data are interpreted in the context of leadership and human
resource management, emphasizing the need for effective management
for optimal use of resources, coordination in multi-profile hospitals and
specialized institutions, motivating staff in outpatient facilities, and
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equitable distribution of resources, especially in critical areas such as
mental health and oncology.

The conclusion is drawn about the complexity of management and
the need for strong leadership at all levels, with investments in training
and innovative methods of coordination and equal access to services. The
data on the number of medical specialists for the period 2017-2023 in the
South-West region are presented in a table, with a total increase from
9,3521n 2017 to 9,851 in 2023, but with a concentration in Sofia (capital)
from 6,755 to 7,322, while in Blagoevgrad there is a decrease from 921
to 886, in Kyustendil from 441 to 409, in Pernik from 325 to 349.

Trends are analyzed, with a focus on uneven distribution, the need
for strategies to attract and retain staff in remote areas through incentives
and professional development, improving regional coordination and
equal access policies. Several consecutive tables present data on doctors
by specialty in the South-West region for the period 2017-2023, with
uneven distribution and concentration in Sofia (capital), such as
cardiologists increasing from 557 to 659, obstetricians and gynecologists
from 584 to 677, infectious disease specialists from 56 to 63, but with
low numbers in smaller areas such as Kyustendil and Pernik; the risks of
shortages in specialties such as infectious disease and urology are
analyzed, with recommendations for even distribution, financial
incentives and resource planning.

The data on the medical staff as of 31.12.2023 are also presented
in a table, with a total of 29,911 doctors in the country, 7,607 dentists
and 44,523 healthcare professionals, with 9,851 doctors, 2,635 dentists
and 13,695 professionals in the South-West region, with a predominant
number in Sofia (capital).

The population per doctor data for 2017-2023 indicate a decrease
in the South-West region from 225 to 205, but with higher values in
peripheral districts such as Blagoevgrad (from 334 to 324) and Pernik
(from 377 to 318), highlighting disparities in access.

The current costs for hospitals under the main financing schemes
for 2017-2022 were analyzed, with an increase from BGN 2,831.01
million to BGN 4,717.40 million, mainly from government and
mandatory schemes (from BGN 2,487.98 million to BGN 4,344.17
million), with a minimal contribution from voluntary schemes and stable
individual costs.
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The impact of the COVID-19 pandemic is analyzed, with a high
number of hospital beds (7.9 per 1,000 people in 2021 compared to an
EU average of 4.8 per 1,000 people) and discharges, a decline in life
expectancy from 75.1 years in 2019 to 71.4 in 2021 and a recovery to
74.3 in 2022 (the lowest in the EU), high preventable mortality (460 per
100,000 in 2021), low cancer screening, digitalization with e-services
and mental health strategies.

In summary, conclusions are drawn about the growth of costs, the
role of the state, the uneven distribution of personnel, the need for
investments and reforms for equal access, and challenges such as staffing
deficits and organizational weaknesses are outlined, leading to a focus
on the leadership approach in the next chapter.

CHAPTER FOUR. EMPIRICAL STUDY OF HUMAN
RESOURCE MANAGEMENT IN HEALTHCARE.

The first paragraph of the fourth chapter presents the
methodological framework of the study, which aims to analyze the
effectiveness of leadership styles and the use of staff competencies in
healthcare institutions in the districts of Blagoevgrad and Sofia.

The methodological framework covers the development and
implementation of a survey, structured in four main sections:
demographic data collection, leadership effectiveness assessment,
management style diagnosis and assessment of staff competency
utilization. Quantitative methods of analysis were used, with the survey
sections based on adapted methodologies tailored to the specifics of the
healthcare sector.

The study includes the methodology of R.S. Nemov, which
assesses the effectiveness of leadership style by classifying it into three
categories: highly effective, moderately effective, and low effective
style, with 40 questions with dichotomous answers for objective
conclusions.

The survey includes a management style diagnostic test,
identifying tendencies towards autocratic, democratic or liberal styles.
The assessment of the use of competencies is carried out through a
utilization coefficient, reflecting compliance with accepted standards and
the effectiveness of human resources.
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The methodology aims at a comparative analysis of management
practices in institutions by calculating average values for both areas, to
assess the impact of regional differences on leadership and management.
A combination of quantitative and qualitative methods with different
analytical approaches was used for a comprehensive assessment.

