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[ncepTaumoHHUAT Tpya CbAbpiKa BbBEAEHWNE, UMOXKEHE B YETVPU [MaBm
n 3akmoyeHne. OBwmsT obem Ha HaydyHaTa paspabotka € 221 cTaHpapTHU
cTpaHuum. Msnon3eann ca 105 nutepaTypHW U3TOYHMKA, OT KOMTO 44 Ha Kupunuua
n 61 Ha natuHuuya. B Tekcta ca BkmoyeHn 18 Tabnuum m 15 durypn. Kom
ANCEPTALMOHHUS TPyA MMa 1 NpunoxeHue, CbabpXalo MHCTPYMEHTapuyma Ha
EMMUPVNYHOTO M3CreaBaHe (aHKeTHa KapTa).

ABTOPBLT Ha [OMCEPTAUMOHHMA TPy € OOKTOpaHT B KaTteapa ,busHec
MEHWIKMBHT 1 MapkeTuHr npu CtonaHckus dakynTet Ha KO3Y ,Heodwmt Puncku®
— bnaroesrpag.

3awmrara Ha gucepTaumMoHHMS TPy e ce cbeTou Ha 26.11.2026 r. ot
11:30 yaca B 3ana 8406 Ha CtonaHckus dakyntet Ha FO3Y ,Heodmt Puncku®, rp.
Bnaroesrpag. Matepuannte no 3awuMTata ca Ha pasnofiokXeHWe Ha
WHTEpecyBaLUuTe ce B KaTeapa ,BU3HEC MEHUIKMBHT W MapKeTuHr, CTonaHcku
cakyntet Ha KO3Y ,Heodmt Puncku®, rp. bnaroesrpag, yn. ,MBaH Muxaiinos* Ne
66.



I. OBLLIA XAPAKTEPUCTUKA HA OUCEPTALIMOHHUA TPY

1. AKTyanHoCT ¥ 3HaYUMOCT Ha npoGnema

WHaycTpuanumsaT cektop B bbnarapus u B EBpona ce passuBa B cpefa, B
KOATO TEXHONOMMYHOTO OOHOBSIBAHE, HEJOCTUILT Ha KBanMUUMPaHW Kaapw,
AemorpadickuTe U3MEHeHs, rmobanHaTta KOHKYPEHLMS U MOBULLEHWUTE M3NCKBAHWS
KbM Ka4ecTBOTO 1 6e30nacHOCTTa AeNCTBaT e4HOBPEMEHHO M B3aMHO CE YCUNBaT.
Tasm CbBKYMHOCT OT BAMSHUS MPOMEHS CbObPKAHWETO Ha TpyAa, CTPYKTypaTa Ha
npodecunTe 1 HauyMHa, Mo KOMTO NPEANPUATUSITA N3rpaxaaT CBOSI NMPOU3BOACTBEH
kanauuTteT. ABTOMaTM3auMsiTa M UMPOBM3ALMATA NOBWLLIABAT TbPCEHETO Ha
WHXEHEPHWU, TEXHUYECKM, aHaNMUTUYHU W YNPaBIEHCKM KOMMETEHTHOCTU, AOKATO
YCTOAYMBOCTTA Ha NPOWN3BOLACTBEHUTE NPOLIECH NPOAbLITKABA [a 3aBUCK OT ONKUTa,
QUCUMNNIMHATA, Npod)ecHoHanHaTta MpPUEMCTBEHOCT M CMOCOBHOCTTa  Ha
CNYXXUTENWUTE Aa YCBOSIBAT HOBW TEXHOMOIMM. B Tean ycnosunst YOBELLKUTE pecypcu
npuaobueaT 3HaueHKe, KOETO HaOXBbpNs aAMMHUCTPATMBHOTO OOCnyXBaHe Ha
TPYAOBWTE OTHOLLEHUS. Te Ce NpeBpbLUaT B OpraHW3aLMOHHA CMOCOBHOCT, Ype3
KOSATO CTpaTerMyeckuTe HaMepeHus Ha npeanpusaTUeTo ce ocurypseat c
NOAXOASLUM XOpa, 3HAHWSI, MOBEAEHWE U YNPaBNEHCKM MEXAHN3MMU.

/360pbT Ha TemaTa NMpou3Tiya OT CHLLECTBEHOTO pasMuHaBaHe Mexay
(hOpManHOTO Hannyne Ha KagpoBHW MOMMUTIKW 1 TAXHOTO YCTOMYMBO MPUITOXEHUE B
€XeAHEBHOTO ynpasneHue. B peaunua uHOycTpUanHu NpeanpuaTis ChLLecTByBaT
cneuvanusvpaHu 3eeHa, npouedypu 3a nogbop, oueHsBaHe, obyuyeHue W
Bb3HarpaxoeHue, KakTo M 3asBeHO 0OBbp3BaHe Mexay kaaposute W OusHec
Lenute. CTpaTternyeckaTta CTONHOCT Ha Te3n enemMeHTn obaye ce nposiBsia easa
ToraBa, korato Te obpasyeaT nocregoBaTenHa cucTeMa, noagbpkaHa upes
PErynsipHU PELLEHNs, HaLexaHU AaHHW, OTFOBOPHOCT Ha NPEKUTE PHKOBOAUTENM W
aKkTMBHO y4yacTMe Ha BWCILETO ynpaeneHue. l[MeHHO npexogbT  OT
WHCTUTYLMOHANN3MpaHa (YHKUMS KbM  3psNo  CTPATErMyecko  ynpaBneHue
NPEeACTaBNABA LEHTPANHMAT U3CesoBaTencky npobnem Ha AucepTaLMoHHNS TPYA.

TemaTa MMa ocobeHa 3HAUMMOCT 3a MHOYCTPpUanHuTe OopraHn3aunn
nopaguM TAXHaTa KanuTanoemKkoCT, NO-AbNMMTe WHBECTULMOHHU XOPU3OHTH,
TEXHOMorM4yHaTa B3anmo3aBUCMMOCT MeXAY pa60THVITe MeCTa U B1CoKaTa LieHa Ha
KagpoBUTE NPeKbCBaHUA. B Nnpon3BoACTBEHa Cpefa He3aeTaTa KpUTU4Ha ANTbXXHOCT



MOXe fa 3abaBu BbBEXOAHETO Ha HOBA JINHWS, 4@ OrpaHUYK U3MON3BAHETO Ha
ckbno obopyaBaHe MMM [a MOBWLM HATOBAapBAHETO M pUCKA 3a OCTaHanuTe
cnyxuTenn. HamyckaHeTo Ha OMMTEH cneuwanucT Boau Ao 3aryba Ha TpyaHo
(hopManuanpyemo 3HaHue, a HegocTaTbyHaTa MOATOTOBKA HA HOBOHA3HAYeHUTE
3acsira npoM3BOANTENHOCTTA, KA4ecTBOTO U BGe3onacHoCTTa. CMECEHNST CbCTaB Ha
paboTHaTa cuna - onepatopu, TEXHULUW, WHXEHepW, cneuuanucTh no
aBTOMaTW3aLMs, Pa3BOMHM EKUMM 1 PHKOBOAUTENN — M3NCKBA AMDEPEHLMpaH
MOAXOAN KbM MPUBNMYAHETO, Pa3BUTUETO, MOTMBALMSTA W MpodecHoHanHaTa
kapuepa.

CrpaTternyeckoTo ynpaeneHue Ha yosellkute pecypcn (CYYP) cabp3sa
Te3n cneumdukn ¢ obluaTta nocoka Ha mpeanpusTMeTo. Heroata BepTwkarHa
CbIMacyBaHOCT NpeBeXaa NpON3BOACTBEHUTE, TEXHOMOTMYHUTE W Ma3apHUTE Lienu
B NOTPEBHOCTW OT YUCMEHOCT, KOMMETEHTHOCTM W OPraHM3aLnNOHHO NMOBELEHME.
XOpW3oHTanHaTa CbrnacyBaHoCT obeauHsBa NnaHWpaHeTo Ha paboTHaTta cuna,
noabopa, BbBEXAHETO, YNPaBNEHUETO HA W3MbIHEHWETO, Bb3HArpaXaeHneTo,
0By4eHMeTo, NPUEMCTBEHOCTTA U aHraXMpaHOCTTa BbB B3aMMHO MOAKpensLla ce
apxutekTypa. [pu Takasa noruka kaLposuTe peLleHus npuaobueart oLy Kputepui
3a MPUOPUTETHOCT, @ MHBECTULMMTE B XOpa Ce OLEHsBaT Ype3 MpuHOca UM KbM
MPON3BOACTBEHUS pe3ynTaT, TEXHOMOrMyHaTa ajantauus W yCTOMYMBOCTTa Ha
opraHusaupsTa.

HayyHaTa 3HauMMocCT Ha u3crieiBaHeTo ce onpeaens ot notpebHocTTa
fia GbaaT pasrpaHuYeHu TPW PaBHULA HA Pa3BUTUE Ha (DYHKLMSITA MO YOBELLKM
pecypcu — chopmanusaumsi, MHCTUTYLMOHaNN3aLUmMsl U CTpaTernyecka 3psimocT.
dopmanusaumsTa ONMcBa HaNMMYMETO Ha MpaBuna, NPOLELYPU U AOKYMEHTUPaHN
cTaHgapT. VHCTUTYUMOHanM3aumsTa nokasea OpraHu3aLnoHHO 060cobsiBaHe,
PONM U TMOCTOSHEH aAMUHUCTpATMBEH kamauuTeT. CTpaTteruyeckara 3psrnoct
OTpassiBa CTeMeHTa, B KOSTO (hyHKUMSITa y4yacTBa B OMpedensHeTo Ha
MpUOpUTETUTE, CbIMacyBa NpakTUkATe ¢ BU3HEC cTpaTerusiTa, M3nonaea faHHN 1
BOAM MPOLiECH Ha NpomMsiHa. ToBa pasrpaHuyeHue No3eonsiBa Aa ce 0bsiCHM 3aLLo
NPeAnpUSTUE C Pa3BUTO 3BEHO MO YOBELLKM PECYPCH MOXE Aa 3anasi NpeayumMHo
W3MbIHUTENCKA pOnsi, AOKATO MO-Marka OpraHW3auus MOXe f[a WHTerpupa
Ka[pOBMTE PELLEHWs HEeMoCpPeaCTBEHO B YNPaBNEHWNETO Ype3 BnuocTTa Mexay
COBCTBEHMKa, PHKOBOAUTENNUTE U CITYXUTENUTE.



MpakTMyeckata 3HAYMMOCT Ce MU3pa3sBa BbB Bb3MOXHOCTTA
QMarHocTUkata f[a HacouM OrpaHWYEHWUTE  OpPraHW3aLMOHHM PECYpPCM  KbM
MEXaHU3MUTE C  Hal-BUCOKAa  ynpaBneHcka CTOMHOCT.  MHaycTpuanuute
NpeanpusITUs 4ecTo pasnpedenaT CpeacTBa Mexay Bb3HarpaxaeHus, nogbop,
0byyeHue, LmpoBM CUCTEMM U UHALMATMBM 33 aHTaXMPaHOCT Npu CUNEH HaTUCK
3a kpaTkocpoyHa edpekTBHOCT. CUCTEMHOTO M3CNeABaHe Ha BPb3KUTE MEXTY Teau
obnactu no3eonsiBa pelleHnsTa ga Ce nogpexgaT cnopen KPUTMYHOCTTa Ha
ponuTe, aeduunTa Ha KOMNETEHTHOCTY M 04aKBaHMS MPUHOC KbM MPOU3BOLCTBEHNS
npouec. Mo To3n HaumH KagpoBaTa MOMWTMKA Ce MPEBpbLUA B apryMeHTMpaHa
WHBECTULMOHHA paMKa, KOSTO CBbP3Ba pasxofa C OpraHW3aLMOHHa crnocobHOCT,
YNpaBNEHCKM PUCK 1 U3MEPUM PEe3yITarT.

Bb3 ocHoBa Ha HanpaBeHOTO B HACTOALLOTO M3CNeABaHe aHanuTUYHO
NPOYYBaHe Ha NUTEepaTYPHUTE U3TOYHULY Ce Hanara M3BOAbLT, Ye CTPaTErMiyeckoTo
yNpaBreHne Ha YOBELKWTEe Pecypcy, MOLENUTE 3a HEroBOTO MPOEKTMpaHe U
Bpb3kaTa My C OpraHM3aUMOHHaTa pesynTaTHOCT ca npeaMeT Ha wacredsaHe ot
peanua YyxaectpaHHu 1 Gbnrapcku yueHu. PaspaboTBaHeTo Ha npobnemarukara
ce 6asvMpa Ha CbBPEMEHHUTE TEOPETWYHM KOHLeNUMM Ha BOAELM aBTOpU B
NPeaMeTHOTO Mofie Ha CTpaTeryeckoto YNpaBneHWe W yNpaBneHWETO Ha
voBelLwukuTe pecypcn kato A. Chandler, |. Ansoff, M. Porter, H. Mintzberg, J. Barney,
D. Teece, G. Johnson, R. Whittington, M. Armstrong, D. Ulrich, P. Wright, G.
McMahan, M. Huselid, B. Becker, J. Delery, D. Doty, P. Boxall, J. Purcell, M. Beer,
C. Fombrun, J. Kotter, A. Maslow, F. Herzberg, D. McClelland, E. Deci, R. Ryan u
Ap. LleHeH npuHOC 3a M3sCHSBaHE Ha pas3nMyHM acmekT Ha ynpaBneHWETO Ha
xoparta, MOTUBaLuWsTa, NMOEPCTBOTO M OpraHM3aLoHHaTa Kyntypa B 6bnrapckara
HayyHa nutepatypa umat K. Bnagumuposa, M. AtaHacosa, A. Adrenos, B.
Aspamos, A. AceHos, W. Vnues, 1. [leces, K. KameHos, . [xoHes, . Jumutpos,
t0. Uyuosuy, M. Ywesa u gp.

ChblueBpemMeHHO Mpoy4BaHUsiTa Ha aBTOpa MokaseaT, Ye A0 MOMEHTa B
Obnrapckata HayyHa NuTepaTypa He € MpaBeHO CUCTEMATUYHO EMMUPUYHO
n3criefiBaHe Ha cTpaTernyeckata 3psrocT Ha (yHKLMsITa N0 YOBELLKM pecypcu B
WHOyCTpUanHUTe NpeanpusTUs, KOeTo [fa pasrpaHiyaBa  hopmanusauusTa,
WHCTUTYLIMOHANM3aLMsTa U PeanHoTo CTpaTernyecko yyacTtie Ha hyHKUMsSTa 1 aa
OLieHsIBa KOMMYECTBEHO (haKTOPUTE, C KOUTO TasW 3psrocT e CBbp3aHa. Juncea v
WHTETpUPaH, eMNMPUYHO OBOCHOBAH YMpaBNEHCKM MOAEN, KOWTO Aa mpesexaa



YCTaHOBEHUTE 3aBUCMMOCTU B KOHKPETHN MEXaHN3MK C €Tani, Posin U Nokasartenu
3a npunoxeHune B MHAyCTpuanHa cpeaa.

AKTyanHocTTa U 3HaYMMOCTTa Ha TemaTa Ha HacToslaTa paspaboTka
ce onpeaensT or:

—  HapacTBaL|OTO CTpaTernyecko 3Ha4YeHNe Ha YOBELLKMS KanuTan 3a
KOHKYPEHTOCMOCOBHOCTTa Ha WHAYCTpUAnHUTE nNpeanpusTis B
ycnosusta Ha WHayctpus 4.0, undposa TpaHchopmaumus 1 3eneH
npexog;

— ocTpoTaTa Ha kagpoBuTe npobnemu B Obarapckata MHOYCTPUS —
CMCTEMEH HEOOCTUr Ha KBanuuuupaHu paboTHULM, 3acTapsiBaHe
Ha paboTHaTa cuna, 0bpa3oBaTeNHO HECHLOTBETCTBIE, TEKYYECTBO U
HWCKa aHraXnpaHocT;

—  CblUeCTByBaLOTO pa3MMHaBaHe Mexay opMarHOTO Hanuume Ha
ka[ipOBM NOMUTKKA, NPOLIEAYPN W CMELMAnM3V1paHm 3BeHa U TAXHOTO
YCTOMYMBO, PETYNAPHO MpunaraHe KaTto 4acT OT CTPaTernyeckoTo
ynpaBnexue;

—  HeoDOXoaWmoCTTa OT TbpCeHe Ha afeKkBaTHW, EMMUPUYHO
060CHOBaHWM  YNpaBMIEHCKM  PELUeHUs, KOWTO fJa  oTyuTaTt
cneuudmkaTta Ha MHAYCTpUanHUS CEKTOp, pasnuyusita no pasmep,
COBCTBEHOCT, MOLCEKTOP W YNPaBMEHCKO PABHULLE;

—  JMncata Ha [AOCTaTbYyHO w3creaBaHust B Bbarapus, kouto fa
n3MepBaT cTpaTernyeckata 3psniocT Ha (PyHKUMSTA MO YOBELLKM
PECYPCH B MHAYCTPUATHITE OpraHu3aLim 1 hakTopuTe, C KOUTO TS €
CBbp3aHa.

AkTyanHocTTa,  HayyHaTa M MpakTWyeckaTa  3HAYMMOCT  Ha
npobriemaTukata, KakTO UM HEAOCTAaTbYHO MBbIHOTO M paspaboTBaHe B
NKOHOMUYeCKaTa nuTepaTypa NpesonpeaensT u3bopa Ha Tema Ha ANCepTaLMoHHIS
TpyA.

2. OGeKT M NnpegMeT Ha u3cnegBaHeTo

OGeKkT Ha n3cnegBaHeTo Ca opraHuM3aummiTe oT UHOYCTPpUanHnAa CeKTop,
pasrmnexgaHn Kato CUCTEeMU, B KOUTO Xopata, TEXHONOrnnTe, Npon3BoACTBEHUTE



npoLecy 1 ynpaBneHckuTe pelleHns dopmupart oblya cnocobHOCT 3a ch3gaBaHe
Ha CTOWMHOCT.

MpeameTbT Ha M3cnepBaHeTo ObXBalla npobnemute, NpaKTUKUTE U
(haKkTopuTe, CBbP3AHW CbC CTpaTernyeckara 3panocT Ha YNpaBNeHMEeTo Ha
YOBELIKATE  PECypcM B MHAOYCTPUANHUTE  OpraHM3auuW,  BKMKOYUTENHO
(hopmManusauMaTa M YectoTaTa Ha nNpunaraHe Ha  KagpoBUTe  MpaKTUKM,
ynpaBnieHckaTa nofKpena, opraHu3alyoHHaTa roTOBHOCT 3a NPOMSIHA, BIUSHUETO
Ha BbHLUHATa cpeaa 1 pasnuynaTa cnoper pasmep, BiA COBCTBEHOCT, NOACEKTOP
YNPaBMNEHCKO PaBHMULLE.

3. U3cnepoBarencka Tesa

OcHoBHaTa Hay4yHa Te3a Ha [WCEepTaLMOHHOTO W3CredBaHe e, ue
cTpaTernyeckata 3psanocT Ha YNpaBMeHMETO Ha YOBELIKMTE pecypcn B
WHAYCTpUanH1TE OpraHu3aLuM ce CBbp3Ba HaW-CWMHO C MOCMEAOBATENHOTO M
PErynsipHo npunaraHe Ha CbBPEMEHHW KafpoBWM MPakTMKM U C pearHus
YNpaBneHCKM MaHgaT, npegocTaBeH OT  BUCWETO  PLKOBOACTBO, [JOKATO
OpraHu13aL1OHHINTE XapaKTepuCTUKK (pasMep, COBCTBEHOCT, MOACEKTOP) ovepTaBaT
KOHTEKCTa, B KOMTO TE31 MEXaH13Mu [eiCTBaTt, Ho camu no cebe cu He onpeaensT
cTpaTermyeckata pons Ha yHKUMATA. ®opmanusaumsTa "
WHCTUTYLMOHANN3aLMSTa Ha (YHKLMSITA MO YOBELLKM PECYPCH Ca Heobxoaumu, HO
He [OCTaTbYHM YCIIOBMS 3a HeliHaTa CTpaTernyecka 3psinocT.

4. Llen v 3agaum Ha u3cnepBaHeTo

OcHoBHaTa uUen Ha AWCepTauMoOHHMA Tpya € fa ce wscneasat
npobnemute 1 akTopuUTe, ONPEAENsLM CTPaATErMyeckoTo ynpaeneHue Ha
YOBELUKWTE pecypcu B WHOYCTpUAmnHUTe opraHusauuu, M Bb3 OCHOBa Ha
TEOPETUYHUTE W EMMUPUYHMTE pes3ynTatu fa ce paspaboTu uHTErpupaHa
yNpaBreHcka pamka (aBTOPCKM MOZen) 3a MoBuMLLABAHE Ha CTpaTernyeckara
3pANOCT Ha (hyHKUMSATa MO YoBeWKu pecypcu. Llenta cbyeTtaBa guarHocTUYHa U
MPWNOXHA HACOYEHOCT. [lnarHoCTUYHaTa YacT YCTaHOBSBA PABHULLETO Ha pasBuThe
Ha (yHKUMSITa, pa3MUHaABaHKUATA MEXAY NONMTUKA U NPaKTUKa W CTaTUCTUYECKUTE
3aBNCUMOCTM Mexay KnovoBuTE nokasaTenu. [lpunoxHata 4acT npesexaa
pesyntatute B MeXaHuU3MW 3a CTpaTerMyecko nnaHupaHe, npuenMyaHe W



3agbpXaHe, pa3BuTME Ha KOMMNETEHTHOCTW, aHraXmpaHocCT, YynpaBlieHWe Ha
npomMsaHaTa 1 n3noni3aBaHe Ha KaapoBu AaHHW.

3a nocTuraHe Ha Lienta Ha n3cneaBaHeETo ce NOCTaBAT CrneaHUTe 3aga4n:

1. [la ce cuctemaTmampaT TEOPETUYHITE OCHOBM, MOAENUTE W MOAXOANTE Ha
CTpaTerMyeckoTo YrpaBreHWe Ha YOBELLKUTe pecypcu U aa ce u3Bende
TAXHOTO MPUMNOXEHNE B MHOYCTPUATHUS CEKTOP.