Quantitative analysis is basic, with a survey to collect objective
data, subjected to statistical analysis with calculation of averages,
coefficients and comparisons; Nemov's method uses a classification
scale, and competency analysis - a ratio between the average score of
demonstrated competencies and a standard one.

The qualitative analysis includes self-diagnostic tests for assessing
management style, providing a deeper understanding of attitudes and
complementing the quantitative results. The comparative analysis allows
for comparison between the districts of Blagoevgrad and Sofia through
average values of indicators to identify regional differences. The
methodologies are adapted from management psychology, tailored to the
needs of the health sector for objective assessment.

The main method of data collection is the survey, divided into four
sections, focused on specific aspects, adapted to the objectives and
specificities of the sector. The use of a variety of methods allows for a
multi-layered analysis, integrating statistics, tests and comparisons for a
comprehensive picture of leadership practices and management in
healthcare institutions, aimed at identifying areas for improvement in
efficiency and optimization of competencies.

The second paragraph of the fourth chapter presents the results
of the study of the application of the leadership approach in human
resource management in healthcare, with the aim of presenting a detailed
analysis of the survey conducted in healthcare institutions in the districts
of Blagoevgrad and Sofia, to assess the effectiveness of leadership and
the use of staff competencies, with an emphasis on identifying the
leadership style and the effectiveness of human resource management,
with data analysis and assessment of the potential for implementing
leadership approaches.

The survey is structured in four sections: demographic data,
leadership effectiveness assessment, management style diagnostic test,
and assessment of staff competency utilization, based on adapted
methodologies for comparative analysis and drawing conclusions about
leadership practices and management.
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The aim is to assess the effectiveness of leadership styles and
identify areas for improvement in management through an analysis of
leadership approaches and competencies. To achieve the formulated
goal, the following tasks have been set:

e analysis of demographic characteristics and their role;

e assessment of the effectiveness of leadership style through the
methodology of R.S. Nemov;

e researching preferred styles through a test;

e assessment of the use of competencies with calculation of a
coefficient;

e drawing conclusions and recommendations for improvement.

The methods used include the Nemov methodology with 40
dichotomous questions for classification into highly effective (30-40
points), moderately effective (11-29 points) and low effective (10 or less
points) style, adapted for a general level by area; a style diagnostic test
with a choice between autocratic, democratic or liberal; analysis of
competencies with a coefficient Ks = Cor / Cos (where Cor is the average
score, Cos = 3 as a standard), with values above 1 indicating a high level,
below 1 — insufficient use.

The data allow for a comparative approach with calculation of
average values for the districts, to identify regional differences in
management practices, despite the uneven sample, with a focus on the
influence of local conditions.

The analysis is aimed at establishing the effectiveness of
leadership approaches and the compliance of competencies with the
requirements, providing objective information about styles and
opportunities for improvement through optimizing leadership practices
and the effective use of competencies.

The analysis of the "Demographic Data" section highlights
demographic characteristics for understanding the structure, with the
possibility of comparisons between areas of gender, age, education,
marital status, number of children, work experience, field of work and
position, which influence organizational culture and management.

According to gender, women predominate in both Blagoevgrad
and Sofia districts; in Blagoevgrad district, out of a total of 52
respondents, 43 are women (82.7%), 8 are men (15.4%) and 1 prefers not
to answer (1.9%), while in Sofia district, out of 18 respondents, 11 are
women (61.1%) and 7 are men (38.9%), with no respondents preferring
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not to answer, with women significantly outnumbering men in
Blagoevgrad (over 5 times), and in Sofia the distribution is more
balanced, although with more women.

The results of the survey show that in both districts the largest
number of respondents is in the over 45 age group, with the percentage
being significantly higher in Sofia; in Blagoevgrad there is a more
diverse age distribution with almost equal numbers of respondents in the
age groups 26-35 (14 respondents or 26.9%), 36-45 (16 respondents or
30.8%) and over 45 years (17 respondents or 32.7%), with the smallest
group 18-25 years (4 respondents or 7.7%), while in Sofia there are no
young people aged 18-25 , the 26-35 age group is relatively large with 7
people (38.9%), only 2 respondents (11.1%) are between 36 and 45
years, and the largest group is respondents over 45 years — 9 people
(50%).