2. [la ce vaeHTMdMLMpaT XapaKkTepHUTE 3a MHAYCTPUATHUS CEKTOP KapoBM,
TEXHONMOIMYHY, ~ OpraHM3aUMOHHW W CpegoBu  npobrnemu  npeg
CTPaTErYeckoTo yNpaBlieHNe Ha HYOBELLKUTE PECYPCH.

3. [la ce onepavyoHanuanpa u uamepu cTpaternyeckara 3psanocT Ha yHKLmusTa
M0 YOBEWKM PECYPCU UPE3 HAAEKOHM CbCTaBHW MokasaTenu 3a
WHTerpauusi, opMann3auusi, Yectota Ha MpunaraHe Ha MpaKkTUKUTE,
BbHLUEH HaTICK 1 FOTOBHOCT 3a NPOMSsiHa.

4. [la ce npoBeae eMNMPUYHO NPOYYBaHe Cpef MHOYCTpUaNHM OpraHu3aLum B
Bbnrapus n aa ce cpaBHST pesynTaTiTe Mo pas3mMep Ha opraHu3auusTa,
YNPaBIEHCKO PaBHMLLE, NOACEKTOP W BIAG COGCTBEHOCT.

5. [1a ce OLEHST B3aMMOBPB3KUTE MEXY KafpOBUTE MPaKTUKMA, yNpaBreHcKaTa
noaKpena, OpraHu3aLyOHHNs: KOHTEKCT U CTpaTernyeckaTa 3psnocT Ypes
KOperaLyoHeH 1 PErpecoHeH aHarmms 1 aa ce NpoBepsiT hopMynMpaHuTe
XUNOTE3M.

6. [la ce u3BegaT npakTMYecKkn NPEAnoXeHus 1 ga ce paspaboTy aBTOPCKY
WHTErpupaH mogen C €Tanu, porM M nokasaTenu 3a nocrnefgallo
npunaraHe 1 OLEeHsIBaHEe B MHAYCTPUANHNTE NPEanpUsATHS.

5. UscnepoBaTencku BLNPOCH M XMNoTe3un

W3cnepoBatenckute  BBLNPOCKM  KOHKPETM3MpaT — norukata  Ha
nocTaBeHuTe 3aaaun: Kou npobnemu orpaHuyaBaT NpeBpbLIaHETO Ha (YHKUMSTA
M0 YOBELLKM PECYPCY B CTPATEMNYECKM YYaCTHUK B MHAYCTPUANHOTO Npeanpusite?
Kak ce cBbp3BaT (hopManu3aunsTa 1 perynsipHoCTTa Ha kKaapoBUTe MPaKTUKKA CbC
cTpaTernyeckata 3psanoct? KakBo 3HayeHWe wumaT rogkpenata OT BUCLLETO
PBHKOBOACTBO, TOTOBHOCTTAa 3a MPOMsSIHA M HATUCKLT OT TEXHOMOrM4HaTa,
NKOHOMMYEecKaTa 1 TpygoBaTa cpeaa? Mo kakbB HauMH pasMepbT, COOCTBEHOCTTA,



MOACEKTOPBT U YNpPaBMEHCKOTO paBHWLLE OMOPMAT Pa3nMYHM NpOdUnM Ha
Bb3NPUATIS, MPUOPUTETY U OrpaHUYeHNs? Kon ynipaBneHcki MexaHu3Mn Morat aa
MPeBbpPHAT MONMUTUKATE B MOBTOPSIEM LMKBI C SICHWU OTFOBOPHOCTW, WU3MEpUMM
PEe3ynTaTi 1 OpraHU3aLMOHHO YyeHe?

Ha 6asata Ha TeopeTudHWs 0630p W NpeaBapuTENHUS aHamM3 Ha
EMNUPUYHUTE [aHHW ca POPMYNMPaHN TPy paboTHU XUNOTE3M:

Xunotesa 1. ®opmanusupaHute M CTaHAAPTU3MPAHM NPaKTUKM MO
yNpaBneHne Ha YOBELLKUTE PEcypcy Ca CBbp3aHM C MO-BUCOKA CTpaTernyecka
3pSANOCT Ha DYHKLMSATA NO YOBELLKM PecypCu.

Xunotesa 2. Pa3amepbT Ha OpraHusaumsita e CBbp3aH CbC CTerneHTa Ha
WHCTUTYLUMOHANMU3aUmMA 1 pasBuTHe Ha (yHKUMSTa MO YOBELUKM PECYPCH, HO He
e[JHO3HaYHO C HeWHaTa cTpaTernyecka 3psanocr.

Xunote3a 3. BbHWHMTE ¢hakTOopK (TEXHOMOMMYHM MPOMEHM, nasap Ha
Tpyda, perynauum, WKOHOMMYECKa HecUrypHocT, rnobarnHa KOHKypeHuus) ca
CBbP3aHM CbC CTpaTernyeckara TpaHchopMaLms Ha opraHM3aumusTa u ¢ ponsra Ha
(bYHKUMSATA MO YOBELLKM PECYPCM KAaTO YHACTHUK B NPOMSIHATA.

6. MeTopgonorus Ha uscnegBaHeTo

MeTogonorusta Ha AMCepTaLUMOHHUS TPyA crepsa KoMOUHMpaH Noaxog, B
KOWTO KOMMYECTBEHOTO M3CrefBaHe OCUrypsiBa M3MEepMMOCT M CPaBHUMOCT, a
KayecTBEHUTE  enemMeHTW nognomaraT —CbObPKATENHOTO  ThbMKyBaHE Ha
OpraHM3aLMOHHUS KOHTEKCT. B TeopeTuyHaTa YacT ca M3nomn3BaHM METoauTe Ha
aHanusa ¥ CuHTe3a, MHAYKUMSTA M OedyKUMSITA, CPABHUTENHUAT METOA, KOHTEHT
aHamM3bT U KpUTMYHOTO 060OLlaBaHe Ha KOHUenuuu 3a pecypcHo 6asupaHo
ynpaBneHue, CTPaTErMyecko CbrracyBaHe, BUCOKOE(DEKTUBHW CUCTEMU OT
NPaKTUKK, MOTMBALMS, OpraHW3aLMOHHA KynTypa, OMHAMUYHM CMOCOBHOCTU W
ynpaBneHue Ha npoMsHarta.

EmnupuyHata yact e w3rpageHa Kato HampeyHo (KPOC-CEKLMOHHO)
u3creaBaHe upes CTPYKTypupaHa OHMaWH aHkeTa. [TbpBOHAYamHWAT MacuB
BkNouBa 122 nombrBaHWs, a Cnef KOHTPON Ha CbabpkaTenHata BanugHOCT
aHanuUTUYHaTa W3BadKa 3a KOpEenauMOHHWTE M PErpecuoHHUTe Moaenu obxaalua
120 pecnongeHTn. MogbopbT e uenesu u yaobeH (HEBEPOSITHOCTEH), KOETo



CbOTBETCTBA Ha JOCTbMA [0 YYaCTHULM B OpraHM3aLuoHHa cpeda W onpenens
rpaHuumTe Ha 0606LeHeTo.

ObpaboTkata Ha [aHHWTe BKMKOYBA KOAMPAHE Ha KaTeropuanHute
NPOMEHNWBY, M3rpaXgaHe Ha CbCTaBHM WHOEKCM W CTaHAapTUaupaHe Ha
KOMMOHEHTUTE C Pa3nu4HN METPUYHI AMana3oHu Ype3 z-0LeHKU. HagexaHocTTa Ha
ckanute e oueHeHa 4pe3 koeduumeHTa anda Ha KpoHGax, a cakTopHaTta
NPUrogHOCT UM efgHOMepHocTTa — uype3d Msipkata KMO, Tecta Ha baptner,
ekcnnopaTopeH (akTopeH aHanu3 1 napaneneH aWanu3. OnucaTenHata
cTaTucTMka oyepTaBa npoduna Ha M3BagKaTa M paBHULLATA HA OCHOBHWTE
nokasatenu. CpaBHeHUATa MeXAY rpynnuTe M3N0oN3eaT Xu-kBaapaT TECT, TOUEH TecT
Ha ®uwep, V Ha Kpamep, oTHowweHue Ha waHcoseTe (OR), ancnepcroHeH aHanus
(ANOVA), TectoBe Ha Kpyckan-Yonuc u MaH-YWTHM cnopeg Tvna AaHHM W
yucneHocTTa Ha nogrpynute. Kopenauuute Ha MiubpcbH 1 CivbpmaH oueHsBaT
nocokaTa W cunara Ha BPb3KWUTe, @ MHOXECTBEHaTa NMHeNHa perpecus onpenens
hakTopuTe, KOUTO 3ana3BaT CaMOCTOSTENHA acouuauus CbC cTpaTernyeckata
3pANOCT NP KOHTPOM HA OpraHU3aLMOHHWUTE XapakTepUCTUKW. AHanuTU4HaTa
HaAEXaHOCT Ce NOAKPEens Ype3 NpoBepkn 3a HopmanHocT (Lanupo-Yunk, Dxapk—
bepa), xetepockegacTuyHocT (Bbponw-MlaraH), myntukonuHeapHoct (VIF) u
asTokopenauus (JbpbuH—YOTCbH), Ypes M3non3BaHe Ha YCTOWYMBM CTaHAAPTHM
rpewkn HC3 n upe3 npoBepka Ha YyBCTBUTEMHOCTTA CMpsSMO MMNCBALLMTE
CTOMHOCTW MOCPEACTBOM MHOXECTBEHO UMMyTUpaHe. 3a cb3aaBaHeTo Ha HasaTa
AaHHM 1 obpaboTtkata Ha WHgopmauusTa ca usnona3saHu Microsoft Excel u
creuuanusmpaH cTaTucTiecku coryep.

7. U3TOYHULM Ha MHDOPMALIMOHHO OCUTypsiBaHe

Mpu pa3paboTBaHETO Ha ANCEPTALMOHHMS TPYA Ca U3NON3BaHu ABE rpynu
N3TOYHUUM. OCHOBHUSIT MbpBUYEH W3TOYHMK Ha AAHHW € aBTOPCKWST aHKEeTeH
WHCTPYMEHT, CTPYKTypUpaH B pasgenn 3a femorpadckn M opraHu3aLyoHHN
XapaKTepuUCTUKW, CTaHAapTM3aUMsl Ha KafpoBWTE MpoLUecH, uectoTa Ha
CbBPEMEHHUTE MpaKTUKW, CTpaTernyecka WHTErpauusi, BbHWHKM  hakTopy,
OpraHu13aLMoHHa rOTOBHOCT 3a MPOMsHA U Bb3NpUSTUS 3a ponsiTa Ha (hyHKUMSTa N0
YOBELUKM Pecypcu. 3aTBOPEHWUTE KATEropuiHW W CKarHW BbMpOCK Ocurypsisat
OCHOBaTa 3a KONMYECTBEHMUSI aHamnu3, BbNpocuTe C MHOXECTBEH M3BOp paskpueat
obxBaTa Ha M3NOn3BaHUTE MpaKTWKA W MPUOPUTETH, @ OTBOPEHUTE OTTOBOPH
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NpeaocTaBAT MpUMEPN 3a CTpaTErMyeck WHULMATUBM W TPaHCHOPMALMOHHM
3aTpyOHEHMS.

BTOpWYHMTE M3TOUHMLM BKMOYBAT MOHOTpachii U Hay4HM nybnukaumum Ha
Obnrapckm W YyKOecTpaHHU aBTOPW, MHCTUTYLMOHANHW aHanuan 1 AoKnagu Ha
CBeToBHWS  MKOHOMMYeckn opym, McKinsey, Deloitte, Acoupauuata Ha
WHOYCTpUanHus kanutan B bbnrapus, faHHM Ha HauuoHamHWs CTaTuCTUYECKU
WHCTUTYT, HOPMaTUBHW JOKYMEHTU B 0bnacTTa Ha TPy4OBOTO 3aKOHO4ATENCTBO U
30paBOCMoOBHMTE W Ge30MacHW YCroBMSA Ha TPy, KaKTO M CEKTOPHW Matepuanu,
upes KOWTO Ce M3rpaxaa TeopeTyHaTa pamMKa 1 ce MHTepNpeTUparT TeHAeHUuUTE B
TPYLOBUS Nasap, TEXHOMNOTMYHOTO Pa3BUTUE M YNPaBNEHNETO Ha UHAYCTPUANHUTE
opraHu3aLym.

8. OrpaHnyeHuns Ha nscnepgBaHeTo

HacTosLwoTo 13cneaBaHe e orpaHyeHo no Bpeme, MACTO, METOZ0MNOrMA
u obxBat. /3non3ear ce KOHKPETHO OnpedeneHn Moaxoan M MEeToan nopagu
Bb3MOXHOCTATE, KOWTO T€ TMpejocTaBaT 3a aHanuM3 W peliaBaHe Ha
n3cnefoBaTenckuTe 3ajaduu Ha QMcepTauMoHHWS Tpyd. HanpaseH e onuT aa ce
Aafe OTroBOp Ha Hal-BaxHuUTe Bbrpock, 6es fa ce npeTeHamnpa, Ye Te ca HambiHO
n3yepnaHu 1 paspaboTeHn.

OrpaHVI‘-IeHVIﬂ B NMPaKTU4YECKOTO N3cneaBaHe.

—  HanpeuHusT (Kpoc-CeKLMOHeH) An3aiiH No3BorsiBa yCTaHoBsBaHe Ha
CTATMCTUYECKM acouMaLyM, HO He M [OKa3BaHe Ha MPUYMHHO-
CNeACTBEHM BPB3KW; W3BOAWTE CE TbIKYBAaT KaTo 3aBMCUMOCTH,
Moanexally Ha MpoBepka Ype3 HaZbKHU UIN eKCIEPUMEHTASTHU
ncnegBaHus.

—  V3Bagkata e HEBepOSTHOCTHA, Lienesa u yaobHa, AOMWHMpPaHa OT
ronemu npegnpusatis (71,3% c Hag 500 cnyxuTenu) u npeanpuaTis
C YacTHa uyxaecTpaHHa cobcTaeHocT (72,1%), koeTo orpaHuyasa
0606LlaBaHeTO Ha pesynTaTuTe KbM LUsnata CbBKYMHOCT OT
WHAYCTpUanHu opraHusauuy 8 bbnrapus.
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—  [IbpXaBHUTE 11 CMECeHWUTE NPeanpUATUS ca NpeacTaBeHu ¢ No net
HalmoAEHNs, a HSKOW NOLCEKTOPU — C MaITbk GpOi PECNOHAEHTH,
rnopaay KOeTo CPaBHEHWsITA MO Te3u MPU3HALN Ca OPUEHTUPOBBYHM.

—  Yact oT nokasaTenuTe UMaT CaMOOLIEHbYEH XapaKTep W OTpasaBaT
Bb3NPUATUSITA Ha PECTOHAEHTUTE, KOWUTO 3aBUCAT OT TsXHaTa
no3nuKs U AOCTBN O CTpaTerMyecka MHopMaLms.

— [uarHocTMkaTa  Ha  PErpecuoHHMs  Mogen  yCTaHOBsiBa
XeTepoCcKkeaacTYHOCT U KpaHa  MYNTUKOMWHEapHOCT  Mpu
WHAMKaTopa 3a Hannuue Ha o6ocobeHa YP dyHkums, koeTo Hanara
npeanasnuea WHTEpnpeTauus W W3NOM3BaHe Ha  YCTOMYMBY
CTaHAAPTHW rPeLLKM.

Pa3paboTBaHeTO Ha AncepTaLmoHHIUS TpyL BeLle CbNPOBOAEHO U C HSIKOM
3aTPYAHEHNs], CBbP3aHM C OCUTYPSIBAHETO Ha JOCTaTbuYeH GPOl PecroHaeHTH oT
WHOYCTPUanHU MpeanpusiTus, C OrpaHUYeHUst AOCTbN HA MPOM3BOACTBEHMS
nepcoHan A0 enekTpPOHHUs chopMaT Ha aHkeTaTa M C HegocTura Ha Gbnrapcku
eMMUPUYHN U3CeaBaHuS, NOCBETEHN Ha CTpaTeruyeckaTa 3psnocT Ha (yHKLmsTa
M0 YOBELLKW PECYPCH B MHAYCTPUAIHUS CEKTOP.

9. CTpyKTypa U CbAbpXKaHWe Ha AUCEePTaLMOHHUS TPYA

[ucepTaunoHHNAT TPYA Chabpka BbBEAEHUE, U3NOXKEHME B YETUPU IMaBM
n 3akmoyeHne. OBwwmsaT obem Ha HayyHaTa paspabotka e 220 cTaHgapTHW
cTpaHuum. Manonseanu ca 105 nutepaTtypHW U3TOYHMKA, OT KOMTO 44 Ha kupunuua
n 61 Ha natwHuua. B Tekcta ca BkntoveHu 14 Tabnuum u 8 durypu. Kom
pucepTaunoHHus Tpya wma 1 npunoxeue. CTpykTypaTa Ha W3NOXEHUETO €
cnegHarta:

BbBEAEHUE

MMABA NMbPBA. TEOPETUKO-METOOONIOrMYHW BBLMNPOCU HA
CTPATErMYECKOTO YNPABNEHWE HA YOBELUKWUTE PECYPCU

1. TeopequHM OCHOBW Ha CTpaTern4eckoTo ynpasneHne

1.1. CbLUHOCT 1 pa3BUTME Ha CTPATENMYECKOTO YNPaBNEHNE Ha YOBELLKITE
pecypcu
1.2. KoHuenumun v nogxoam B CTPATErMYeckoTo ynpasneHue
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1.3. CTpaTeFI/I‘-IeCKOTO nnaHMpaHe Kato KNKO4YOB  €NeMEHT Ha
CTpaTern4yeckoTo ynpasneHue

1.4. B3aumMoCBbp3aHOCT Mexgy CcTpaTerusita 3a YnpaBreHWe Ha
nepcoHana u LarnocTHaTa cTpaTervis 3a pa3suTiie Ha opraHusaumsTa

2. OCHOBHW KOMMOHEHTU 1 MPUHLMMN
2.1. Mopbop v HasHa4aBaHe

2.2. ObyyeHve 1 passuTie
2.3. OueHka Ha NpeacTaBsHETo
2.4. opmupaHe Ha edheKTBHA OpraHM3aLMOHHa KynTypa

3. Cneundomka Ha MHAYCTPUANHNS CEKTOp
3.1. XapaKkTepuCTUKN Ha MHAYCTPUamnH1TE OpraH13aLmm

3.2. MNpepmsBukaTencTsa 1 Bb3MOXHOCTW B MHOYCTPUANHMS CEKTOP

4. Mogenu v Teopuu Ha ynpasrieHe Ha YOBELLKITE pecypcu
4.1. Mogenv Ha cTpaTeryecko ynpaBneHne Ha YOBELLKUTE pecypcu

4.2. Teopuun 3a MOTMBaLWS, aHTXUPaAHOCT M NNAEPCTBO
4.3. Tlogxoam KbM CTPaTEr4ECKOTO YNpaBNEHNE HA YOBELLKUTE PeCcypcu
/3Boam ot mbpea rnasa. O6o6bLeHe Ha MbpBa rnaea

MMABA  BTOPA.  UOEHTUOUKALUWMA  HA  MNPOBNEMUTE B
CTPATErMYECKOTO YNPABNEHWE HA YOBELUKWUTE PECYPCU

1. OCHOBHM NPeAM3BMKATENCTBA B MHOYCTPUAIHNS CEKTOp
1.1. Hegoctur Ha kBanuduumpaqm paboTtHuum

1.2. Mpobnemu ¢ TEKy4eCTBOTO Ha Kaapw
1.3. Hucka aHraxupaHocT M MOTUBaLMS

2. BrinsiHme Ha TEXHONOTUYHUTE MPOMEHN
2.1. ABTOMaTU3aLuMs 1 HENHOTO Bb3LeNCTBIE

2.2. TIpOMeHM B N3NCKBaAHUATA 3a YMEHWS 1 KBanuukaLmm

2.3. BbHWHM haktopu 1 rnobanusaums B CTPATEMMYECKOTO yNpaBieHue
Ha YOBELLKUTE PECYPCU B MHAYCTPUASTHUS CEKTOP

3. OpraHu3auuoHHa kynTypa u knumart
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3.1. BrusiHve Ha opraHu3aumoHHaTa KynTypa BbpXy ynpaeneHuneTo Ha YP
3.2. Mpobnemu npu WHTErpaumsTa Ha HoBU CTpaTerum

3.3. WsrpaxgaHe Ha KMOYOBM KOMMETEHUMM 3a  CTpaTernyecku
MEHUIKMBHT
4. Mpobnemu, Npousnu3aLyy OT BLHLUHATA 3a OpraHu3alusTa cpeaa
4.1. Perynauuv v 3akoHogatencrso

4.2. NikoHoMmMyeckn chaktopu
4.3. Mpoueck Ha rnobanusavums 1 nubepanusaums
/3Boam ot BTOpa rnaea. 0606LLeHe

FMABA TPETA. U3CNEOBAHE HA MPOBJIEMUTE HA CTPATEMMYECKOTO
YNPABNEHUE HA YOBELWKWATE PECYPCU B UHOYCTPUANHUA CEKTOP
(EMMUPUYHO U3CNEOBAHE)

1. MeTogonorma Ha uscneaBaHeTo

2. MNpodmn Ha u3BagKaTa 1 onucaTesiHu pesynTtaTty

3. TeopeTnyHa pamka u Xunotesu

4. CpaBHuTENeH aHanu3

5. KopenauuoHeH v perpecuoHeH aHanusa

5.1. KopenauuoHeH aHanus

5.2. PerpecunoHeH aHanu3

6. ObcbxaaHe Ha xunoTeauTe
7. GuHaneH cUHTE3 W 13BOaM OT EMMUPUYHOTO M3CHEeABaHe

FMABA YETBBPTA. AHANIN3 HA PE3YNTATUTE OT MPOYYBAHETO,
n3soaun u NPEANOXEHUA 3A NMPEOAONABAHE HA
WOEHTUOULINPAHUTE NPOBNEMU

1. PaspaboTka Ha MHTErpupaHu cTpaterim 3a ynpasneque Ha YP
1.1. MpuBnNnYaHe 1 3aabpxaHe Ha kazpu

1.2. NMopoGpsBaHe Ha npouecuTe Ha NoA0OP W UHTErpUpaHe

2. lNoBWLIaBaHe Ha aHraxupaHocTTa M MOTUBALMSTa Ha CITyXuTENuTe
2.1. CtpaTteruu 3a noBuLLIaBaHe Ha MOTMBaLMATA

2.2. Nanumatuen 3a nogobpsiBaHe Ha paboTHaTa cpeaa
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3. ObyyeHune 1 pas3BuTME HA YMEHUS
3.1. Mporpamu 3a 0byyeHne 1 KapuepHo pas3suUTue

3.2. YyacTue Ha cryxuTenuTe B npoueca Ha obyyeHune

4. YnpaBreHue Ha NnpoMsiHaTa U MHoBaLuUTe
4.1. BHeppsiBaHe Ha HOBM TEXHOMOMW 1 NPOLECH

4.2. srpaxgaHe Ha MbBKaBa OpraHu3aLyoHHa CTpykTypa

5. ABTOPCKM MHTErpyUpaH Mogen 1 etanu Ha npunaraqe
5.1. CTpykTypa 1 emnupuyHa Bpb3ka Ha Mozena

5.2. ETanv Ha npunaraHe, nokasateni 1 oLeHka

6. N3Boam

3AKNIOYEHUE
BUBITUOIPADUA
NMPUNOXEHUE

Tnana I
TeopeTnko-

Fnasa 11 - Cnasa IV
Hpenmndmkannn

METOJ 00 HYHA
a a npoGiaemure

pamka

sayua - Hine I sayus - Cmyp KA IpRIOCITE

Gurypa 1. Jlornyecka CTpyKTypa Ha AUcepTaumMoHHMs Tpya
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II. KPATKO U3NOXEHUE HA CbABPXXAHUETO HA AUCEPTALINOHHUA
TPYQ

BbBEAEHUE

BbB BbBeaeHMETo e 06OCHOBaHA aKTyamHOCTTa M 3HAYMMOCTTA Ha
nscnegeaHata npobrnemaTuka, kaTo akLEHTbT Ce MOCTaBs BbPXy pasMUHABAHETO
Mexay (hopManHOTO HanmMuMe Ha KagpoBM MOMUTUKM B WMHOYCTPUAnHUTE
MPEANPUSTUS U TAXHOTO YCTONYMBO MPUIOKEHNE KATO YacT OT CTPaTerMyeckoTo
ynpasneHue. Gopmynupanm ca 06ekTbT, NpeameTsT, paboTHaTa Tesa, OCHOBHATa
Len 1 LecTTe B3aUMHO CBbP3aHW 3ajayM Ha W3CNedBaHETO, KakTo U
n3cnepoBaTenckuTe  BbMPOCM,  KOMTO  KOHKPETWU3MpaT — HerosaTta  floruka.
MpeactaBeHa e METOLOMOMMSTA Ha AMCEPTaLUMOHHWS TPYA, pasrpaHMyeHn ca
MbPBUYHUTE U BTOPUYHUTE U3TOYHMUM Ha WHGOPMALMS M Ca  MOCOYEHN
OrpaHMYeHnsITa, NPOUTUYALLM OT HaNPEYHIUs An3aiH, HEBEPOSITHOCTHIS NoaGop
CaMOOLIEHbYHMSI XapaKTep Ha YacT OT nokasaTenure. HanpaBeHo € YTOYHEHMETO,
Ye pe3ynTaTuTe Ce ThbIIKYBAT KAaTO CTATUCTUYECKM 3ABUCMMOCTM U KOHTEKCTYasHN
0606LLEeHNs, a He KaTo A0Ka3aH! NPUYMHHI MEXaHU3MK, KOETO Cb3aaBa OCHOBA 3a
060CHOBaHO pa3srpaH1yaBaHe MeXay EMMMPUYHO YCTaHOBEHUTE pesynTath W
aBTOPCKUTE YNIPABIEHCKM MPEATOXEHNS.

FMABA MbPBA. TEOPETUKO-METOAONOIMYHU BBMPOCKU HA
CTPATErM4YECKOTO YNPABINEHWE HA YOBELUKWUTE PECYPCU

B nbpBa rnaea akLeHTLT Ce NOCTaBs BbPXY U3rpaxaaHeTo Ha TE0peTUKO-
MeTOLOnorMyHaTa pamka Ha CTpaTernyeckoTo ynpaBneHne Ha HYOBELLKUTE Pecypeu
1 HEHOTO CbOTHACAHE KbM cneuudmkaTa Ha MHYCTprUanHms cextop. Mpegmer Ha
n3cnegsaqe B NbpBUA naparpad ca TEOPETUYHUTE OCHOBM Ha CTPATErM4eckoTo
ynpaeneHue. lpocreasiBa ce M Ce aHanMavpa WCTOPUYECKUAT MPEXOA KbM
CTpaTernyecko mucneHe B GuaHeca — oT knacuyeckata geduHuums Ha A. Chandler
3a OnpefensHeTo Ha AbNTOCPOYHUTE LMW U pasnpedensHeTo Ha pecypcuTe 3a
TAXHOTO NOCTUraHe, Npes koHuenuusTa Ha |. Ansoff 3a ctpaternyeckoTo nnaHupaqe
1 no3uumoHnpareTo Ha M. Porter Bbpxy KOHKYpPEHTHUTE NpeaumcTBa, 10 PECYPCHO
OpWEHTUPaHUTE Bb3rMneay 3a cTpatervsTa Ha J. Barney. YcTtaHossBa ce, ye 0611010
Mexay Tesn WKonM e pa3bupaHeTo, Ye opraHusauusTa Tpsbea NPoakTMBHO Aa
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onpesens cobcTBeHaTa ci NOCOKa B CbOTBETCTBUE C BHHLUHUTE Bb3MOXHOCTU W
3annaxu v ¢ BbTPELHUTe CU Pecypeu 1 koMneTeHumn. Mocoysa ce, Ye 3a pasnuka
OT OMepaTUBHOTO YMpaBNeHWe, OPWUEHTMPaHO KbM  TekyliaTa [eiHoCT,
CTPaTErM4eckoTo yNpaBreHue pellaBa Bbhpoca kakBa Aa Gbae opraHusauusTa B
Obaelle 1 obxBalla YeTMpu B3aMHO CBbP3aHM (PYHKLMKM — aHanu3, nraHupaxe,
W3MbITHEHWE U KOHTPOJT, KOUTO Ce OCbLLECTBSABAT HEMPEKLCHATO W LMKIUYHO.

Moapo6HO ca pasrnefaHy CbLUHOCTTA W PA3BUTUETO Ha CTPATErMYECKOTO
ynpaBneHue Ha YoBeLKUTE pecypcu. BHUMaHWe e oTaeneHo Ha eBomoLmsTa Ha
yrpaBneHckaTa napagurMa B 0bractra Ha YOBELLKUTE PECYPCU — OT KIacu4eckus
eTan ¢ ¢hoKyC BbpXy e(heKTMBHOCTTA UM KOHTpONa, Mpe3 NoBefeHYeckus eTar,
MOCTaBALL, YOBEKA M MOTMBALMSTA B LIEHTHPA, KbM CTpaTEr4eckis €Tan, npu KonTo
Xoparta ce pasrnexaat Kato U3TOYHWK Ha YCTONYMBO KOHKYPEHTHO NPEAUMCTBO, W
LUTUTamNHUS eTan, CBbp3aH C MH(OPMALMOHHATE CUCTEMM 3a YOBELUKM PECYPCH,
camMo00Cny)XBaHETO M KafpoBaTa aHanuTuka. Etanute ca cuctematusvpaHu B
Tabnuua 1.

Tabnuua 1. ETanu B pa3BuTMETO Ha YNPaBIEHNETO Ha YOBELLKUTE PECYPCH

Xapaktepuctukm Ha | Knio4oBu aBTOpM

Etan Mepuon
nogxopa “ Moaenu
®okyC BbPXY
. €(EKTUBHOCT U1 Tennmbp — Hay4Ho
Kpaii Ha P . P y y
XX & KOHTPOR; Nepapxus, ynpaenenue; ®aion
Knacuyecku 30 Te.r pasgeneHue Ha Tpyada, | — aAMUHUCTPATMBHA
Ha XX 'B CTaHAapTM3auns; Teopusi; Bebep —
" | pabOTHUKBT KaTo ,BMHT | BlopoKkpaLus
B MalLMHaTa"

Meio — Hawthorne

Gokyc BPXY H0BEKa Studies; Macroy,

30-Te— | rpynata; MOTMBaALMS,

Maklperb
lMoBegeHyeckn | 60-Te . | KOMyHUKaLwS, Perep,
Xepubbpr —
Ha XX B. | yOBNETBOPEHOCT;
. MOTUBALMOHHM
,XOYTOPHCKM echekT
Teopuu
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Xapaktepuctukm Ha | Knio4yoBu aBTOpM
Etan Mepuon
noaxona “ moaenu
Mogen Ha Muuuran
WHTerpupare Ha YYP | (Fombrun et al.);
80-Te — | cbe cTpateruara; Mogen Ha XapBapa
Crpaternyecku | 90-Te r. | xoparta KaTo (Beer et al.); RBV
Ha XX B. | KOHKYPEHTHO (Barney); HPWS
npeauMcTBO (Huselid); porm Ha
YYP (Ulrich)
ABTOMaTU3aLMS,
Unchposm
VH(OPMALMOHHK
(popwmaLyo Ourutantu ¢asm Ha
2000-te | cuctemu, eNEKTPOHHO
Ynpux; HR 6usHec
OuvrutaneH r.—[o 00yyeHue, nopTanu 3a
NapTHLOP; MOZEeN
[Hec camoobenyxBaHe, .
Ha ,TPUKpaKuMs cTon
KagpoBa aHanuTuKa,
MbBKaBW (HOpPMU Ha
pabota

MamoyHuk: [JucepmauuoHer mpyd, mabnuua 1.1, cucmemamusupaqa om
asmopa.

V13BegeH e n3BOABT, Ye hYHKLMSATA MO YOBELLKW Pecypcu TpaHcdopmmpa
ponsTa cu 0T a4MUHUCTPATOP KbM CTpaTErMyeckn NapTHLOP, KaTo BCEKM Cneasalll
eTan He OTMEHS, a Haarpaxha NPEeaXOOHWS: KNacuveckuTe Teopun yyaT Ha
3Ha4eHMeTo Ha CTpyKTypaTa v eheKTMBHOCTTA, MOBEAEHYECKMTE NOLXOAN NOCTaBAT
4oBekKa B LiEHTbpa, cTpaterndeckoTo YYP obeanHsisa ypouuTe, a gurutanyara epa
pobaBsi cnocobHocTTa 3a 6bp3a agantauus U M3NON3BaHE Ha TEXHOMOrMMTE 3a
pasrpbLiaHe Ha YOBELLKUSA kanuTar.

BbB BTOpUS Mognaparpac ce NpeAcTaBsT KOHUENUMUTE U NOAX0AUTE B
CTPaTErMyeckoTo ynpaBNieHWe — PecypcHo 0asvpaHWsiT, KOMMETEHTHOCTHUAT,
CUCTEMHMSIT, CUTYaLMOHHWST W WHTErpauMOHHUST noaxod. PasrpaHuyeHn ca
TEXHWUTE aKLIEHTY BbPXY BLTPELUHUTE Ui BBHLUHUTE (hakTopu Mpy paspaboTBaHETo
Ha CTpaTerus 1 ca MocoYeHM CneundnyHITE UM MPUNOKEHUS B MHOYCTPUANHUS
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cektop. OtbenssBa ce, 4ye pecypcHo 6asvpaHusaT noaxog M aHanusbT VRIO
HacouyBaT BHUMAHWETO KbM LEHHWTE, PEedKW, TPYOHM 33 uUMUTauus W
OpraHu13aLMOHHO MOAKPENEHN PEecYpcH, CPEeL KOUTO YOBELKUST M COLMANHUST
KanuTan 3aemat LeHTpasiHo MsCTo. HanpaBeHo e yTOMHEHWETO, Ye B MHAYCTpUarHa
cpena TeXHOMOrMuTe U NpoLiecuTe MoraT Aa 6baaT KONMpaHM, HO HaYMHBT, N0 KOUTO
e[lHa OpraHM3aLs pasBKBa, aHraxupa 1 BoaW CBOWTE XOpa, OCTaBa Hal-TPyAHO
Bb3NPOM3BOAUMUSIT M3TOYHMK Ha NPEeanUMCTBO.

CneuuanHo BHAMaHWE € OTAENeHo Ha CTPATENMIECKOTO NiaHMpaHe KaTo
CbpLUeBMHA Ha npoueca Ha CTpaTeruyecko ynpaeneHve. 3awutasa ce
pa3bupaHeTo, Ye CTPATErMyeckusiT nnaH He € CTaTyeH JOKYMEHT, a npakTU4Ha
MbTHa KapTa 3a CregsaluuTe TpW 4O MET FOANHW, KOSTO Noapexaa MpuopuTeTy,
MPOEKTI, PECYPCU W WHOMKATOPU 3@ YCrex M MOANEXW Ha mpepasrnexaaHe npu
npomeHn B cpepata. ogyeptaHo e, Ye B WHAYCTpUAnHUTE NPeLnpuUsTUs
nnaHupaHeTo obxBalla MO-gbArM XOPU3OHTU 3apagu ronemMuTe WHBECTULMN W
LUMKMYHOCTTA Ha ThPCEHETO, @ CLIEHAPUITHOTO MIUCTIEHE & HEOBXOAMMOCT Ha (hoHa
Ha TEXHONOIMYHI BbITHW KaTo aBTOMaTU3auMsiTa 1 LdpoBM3aLmusTa.

ApryMeHTVpaHo e BUXAAHETO, Y€ B3aMMOBPb3KaTa MEXIyY CTpaTervsita 3a
ynpaBneHue Ha nepcoHana u obliaTta BusHec CTpaTerusi e LeHTparnHa Tema Ha
cTpaternyeckoTo YYP. YnpaBneHueTo Ha xopaTa He e OTAeneH agMUHNCTpaTUBEH
,OCTPOB®, @ cTpaTernyecka AeHOCT, KOSTO OCUrypsiBa BEpTUKaNHO CbOTBETCTBUE
(KappoBMTE NPAKTUKW NOAKPENST BU3HEC LIENNTE) U XOPU3OHTaNHA KOHCUCTEHTHOCT
(nogbop, 0byyeHwe, oLeHsiBaHe, Bb3HarpaxaeHue 1 TpyA0BY OTHOLLEHMS AeicTeaT
KaTo eauHHa cucTema). JlornyHo ce Hanara U3BOMbT, Ye ako NPeanpUSTUETO ThPCH
pudepeHLmaums Ypes nHoBaumm, yHKUMATa MO YOBELLKM pecypcu Tpsibea fa
NpUBAMYA M 3afbpKa TanaHTW U Aa NpOEeKTMpa CTUMYMW, Bb3HarpaxaaBaliy
HOBATOPCTBOTO, @ aKO LieNTa e NAepcTBO B PasxoamuTe — aKUEHTBLT nafga BbpXy
NPOM3BOAMTENHOCTTA, CTaHAapTM3auMsTa Ha YyMeHusiTa M eEeKTUBHOTO
ynpaeneHne Ha W3NbIHEHUETO. B WHOYCTPUaNHMA KOHTEKCT, KOorato Tasn
KOOpAMHAUMS NUNCBA, Bb3HMKBAT HEOOCTUI Ha KOMNETEeHUMW, 3abaBsiHus mpu
BbBEXIAHETO HAa HOBW MOLLHOCTM M CMad Ha aHraXupaHocTTa.

BbBs BTOpMA Naparpad) BHUMAHWETO e (hOKyCMpaHO BbpXy OCHOBHWTE
KOMMOHEHTU W MPUHLMNW Ha cuCTeMaTa No YOBELUKW pecypcu, pasrnefaHu npes
npuamata Ha TsxHaTa cTpaTerudyecka pons. 3a LenuTe Ha u3cnedBaHeTo ca
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NpOoCneaeHu YeTpK KOMMOHeHTa — NoAOOpP 1 HasHa4aBaHe, 00yyeHue 1 pasBuTue,
OL|eHKa Ha NpeAcTaBsHETO U (hopMUpaHe Ha edheKTMBHA OpraHn3aLMOHHa KynTypa.
KoHcTaTupa ce, Ye cTpaTernyeckusiT noaxopn KbM nopbopa 3anoysa ¢ niaHupaHe
Ha paboTHaTa cura M SiCHM NpodunM Ha poruTe, NPOALIKABA C LEIeHacOYEHO
NpuBNMYaHe, oLeHsiBaHe C OOEKTMBHM METOAM M 3aBbpLUBA C KAYECTBEHO
BbBEX[IaHe Ha HOBOHA3HA4EHMTE, KATo LieNTa He e NPOCTO 3ambiiBaHe Ha BakaHCus,
a 1360p Ha xopa ¢ NOTEHLMar 3a AbArocpoYeH NPUHOC W KyNTYpHA CbBMECTUMOCT.
Otbens3aHo e, Ye 00y4EHNETO U PA3BUTIETO NPEBPBLLAT OpraHW3aLusTa B ,y4eLya
cucTema’, B KOSITO CUCTEMHO Ce MaeHTMdMLMpaT HeoOX0aMMUTE KOMMETEHTHOCTH,
WU3rpakaaT ce KapuepHu MbTEeKW M Nporpamu 3a HacneadsiBaHe, a eDeKTUBHOCTTA Ha
oby4yeHnsiTa ce M3MepBa Ypes3 MPoOMsiHa B peanHata paboTa — NpoayKTUBHOCT,
Ka4yecTBO 1 Be3onacHoCT.

/3pa3eHo e CTaHOBWLLETO, Y€ OLEHKaTa Ha MpeacTaBsHETO CBbP3Ba
KOpropaTMBHUTE LIENK C MHOMBMAYANHUTE Pe3ynTaTi Ypes ynpaBleHNEeTo Mo Lenu,
BbBeAeHO oT [1. [ipakbp, 1 KIOHOBUTE MOKa3aTenu 3a U3MbIIHEHWE, a pefoBHaTA
obpaTHa Bpb3ka NpeBpblla OLEHABAHETO OT EOHOKPATHO aAMMHUCTPATUBHO
CbOWTME B MHCTPYMEHT 3a pasBuTMe. 3aliMTaBa Cce No3uuusTa, Ye CTUMYnuTe
TpsibBa fa ObaaT OanaHcUpaHW: NapuYHUTE Harpaau ca BaHW, HO camu no cebe
CM He rapaHTMpaT ObArocpoyHa MOTUBALMS, AOKATO NPU3HAHMETO, Bb3MOXHOCTUTE
3a pasBUTWE, aBTOHOMHOCTTA W YCELLaHeTO 3a CMUCHI YKPEnBaT BbTpellHaTa
MOTUBaLuMs U aHraxupaHocTTa. ObobLaBa ce, Ye OpraHW3auMoHHaTa Kyntypa —
,aK npaBuM HewlaTta Tyk" — ob6edMHsIBA BCUYKM KOMMOHEHTW Ype3 LEHHOCTH,
Harnacu 1 noBegeHne KbM KayecTBO, He30MacHOCT, MHOBALMM 1 EKUMHOCT, W ce
u3rpaxaa Ypes npumepa Ha nuaepuTe, Ypes kaapoBu NPaKTUKK, KOUTO noadupar u
Bb3HarpanaBaT XeaHoTo NoBeAEHe, U Ype3 NOCNef0BaTENHOCT MEXAY 3asBEHM
NPUOPUTETY M PEarHI PeLLEHUS.

B TpeTus naparpad aKueHTbT e MocTaBeH Bbpxy creuudukata Ha
WHOyCTPUanHUs CcexkTop. 3a Mo-geTalHO M3sicHsBaHe Ha mpobnematukata ca
pa3rnefaHn OCHOBHUTE XapaKTePUCTVKI Ha MHAYCTPUANHUTE OpraH13aLymi: MacoBo
N CEpUIHO MPOW3BOLCTBO, MEXaHW3aLMs M MOTOYHM JIMHWM, KOWTO Mpeanonarat
CTaHAapTU3MPaHi NPOLECH, ICHO pasnpeaeneHie Ha POUTE U YECTO NePaPXUYHM,
MEXaHUCTUYHN CTPYKTYpPY; No-prckoea paboTHa cpeaa, U3KcKBaLLa 3psna KynTypa
Ha ©6esonmacHOCT, pasHopogHa paboTHa cuma — OT  onepaTopn [0
BVMCOKOKBANMGULIMpaH MHXEHepH, YECTO CUITHO CUHAMKAIHO OpraHu3vpaHa; Abnra
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MCTOPUS! 1 MO-KOHCEPBATUBHM KYNTYPU, KOUTO NPaBAT YNPaBMEHUETO Ha NpoMsHaTa
ocobeHo genvkaTHo. VoeHTudmumpann ca OCHOBHUTE MPeaM3BuKaTencTsa npeg
CEKTOpa — HEOCTUI Ha YMeHWS, LdpoBa TpaHcdopmaums (poboTusaums, AaHHK,
WHTEPHET Ha Hellarta), 3acTapsBalla paboTHa cuna, TEKY4eCTBO U aHraXupaHocT,
CTPOrn perynauum um HeobXogMMOCT OT MOCTOSIHHM OPraHU3aLMOHHM MPOMEHM.
CblueBpeMeHHO Ca OvepTaHu M Bb3MOXHOCTUTE: LMGPOBM3ALMA Ha KaLpoBUTE
NPOLECK W M3MON3BaHe Ha aHamMaW, WHOBATMBHW MPOrpamy 3a NPUBMMYAHE W
pasBuTME Ha TanaHTu, ,TOTanHU® CUCTEMU Ha Bb3HArpaxaeHwe, OKyC BbpXy
Gnaronony4YneTo M eproHOMUATA, MbBKABM CMEHM W MO-MHKMY3MBHA KynTypa C
yyacTvie Ha BCUYKM B NogobpeHusiTa.