In both areas, most respondents have higher education, with
significantly more masters and fewer bachelors in Sofia compared to
Blagoevgrad; in Blagoevgrad, almost all respondents have a bachelor's
degree or higher (48 out of 52 respondents), with the largest share of
higher education being a bachelor's degree (30 people or 57.7%),
followed by those with a master's degree (17 people or 32.7%) and only
one respondent with a degree higher than a master's degree, while in
Sofia most respondents have higher education, but with a higher
percentage of masters (11 people or 61.1%), bachelors are few (4 people
or 22.2%), and here there is also one respondent with a degree higher
than a master's degree.

The marital status of the respondents shows that in both districts
married respondents predominate, but in Sofia the percentage of
respondents who live together without marriage is slightly higher; in
Blagoevgrad the largest group of respondents are married — 30 people
(57.7%), single/unmarried are 14 people (26.9%), and 8 respondents
(15.4%) live together without marriage, while in Sofia 9 people (50%)
are married/married, single/unmarried are fewer — 3 people (16.7%), and
the share of those who live together without marriage is higher than in
Blagoevgrad — 5 people (27.8%).

In Blagoevgrad, a higher percentage of respondents have two
children compared to Sofia, where more people do not have children; in
Blagoevgrad, 24 people (46.2%) are taking care of two children, which
is a significant part of the respondents, the group without children is also
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significant — 18 people (34.6%), and a smaller share is made up of
respondents with one child (17.3%), while in Sofia the largest share is
made up of those who do not have children (8 people or 44.4%), only 3
people (16.7%) have two children.

The results related to the total work experience of the respondents
show that in Blagoevgrad district there are more people with long work
experience, while in Sofia the distribution is slightly more evenly
distributed across the different categories of work experience; in
Blagoevgrad the largest number of respondents (22 people or 42.3%)
have over 15 years of work experience, while in Sofia the distribution is
more even, but here too the most respondents have over 15 years of work
experience (6 people or 33.3%). Respondents from both districts are
mostly employed in hospital care, with the majority of respondents in
Blagoevgrad working in hospital care — 40 people, and in Sofia — 16
people.

The data show that in both districts, a large proportion of
respondents have between 6 and 15 years of experience at their current
job, which indicates stability in their employment; in Blagoevgrad, the
largest number of respondents have between 6 and 15 years of experience
at their current job (44.2%), while in Sofia, experience between 6 and 15
years also prevails (66.7%).

The data indicate that in both districts most respondents hold non-
managerial positions, with Blagoevgrad also having a small percentage
of senior managers and employers, which are absent in Sofia; in
Blagoevgrad the majority of respondents (28 people or 53.8%) are in
non-managerial positions, with a small share of senior management
levels and employers, while in Sofia non-managerial positions also
prevail (66.7%).

The analysis of the section "Effectiveness of Leadership in
Healthcare" presents the results of 40 questions according to Nemov's
methodology, with adaptation for a general level by calculating total
positive responses (1673 for Blagoevgrad, 568 for Sofia), average
number of respondents (32.17 for Blagoevgrad, 31.56 for Sofia) and
classification as a highly effective style in both areas, with stages of
adaptation for group data.

The analysis by areas shows high positive responses in
Blagoevgrad for sustainable practices with trust and support, and a
positive trend in Sofia with areas for improvement in learning and
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creativity; a general trend towards commitment to professional
development, collaboration, inclusion in discussions, freedom of action,
self-awareness and adaptability.

The analysis of the "Government Style" section presents the
results of 18 questions with three options (A - autocratic, D - democratic,
L - liberal), with an interpretation of a tendency towards a democratic
style (over 12 D), authoritarian-democratic (A > L) or liberal-democratic
(L > A), with respondents preferring a democratic style.

The analysis by categories (leadership role, relationships and
communication, motivation and control) shows a predominance of a
democratic style with participation in decisions, open communication,
trust and motivation through self-discipline, useful for the healthcare
sector.

The analysis by criteria was performed, indicating a characteristic
for each of the criteria for the prevailing management style in both areas.

Table 5. Analysis by criteria based on the survey results for

Blagoevgrad and Sofia
Criteria Blagoevgrad Sofia
Setting goals Goals are usually set as a group, |The leader encourages discussion
with the leader supporting and joint decision-making, similar
decision-making. to Blagoevgrad

Task distribution [The manager sets a general order|The manager determines the order
for tasks and directs according to [for completing tasks, advising and
the needs of the employees assisting when necessary.

Job evaluation  |Objective assessment based on  [The manager uses objective
predefined criteria, combined  |evaluation criteria and actively

with feedback supports employees
Working Free, encouraging collaboration (Friendly and open, focused on
atmosphere and trust trust and support

Group cohesion High cohesion, collegial support Similar cohesion, encouraging

teamwork and low turnover
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Criteria Blagoevgrad Sofia

Interest in High interest and dedication to  [Strong interest and focus on
completed tasks |completing tasks quality of work

Intensity (quality)|High intensity and quality of High intensity and good team
of work work results

Readiness for Employees work at the same .
, |Employees stay motivated and

work pace, regardless of the manager's
work at the same pace
presence

Motivation for . . High motivation, encouraged by
High work motivation supported S
support and participation in the

work )
by a democratic approach
processes

The findings highlight similarities in the democratic style with
participation, support, objective assessment, high cohesion, motivation
and intensity, creating conditions for effective work.

The analysis of the section "Assessment of the use of health
personnel competencies" emphasizes the importance of management
effectiveness, with a methodology of 10 questions (5 for competencies,
5 for policies), on a 5-point scale, with the calculation of Ks = Cor / 3,
with values above 1 indicating a high level.

Average score on questions for Blagoevgrad and

Sofia
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Figure 2. Average score on questions for Blagoevgrad and Sofia
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The analysis shows high average scores (9.6-12.75) and Ks (3.2-
4.25) in Blagoevgrad, exceeding the standard, and lower (3.4-4.5) with
Ks (1.13-1.5) in Sofia, with regional differences.

The findings highlight higher competencies in Blagoevgrad,
inequality and the need for development strategies.

The analysis of support and development policies presents the
results of 5 questions.

Coefficient of use of competencies (Kc) on questions
for Blagoevgrad and Sofia
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Figure 3. Coefficient of use of competencies (Kc) on questions for

Blagoevgrad and Sofia

The analysis shows a more developed policy in Blagoevgrad with
high scores, and a weaker one in Sofia, with a mismatch between
potential and mechanisms, with organizational support being a key
factor. The findings highlight more developed support in Blagoevgrad,
limited in Sofia and a need for improvements in recognition and
incentives.
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In the third paragraph, the opportunities for improving human
resource management in healthcare through the application of the
leadership approach are presented, emphasizing the key importance of
management for the sustainable development of the sector and the
provision of quality services in the context of global challenges such as
crises, population aging and staff shortages, which is being established
as a strategic priority. The healthcare system in Bulgaria is no exception
to these trends, with major problems such as uneven distribution of
personnel, shortages in remote regions and the need for innovations in
management, which require targeted solutions, with leadership gaining
particular importance.

This study examines opportunities for improvement through a
leadership approach, based on data and recommendations from research
in healthcare facilities in Sofia and Blagoevgrad, with an emphasis on
identifying challenges and specific recommendations for overcoming
them through the development of leadership skills, motivation, and
collaboration.

The aim is to offer practical guidance on improving leadership
competencies and management effectiveness, including general
recommendations for the system and specific measures for regional
contexts. The overall analysis of the data shows serious challenges such
as uneven distribution, staff shortages and the need to improve financing,
despite the increase in costs in the pandemic, with recommendations to
strengthen decentralization, incentives to attract staff to remote areas and
the expansion of voluntary schemes for additional funding and budget
relief.