B yetBbpTUA naparpady ca npeactaBeHU MOLENUTe U Teopunute Ha
yrpaBneHne Ha YOBELKWTe pecypch. PasrpaHndyeHn ca ,TBbpanaT mogen
(Muumra), KOUTO TPeTMpa YOBELLKUTE PECYPCH KaTO YNPABNEHCKW MHCTPYMEHT 3a
CTPUKTHO NOApPaBHsBaHe KbM BU3HEC LienuTe C akLEHT BbPXY NnaHupaHe, KOHTpon
1 NPOAYKTUBHOCT, U ,MeKuAT" Mogen (XapBapa), KOMTO NoCTaBs YOBEKa B LieHTbpa
W TbPCU @HraxmpaHoCT, CbBMECTUMOCT, KOMMETEHTHOCT W e(EKTUBHOCT Ype3
XYM@HUCTUYHW NONWTUKKA, BanaHcupally WHTEpecUTe Ha 3auHTEpPeCcOBaHMTE
cTpaHn. OnucaHu ca JOMbMBALLMTE pPaMKW, KOUTO MogyepTaBaT koopauHaumsTa
Mexgy unocodms, NONUTUKK, NPorpamm, NPaKTUKW U NPOLIECH, KaKTo U MOdensT
Ha D. Ulrich 3a yeTupuTe ponu Ha hyHKLMSTa N0 YOBELLKW PECYPCU — CTPATENMYECKU
NapTHLOP, aAMMUHUCTPATUBEH €EKCMepT, areHT Ha NpoMsHaTa U 3alMTHUK Ha
cnyxurenure.

MoapobHo ca pasrnenaHn TpUTe CTpaTeryeckm ,ONTUKU" 3a MPOEKTUPaHE
Ha CUCTEMWTE MO YOBELIKM PEcYpCH. YHMBEPCANUCTUYHATa TbpCW ,Hali-0obpu
NPaKTUKK®, KOUTO NOBMLLABAT PE3YNTaTHOCTTa BbB BCEKM KOHTEKCT — CTPOT noabop,
WHTEH3UBHO 0OYy4eHWe, y4acTue Ha CMyXWUTenuTe, CpaBeanMBO M pPesynTaTHO
OPWEHTUPAHO Bb3HArpaxaeHe, BbTPELLHO U3pacTBaHe M CUIypHOCT Ha paboTHOTO
MACTO. KOHTUHreHTHaTa TBbPAK, 4e e(*)eKTVIBHOCTTa 3aB1CK OT CbOTBETCTBUETO C
KOHKpeTHaTa Bu3Hec cTpaTerus, eTana oT pasBUTUETO, TEXHOMOTMUTE U KynTyparta.
KoHdpurypaumoHHaTa rnegHa TouKka pasrnexaa YoBeLKUTE pecypck KaTo nakeT oT
B3alMHO noacunealln ce NpakTnkn — BI/ICOKOG(*)GKTVIBHVI Mnn BUCOKOaHraxupatim
paboTHM cucTEMM, MPY KOUTO LIANOTO € noeeye OT cbopa Ha yacTuTe. MsBeneHa e
aBTOpOBATa NO3ULMSL, Y€ B UHAYCTPUANHMS CEKTOP TE3W TPX ONTUKN He Ca B3aMMHO
WM3KMIOYBALLYM Ce, a AOMbIIBALLM Ce: YHUBEPCaNHNUTe NpaKTUkK cb3aaBaT 6asoBaTa
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aucumninnHa Ha qDyHKLWIFITa, KOHTUHIEHTHUAT NOAX0A afdanTupa CbAbpPXaHUETO UM
KbM NOACEKTOpa, TeXHOMNornaTa u Tpyaosnd nasap, a KOHd)MpraLlMOHHaTa JIOrnKa

ocurypaea TAXHaTa

BbTPElWlHa CbrnacyBaHOCT B €4WHHA  apXUTeKTypa.

CucTemaTi3aLmMaTa Ha NOAXOAMUTE e NpeacTaBeHa B Tabnuua 2.

Tabnuua 2. OCHOBHY CTpaTerMYecky NoaXoam KbM NpOEKTMPaHeTo Ha cuctemara
M0 YOBELLKM pecypcy

MpunoxeHue B MHAYCTPUANHUA

CbOoTBETCTBME")

eTana Ha passuTue,
TEXHOMOrUsATa U
KynTypaTta

Mopxon OcHoBHO AonyckaHe
y ceKkTop
CouiectByBa Habop o1 | CTpyKTypUpaH noabop, CUCTEMHO
YHuBepcanucTu HecTBY P PYKTYPYP HoOP
deH ( Ha MPaKTUKW, KOUTO 00yyeHue, obpaTHa Bpb3Ka,
206 M noBuLLaBaTt BbTPELLHO M3PaCTBaHE 1
o aETMKM“) pe3ynTaTHOCTTa BbB CUTYpHOCT kaTo 6a30B CTaHAAPT Ha
P BCEKM KOHTEKCT hyHKUMATa
EchekTrBHOCTTa 3aBUCH
[undepeHumpaHe Ha npakTukuTe no
OT CbOTBETCTBUETO C
KOHTWHreHTeH NOACEKTOP (ENEKTPOHMKA,
; BusHec cTpaTerusiTa,
(,Hamn-no6po MaLLMHOCTPOEHE), pasmep,

cobCTBEHOCT 1 Npodhun Ha
pabotHaTa cuna

KoHdomrypaumo
HeH (,cHonoBse"
OT NPaKTUKH)

CToiHOCTTa Bb3HIKBA
0T B3aUMHO
nogcuneatiu ce
NPaKTUKK, ynpasnisasaHu
KaTo cuctema

BucokoedhekTmeHN paboTHH
cucTemMu, B KOMTO noabop,
0byyeHve, oLeHsIBaHe
Bb3HarpaxieHue aencreat
CbrnacyBaHo

PecypcHo
6asupaH (RBV)

YCTOM4YMBOTO
npeguMmcTBo WaBa o1
LieHHW, peaKu, TPYaHu
3a UMUTaLMs pecypeu

CneynduyHn ymeHus,
OpraHW3aLMOHHO 3HaHME W KynTypa
KaTo Hali-TpyaHO Bb3NPOM3BOAUM
W3TOYHWK Ha NPEANMCTBO

Msmounuk: Cucmemamu3ayusi Ha asmopa 8b3 0CHO8a Ha Nbpea 21asa Ha
ducepmauuoHHus mpyo.
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OTgeneHo e MACTO Ha TeopuuTe 3a MOTMBALMS, aHraxupaHoCT U
nnaepcTBo, KOUTO MpedoCTaBAT MPaKTUYECKW HACcOKM 3a TOBa Kak kaapoBuTe
MNOMUTIKN Ce NPeBeXaaT B noBeAeHue. PasrpaHnyeHn ca CbabpxaTenHuTe TeEopum
(A. Maslow, F. Herzberg, D. McClelland), kouto nogyepTaBat notpebHoCTUTE M
pasfenaT caktopuTte, NpenoTBpaTABALM HEyOOBETBOpPEHUe, OT Te3W, KOWUTO
LEiCTBATENHO MOTKBMPAT, 1 npouecyanHute Teopum (V. Vroom, J. S. Adams, E.
Locke), kouTO HamoMHAT Aa Ce MpOoeKTMpa SiCHAa Bpb3ka yCUNWs—pesynTtaTi—
Harpagu, yceljaHe 3a CrpaBean1BoCT U KOHKPETHU, NMPEAU3BUKATENHW U NPUETH
Lenu. lNocoveHo e, Ye cuBpemeHHUTe Bb3rneau (E. Deci n R. Ryan) akueHTupar
BbPXY BbTpeLLHaTa MOTUBALMS — aBBTOHOMHOCT, MaiCTOPCTBO M CMUCHI — W BbPXY
,CMUCNEHOTO Bb3HarpaxaeHue”, KOeTo CBbP3Ba NPUHOCA Ha YoBEKa C No-ronsamara
Lien Ha opraHu3auusaTa. AHraxupaHocTTa e pasrnegaHa kato pesynTat OT HanuyHu
pecypcu 1 ncuxonoruyecka 6e3onacHocT, a NMAEPCTBOTO — KaTo ONpeaensilo 3a
KyrnTypaTta u MOTUBALMATA, KaTo B MHOYCTPUANHW YCNOBUS eheKTUBHUTE Muaepu ca
aBuraten Ha lean  mucreHeTto, 6e3onacHOCTTa M HEMPEKLCHATOTO
YCBbBbPLUEHCTBAHE.

B u3Bogute OT NbpBa rnaBa Ca KOHKPETU3WPaHU OrpaHUyeHusITa u
PUCKOBETE, KOWTO TEOPETUYHWUST aHanW3 W3BeXaa: Nunca Ha yHUBEpCaneH ,Ham-
Ro6bp* Habop OT NpakTVKK; Bb3MOXHA OropoKpaTM3aLms 1 npucTpacTus B nogbopa;
W3KpPUBSIBAHE HA MOTUBALMATA NPK NPEKOMEPHU (DUHAHCOBU CTUMYMK; TPYAHOCTM
npu oueHkaTa Ha edbekta OT 00yyeHusATa; feduUUT W 3acTapsiBaHe Ha KagpuTe;
CbNPOTMBA KbM NPOMSIHA; Pa3MMHaBaHe MEXay AeKnapupaHu LEHHOCTU U peanHo
nooLLpsiBaHO noBefdeHMe. Ha Tasu ocHoBa e hopMynupaHa pamka 3a aHanus Ha
npobnemute, obxsallalla ceaem NpeanocTaBku: (a) CTpaTernyecku U BbHLUEH
koHTekcT — PESTEL, nosuumoHMpaHe, eTan Ha XWU3HeHWUs Lukb; (6) BbTpeLLHM
pecypcy — VRIO aHanmua Ha YoBeLwKWs 1 OpraHu3aLnoHHus kanuTar; (B) kanauuTeT
Ha paboTHata cuna — KapTa Ha ymeHusiTa, gemorpadusi, NpUMEMCTBEHOCT; (r)
KynTypa M nuOepctBO — 3PENocT, aHraxupaHoCT, FOTOBHOCT 3a NPOMsHa; (A)
perynauum 1 Ge3onacHocCT; (e) AaHHM W METPUKU — WMHCOPMALMOHHM CUCTEMMU,
KMKOYOBM MOKA3aTENW 3@ aHraXMPaHOCT, TEKYYECTBO, KAYECTBO W 3MOMOMnyku; ()
TEXHOMNOMYHa FOTOBHOCT U CLEHapuUM 3a aBTomaTu3auus. VIMEHHO Tasu pamka
3a[jaBa kaTeropuanHus anapar 3a uaeHTudmkaumaTa Ha npobnemute BB BTOpa
rmaea 1 3a onepaumMoHan13auusTa Ha nokasaTennuTe B eMIMPUYHOTO 3crneaBaHe.
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HanpaBeHo e 3akmnioyeHneTo, Ye MbpBa MMaBa M3rpaxaa TeopeTuKo-
MEeTOZO0NOrMYHa pamka, B KOATO CTpaTerusTa Ha opraHu3auusTa u cTpaterusTa 3a
xopaTa ca HepasgenHu. CTpaTeruyeckoTo YynpaBneHue 3agaBa Mocoka W
OACUMNNIMHA  Ype3 LMKbNla  aHanM3-nnaH-U3MmbiHEHNEe—KOHTPOM-KOPEKLMs, a
CTPaTEernyeckoTo ynpaBneHue Ha YOBELIKUTE PEecypcu Ocurypsisa BepTUKamnHo
MnofpaBHsBAHE KbM OW3HEC LEMUTE M XOPU3OHTAaNHa KOHCUCTEHTHOCT Ha
npakTUKUTe, Taka 4Ye MPaBWUIHUTE XOpa, YMEHWsl, MOTMBALMS W KynTypa Aa ce
CpeLLHAT B MPaBUITHUS MOMEHT.

MABA BTOPA. UDEHTU®UKALINA HA NPOBNEMWUTE B
CTPATErM4YECKOTO YNPABINEHWE HA YOBELLKWUTE PECYPCU

BbB BTOpa rnaBa aKUEHTbT € MOCTaBeH BbpXy MAEHTU(MKauMsTa W
cuctemMaTusaumusita Ha npobriemuTe, KOWUTO OrpaHM4YaBaT MPeBPbLLIAHETO Ha
(hyHKUMSITA MO YOBELLKM PEeCypcu B CTPATErM4ecki YHacTHUK B MHOYCTPUANHOTO
npeanpusitue. MpobrnemHuTe noneta ca rpynupaHn B YeTUPU HanpaBheHus —
ka[pOoBW NPeAN3BMKATENCTBA, TEXHOMOMMYHI MPOMEHM, OpraHu3aLMoHHa KyrnTypa n
KnuMaT 1 akTopu Ha BbHLLHATa cpefa — B CbOTBETCTBME C pamMKaTa 3a aHamnus,
WN3BefieHa B Kpasi Ha MbpBa naea.

B nbpBua naparpadd ca uM3cnegBaHM  OCHOBHUTE  KaapoOBM
npeau3BMKaTencTBa B UHOYCTpUanHus cektop. KoHcTatupa ce, Ye HepoCTUrbT Ha
kBanuuumpaHn paboTHULM NPeaCcTaBnsBa cMCTeMEH Npobnem, KOWTO NponsTuya
OT CbBMAdEHWETO Ha gemorpadicku cnag, obpasoBaTenHo HECLOTBETCTBUE M
MurpaumoHHM notouu. MocoyBa ce, Ye cnopeq npeacraBuTenute Ha GusHeca
nuncata Ha kagpun ¢ HeobXoguMUTE YMEHUS Beye W3npesapsa KopynuusTta
perynatopHaTa TEXeCT KaTo npeyka nped pasBUTMETO, a B HayanoTo Ha 2025 r.
noTpebHOCTTa Ha Gbnrapckata MKOHOMMKA ce oueHsiBa Ha Hag 250 000 kagpwu, ¢
OCTbP HEeJOCTUr Ha TECHM CMeLManucTX U PbKOBOAEH NEPCOHarn B MHAyCTpusTa.
YcTaHoBsiBa Ce, Ye HeOCTUIbT Ce NPosiBSiBa B TPYAHOCTU NPU U3MLIHEHWETO Ha
NPOU3BOACTBEHNTE MMaAHOBE, OTKA3 OT NOPbYKM, 3aDaBeH pacTeX M HapacTBaLLy
pasxoau 3a TpyA, Tbi KaTo KOHKYPEHLMSATa 3a Kafpy NoBULLIABA LIEHOBWS HATUCK.
Kato crpaTernyecku OTTOBOP Ca W3BEAEHW WHTErpUpaHoOTO nnaHupaHe Ha
paboTHaTa cuna, NapTHLOPCTBAaTa C YYMIWLWA WM YHUBEPCUTETM, [OyanHOTO
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o6yquV|e, BbTPELLUHUTE akagemMuu, pe,U.VI3aI7IH'bT Ha OANbXHOCTUTE U Kapuepata u
YKpenBaHeTO Ha pa60TOﬂaT€ﬂCKaTa Mapka.

Ot6ens3Ba ce, Ye BUCOKOTO TEKyYECTBO YCUNBa KafpoBus eduuuT, KaTo
BOOM A0 3aryba Ha OpraHM3aUMoOHHa NaMeT, MpeKkbcBaHe Ha mnpouecute U
3HaYNTENHM NPEKU W HEMpPEKM pasxoau 3a HabupaHe, 00y4YeHne 1 ananTauus, KOUTo
MO OLEHKM HA KOHCYNTaHTW MoraT [a [JoCTUrHaT OT MOnoBMHAaTa [0
PaBHOCTOMHOCTTA Ha TOfMIHATA 3annata Ha HamycHanust kBanuduumpaH
paboTHWK. AHanuaupaHu ca akTopuTe, KOUTO NOpaxdaT Teky4yecTBOTO B
WHOYCTPUAnHUTE YCrOBUS — HWCKA OTHOCUTENHA 3annata 3a TeXbK Tpyd,
OrpaH14YeHn Bb3MOXHOCTM 3a U3pacTBaHe, HebanaHcupaH rpaduum, cnabocTu B
NUOEPCTBOTO U HApYLLEHO YyBCTBO 3a CrpaBeanvBoCT. V3BeaeH e U3BoabT, ye
eeKTUBHITE MONUTMKM 3a 3aabpXxaHe TpsbBa Aa afipecupar KakTo MaTepuanHuTe,
Taka M HemaTtepuanHute hakTopu, Tbil KaTo napute ca HeoBXOauM, HO He W
[ocTaThyeH (hakTop: 3aabpXaHeTo Ce MOCTWra, KoraTo CIYXWTENAT BuXaa
nepcnekT1BaTa Cu, YyBCTBa CE LiEHEH M UMa rmac.

3awuTaBa ce BKOAHETO, Y€ HUCKATa aHraXupaHocT M MOTWUBALMA ca
,TUXUAT" PUCK, KOUTO epo3unpa pesynTatute, 6e3 HENPEMEHHO Aa Ce NposiBsABa Ypes3
HanyckaHe. PasrnefaHu ca NpuYMHUTE — MOHOTOHHOCT, NUNCa Ha aBTOHOMUS W
yyactue, OTCbCTBUE HA MPU3HAHWE, HEACHW Lenu M HEYyBCTBUTENMHOCT KbM
Bnarononyyneto. ABTOPOBOTO CTaHOBMLLE €, Y€ B MHOYCTPUATA, KbAETO pyTUHaTA
e HeusbexHa, peleHneTo MuHaBsa npe3 oborataBaHe Ha paboTarta, NpefocTaBsHe
Ha npaBo Ha rnac no nogobpeHnsaTa Ha NpoLecUTe U OCMUCISHE Ha NpUHOca — OT
NoTOMHaTa NWHUS KbM KayecTBOTO, BesonacHocTTa M ropgoctta C npoaykTa.
lMoguepTaHo e, Ye TparHa aHraX1paHocT ce NOCTUra Ypes BbTPeLHNUTe ABUraTeni
— aBTOHOMHOCT, MAaWCTOPCTBO W CMMUCbLA, MOAKPENeHn OT HCHU Lenu K
CBOEBpeMeHHa obpaTHa Bpb3ka, KakTo 1 Ype3 peAoBHO U3MepBaHe, NOCNeaBaHo He
OT KamMnaHuitHK, a OT NocrefoBaTeNHM YNpaBNeHCKN JeNCTBIS.

BB BTOpUA Naparpad BHUMAHMETO € (hOKyCMPaHO BbPXY BIMSHUETO Ha
TEXHONOoMMYHUTEe NpomeHu. lpocreassa ce U ce aHanuaupa Bb3AEUCTBUETO Ha
aBTOMaTU3aumMATa M YeTbpTata MHAYyCTpUarHa pesontouns Bbpxy npodmna Ha
paboTHata cuna. YcTaHoBfBa Ce, Y€ PUCKbT OT 3aMeCTBaHE Ha Mo3uuuu
CbXWUTENCTBA C Bb3MOXHOCTTA 3a U3auraHe Ha Tpyaa KbM AEMHOCTU C No-BUCOKA
fobaBeHa CTOMHOCT — HACTPOIiKa 1 NoALpbXKa Ha obopyaBaHe, aHann3s Ha AaHHM,
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YCbBbpLLUEHCTBaHe Ha npoliecu. OTCTosBa CE BUKOAHETO, Ye CTPaTernyeckusT
n36op e a ce npeanoyeTe NpeksanudukaLnsTa u HaarpaxLaHeTo npes MacoBuTe
CbKpALLEHWS!, CbYeTaHU C BHUMATENHO ynpaBreHne Ha coupanHuTe edekTn npu
Heu30exH1 onTUMM3aLMK. HanpaBeHo e YTOYHEHMETO, Ye camaTta (yHKUMs Mo
YOBELLKI PECYPCH Ce LdpoBMaMpa — PYTUHHUTE IeMHOCTU Ce aBToMaTuaupar, a
(hOKYCHT Ce M3MEeCTBa KbM aHanuTiKaTa, yNpaBneHueTo Ha NpoMaHaTa 1 ausaiHa
Ha 0ByYMTENHN EKOCUCTEMM.

CneuuarnHo BHUMaHWe € OTAENEHO Ha MPOMEHUTE B W3WCKBaHUATA 3a
yMeHust 1 kBanudukaumn. KoHcTaTpa ce, Ye aBToMaT3aLmsTa BHacs OTYETNIMBO
pasgeneHne Mexay OCTapsiBaly yYMEHUS M HOBOBB3HWKBALM KOMMETEHLMM:
PONUTe, OCHOBABALLM CE M3LSAMO Ha MOBTapALY Ce (U3nYecku Tpya, Hamansear,
[10KaTO Ha NPeAeH MiaH U3nu3aT MexayauCcUMNIMHapHIUTE cnocobHocTn — paboTta
C [JaHHM W coTyep, AMArHOCTUKA Ha CIIOXHW CUCTEMM, peluaBaHe Ha HETWMOBM
npoGnemn, KakTo M ,MeKkuUTe“ YMEHMS 3a KOMYHWKALMsl, CbTPYOHUYECTBO W
apanTuBHocT. IMocouBa ce, Ye Cropes LUTUpaHUTe MEXOyHapoaHU W3CrieaBaHus
eaBa eouH OT JeceT paboTewy M3nonaea €XEOHEBHO YMEHWUs, CBbp3aHW C
WN3KyCTBEHMUSI MHTEMEKT, OKATO 3HAYMTENHA YacT OT KOMNaHUNTE feknapupar, ye
He pasnonaraT ¢ HeOBXOAUMUTE KOMMETEHLMM 3a paboTa C HOBUTE TEXHOMOMMM.
NorvyHo ce Hamara W3BOLbT, Ye PaspUBLT MEXAY HAMYHUTE U ThPCEHUTE YMEHNS
W3MCKBA LIENEHAcOYEeHM MporpaMu 3a yyeHe Mpe3 LEnus XMBOT — BbTPELLHM
aKafemun, MWKPOOBYYEeHWUS, MEHTOPCTBO UM CUCTEMHO [OKyMEHTUpaHe Ha
eKCMEePTHOTO 3HaHKe, 0COBEHO B YCNOBUSITA Ha 3acTapsiBalla paboTHa cuna, a npy
noabopa Habypa CKopoCT OpUEHTALMSITA IO YMEHUS”, NP KOSTO NOTEHLMATBT 3a
pa3BUTME CTaBa PABHOCTOEH Ha hopManHuUTe KBanndukaLmm.

PasrnenaHu ca v BbHIWHNTE (hakTopy Ha rnobanusaupsTa B KOHTEKCTa Ha
ctpaternyeckoto YUP. OtbenssaHo e, ye cnopen CBETOBHMS WMKOHOMWYECKM
(opyM  TEXHOMOTMYHUTE  MPOMEHM,  TEOWUKOHOMUYECKATa  (pparmMeHTauus,
MKOHOMWYECKATa HECUTYPHOCT, AeMorpadCkuTe MPOMEHM U 3EMEHNST npexog ce
0YepTaBar kaTo OCHOBHYW ABMraTeN Ha TpaHcopmaLysTa Ha rnobanHus nasap Ha
Tpyga 8o 2030 r., a npubnuanuTenHo egHa TpeTa OT KOMNaHUNUTE B CBETOBEH Mallab
OYaKBaT reoOMKOHOMMYeCKaTa pparmeHTaums aa TpaHcchopmupa GusHec mogenute
UM npes3 crieggawuTe NeT roguHu. M3paseHo e CTaHOBMLLETO, Ye rnobanHuTe
BEPWrM Ha JOCTaBKM Ce NPEBPbLUAT EHOBPEMEHHO B U3TOYHUK HA Bb3MOXHOCTY U
Ha pWCKOBE, KOETO NOCTaBs nped (PyHKUMSTA MO  YOBELIKM pecypcu
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npeguM3sukatencTtea npu ynpaerneHUETO Ha TpPaHCHaAUMOHaNHW  ekunn "
penokauuaTta Ha nepcoHarn.

B Tpetus naparpad ca w3crieaBaHM OpraHu3aUMOHHaTa kyntypa U
KIMMaTbT KaTo CTPYKTYPHU MPOMEHMMBY, KOWTO MOraT fa kaTanuaupar uim fa
GnokMpat Bcsika [gobpa cTpaterusi. AprymeHTMpa Ce  BWXOAHETO, ue
MPOM3BOLCTBEHUTE OpraHW3aLMi YECTO HOCAT HacneaeHn MOAEeN — oKyC BbpXy
KOHTPOI 1 KpaTKOCPOUHO OLIENSIBAHE W HEAOOLEHSIBAHE Ha YOBELLIKWS KanuTar kaTo
W3TOYHWUK HA CTOMHOCT. Pasrnefanu ca npobnemute npu UHTErpauusita Ha HOBM
cTpaTervu, kaTo ce akUeHTUpa Bbpxy Makcumata Ha 1. [pakbp, ye kyntypata
n3shkaa cTpaTerusiTa 3a 3akycka“: Jopy BPUNSIHTHO 3aMucrieHa cTpaTerus Moxe Aa
ce npoBanu, aKko AOMMHMpallaTa KynTypa M Harmacu # MpOTUBOLeNCTBaT.
MoeHTuduumpaHn ca  ocHoHMTE Gapuepu — CbMpoTMBA KbM  MPOMSHA,
HECbOTBETCTBME MEXIy HOBUTE CTpaTerM M CblyecTByBalaTta KynTypa W
CTPYKTYPa, CMECEHM MOCraHNUsi KbM CRY)XUTENUTE, HEAOCTaTbYHA KOMYHUKaLWMS U
OrpaHMyeHa KOMMETEHTHOCT Ha CPEOHUTE PbKOBOAMTENM KaTO HOCUTENM Ha
npomsHaTa. 3aluTaBa Ce CXBallaHeTo, Ye BKIKOYBAHETO Ha (PYHKUMsSTA MO
YOBELLKM pecypcy olle npu (OPMYNIMPAHETO Ha CTPaTErMyeckuTe peLIEeHNs
HamarisiBa pucka OT HECHOTBETCTBYS MeXay ambuLum 1 KapoBa pearnHoCT.

ObocHoBaHa € HeoOXogMMOCTTa OT  M3rpaXdaHe Ha  KITo4OoBM
KOMMNETEHLMM 32 CTPATErMYECKN MEHWIKMBHT — KaKTO Ha OTZAEMHUTE PbKOBOAUTENM
W CreuManucTi, Taka W Ha OpraHusauusiTa kato usno. locoyeHo e, Ye KbM
TPAAMLMOHHWTE YMPABMEHCKN YMeHUs Cce [0D0aBAT CTpaTerMyecko MUCIEHe,
KOMYHMKALWS Ha BW3WS, EMOLMOHANHA VHTENUIEHTHOCT M YMEHWE 3a BOZEHE Ha
eKunu Npes NpoMsHa, a B MHAYCTPUATHWAS CEKTOP, KbAETO AbMT0 BPEME € LIEHeH
MPEaVNMHO TEXHWYECKUST OMUT Ha MEHMIKbPA, NMUAEPCKUTE KOMMETEHLMW Cce
OCb3HaBaT KaTO PaBHOCTOAHO BaXHM 3a ycTonumBus ycnex. KateropuuHo ce
YTBbPXKAABa TEHAEHUMATA (DYHKUMATA NO YOBELKW PEecypcu fa M3WUCKBa HOB
npodpecoHaneH npodun, cbyeTaBal, OusHec pasbupaHe, pabota C AaHHM,
MpOLiECHO NPOEKTUPaHE M yNpaBNeHMe Ha NpoMsiHaTa.

B yeTBBLpTHMSA Naparpad ca aHanuaupaHu npobnemuTe, NponuanusaLyy ot
BbHLUHATa 3a opraHu3auusTa cpefa. KoHctatupa ce, Ye perynauumre v TpyAoBOTO
3aKOHOJATENCTBO — HaLMOHAMHO W eBPONECKO — HamaraT BUCOKW CTaHgapTyv 3a
GesonacHocT, paboTHO BpeMe U paBHO TPETUpaHe, YMEeTO CrasBaHe Cb3aasa
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aAMUHUCTPaTVBHA TEXECT, HO W YKPENBa penyTaLusTa Ha OTroBopeH pabotogaten.
Pa3rneaaHu ca MKOHOMUYeckuTe (HakTopi — LMKIMYHOCT, MHGNaLus, LEHOBMU W
EHEPIUIHM LLIOKOBE M HECUTYPHOCT Ha GU3HEC KnMMaTa, kaTo ce MocoyBa, Ye Haj
rMonoBMHaTa OT MPOMWULLIIEHUTE MpeanpusTus B Bbrrapus upeHTudmumpar
HECUrypHOCTTa B MKOHOMUYeCKaTa Cpefa kaTo BOAELLO 3aTpyAHeHve. MapaseHo e
cTaHoBuweTo, ye VUCA-cpefaTa W3icKBa MbBKaBO NMiaHupaHe Ha pasxoauTe 3a
TPyA, 3arnasBaHe Ha KIiYoBUTE TamnaHTX W 3aliMTa Ha KPUTUYHUTE MHBECTULM B
0byyeHre aopv B TpyaHM nepuoau. MpocneneHo e BAUSHUETO Ha rnobanusaumsta
1 nnbepanuaaunsTa, KoTo U30CTPST KOHKYPEHLMSTA Ha HaAHALMOHAIHO PaBHULLE,
YNECHSBAT U3TUYAHETO Ha TANaHTW 1 YCKOPSIBAT CTaHAapTM3aUNsATa Ha NPaKTUKUTE,
HO CbLUEBPEMEHHO HOCAT [AOCTbM [0 CbBPEMEHHU YNpPaBNEHCKA MOLenu,
MEXOYHApOOHN MapTHbOPCTBA W MO-BUCOKNA M3WUCKBaHWS, AUCLMMNUHMPALLM
CUCTEMMTE W MPOLIECHTE.

CvctemaTusaumsiTa Ha WaeHTUdMLMpaHUTe NpobneMHu noneTa, TexHuTe
MPOSIBIIEHNS! 1 CTPATErMYECKUTE OTTOBOPY € NpeacTaBeHa B Tabnuua 3.

Tabnuua 3. MpobnemHu noneta npeg CTpaTErMYeCcKoTO YNpaeneHne Ha
YOBELLKMTE PECYPCH B UHAYCTPUAMHUS CEKTOP

MpobnemHo OcHOBHU Mocneguum 3a Ctpatermyecku
none NposBEHUs opraHusaumsra OTroBOp
lnaHvpaHe Ha
[emorpadcku P
paboTHaTa cuna,
cnag, HeusnbnHexu
obpa3soBatenHu
obpasoBaTenHo | NnaHoBe, OTKa3 OT
HepocTur Ha NapTHLOPCTBA,
HEeCbOTBETCTBME, | NOPBUKM, 3ab6aBeH
KBanuduumpaHm AyanHo obyyeHve,
Murpaums, pacTex, LieHoBM
kagpu BbTPELLHU
AeduunT Ha HaTUCK BbPXY
akagemuu,
TECHU TpyAa
paboTopgaTtencka
cneyuanmeTy
Mapka
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MpobnemHo OCHOBHHU Mocneguum 3a Crparernyecku
none NposBNeHuns opraHusaumsaTa OTroBOp
Hucka KoHKypeHTHO
OTHOCUTENHA Bb3HarpaxmeHue,
3aryba Ha 3HaHve, paxa
3annara, KapuepHU MbTekM,
npekbcBaHe Ha
OrpaHuy4eHo crpaBeanem
Teky4ecTBo NpoLecH, BUCOKM
“3pacTBaHe, npasuna,
pasxoaM 3a
HebanaHcypaHu npu3HaHue,
3aMeCTBaHe
rpadouuy, cnabo KayecTBO Ha Npekust
NMOEepcTBo PLKOBOAMUTEN
OboraTsBaHe Ha
MOHOTOHHOCT,
. paboTaTta, NpaBo Ha
nunca Ha ,Tuxa"“ epoauns Ha
Hucka rnac, CMUChI Ha
aBTOHOMMS! 1 NpOU3BOAUTENHOC
aHraxmpaHocT U1 MpuHOCa, PeAOBHO
y4yacTue, HEsICHN | TTa, KAYECTBOTO U
MOTMBaLMS “3MepBaHe
Lienn, OTCbCTBME | MHOBaLMKTE
nocrefoBaTenHu
Ha npu3HaHue .
AencTaus
MpekBanuukaLms
OcTapsiBaHe Ha BMECTO
ABTOMATU3ANS, 01, TPEBOXHOCT | CbKPALLIEHUS, y4eHe
WHoyctpus 4.0, ponu, Tp patll Y
TeXHONOrMYHM 1 CbNpOTKBA, npes3 Lienust XuBeoT,
paspuB Mexay
MpOMEHH aeduumnT Ha nogbop ,no
HaMU4YHU 1 )
Luncposm yMeHus",
TbPCEHN YMEHUs
KOMMETEeHLN LUnchpoBu3aLms Ha
YypP
HacneneHu
KynTypa Ha
moJenu Ha lMposan Ha gobpe
yBaXeHue, y4actme
KOHTpOF, 3aMUCIEHM
OpraHu3aLuoHH 1 y4eHe; passuTHe
CbNpOTUBA KbM | CTPATErUn,
a kynTypau Ha cpefHuTe
npomsiHa, CMECEHM
Knumat PBKOBOAUTENN;
HECbOTBETCTBME | MOCNAHNS,
PaHHO BKMtoYBaHe
cTpatervsi- AeMoTVBaLMS
Ha YP B peLLeHusTa
KynTypa
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MpobnemHo OCHOBHHU Mocneguum 3a Crparernyecku
none NPOABMEHUA opraHusaumsTa OTroBOp
PerynatopHa
rynatop "bBKaBO MraHMpaHe
TEXeECT, AIMUHUCTPATMBHM
Ha pasxoauTe 3a
MKOHOMWYECKa pasxoaw,
TpyA, 3almTa Ha
HECUIypHOCT, konebaHus B
BbHLWHa cpena WHBECTALMNTE B
rnobanHa 33€eTOCTTa,
00y4eHwue,
KOHKYpEHLS, N3TM4aHe Ha
WHTEpHaLMOHanmsa
reOMKOHOMMYECKa | TanaHTy
LVS1 Ha NPaKTUKUTE
hparmeHTaLus

M3moyHuk: Cucmemamusayusi Ha a8mopa 8b3 0CHO8a Ha 8Mopa 2/1aga Ha
ducepmayuoHHus mpyo.

B u3Boaute oT BTOpa rna.a e 0606LLeHo, Ye npobnemuTe ¢ HegocTUra
Ha KagpW, TEKY4eCTBOTO W HWCKAaTa aHraxwpaHoCT ce pasBuBaT OT OMepaTuBHM
KagpoBM 3aTPYOHEHWS KbM CTPATEerMyecksh PUCK 3a KOHKYPEHTOCTOCOBHOCTTa,
ycuneHn ot gemorpadckis cpus, obpasoBaTenHus aucbanaHe, rnobanusaumata,
aBTomaTtusaumsaTa u ESG msucksanusiTa, a ctparerndeckoto YYP ce uamectsa ot
aOMWHUCTPaTUBHA (DYHKUMS KbM CTpaTerMyecku NapTHbOp, KOWTO Yynpaenssa
yoBelkns kanutan B ycnoBusta Ha MHgyctpus 4.0 u  VUCA-cpepa.
KoHKpeTu3upaHM ca OCHOBHWTE CTpaTerMyecku noaxogn KbM mnpobnemute —
CUCTEMHO NnaHupaHe Ha paboTHata cuna, NapTHLOpCTBa C 06pa3oBaHWeTo,
BbTPELLHO pa3BMBaHe 1 NpekBanuukalns, nporpaMn 3a 3agbpxaHe, No3NTUBHA
KynTypa M CWMHO NWAEPCTBO, MPEBPbLUAHE Ha OpraHusauusTa B ydewa ce.
PasrpaHuyenn ca 06ekTMBHUTE OrpaHnyeHus nped eqeKTUBHOTO pellaBaHe
(nemorpadycku Cnag, M3TMYaHe Ha MO3bLM, HEJOCTUr Ha LMGPOBM YMeHMS,
WKOHOMMYECKA  HECTabWIHOCT,  CMOXHM  perynauum) u  CybeKkTuBHMTE,
BbTPELUHOOPraHN3aLMOHHN  OrpaHuyeHns (aBTopUTapHa KymTypa, HegoBepue,
CbNPOTMBA KbM NPOMSIHA, HEJOCTaTbYEH YNPABNEHCKMA 1 aHANUTUYEH KanauuTer).

/3BeneHun ca npeanocTaBkiTe 3a afeKBaTeH aHanu3 Ha npobnemuTe —
CUCTEMEH, XONUCTUYEH NOrMes eAHOBPEMEHHO BbpXY BbTPEWHUTE M BbHLIHUTE
(haKkTopW, AOCTOBEPHA MH(hOPMaLls 33 TEKYYECTBOTO, aHraXkupaHoCTTa, yMeHusTa
N edekta oT oOyyeHMaTa W pasBATa KafpoBa aHANUTUKA, KakTo W
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OpraHM3aLMOHHUTE W KyNTypHUTE NPEANOCTaBKM 3a YCNELWHN PeLeHus: npusHaTta
cTpaTernyecka pons Ha (PyHKLMsITa no YOBELLKW Pecypci, NapTHLOPCTBO C BUACLLIMA
MEHUIKMBHT, KYNTypa Ha AOBEPUE U OTKPUTA KOMYHWUKALWS, TOTOBHOCT 3a y4eHe
MpoMsiHa W BKMIOYBaHE HA CRyXWTENUTEe B [WarHoCTUKaTa 1M Au3aiiHa Ha
peLueHnsTa.

HanpaBeHo e 3akmni4eHneTo, Ye WAeHTU(MUMpaHuTe npobnemn —
[eduuuT  Ha  YMEHWsi, TeKy4eCTBO, HWUCKA aHraXMpaHOCT, TEXHOMOMNYHU
Pa3MECTBaHWS, KYMTypHN Gapnepu 1 HATUCK OT BbHLUHATA CPeaa — He ca U30NMpaHm
SIBNEHNs, @ B3aMOCBbP3aHU MPOLEec, KoUTo o4epTaBaT oblya HeobxoaumocT ot
CTpaTerMyecko ynpaBreHue Ha YOBELKUTE PEcypcu, KOETO € eAHOBPEMEHHO
aHanUTUYHO 1 AbRGOKO YOBELLKO. YCNELLHUTE MHAYCTPUAHYW OpraH13aLmy ca Teau,
KOWTO MpeBpbLUaT Xopata B SAPO Ha CBOSITAa CTpaTerus: M3MepBaT W passuBaT
KOMMETEeHUMM, MPOeKTMpaT MOTUBMpalla cpeda, YnpaBnsiBaT —MpomsHaTa
NpeaBNAMMO W NPO3PaYHO U CUHXPOHU3MPAT TEXHOMOMMYHMS HAaNPEAbK C Bb3xoaa
Ha YOBEWKWUs NOTEHUMan. MIMeHHO Tasu MoCTaHOBKa OMpedens norukata Ha
eMNUPUYHOTO M3creaBaHe B TpeTa rfaBa: Aa Ce NpoBEpU B KakBa CTemeH
ObnrapckuTe WHLYCTPUANHU NPeanpusTUS ca NPemMUHan oT (opmManHo Hanudve
Ha KagpoByW MOMMTUKM KbM CTpaTernyecka 3psyiocT Ha (yHKLMSITa U kon hakTopu
ca CBbp3aHu C TO3K MPEXOA.

MABA TPETA. U3CNEQBAHE HA NPOBNEMWUTE HA CTPATErMYECKOTO
YNPABNEHUE HA YOBELLUKWUTE PECYPCU B UHOYCTPUANHUA CEKTOP
(EMNUPUYHO U3CNEABAHE)

B TpeTa rnaBa e NpeacTaBeHo eMIMPUYHOTO M3cTeBaHe Ha npobremuTe
Ha CTPaTerMyeckoTo ynpaBreHne Ha YOBELLKUTE PECYPCH B MHAYCTPUANHUS CEKTOP.
AKUEHTBT ce NnocTaBs BbpXy W3MEpPBaHETO Ha CTpaTersyeckarta 3psrocT Ha
(hYHKLMSITA MO YOBELLKN PECYPCH, BbPXY CPaBHUTENHMS aHarn3 o OpraHu3aLyoHH
MpW3HaLM 1 BbPXY OLieHKaTa Ha pakTopuUTe, C KOUTO Taau 3psrocT € CBbp3aHa.

B nbpBus naparpad e npeactaBeHa METOAONONMSATa Ha U3CTeABaHETO.
YTOUYHEHO €, Ye M3CNeaBaHeTo e HanpeyHo (KpPOC-CEeKLMOHHO): cTpaTerndyeckara
3pANOCT U OBSCHUTENHUTE (hakTOpU Ca M3MEPEHW eOHOBPEMEHHO 4pes3
CTPYKTYpMpaHa aHKeTa, MNopagn KOeTo pesynTatuTe ce TbfKyBaT Kato
CTATMCTUYECKM acoupalmmi, a He KaTo [OKa3aTerncTBO 3a MPUYMHHO-CIIEACTBEHM
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ecbekt. OCHOBHMAT M3CnenoBaTenckn BbNpoc e dopMynupaH Taka: [lo kakea
CTeneH YyectoTaTta W CTaHaapT13aumMsaTa Ha KagpoBuTe MpaKTUKM, FOTOBHOCTTA 3a
NPOMsIHA U BBHLUHWTE (hAKTOpU Ce acoLmmupat CbC CTpaTerndeckara 3psrnocT Ha
(OYHKLMSATA MO YOBELLKN pecypen?*,

HanpaBeHo e yTOYHEHMETO, Ye B MbpBOHAYANHMA Macue ca HanniHu 122
NOMbIBaHMS, OT KOUTO [Ba 3anunca ca U3KMIYEHN NMOpaay iUnca Ha CbbpKaTeneH
OTTOBOP Ha KOHTPOIHWS OTBOPEH BLINPOC 3a NPUMep 3a CTpaTernyecka HULMaTmBa.
Taka KpaliHaTa aHanuT4Ha 13Baaka 3a KopenaLyoHHUTE 1 PEFPECOHHUTE MOAENM
e N =120. PasrpaHnyeHu ca ABe paBHULLA Ha aHanM3: OnNucaTenHuTe YecToTH ca
npeacTaBeHn BbpXy MbpeoHadanHus macus (N = 122), korato BbhpocuTe He
3@BMCAT OT KOHTPOSTHWS KPUTEPUIA, @ aHanmWUTUYHUTE MOAENW, MpOBEpKUTE Ha
XWNOTE3UTE N PETPECUOHHWAT aHanu3 u3nonasat BanuaupaHarta nssagka (N = 120).
/3Bagkata € HeBeposITHOCTHA, UeneBa W yooOHa, KaTo pPECroHAeHTUTe ca
HabupaHM 4Ype3 OHMalH pasnpocTpaHeHWe Ha aHKeTaTa. XapakTepucTukaTta Ha
BanMaMpaHaTa aHanuMTMYHa U3BagKa e NpeacTaBeHa B Tabnuua 4.

Tabnuua 4. Xapaktepuctuka Ha aHanuTiuHaTa usaaka (N = 120)

Moka3zaren Kateropus n %
MMon KeHu 69 57,5
Mbxe 51 425

Bb3pact o 24r. 4 3,3
25-34r. 22 18,3
35-44r. 51 42,5
45-54r. 33 27,5

55+r. 10 8,3
g;:r:;:ma YP/agMuHuCTpaums 66 55,0
somasmommosn | 7| 29
lMpoussoacTeo/onepaLmm 11 9,2
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Mokasaten Kateropus n %
VHXEeHEPUHT/TEXHUYECKO
6 50
obcnyxsaHe
VHdopMaLmOHHI TEXHOMNOTMK 6 50
Mpogax6u u MapkeTUHr 1 0,8
Jpyro 3 2,5
YpaBeHco Huso OnepaTnBHO HUBO 49 40,8
Ha pecroHaeHTa
TaKTu4ecko/cpeHo YNpaBneHcko 3 358
HWBO
Crparternyecko/suciue 28 233
yNpaBneHCKO HUBO

M3moyHuk: CobecmeeHu u34LUCIeHUs Ha asmopa.