The analysis highlights the key role of leadership and management
in addressing the challenges, with effective leadership to overcome
uneven distribution and provide care in weak regions through
decentralization, motivation and development conditions, with
sustainable development requiring strategic practices for innovation,
professional development and balanced distribution for equal access.

The empirical research confirms that leadership is a crucial factor
in improving management, with the application of styles of cooperation,
communication and adaptability to overcome problems such as staff
shortages, conflicts and sustainable development in accordance with EU
policies, with the leadership approach being a pragmatic means of
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solving management challenges and integrating the Bulgarian system
into the European space.

Following the general recommendations, specific
recommendations are distinguished for the individual sections of the
survey, with recommendations for staff in healthcare facilities in both
areas regarding leadership skills.

Based on the above, the following summarized recommendations
for developing leadership skills are derived:

o strengthening active listening skills and understanding needs
through empathy training;

e encouraging regular feedback and constructive criticism through
sessions to discuss strengths and areas for improvement;

e focus on using the latest achievements and knowledge through
the application of innovative methods and technologies;

e maintaining a balance between autonomy and control to
encourage self-reliance with support.

The following recommendations are made to team leaders in
healthcare facilities in both areas regarding the implementation of the
prevailing leadership style:

e improving communication and interaction through regular
meetings, feedback and evaluation sessions;

e increasing support and motivation through emotional support
programs, development seminars and awards;

e improving leadership skills and goal setting in critical situations
through a structured approach to emergencies and development training.

The following recommendations are proposed in relation to the
results of the competency survey:

¢ developing regional development strategies, focusing on deficits
in Sofia and upgrading in Blagoevgrad through exchange of practices;

e improving training and development systems with regular
programs and partnerships;

¢ building effective evaluation systems with regular assessments
and feedback; stimulating motivation through bonus and recognition
programs;

e emphasis on technological innovation with investments in
equipment and training; promotion of cooperation through team building
and interaction indicators;
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e implementing good practices from Blagoevgrad in Sofia through
working visits and mentoring programs.

In conclusion, it is noted that the implementation of these
recommendations can contribute to more effective human resource
management, with improved use of competencies, especially to
overcome regional disparities and stimulate equitable development.

CONCLUSION

The conclusion summarizes the main conclusions of the research
and the analyses in the dissertation. It presents and highlights in a
synthesized form the summaries and results of the research conducted
related to the management of human resources in healthcare, the
assessment of the effectiveness of leadership styles and the use of
personnel competencies in healthcare institutions in the districts of Sofia
and Blagoevgrad, as well as the development of recommendations for
improving management practices through the application of a leadership
approach. They are a starting point for their application in the
management of healthcare institutions in Bulgaria.

The problems that require further research in the field are also
formulated, such as the uneven distribution of medical personnel, the
shortage of personnel in remote regions, the limited systemic support for
training and development in some areas, and the need to improve
financing and innovation in the health sector.

The practical significance of the proposed methodological toolkit
for assessing leadership styles and personnel competencies is
emphasized, including the methodology of R. S. Nemov, diagnostic tests
for management style and an indicator for the use of competencies (Ks),
which provide a reliable basis for comparative analysis and development
of development strategies.

At the end of the dissertation, possible future directions for
research on the topic are outlined, including deepening the analysis of
regional differences in management practices, studying the impact of
innovations and technologies on human resource management, and
developing programs for the sustainable development of leadership
competencies in healthcare.

44



III. REFERENCE ON THE MAIN CONTRIBUTIONS IN
THE DISSERTATION

In connection with the development of the dissertation, the
following contributions have been made:

1. The main theoretical concepts and propositions about the
essence and characteristics of human resource management have been
researched, systematized and summarized.

2. The main concepts and models of leadership and leadership
styles and their importance for the success of organizations in the
healthcare sector have been analyzed and systematized. The
characteristic features of leadership in healthcare have been established.

3. A comprehensive review of the state and development of the
healthcare sector in Bulgaria and the EU has been conducted.

4. A methodology has been developed and an empirical study
has been conducted of the applied leadership approaches and the degree
of utilization of personnel competencies in the healthcare sector.

5. Specific recommendations are proposed for improving
human resource management in healthcare by implementing a leadership
approach.
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