OnucaH e M3CNenoBaTemNCKUAT WHCTPYMEHT — CTPYKTypupaHa aHKeTa,
opraHuavpaHa B nornyeckn 060cobeHu pasgenu: Aemorpadickit 1 OpraHn3aLyoHHN
NpoMeHnuBY; chopManu3aums/CTaHgapTu3aums Ha [JeBeT KI4YOBW  KagpoBM
npakTuku (nogbop, BbBeXAaHe B paboTa, OLEHKa Ha M3MbIHEHWETO, 0byYeHe 1
pasBuUTWe, NNaHWpaHe Ha nepcoHana u ap.) no meTcTeneHHa ckana; YectoTa Ha
npunaraHe Ha LIeCT CbBPEMEHHU MPaKTUKK (TOAMULIHM OLEHKW Ha MPEeacTaBsHETO,
360-rpagycoBa obpaTHa Bpb3Ka, aHKETU 3@ aHraXMpaHOCT, MHAMBKAYaNHM NaHoBE
3a pa3BuTHe, Nperneaum Ha noTeHUmMana, aHanua Ha notTpebHocTUTE OT 06yYeHue);
cTpaTernyecka MHTerpauus; BbHIUHM (PaKTOpu; OpraHM3aLyOHHa FOTOBHOCT 3a
MpOMsiHA; BB3NPUATMS 33 ponsiTa Ha (yHKUMSITA MO YOBELUKM PECypcu.
VIHCTPYMEHTBLT CbyeTaBa 3aTBOPEHW CKANHW BBMPOCH, BLMPOCU C MHOXECTBEH
1360p M OTBOPEHM BBLMPOCH, KOETO MO3BOMSABA KOMMYECTBEHO CPABHEHWE W
€HOBPEMEHHO npedocTaBA KayeCTBEHW ,,0MOpPHU TOYKM® 3a BanuvaupaHe Ha
PeanuCTUYHOCTTa Ha CaMOOLIEHKHUTE.

l'Io,qp06Ho € npegcrtaBeHa onepauuoHanuM3aumMdata Ha OCHOBHUTE
NoHsATMs. 3aBucumaTa npoMeHnnBa € MHAEKC Ha cTpaTernyecka 3pAnoCT Ha
(*)yHKLWIﬂTa Mo YOBELWKM pecypcu, narpafeH OT LIEeCT NnokasaTtend: Hanvyue n

33




CTaTyc Ha gbnrocpoyHa YP cTpaterus; cTeneH Ha w3sexpaHe Ha YP uenute ot
OusHec cTpaterusTa; yyactue Ha YP ekuna B cTpaTerMyeckute peLleHns; obxear
Ha npocneasiBaHMTEe KIIOYOBM NOKA3aTeNu 33 MW3MbIHEHWE; CTeneH Ha
CbITIAaCyBaHOCT Ha NPaKTUKUTE C OpraH13aLoHHaTa KynTypa ¥ LIEHHOCTH; OLeHKa
Ha edbekTMBHOCTTa Ha YP cTpaTerusita npes nocnegHuTe roguku. 3bopsT Ha Teaun
KOMTMOHEHTU Lienu Aa YNoBM e4HOBPEMEHHO ,CTPYKTypa“ (CTpaTerus u uHTerpauus),
,YNPaBINEHCKO y4acTue” (pons B peLleHusTa), ,M3mMepBaHe” (KNYoBYM nokasatenu),
,CbracyBaHOCT" (KynTypa) 1 ,Bb3npuemaHa eqekTMBHOCT" (pe3ynTaTtHocT). Kato
HE3aBMCUMM MPOMEHNMBHU ca AeVHIPaHK: NHAEKC Ha
thopmanusaums/cTaHaapTM3aLms Ha AeBET KaapoBM NPAKTUKM; MHOEKC Ha YecToTa
Ha npunaraHe Ha LeCT CbBPEMEHHM NPaKTUKK, NPUeMaH KaTo KOCBEH Moka3aTen 3a
peanHo MOBeAEHME, a He CamMO 3a HaMepeHusi; MHAEKC Ha OpraHu3aulyoHHa
FOTOBHOCT 3a NPOMSIHA, OCHOBaH Ha YeTVpY TBbPAEHNS 3a YNpaBNeHcka Noakpena,
pecypcu, NpueMaHe Ha NPoOMsHATA W KanauuTeT 3a BOAEHE Ha TpaHChopMaLMOHHM
MPOEKTY; MHAEKC HA BBHLUHW hakTopy, 0BeAMHSBALLY Bb3NPUEMAHOTO BRUSIHWAE Ha
TEXHOMOTMYHUTE MPOMEHM, Nasapa Ha Tpyda, perynauumte, MKOHOMUYeckaTa
HECUIYPHOCT U rnobanHaTta KOHKYpPEeHLMS.

Mpeau BKMIOYBAHETO HA CbCTABHUTE WHAEKCM B KOPENaLMOHHW M
PErPECHOHHM MOAENM € TMpOoBeAeHa MpoBepka Ha TsXHATA HAZAEXOHOCT W
©OHOMEPHOCT, pesynTaTuTe OT KOSITO Ca CUHTe3upaHu B Tabnuua 5.

Tabnuua 5. HagexaHoCT v MHAMKATOPM 3a EQHOMEPHOCT Ha KOHCTpYWpaHuTe
NHAeKcH

%
WHpexe k| N E=peaeh KMO Bartzlett df | Bapuauusa | daktopu
o X
(1 dakrop)

Crpaternyecka 6| o 0,828 0806 | 22972 | 15 55,3 1
YP 3panoct

®opmanusaums/ 9| 107 0,869 0728 | 58455 | 36 50,2 1
CTaHaapTM3aums

Yecroraka P | o1 o) 0822 | 0,644 | 369,34 | 15 54,3 1
npaKkTUKuTE
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%
WHpeke k| N I KMO Bartzlett df | Bapuauusa | ®akTopu
a X
(1 dakrop)

BbHLWHM

taktopu/Hatuck | 5 | 107 0,752 0,498 | 249,47 | 10 51,2 2
3a NpomsiHa

OpraHu3aumorH

arotosHoct3a |4 | 101 0,797 0,600 | 219,59 | 6 64,3 1
npomsiHa

M3moyHuk: CobecmeeHu usquCeHuUsi Ha asmopa. 3abenexka: 3a ecudku UHdekcu
p (Bartlett) < 0,001; N e eanudHusim 6pol Habrio0eHus 3a cbomeemHama ckana.

YcTaHoBSBa Ce, Ye WHAEKCUTE 33  CTpaTeruyecka  3psnocr,
chopmanu3aLms, 4ecToTa Ha NpaKTUKUTE 1 OpraH13aLMoHHa rOTOBHOCT 3a NPOMSHA
nokassaT NpMeMNNBA 0 BUCOKA BbTPELLHA KOHCUCTEHTHOCT (a ot 0,797 go 0,869)
1 egHoMepHa (hakTopHa CTPYKTYpa, MpM KOSTO MbPBUAT (hakTop 0BSCHABA MeXay
50% v 64% ot BapuauwsTa. MNpn uHOeKca Ha BLHLLHUTE (DaKTOPU HaAEXaHOCTTa e
npuemnuea (a = 0,752), HO hakTOpHaTa CTPYKTYpa € no-rpaHnyHa (gsa daktopa,
KMO = 0,498), nopaay KOETO WHAEKCHT CE MHTEepnpeTvpa BHUMATenHo U ce
n3nonasa npeaumMHo kato o6obLieH nokasaTen 3a Bb3npueT CPefoBK HATUCK.
OnucaH e aHanUTUYHUAT NOAXOA, KOWTO BKIKOYBA YETUPW NOCNEA0BATENHM CThHIKM
— OnucaTenHa CTaTUCTIKa, CPABHUTENEH aHann3 no rpynu, KOpenaumoHeH aHanua
W MHOXECTBEHA NMHENHa perpecusi, KakTo U AMArHOCTUYHUTE MPOBEPKM, KOWUTO
YCTaHOBABAT XETEPOCKeSACTUYHOCT U OTKIIOHEHUE OT HOPMArHOCT Ha OCTaTbLUTe
W HanaraT ThiKyBaHe Ype3 yCTonymBn ctaHaapTHu rpetukun (HC3).

Bbe BTOpMA naparpad ca npefcraBeHu NpourtbT Ha u3Bagkata M
onucaTenHute pesyntatu. KoHcTatupa ce JOMWHMpaHe Ha ronemy opraHusaLu:
45,1% ot pecnongeHTuTe ca ot komnaHum ¢ Hag 1000 cnyxutenu, a 26,2% — oT
opraHusauum ¢ 501-1000 cnyxuTenu, kato KymynatueHo 71,3% ot HabnogeHusTa
ca o1 npeanpuatua ¢ Hag 500 cnyxutenn. Mo OTHOLWeEHWe Ha COBCTBEHOCTTA
npeobnagaeat opraHM3auMM C YacTHa uyxgectpaHHa cobcteHocT (72,1%),
cnengaHu ot vacTHu 6wbnrapcku (19,7%), a AenbT Ha ObpXKaBHUTE U CMECEHUTE
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npeanpustus e no 4,1%. NHayctpuanHusT npodun e KOHLEHTPUPaH B NOACEKTOPU,
XapaKTepHu 3a CbBpeMeHHaTa UHOYCTPUS: enekTpoHuka/enekTpoTexHuka (32,0%),
WH(OPMALMOHHN TexHonoruwn/asTomaTnsaumst (22,1%) u aBTOMODWNEH CeKTop
(12,3%). YctaHoesiBa ce, Ye B 95,9% OT opraHusauwmte uma obocobeHa YP
yHKUMs/oTaen (Tabnuua 6).

Tabnuua 6. XapakrepucTuka Ha opraHu3aLmTe B mbpBOHavanHus macus (N =
122)

Mokasaten Kateropus n %

(I:)’s:alvlf/lz:jmma Hag 1000 cnyxutenu 55 45,1
501-1000 cnyxutenm 32 26,2
101-500 cnyxwutenu 18 14,8
po 100 cnyxutenn 17 13,9

Bup cobctBeHocT YacTHa - vyxgecTpaHHa 88 72,1
YacTHa - Bbnrapcka 24 19,7
[bpxaBHa 5 41
CwmeceHa 5 41

lMopacekTop EnekTpoHuka/enekTpoTexHuka 39 32,0
?:xfgﬁgﬂ;wz:::mamsaqm 2 221
fipyro 25 20,5
AsTOMOBUNEH CEKTOp 15 12,3
EHepreTuka/BEN 10 8,2
XpaHuUTeNnHo-BKycoBa 5 41
NPOMULLNEHOCT
TpaHcnopT, NorvcTuka 1
WHpacTpykTypa 1 08
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MNokasaten Kareropus n %
Hanunuve Ha 4P
oTzen/dyHKLMs fla 17 95,9
He 5 4.1

M3moyHuk: CobecmeeHu U34UCEHUs Ha a8mopa.

3a uenuTe Ha ONMMCATENHWSA aHanu3 ca KOHCTPYWMpaHW MeT KOMMO3WTHM
WHAEKCa, YUMTO OMMCATENHU CTAaTUCTUKN ca NpeacTaBeHn B Tabnvua 7 v dvrypa 2.
Otbenssea ce, Ye CpegHUTE CTOMHOCTM Ca B ,CpeaHaTa KbM BUCOKA® 4acT Ha
ckanute (okono 3,4-3,8), KOETO € KOHCUCTEHTHO C npodwna Ha w3sagkata, a
CTaHAapTHUTE OTKIOHEHMS Ca YMEPEHH [0 OTHocuTENHO Bucoku (0,76-1,08), koeTo
noka3sea ChLLECTBEHA BapUaTUBHOCT MEXY OpraHu3auuuTe W pasnuyHi HUBA Ha
cTpaTernyecka 3panocT U MHTerpaLms.

Tabrmua 7. OnucaTenHn cTaTUCTUKKN Ha ocHoBHUTE WHAeKken (N = 122)

WHaekc Mean SD Min Max N
CraHgaptusauus Ha YP 357 | 108 | 000 | 478 | 122
npaktukute (0-5)

;-!]e_CST)OTa Ha kmtoyoBn YP npakTuku 341 082 | 167 | 500 | 122
Crparternyecka uHterpaumus Y4P- 376 0.76 1,00 500 122
Busnec (1-5)

I(5‘11i35;;,ev|cmme Ha BBHLUHW haKkTopy 379 | 084 140 | 500 | 122
OpraHu3aLnoHHa roTOBHOCT 3a 371 0.90 100 | 500 | 122
npomsiHa (1-5)

M3moyHuk: CobecmeeHu U34UCEHUs Ha a8mopa.
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CpejiHa crofiHocT (ckana 1-5)

Bouimm Crparernvecka TotoBHOCT Cranjiaprusanus Yecrora Ha
(hakTopH HHTerpaLus 3a NpoMsiHa Ha YP npakTHKHTe YP npakTHKHTe
YYP-Ou3Hec

®urypa 2. CpeaHu CTOMHOCTU Ha OCHOBHUTE UHAekew (N = 122)

YcTaHoBsiBa Ce, Ye MHOEKCHT 3a Bb3feiCTBIe Ha BbHLLHUTE (hakTopu uma
Hal-BUCOKa cpedHa cTomHocT (3,79), KOETO nokas3Ba, 4Ye PecrnoHOeHTUTE
Bb3NpUeMaT cpefaTta KaTo 3HauuM KOHTEKCTyamneH (hakTop 3a CTpaTermyeckure
peweHns. CxodHO BMCOKA € cpefHaTa CTOMHOCT Ha MHAEKca 3a CTpaTernyecka
nHTerpauwus (3,76). MHoekchT 3a opraH13aLMoHHa roTOBHOCT 3a npomsiHa (3,71) e
YMEPEHO BUCOK, HO CbC CPaBHUTENHO BMCOKA BapuaTMBHOCT. MHOEKCHT 3a
cTaHgapTu3aums (3,57) nokassa ymepeHo B1coka hopmanuaaums, Ho U Hal-ronsama
BapuaTtueHocT (SD = 1,08). Hait-Hucka cpefHa CTOMHOCT MMa MHAEKCHT 3a YecToTa
Ha kmoyoBute YP npaktuku (3,41). W3semeH € W3BOObT, Ye perynspHusT
YNPaBMNEHCKM LMK — PUTBMbT OT OLIEHKI, aHanW3m 1 Nperneam Ha TanaHTi — e no-
Pa3sHOPOLHO Pa3BMT MEXIY OpraHu3auumuTe, OTKONKOTO basoBaTa cTaHgapTU3aLus
Ha mpouecuTe, W UMEHHO pasnukata Mexgy dopmanuaupaHuTe npouegypu u
YCTOAYMBMSA PUTBM Ha TAXHOTO M3MbHEHWE POpMMPa OCHOBHUS MPAKTUYECKN
npobrnem Ha 13cneaBaHeTo.

lMpencTaBeHn ca OCHOBHWTE OMUCATENHW Pe3ynTaTit Mo KIo4oBUTE
Bbnpocu. OBBBLP3aHOCTTa Ha KagpoBWTE MPaKTUKW C KopropaTuBHATa KynTypa u
LIeHHOCTM NoKa3ea OTYETNIMBO BMCOKO HMBO — 92,6% OT pecnoHzeHTuTe n3bupar
Han-BUCOKMTE [Be KaTteropuu. BepTukanHata Bpb3ka Mmexagy YP uenute u
kopnopaTtuBHaTa ctpaterns uma no-ymepeH npodun — 50,8% 3asBsBaT BUCOKa
CTENeH Ha CUCTEMATUYHO U3BEXAAHE M KackaampaHe Ha Lenure. o 0THOLWeHue Ha
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HanMMYMETO Ha ACHO (hopMynMpaHa AbArocpodHa cTpaterust 3a YUYP paHHuTe
nokasBeaT CTPYKTypa, TUN4Ha 3a opraHusaumm B npexog”: 40,2% oTrosapsr ,4a",
41,0% nocoygar, Ye cTpaTervsTa € B NpoLec Ha paspabotsane, 13,9% He 3HadT, a
4,9% oTroBapsiT oTpuUaTenHo (urypa 3). JlornyHo ce Hanara U3BOALT, Ye obLmsT
aan ot 81,2% Ha npegnpusaTusTa ¢ rotoBa Mnu paspaboTBaHa CTpaTerus Noackassa
CWMHa OpMeHTaumMsa KbM opmanuaupaHe Ha kagposaTa pamka, HO W Y€ 3Ha4YUM
CErMEHT BCE OLUE He e MHCTUTYLMOHANU3Npan CTpaTernyeckuTe Cu HamepeHust B
cTabuneH JOKYMEHT 1 npoLec.

50 4
40.2% 41.0%
2 401
g
=]
T 30
z
[=]
=1
1
2,204
o
o 13.9%
=
=
10 4
4.9%
0 -
Ja, iMa siCHO B npouec Ha He 3nam
topmynupana crparerus paspaboTBane

Ourypa 3. Hannume Ha sicHo chopmynupaHa abnrocpoyHa crparerus 3a YUP (N =
122)

PonsTa Ha (hyHKUMSTa NO YOBELLKM PECYPCY B CTPATErMYeCcKuTE NpoLecH
€ u3crnedBaHa 1 Ype3 Bbhpoca 3a yyacTneTo Ha YP ekuna B cTpaTernyeckute
pelweHus: 34,4% nocousat, Ye (yHKUMATA yyacTBa aKkTMBHO B ekuna mno
cTpaTernyecko nnaHupaxe, 27,0% — Ye e KOHCYNTMpaHa npeau peLueHus), a Haii-
ronaM e JefbT Ha Tesu, crnopes KOUTo (yHKUMsTa ce MHGOopMMpa NocTakTym
(37,7%). CamooueHkaTa 3a cTpaTersyeckata pons MOTBbPXAABa CMECEHWs
npocoun (purypa 4): 459% wusbupat onumata ,YUP akTMBHO ydvacTBa B
CTPaTErM4yeckoTo NNaHMpaHe W B3eMaHeTO Ha pelueHus, 25,4% ro BukOaT kato
NapTHLOP MPEeAUMMHO Mpu onepaTuBHU pelueHus, 18,9% ro onpedensT kato
agMuHUCTpaTUBHA yHKUMs, a 9,8% nocousaT Hal-BUCOKOTO HUBO — (PyHKUMSATA
BOAM MHMLMATVBY, BIIMSIELLM Ha BU3HeC cTpaTerusaTa. KoHcTaTupa ce, Ye HanniueTo
Ha 0nM30 edgHa neTta  ,AOMUHUCTPATMBHA®  CamMOOLEHKa MOkasea, 4e
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cTpaTernyeckata 3psnocT He € YHUBEpcarnHa W Ye CblLecTByBaT ,0CTPOBU‘ Ha
TPaAULMOHHO NO3NLMOHMPaHE Ha (YHKLMSTa.

50

45.9%

[lan ot pecnongeHTute, %

AKTHMBHO yyacTea B IlaprHeop npu AJIMHHHCTPATHBHA Boau nHunmaTHey,
CTpaTernuecKoTo OrepaTHBHI (YHKLHA BAMSELH Ha
naHupaHe pelleHus Gu3nec cTpaterusTa

Ourypa 4. BranpuemaHa pons Ha dhyHKLumsTa no YoseLuku pecypen (N = 122)

AHanuaupaHn ca CpeaHUTe OLEHKM 3a BBHLUHWUTE hakTopu (durypa 5).
Hait-Bcoka e oueHkaTa 3a ,rnobanHa KOHKYPeHUMSt U HaTUCK 3a edheKTUBHOCT"
(4,07), cneaBaHa OT ,TEXHONOMMYHM NPOMEHN 1 aurnTanusaums” (3,94) n ,nasap Ha
TpyAa/HepocTur Ha kagpu® (3,86); ,MKOHOMUYECKa HECUrypHOCT" nonyyaea 3,79, a
,PerynaTopHa cpega 1 3akoHo4aTencTeo" — OTHOCUTENHO MO-HUCKA CTOMHOCT (3,44),
Makap W Hafl cpefHaTa Touka Ha ckanara. HanpaBeH e U3BogbT, Ye Tasu CTpyKTypa
Ha BBHLUIHUTE BAWSHWA € CbBMECTMMAa C WHAYCTPWANEH KOHTEKCT, B KOWTO
KOHKYPEHTHUSAT HATUCK M TEXHOMOMMYHaTa AMHaMUKa ,NPEBEXAAT" CTPaTErM4yeckoTo
YYP KbM TeMM KaTO NPOW3BOAMTENHOCT, YMEHMS, LMGPOBM KOMMETEHLMM K
afanTUBHOCT Ha paboTHaTa cuna.
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[ioBa/Ha KOHKYpeHLs
H HATHCK 3a e)eKTHBHOCT

TexHONOrHUHH NpPOMEHH
H [IUTHTaIH3aLHs

TMa3ap Ha Tpyfa /
HEJIOCTHT Ha KajipH

HxoHoMHuecka
HeCHTYpHOCT

PerynatopHa cpejia
U 3aKOHO/IaTeNICTBO

0 1 2 3 4
CpegHa oLeHKa Ha BIHsHHeTO (1-5)

®urypa 5. CpeaHa CTeneH Ha BNUSHWE Ha BBHLLHUTE (hakTopu BPXY
cTpaternyeckoto YUP

CpefHuTe OLEHKM 3a rOTOBHOCTTa 3a MpoMsHa (dpurypa 6) oueprasat
YMepeHo No3UTUBEH, HO He efiHO3HauyeH npodmn. Hai-BuCoka e CTOMHOCTTa 3a
TBbPAEHWUETO, Ye CMYXUTENUTE NpUemMar 1 NoAKPensT IPOMEHUTE, KoraTo ca fobpe
koMmyHukuMpanu (3,97); nocrnegoBaTenHaTta nogkpena OT PbKOBOACTBOTO 3a
cTpaternyecku YP MHULMATMBM CbLUO e CpaBHUTENHO BiCOKa (3,84). Mo-Hucku ca
OLLeHKMTE 3a PeCypCHUS KanawuuTeT 3a 3Ha4umMu npomenn (3,66) 1 3a BNUSHMETO U
[0BEPUETO KbM (DYHKLMSATA Aa BOAM KIOYOBM TpaHChopMaLmMoHHK npoekTy (3,48).
V3pa3eHo e CTaHOBULLETO, e UIMEHHO NOCNEHUAT Pe3ynTaT € BaxeH onucaTeneH
CUrHan: opraHM3auusTa MOXe fja MMa XenaHue 1 KOMyHUKaLWMOHHW NpesnocTaBku
3a MPOMsHA, HO CTpaTernyeckata NErMTMMHOCT M ,MaHAaTbT  Ha (yHKUMaTa no
YOBeLLKW pecypcu Oa 6bge Bogel, TpaHCGHOPMALMOHEH YYaCTHMK ca no-
HepaBHOMEPHO Pa3BUTK.
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CnyuTenuTe NpHeMaT poMeH|Te 397
TpH J06pa KOMYHHKALHs

[Toc/iefioateHa MojKpena ot 284
PBKOBO/ACTBOTO 33 YP MHMLIMAaTHBH

Pecypcen kanavter 3a 3.66
3HAUMMH NIPOMEHH
[Jlosepye kuM YYP fa Bogu 348

TPAHC(OPMALIMOHHH IPOEKTH

0 1 2 3 4
CpezHa oLleHKa (1-5)

®urypa 6. CpegHu OLEHKM Ha KOMMNOHEHTUTE Ha OpraHM3aLMOHHaTa rOTOBHOCT 3a
npomMsiHa

OtbenssaHo €, 4Ye cpegHaTa oOueHka 3a edekTuBHoCTTa Ha YP
ctpatervsTa npesa nocnegnute Tpu roguun e 3,30 (N = 100 BannaHmM oLeHkn), Kato
21 pecrnoHAeHTH 3asBABaT, Ye HAMAT A0CTaTb4Ha MH(OPMALWMS — pesynTaT, KOUTO
noackasea, Ye [OpM Korato CTpaTersl CbLUECTBYBA, HeHaTa KOMYHUKaLus,
Mpo3payHOCT W M3MepBaHe Ha edekTa ca HeefHaKBO PasnpoCTPaHeHU Mexay
OpraHu3auunTe 1 ynpaeneHckuTe HiBa. MpuoputeTute 3a MHBecTMpaHe B YUP npes
cnegsawmte 12 meceua (dwmrypa 7) oyepTaBaT OCHOBHWUTE CTpaTerMyecku
HanpaBneHus:: NMMOEPCKO W ynpaBneHcko passutue (67,2%), 0byyeHne u passutne
Ha ymeHusTa (56,6%) 1 nporpamu 3a 3agbpaHe 1 KOHKYPEHTHW Bb3HarpaxaeHns
(51,6%), cnengaHn 0T aBTOMaTM3aLWs Ha npouecute B YYP (33,6%) 1 passutue Ha
opraHusauuoHHaTa kyntypa (29,5%).
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Jlngepcko u OByuenue 1 3agbpiKkate 1 ABTOMaTH3aLHS Pa3puTie Ha
yIpaB/IeHCKo pa3BHTHE Ha KOHKYPEHTHH Ha MpoLiecuTe OpraHu3arMoHHaTa
pasBHTHe YMEHHATA Bh3HarpaxeHus B YUP KyNTypa

®urypa 7. MproputeTn 3a nHectupate B YYP npes cneggaiymte 12 meceua (gan
Ha pecnoHaeHTUTe, nocounnu npuoputeta B TOMM 3)

0606weHO €, 4Ye onucaTenHWTe pesynTaT OdvepTaBaT W3BafKa,
AOMWHMPaHa OT ronemMu, MPEAYMHO YaCTHU U B 3HAYUTENHA CTENEH YyXKAECTPaHHH
WHAYCTPUAnHM OpraHW3aLumu, B KOWTO MOYTU yHUBEPCAnHO uMa YP dyHKUms, HO
cTpaTernyeckarta 3psnocT He € eAHOPOAHA: KYNTYPHO-LEHHOCTHAaTa MHTerpaums e
MHOTO BIMCOKa, BEPTUKANHOTO CbIMacyBaHe Ha LeNUTE e BUCOKO 3aSBEHO Camo OT
OKOMO NONOBMHATA PECTOHAEHTH, @ hopmanuavpaHaTa AbArocpoyHa cTpaterus e
no-ckopo  npouec B  pasBUTWE®, OTKONKOTO  3aBbPLUIEHO  CLCTOSHME.
TpaHchopMaLMoOHHUAT NoTeHUMan ce gopmupa He camo OT HarmacW, HO W OT
PECYpCy 1 OT NETMTUMHOCTTa Ha (PYHKLMSITA KaTo BOZELL, Y4aCTHUK.

B Tpetus naparpad ca copmynupaHu Tpute paboTHM XMNOTE3n W e
npeacTaBeHa TaxHaTa TeopeTiHa obocHoBka. [TbpBaTa xmnoTesa ce OCHOBaBa Ha
yTBbpAEHNTE pamkn Ha cTpaTerndeckoto YUP (D. Ulrich; P. Wright n G. McMahan;
B. Becker n M. Huselid; J. Delery n D. Doty; P. Boxall n J. Purcell), cnopeg kouto
(hYHKUMATA Cb3aBa cTpaTernyecka CTOMHOCT Ype3 ChImacyBaHe Ha NPaKTUKUTE C
Ou3Hec cTpaterusiTa, BbTpELHa MOCNEA0BATENHOCT Ha CUCTEMATa W HaAEXOHO
W3MbIHEHME HAa KMIYoBMTE npouecu. Bropata xunmotesa npoustnya OT
pas3bupaHeTo, Ye NO-roneMuTe OpraHn3aLymM no-4ecTo passuBaT CTPYKTYpUPaHN 1
NpodeCcMoHanManpaHn kagpoBu CUCTEMM, HO pasmepbT cam no cebe cu He
rapaHTupa cTpaTterndecka 3psanocT. TpeTata xunoTesa ce onupa Ha KoHuenuusTa
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3a CTpaTerMyecko cbrnacyBaHe, Ha TeopusiTa 3a AuHaMmuyHuTe cnocobHoctu (D.
Teece) n Ha MogenuTe 3a ynpaeneHue Ha npomsHara (D. Ulrich, J. Kotter).

B yeTBBPTUA Naparpad e HanpaBeH CPABHUTENEH aHamnu3 o YeTVpY OcK
— pa3mep Ha opraHu3auusiTa, YNpaBeHCKO HUBO Ha PECMIOHAEHTA, UHOYCTpUaneH
MOZCEKTOp U BiA COBCTBEHOCT. Pe3ynTaTuTe no pa3mep ca npeacTaBeHu B Tabnuua
8.

Tabnuua 8. CpaBHUTENEH aHanu3 no pasmep Ha opraHu3auusTa

Mokasaten OnucatenHu gaHHU NO rpynu Tect p
dopmanuzaums Ha <100: 4,01; 101-500: 3,66; 501- | Kruskal- 01501
npaktukute no YP (1-5) | 1000: 3,89; >1000: 3,74 Wallis ’
YecToTa Ha npunaraHe

Kruskal-
Ha cbBpemeHHn YP Manku: =3,26; ronemu: =3,50 Wallis 0,7716
NPaKTUKK
Hanuuue Ha

<100: 29,4% Ges otaen/nosuuns |
camocTosTeNnHa X <0,001

(5/17); octaHanute rpynu: 0%
cTpykTypa no YP

Buanpuemata OtyeTnmBa CTPYKTYpHa pasnuka
cTpaternyecka pons Ha PyKTypHa p X2 0,0001
up B pasnpegenexusTa

M3moyHuk: CobecmeeHu u34UCIeHUs Ha asmopa.

YcTaHoBSIBa Ce, Ye pa3MepbT He € CBbP3aH CbC CTAaTUCTUYECKM 3HAYUMM
pasnnums HUTo BbB chopmanuaaumsTa (p = 0,1501), HUTO B YecToTaTa Ha NpunaraHe
Ha cbBpemeHHuTe npakTuku (p = 0,7716), KOETO CLOTBETCTBA HA OTHOCUTESTHO
CX0JHa ,MHTEH3MBHOCT Ha NPaKTUKMTE" HE3aBMCUMO OT YKUCreHOCTTa. [lBe obnactu
ce OTKpPOSIBAT KaTo SICHO 3aBMCMMM OT pasMepa: HanmuuMeTo Ha obocobeHa
cTpykTypa no YP — npu opranusaumumte go 100 gywm ocesaem gan (5 ot 17) ca 6e3
OTAEN UAK NO31LKS, AOKATO NPK OCTaHanuTe rpynu nunca He ce cpewa (p < 0,001);
W BB3NPUATMETO 3a cTpaterndeckata pona (p = 0,0001), kato Han-BUCOKO
YNPaBMNEHCKO ,MPU3HABAHE" Ha CTPATErMYECKO y4acTe € OTYETEHO NPWU MUKPO- 1
mankute (70,6%) u npu ronemute opranusauun (49,1%), gokato npu cpegHuTe €
Mo-13paseH aAMUHUCTPATUBHUAT MPOYNT.
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KoHcTaTMpa ce  CTaTUCTWYECKM  3HAYMMa  3aBMCUMOCT — MexXay
YNpaBneHCKOTO HUBO U BL3NPUATMETO 3a ponsTa Ha dyHkumaTa (x%, p = 0,0031):
BMCLLETO PBKOBOACTBO B 78,6% OT cnyyaute onpedens (yHKuusTa Kato
cTpaTerVyecka M B HUTO €OWH — KaTo aAMWHUCTPATWBHA; MpU CPeaHuUTe
PbKOBOAWTENW [enbT Ha cTpaterndeckata oueHka e 41,9%, a Ha
agMuHucTpaTuBHata — 23,3%; Ha onepaTMBHO HMBO CTpaTernyeckata OLeHKa €
32,0%, naptHbopckata — 30,0%, a agmuHuctpatueHata — 24,0% (dpurypa 8).
/13BeaeH e U3BOABT, Ye C NOBULLABAHE Ha YNPABNEHCKOTO HUBO HApPAcTBa AeNbT Ha
OTrOBOPUTE, ONUCBALLM (YHKLMSTA KAaTO Y4aCTHUK B CTPATEMYECKOTO NaHMpaHe,
KOETO e CbBMECTUMO C pa3fnyHaTa ,TOMKA Ha KOHTAKT": BMCLUETO PBKOBOLCTBO
B3aMMOZENCTBa C (PYHKUMATA MO CTpaTerMyeckm Temu, OOKaTO OnepaTUBHUTE
no3uuun ce COITbCKBAT NPEAMMHO C aAMUHUCTPATUBHWTE NPOLIECH.

B Crparernuecka pons BN [TapTHBOPCKA PONR B AAMMHHCTPaTHBEHA PONA

80 4 78.6%

[Han ot pecnioHfienTuTe, %

23.3% 23.3%

BHciue pLKOBOACTBO Cpe/iHO YIIPaBIeHCKO HHBO OnepaTHBHO HUBO

Gurypa 8. BuanpusTie 3a ponsrta Ha (yHKLMSTa N0 YOBELLKM Pecypeu no
YNpaBneHCcko HUBO Ha PECMOHAEHTa

CpaBHEHVNETO Mexay NOACEKTOpuTE enekTpoHuka (n = 39) u
MalmHocTpoeHe (n = 15) paskpuBa pasnuyHM NpOMIM Ha MPUOPUTETM W
npegussukatencrea (tabrmua 9 u curypa 9). 3a oTuMTaHe He camo Ha
cTaTucTMyeckaTa 3Ha4MMOCT, HO M Ha MpaKTMyeckaTta Cuna Ha pasnuuusTa ca
n3umcnenn V Ha Kpamep v OTHOLLEHME Ha LaHCoBeTe.
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Tabnuua 9. MpuoputeTn 3a uHBecTMUMM B YYP no noacektop

Enektpo-

MawwuHo-

V Ha

cucremu 3a YP

LBHoRL HUKa cTpoeHe Teer | P Kpamep R
g:fBeMPT‘;K;" (%;/‘;g) (12?10/;) Fisher - | 0,085 | 083
o | oo | ars |K | 900|001 o
EZ:%F;?M“ (21’,%)) ‘(‘g/?;/; Fisher <01’00 0499 | 0,06
el [T IS DU N P

M3moyHuk: CobecmeeHu u34LUCIeHUs Ha asmopa. OR - omHoweHue Ha
waHcoseme (efleKmpOHUKa CnpsAamo MaLLIUHO(Jm,DOGHe),' npu Hyneeu Knemku ORe
U34UCrieHO € mMalika KopeKyus.

Hait-cunHa pasnuka ce HabniopaBa npu npuoputeTa ,3afbpkaHe M
Bb3Harpaxaerue” (V = 0,620; OR = 68), KOWTO € 3HaYUTENHO NO-4eCTO 3asBEH OT
npeanpusTUsTa B enekTpoHukata. CbLUECTBEHW pa3nnki uMa 1 npu Kyntypa u

yenHoctu® (V=

0,499) n ,00yyenne u passutne’ (V = 0,331), kbgeto

MaLUWMHOCTPOEHETO MoKa3ea Mo-BUCOKM Asinose. ,JIupepcko passuTME” e MoyTH
yHMBEpCaneH npuvopuTET M B [BaTa NOACEKTOPa, a npu LuUpoBM3aumsiTa
pa3nMuMsiTa ca Maskv u CTaTUCTUYECKN HE3HaUMMU.
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- HEE Enexrponuka (n = 39)
I Magggoctpoete (n = 15)

[ w S
N ) L

—_
L

CpejiHa olleHKa Ha cepuosHoctTa (1-5)

Hesoctur sa TekyuecTso Hucka Hepoctareunn  Orpakuueri  KOHKYpeHTHOCT —PasapoSenn  PHCKOBe 3a
KBa/THHIHPaHH AHTAAHPAHOCT JIAHHH H BIPKETH  HA aTUTAIIAHETO  CHCTEMH 3/|paBeTo H
KajipH AHATH3H BesonacHocTTa

®urypa 9. CpegHu OLEHKM Ha KITOYOBUTE OpraHW3aLMOHHK Npean3BMKkaTencTaa no
NOACEKTOp

B pesyntaT Ha HabniogeHusiTa v pesynTatuTe OT M3CrenBaHeto,
OCBLLECTBEHO OT aBTOPa, Ce KOHCTaTMpa, Y€ B eNEKTPOoHMKaTa ce Habniogasat no-
CUNHO mM3paseHn npobnemu ¢ TekyyectBoto (3,00 cpewy 1,80), Huckata
aHraxwupaHoct (3,13 cpewyy 2,40), HegocTura Ha AaHHM U aHanmam (4,21 cpely
2,47), orpaHuyenute Otopxketn (4,13 cpewy 3,27) M KOHKYPEHTHOCTTA Ha
3annawaHeTo (4,44 cpewy 3,93) — npodun, CbBMECTUM CbC Cpefa Ha BMCOKa
KOHKYPEHLMA 3a KagpW W Hyxga OT YnpaBneHWe, OCHOBAHO Ha AaHHW. B
MaLUMHOCTPOEHETO Ca MO-OCTPU HEROCTUIBT Ha keanudmumpann kagpu (4,60
cpeLy 4,00) n puckoseTe 3a 3apaBeTo W besonacHocTTa npu paboTa (2,67 cpelly
1,91), Npu CPaBHUTEMHO MO-HWCKO TEKY4EeCTBO W MO-HUCKA OLEHKA Ha HucKaTa
aHraxmpaHoCT, KOETO COMM NO-CTabunHa paboTHa cuna, Ho € AeULMT Ha YMEHMS.
BCuykn NOCOYEHM pasnuky ca CTaTUCTMYECKN 3Ha4MMK No TecTa Ha Man-YuTHu (p
< 0,002), ¢ usknioyeHre Ha ,pasgpobeHnTe cucTeMn”, KOUTO MOMyyaBaT Moyt
e[IHaKBO BMCOKa NpobremHa oLeHKa B ABaTa noacektopa (4,36 1 4,33; p = 0,96).

Mo oTHOLWeEHWE Ha BuAa COBCTBEHOCT Ce YCTaHOBABA, Y€ HMBOTO Ha
chopmanusauus ce pasnuyasa 3Haumumo (ANOVA: p = 0,0049; Kruskal-Wallis: p =
0,0087): Han-BMUCOKO € Mpu uyxaecTpaHHUTe npeanpusatusa (3,89), cnegsaHo ot
yactHuTe 6bnrapcku (3,73) u gbpxasHuTe (3,67), @ Ha-HACKO — NPU CMECeHUTe
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(2,89). CbluecTByBa CUMHa CTAaTUCTUYECKA 3aBUCUMOCT W Mexay COBCTBEHOCTTA W
BB3NPUATUETO 3a ponsTa Ha dyHkuwmsTa (X2 p < 0,0001) — Tabnmua 10.

Tabnumua 10. BbanpuemaHa cTpaTeriyecka ponst Ha PYHKUMATA MO YOBELLKM
pecypcu no Bug cobCTBEHOCT

Tun Aamut- MaptHbopcka | CTpaTernyecka Boewa 8

cOOCTBEHOCT | CTpaTMBHa cTpartervsTa
[bpxasHa (n = 5) 100% 0% 0% 0%
CwmeceHa (n = 5) 0% 100% 0% 0%
YacTHa -
Gbnrapcka (n = 29,2% 4,2% 45,8% 20,8%
24)
YacrHa -
yyxgecTpaHHa (n 12,5% 28,4% 51,1% 8,0%
=88)

M3moyHuk: CobemeeHu usquceHusi Ha asmopa. X2 p < 0,0001. Pesynmamume
3a ObpxasHUMe U cMeceHume npednpusmus ca opueHMUPO8bYHU nopadu
mankus 6poli HabnrdeHus.

ObobujaBa ce, Ye pasmepbT Ha OpraHM3auMsaTa He MOKa3ga
CTaTUCTUYECKM 3HaYMMa Bpb3ka C popManu3aumsTa 1 YectoTata Ha NpakTUKUTE,
HO € CUITHO CBbP3aH C HanuumeTo Ha obocobeHa cTpykTypa no YP u ¢ pasnuuusta
BbB Bb3NPUATMETO 3a CTpaTernyeckara possi; YNpaBIEHCKOTO HUBO € KPUTUYEH
(hakTop 33 BBLINPUATMETO HA (PYHKUMSTA KaTO CTpaTErMyeckn Y4acTHUK;
WHAYCTPUANHUST MOACEKTOP hopmupa pasnuyHu npounm Ha NpUOPUTETU U
Npean3BMKaTeNCTBa, KOETO NOAKPENS M3BOAA, Ye YHMBepcaneH Habop OT kaaposu
PELLEHUs He e eJHAKBO NPUIOXUM HABCAKbAE; CODCTBEHOCTTA € CBbp3aHa KakTo C
pa3nunyna  BbB q)opmanmaumma, Taka M C O0OT4eTniMBa 3aBUCUMOCT BbBB
Bb3NpUATMETO 3a CTpaTternyeckarta 3pAnoct, KaTto YaCTHUTE KOMMaHUW NO-4eCTo
NpunucBaT cTpaTerndecka ponst Ha PYHKUMATA CPAMO AbpKaBHUTE.

B netus naparpad e npoBeaeH KOpenaLMoHeH 1 PerpecuoHeH aHamnms.
KopenauuoHHUSIT aHann3 uma 3a 3afjava fa W3Befe M Onule B3aMMOBPbL3KUTE
MEeXAy KIoYOBUTE KaflpOBM MOKasaTenu, yCTaHOBEHUTe MpobnemHn obnacvt u

48




BMMSHWSATA Ha BbHLLUHATa cpefa. Bogewyte 3aBucumocT ca 06o6LueHu B Tabnuua

1.

Tabnuua 11. O606LieHNe Ha OCHOBHUTE KOPENaLMOHHM 3aBUCUMOCTH

TEKY4eCTBO

Bpb3ka Koeduument WUHTepnpeTtaums
YMepeHa KbM cuiHa
dopmanuanpaHe < YectoTa f~0.65 NONOXUTENHA BPb3KA;
Ha YP npaktukute ’ hopmarnuanpaHuTe npakTUKA
Ce npunarat no-perynspHo
dopmanuanpaHu npoLecu <>
erynspHW OLeHKW, Nperneau rlo-AcTe npoLeaypw ce
PETYTIAPHI OLISKIGA, TIp p=0,57-0,69 | acouumpart ¢ no-ycTonums
Ha noTeHLMana u aHanua Ha
YNpaBneHCcKN LMKbI
notpebHocTUTE OT 0BYyYeHNe
Hanuuve Ha YP cTpaterus
CurnHa nonoxuTenHa Bpb3ka
<> 00Bbp3BaHe Ha YP
p=0,69 MEXay cTpaTersyecka pamka
Luenute ¢ 6usHec
1 BEpTUKanHoO CbrnacysaHe
npuoputeTUTE
MHoro cunHa Bpb3ka;
HepocTur Ha kagpn <> ~074 KOMWUYECTBEHUAT HEQOCTUI
HECbOTBETCTBUE B yMEHWSTA P=D CbMbLTCTBA AeULMT Ha
KOMMETEHTHOCTU
OrpaHuuenn pecypen 3a YP
P pecyp CwunHa Bpb3ka Mexay
<> aHaNUTUYHK
p=0,68-0,69 | pecypcHu n MHHOPMaLMOHHO-
AedurumTM/pasnokbcaHm
aHaNUTUYHKU OrpaHnyeHns
cucTemu
MHoro cnaba Bpb3ka;
HepocTur Ha kagpn < (=015 HEOCTUIbLT He Ce ObITKN

aBTOMATWYHO Ha
TEKY4eCTBOTO
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Bpb3ka KoedmuneHnt WUnTepnpeTauus

Cnaba oTpuuaTtenHa Bpbaka;
CTpaTer1yeckoTo
NO3NLMOHNpaHe HEBMHArM €
pecypcHo 0beaneyeHo

OrpaHuyeHu pecypem 3a YP
«> CTpaTernyecka pons Ha =-0,14
ypP

Cnaba oTpuuaTtenHa Bpbaka;
KanauuTeT 3a npoMsiHa <> 0~-020 NO-BUCOKWST KanauuTeT ce
CbMpOTMBA KbM NPOMSIHa ’ acouumpa ¢ no-Hucka
CbNpoTHUBa

YmepeHa Bpbaka Mexay
BBHLLUHA HECUTYPHOCT M
BBLTPELLHU PECYPCHM
OrpaHNyeHms

/IkoHOMWYECKa HECUTYpHOCT
<> OrpaHuyeHms B r=0,50
pecypcute 3a YP

YMepeHa Bpb3ka;
TEeXHOMornyHaTa aMHammka
3acunea Hyxgara oT
afjanTauus

TexHonornyHm
npomexn/undposusaumus <> | r=0,40
BbTPELLHW 3aTPyAHEHMS

M3moyHuk: CobecmeeHu u34LUCeHUs Ha asmopa. KoegpuyueHmume ce
UHmMepnpemupam Kamo cmamucmu4ecKku acoyuayuu, a He Kamo npu4uHHuU
3asucumocmu.

Hai-CbLUEeCTBEH € U3BOABT, Ye NO-BUCOKaTa CTENEH Ha dhopmanmanpaqe
Ha KagpoBWTE MPaKTUKM € CBbp3aHa C N0-4ecToTo MM npunaraxe (r = 0,65): korato
NpaKkTUKMTE Ca $CHO OMUCaHW, CTaHAAapTU3WPaHW W WHTErpUpaHu B
OpraHM3aLMoHHUTE NPOLEaYpU, Te CE M3MbIHABAT NO-PEryNspHO, KOETO 03HaYaBa,
Ye hopManu3auMsaTa He € CaMO aAMWHUCTPATWBEH enemeHT, a dakTop,
nognoMaraly YCTOMYMBOTO MPUNOXEHWE HA OLeHsBaHETo, OByveHueTo |
npocneasiBaHETO Ha pesynTaTtuTe. Tasu 3aBUCMMOCT Ce MOTBbpXAaBa W Mpu
OTZESHUTE NPaKTUKW — NPK YNpaBneHneTo Ha TpyaoBuTe peyntatu (p = 0,57), npu
nperneguTe Ha noTeHumana u npuemcreeHocTTa (p = 0,66) u npu aHanu3a Ha
notpebHocTute oT 0byyeHne (p = 0,69). CxogHo cunHa e Bpb3KaTa Mexay
HanuuneTo Ha YP ctpaterus 1 06BBbP3BAHETO Ha LienuTe ¢ BU3HEC NpUOpUTETUTE
(p = 0,69), K0ETO NOKa3Ba, Y€ CTPATErMYECKOTO NNAHUPaHE € CBbP3aHO He CaMo ¢
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Hanuuue Ha JOKYMEHTM, HO W C pearHa KoopanHaLMs MeXay OpraHU3aLMOHHUTE 1
kagposute Ueru. Cpen npobremHute obnacTu Ham-cunHa e Bpb3kaTa Mexay
HepoCTUra Ha Kafpu 1 HECHOTBETCTBMETO B yMeHusATa (p = 0,74), a orpaHnyeHnTe
PEeCypCy Ca CUIHO CBbP3aHM C aHanUTUYHUTE JeULNTM 1 Pa3NOKbCaHUTE CUCTEMM
(p = 0,68-0,69), koeTo nogyepTaBa HaTPyNBaHETO Ha CTPYKTYPHM AeduuuTy. Mpu
BBHLUHUTE (haKTOpU Hal-ACHa € Bpb3KaTa Mexay MKOHOMMYECcKaTa HeCUrypHOCT M
orpaHudeHusiTa B pecypcute 3a YP (r = 0,50), cnegsaHa OT TEXHOMOMMYHWTE
npomehn (r = 0,40).

PerpecuoHHMAT aHanns uma 3a Len fa OueHu Kou dhaktopu ca
CTAaTUCTUYECKN CBbP3aHW CbC CTpaTerMyeckata 3psanocT MpU KOHTpon Ha
OpraHM3aLMoHHUTE XapakTepucTUKW. M3non3BaH € MHOXECTBEH NMHEEH Mogen,
npu KOWTO 3aBMUCKMATa MPOMEHNMBA € CLCTAaBHUAT MHOEKC Ha CcTpaTersyecka
3panocT (ckana 1-5), a npeaukTOpWUTE BKMIOYBAT pa3Mep Ha OpraHu3auusTa,
MepapxuMyHO paBHULLE Ha pPeCrioHAeHTa, BWA COBCTBEHOCT, WHOEKC Ha
hopManu3aLms, MHAEKC Ha YECTOTa Ha NPaKTUKUTE, TEXHOMOTMYEH HaTUCK, HAaTUCK
OT Nasapa Ha Tpyaa, nofKpena oT PKOBOACTBOTO W OPraHM3aLMOHEH KanauuTeT 3a
NpoMeHu. [narHOCTUYHUTE NPOBEPKM MOKa3BaT OTKMOHEHWE OT HOPMarHOCT Mo
Wanupo-Yunk (p = 0,00044) npn He3Haumm Tect Ha [xapk—bepa (p = 0,12),
n3paseHa xeTepockeaactnyHocT no bpoinw-Tlaran (x2 = 61,15; p < 0,001), kpaiHa
MYNTUKOMMHEAPHOCT NpU MHAMKaTOpa 3a Hanuune Ha YP dyHkums (VIF > 150) u
nunca Ha asTokopenmauus Ha octatbuute (DW = 2,05). MMopagn ToOBa
OKOHYATENHOTO ThIIKyBaHe Ce OCHOBABA Ha YCTOMYMBM CTaHgapTHY rpewkn HC3 n
Ha cTabunHoCTTa Ha nocokata Ha edekTute. PesynTatute ca npegctaBeHu B
Tabruua 12 u courypa 10.

Tabnuua 12. Pesyntati OT MHOXECTBEHUS PETPECMOHEH aHanu3 Ha dhaktopuTe,
CBbP3aHN CbC CTpaTernyeckaTa 3psanocT Ha yHKLMaTa no voseLukm pecypen (N =
120)

Cr. 0
MpomeHnuBa B e t p 95% O
. _ ~ [-0,247;
In (Gpoit cnyxutenm) 0,111 | 0,069 1,616 | 0,109 0,025]
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Cr.

0,
MpomeHnuea B T t p 95% OU

®opmanusaums Ha YP 0,037 | 0167 |-0222 | 0,825 [-0,368;
npakTukuTe 0,294]
YecToTa Ha npunaraHe
Ha cbBpemeHHu YP 0,624 | 0,184 | 3,383 |<0,001 | [0,258; 0,990]
NPaKTUKM
BrinsHue Ha [-0,224:
TEXHOMOIMYHM -0,070 | 0,078 |-0,900 | 0,370

0,084]
npoMeHu/LncpoBmM3aLms
Hatuck ot nasapa Ha 0158 | 0083 | 1.901 | 0,060 [-0,007;
Tpyaa/HegocTur Ha kagapu 0,323]
lNogkpena ot
PBKOBOACTBOTO 33 0,353 | 0133 | 2,661 | 0,009 |[0,090;:0,616]
cTparermyecku YP
VHULMATVBY
MepapxuyHo paBHHLLE Ha 0100 | 0086 | 1.157 | 0250 [-0,071;
pecrnoHgeHTa 0,271]
CobcTBeHOCT: AbpkaBHa 0316 | 0265 | 1192 | 0236 [-0,210;
(cnpsimo yacTHa) 0,842]
CobcTBEeHOCT: cMeceHa 0352 | 0317 | 1100 | 0270 [-0,277;
(cnpsimo yacTHa) 0,981]
Hanuuve Ha obocobeHa [-0,768;
UP chyHKLS -0,099 | 0,338 |-0,293 | 0,770 0.570)
Oprasayoner 0063 | 0091 | 0693 | 04g0 | COMT:
kanauuTeT 3a NPOMEHM 0,243]

M3amouruk: CobemeeHu usqucneHuss Ha asmopa. R? = 0,626, kopueupaHo R? =
0,582; F = 16,43; p < 0,0001. KoegbuyueHmume ce mbJiKysam kamo acoyuayuu,
a He Kamo 00Ka3amesnicmeo 3a NPUYUHHO Oelicmaue.
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YecToTa Ha NpHAAaraHe Ha ChBpeMeHHH UP npakTHru***

TMoakpena oT pEKOBOACTBOTO 33 cTpaTernyeckid UP MHHUHATHBH™* 4 —
—&—
P
@
&
@
——
H—
S
by
4

Hatuck oT nasapa Ha Tpy/ia / HeJOCTHT Ha KajapuT

ColCTBEHOCT: CMeceHa (CNpAMo YacTHa)

CoficTReHOCT: {bpKaBHa (CIPAMO YacTHa)
Hepapxuuro pasrmiLe Ha pecrioH/leHTa L
OpraHH3aliHOHEH KaNALHTeT 3a POMEHH —
DopManulats Ha UP npaktukute —@

BAusiHHe Ha TeXHONOTHIHH NPOMeHH / LubpoBHIaLMs —a]

Hanuune Ha oGocobena UP dyHkuma L

In (Gpoit cayxuTenn) - —@—

T T T T T T T
-0.75 -0.50 -0.25 0.00 025 050 075 1.00
HecrangapthsupaH koeduuueHt B u 95% foBepuTeneH HHTepBan

= < 0.001; ** p < 0.01; F p = 0.06. R? = 0.626; opurupario R = 0.582; N = 120

®urypa 10. HectaHgapTuavpaHi perpecuoHHn koeduumneHTn n 95% AoBepuTENHU
WHTepBanu Ha ¢akTopuTe, CBbP3aHmn CbC cTpaternyeckara YP spsnoct

0606LeHNTe nokasaTenu coyaT gobpa 0bsCHUTENHA CMOCOOHOCT Ha
Mogena: BKMoYeHUTe (hakTopu obsicHsBaT okono 62,6% OT BapuauusTa B
cTpaternyeckata 3panoct (R? = 0,626), kopurupaHoto R? = 0,582 ocraBa
CpaBHUTENHO BUCOKO CNef OTYnTaHe Ha Bpos NpeaukTopy, a MOLEeNMbT KaTo Lsno e
cratuctuyeckm sHauum (F = 16,43; p < 0,0001). Hai-cunHo ce oTkposiBa dhakTopbT
,4eCTOTa Ha npunaraHe Ha cbepemeHHn YP npaktuku® (B = 0,624; p < 0,001): npm
yBENMYEHUe C eHa TOYKa NO CkanaTa Ha YecToTaTta cTpaTernyeckara 3psnocT ce
acouumpa CbC CpedHo yeenuueHne ot okono 0,62 nyHkTa no ckanmata 1-5, npu
paBHW Opyri ycnoBus. PesyntaTtute, NonyYeHu Npu oLeHkaTa, JjaBaT OCHOBaHWe Aa
ce Mpueme, Ye peanHoTo W PEerynspHo NpunaraHe Ha NPaKTUKWTE € MO-TSCHO
CBBP3aHO CbC CTpaTernyeckaTa pons Ha (hyHKLMsTa 0T CamoTo POPMANHO Hannyue
Ha npouedypu. BropuaTt cratucTyecku 3Hauum pbaktop e nogkpenata oOf
pbkoBogcTeoTo (B = 0,353; p = 0,009), K0eTo € NOrMyHO, Thil KaTo PHKOBOACTBOTO
Onpeaenst NpUopUTETUTE, PECYPCUTE W CTEMEHTA Ha BKMKOYBAHE Ha (PyHKUMATA B
ynpaBneHck1Te pelleHus. HatuecksT 0T nasapa Ha Tpyaa (B = 0,158; p = 0,060) e
6130 [0 KOHBEHLMOHarNHATa rpaHiLia Ha 3HaYMMOCT, a NocokaTa My NoAckasea, ve
Mo-CUIHaTa KOHKYPEHLIMS 3a Kagpy MOXe [a Cb3AaBa YCoBus 3a N0-CTpaTermieckm
nogxog kbm YYP. OctaHanute npomeHnuBu — copmanusauus, pasmep,
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COOCTBEHOCT, TEXHOMOTMYEH HATUCK, KanauwuTeT 3a NPOMEHW W 1iepapXuiHo
PaBHULLE — He MOKA3BaT CaMOCTOATENEH 3HAUMM eCheKT NpW KOHTPON Ha Apyrute
(bakTopu, KaTo YacT OT TAXHOTO BMMSIHWE BEPOSTHO Ce ,MOrmbla® 0T No-CUNMHUTE
0DACHUTENM MNK AENCTBA KOCBEHO.

Ha Gasata Ha pesynTaTuTe OT HanpaBeHOTO W3CreABaHe € HarnpaBeH
WU3BOMBT, Ye PErynsapHOTO NMPUNOXEHNE Ha KaApOBUTE NPAKTUKKA U ynpaBneHckaTa
MofKpena ca Hali-yCTOMYMBO CBbp3aHM CbC CTpaTersyeckarta 3psnocT, LOKaTo
pa3MepbT, cOBCTBEHOCTTA, (hopManM3aLmsiTa U BbHLUHUSAT HATUCK UMAT NO-CKOPO
KOHTEKCTyarnHa uni onocpeacTeaHa pons.

B wectus naparpadp ca obBCcbaeHu XunoTesuTe Ha W3CregBaHeTo.
PesynTatute 0T NpoBepkaTa ca CuHTe3upaHu B Tabnuua 13.

Tabnuua 13. Pesyntati OT NnpoBepkaTa Ha xunoTesuTe

Xunotesa Emnupwynu pesyntatu WHtepnpeTaums | Crartyc
Cpen npegonpustuata ¢ 4P
PeA TPeA po Bpbakata e
ctpaterus  89% onpepenst
ybeauTenHa Ha
(YHKUMSITA  KaTO  aKTMBEH
OuBapuaHTHO
YYacTHUK WM nuaep B
X1. paBHULLE; B
CTPATErMYeckoTo  MNaHWpaHe;
dopmanuanpaHuT MHOrOBapyaHTHNS
no-BuCOKa CTaHAapTU3aumus ce
e YP npakTuku ca mMoaen Moakpens
acouumpa CbC CTpaTernyecka
CBbp3aHM C no- cTpatermyeckara | ce
pons; r = 0,65 wmexay y
BMCOKA CTOWHOCT Ha 4acTU4HO
(hopmanusaums u 4ectota; B
cTpatermyecka thopmanusaumsTa
perpecusTta (opmanusayusTta
3psnocT ce nposiBsiBa Ype3
He e CaMOCTOSTENHO 3HayMMa DEryNAPHOTO
(p =0,825), mokato YecToTaTa e Y
. npunaraxe Ha
Ham-cunHuaT  daktop (B =
npaKTUK1Te

0,624)
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perpecusta (p = 0,060)

Xunotesa Emnupwynu pesyntatu WHtepnpetaums | Crartyc
Bewukm  npepnpustus ¢ Hag | PasmepbT
1000 CRyXUTENM umaT | ynecHsiea
X2. PasmepbT e | obocobeHa YP cCTpykTypa, a | MHCTUTYLMOHAIu3
CBbP3aH ¢ | 29,4% ot Hait-mankuTe — He (p < | aumATa n
paseuTueTo Ha YP | 0,001); pasnpeneneHneto Ha | npodecmoHanusa | Mopkpens
(yHKUMSATa, HO He | CTpaTernyeckata  ponmst MO | UusATa, HO  He | ce
€[HO3HA4YHO CbC | pa3mep e 3Haunmo (p = 0,0001), | rapaHTMpa 4acTU4HO
cTpatermyeckata | HO HenwHeiHo (70,6% npw | cTpaTernyecko
3panoct mankute, 49,1% npv ronemMnTe); | BNUSHWE; ponsTa
B perpecusta In(cnyxutenu) e | My e BTOpUYHA K
HesHauum (p = 0,109) onocpeacTBaHa
Hait-Bucoka cpegHa CTOWHOCT
Ha MHOEKCA Ha  BbHLWHMTE | BBHWHMAT HATUCK
thaktopu (3,79); KOHKypeHUus | AencTea KaTto
X3.  BoHwHute | 4,07 n TexHonorum 3,94; npw | katanusatop, HO
chakTopm Ca | BUCOK BbHLUEH HATMCK MO-YECTO | pe3ynTaTbT
CBbP3aHu CBC | ce onucear KOHKPETHW | 3aBuCK ot | Mogkpens
cTpaTernyecka-Ta | TpaHcopmauum M Mo-BUCOKA | BbTPELUHNS ce
TpaHcopmauma v | ynpaBneHcka MOAKpena; r = | KanauuTeT,
c ponsTa Ha YP 0,50 un 040 c BbTpelHuTE | pecypcute "
OTPaHWYEHNSs;  HATUCKBLT  OT | ynpaBneHckaTa
nasapa Ha Tpyaa e rpaHiyeH B | nogkpena

M3moyHuk: Cucmemamu3ayus Ha asmopa.

Ha ocHoBaTa Ha peayntaTuTe OT U3CNeABaHETO € HanpaBeH W3BOLbT, Ye
xunoTesa 1 ce NOAKPENs YacTUYHO: oopManuavupaH1Te NPaKTUKN ca CBbp3aHi CbC
cTpaTernyeckata 3psifiocT, HO B PErpecuoHHUst MOZEeN mno-cureH aktop e
yecToTaTa Ha pearnHoTo UM MpunaraHe. XunoTesa 2 Cbllo Ce NOAKPENS YaCTUYHO:
pa3MepbT e CBbP3aH C MHCTUTYLMOHaNN3aLMsITa Ha (PYHKLMSITA, HO HE eAHO3HAYHO
CbC CTpaTernyeckata i posis, KaTo Ha NpbB Nornes KOHTPaUHTYUTUBHUST pe3ynTat
3a MarkuTe opraHu3aLmm ce obsiCHsIBa C NPUMOKPUBAHETO Ha kafpoBaTa (yHKLMS
CbC COBCTBEHMKA UMW BUCLLNS MEHWIKMBHT, NPU KOBTO PELLEeHNsTa 3a xopaTa ca
MPSIKO MHTETPUPaHW B CTPATETNYECKUTE PeLUEeHNs, Makap W B HedopMarneH Bu.
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Xunotesa 3 Ce MOOKPENns: BBHIIHMAT HATUCK Cb3gaBa  YCnoBus 3a
TpaHcdopmaumoHHo YYP, Ho cam no cebe cu He e gocTaTbyeH Be3 BbTpelleH
KanauuTeT M ynpaBreHcka nogkpena, kato ce 0TKPosiBa U NOArpyna OT OpraHM3aLm
CbC 3HAUMTENEH BBHLUEH HATWCK, HO OrPaHWYeH BbTPELLEH KanauuTeT 3a NpoMsiHa.

B ceamusa naparpadh e HanpaBeH (huHarneH CUMHTE3 Ha eMMUPUYHOTO
uscnensaxe. /13eefeH e M3BOALT, Ye MHAYCTPUANHUAT CEKTOp Beye pasnornara ¢
peanHu NpeanocTaBky 3a CTpaTErMyecko ynpaBneHne Ha YOBELLKUTE pecypcy, HO
PasBUTMETO € HEPaBHOMEPHO. Hail-BaXHUAT emnupuyeH pesynTat e, ue
PErynsipHoOTO npunaraHe Ha CbBPEMEHHW KaZpOoBW NPAKTUKK € MO-TACHO CBbP3aHo
CbC CTpaTermyeckara 3psnocT, OTKOMKoTo dhopManusauusta cama no cebe cu:
HanW4YMEeTO Ha NONUTUKI, NPOLEAYPU UMK CTpaTervs He e 4OCTaTbUHO, aKo Te He ce
NPEeBPBLLAT B YCTONYMB YNPaABMNEHCKN LMKBIT — OLEHKM Ha NPEeACTaBAHETO, 0bpaTHa
Bpb3ka, aHanua Ha notpebHOCTUTE OT 0by4YeHue, Npernean Ha TanaHTy, NnaHose
3a pa3BuUTIE W M3MEPBaHe Ha pesynTaTi. BTopuaT ocHOBEH (hakTop e nogkpenata
OT BMCLLETO PBKOBOACTBO, KOATO OCMrypsiBa NIEMMTUMHOCT, PECYPCH M JOCTBN A0
ynpaBneHcK1s NPOLEC; UMEHHO TYK ce MposiBsiBa NpakThyeckata pasnuka Mexay
L,Hanuyue Ha YP otaen® u ,ctpaterndecka YP dyHKUmMA®. PasmepbT uma 3HaveHue
Han-BeYye 3a MHCTUTYLUMOHaNM3aumuaTa, a WHOYCTPWANHWAT CEeKTop Mokasea
pasfNyHM NOACEKTOPHM NPOUIM, KOETO U3KMIOYBA YHUBEPCATIEH NAKET OT MEPKM.

B aucepTaumoHHus TPy Ce 0TCTOsIBa BUXAAHETO, Y& OCHOBHUSIT MPUHOC
Ha emnupuyHaTa rraBa € B MoKa3BaHETO Ha pasnukaTa Mexay dopmanusaums,
WHCTUTYUMOHAnM3aunMs M cTpaTernyecka  3psnocT.  dopmanusauusita e
Heo0xoauMa, HO He I0CTaTbyYHa; Pa3MepbT YrecHsiBa NpogecoHann3aumsTa, Ho
He rapaHTupa CTpaTernyecko BNUSHUE; BLHIUHWST HATUCK akTUBMPa HyxaaTta oT
MPOMsiHA, HO Pe3ynTaTbT 3aBIUCK OT BbTPELLHUTE crnocobHocTh. CTpaTernyeckata
3pANoCT ce opMupa TaM, KbAETO MpaKTUKATE Ce MpunaraT  perynsipHo,
PBKOBOACTBOTO AaBa NErMTUMHOCT, a (PyHKLMSTa MO YOBELLIKW PECcypCy pasnonara
C KanauuTeT W JOBepue [a yvacTBa B TpaHcopmauusTa. Mopaau HanpeyHus
[113aiH, CaMOOLIEHBYHITE MHAMKATOPU U HEBEPOSITHOCTHATA U3BaKa U3BOANTE CE
pasrnexaaT kaTo CTaTUCTUYECKU 3aBUCMMOCTM W MHTEpRpeTaTuBHU 0606LIEeHNS,
KaTo MPUMOXEHUTE NPOBEPKM 3@ HAEXOHOCT, €OHOMEPHOCT W YCTOMYMBOCT
MoBULIABAT aHaNUTUYHaTa UM HaZeXOHOCT W M MPaBsT NOAXOAALLA OCHOBA 3a
(hopMynMpaHe Ha MPaKTUYECKN HACOKN.
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FMABA YETBBPTA. AHAININ3 HA PE3YNTATUTE OT MPOYYBAHETO,
n3soau U NPEANOXEHUA 3A NPEOAONABAHE HA
WAEHTUOULUNPAHUTE NPOBIEMU

B yeTBbpTa rMaBa EMNUPUYHO YCTaHOBEHUTE 3aBUCMOCTY Ca NPEBEAEHN
B KOHKPETHUM YMpaBNEHCKM NPEeasoXeHUs W B aBTOPCKM MHTErpupaH Mogen 3a
CTPaTerMyecko ynpaBNeHMe Ha YOBELIKUTE Pecypcu B MHAYCTPUamnHuTe
NpeanpusTUs. AKLEHTLT Ce NOCTaBsi BbpXy [Ba B3alMOCBbP3aHM MEXaHW3Ma:
MPeBPbLLAHETO Ha KafpOBUTE MOMUTUKWA B MOBTAPSIEMW YMPABMEHCKA LKW C
ONpefeneHn OTTOBOPHWLM, CPOKOBE, [JaHHW U KPUTEPUM 3a pPesynTaTHOCT W
YKPENBaHETO Ha YNpaBMieHCKUs MaHaaT Ha (DyHKLUMATA MO YOBELLKM PECYPCH Ype3
PaHHO y4acTHe B CTPATENMYECKUTE PELLEHMS], PECYPCHO 0Be3neyaBaHe 1 OTYETHOCT
Mpef BUCLIETO PHbKOBOACTBO. HanpaBeHO e YTOUHEHWETO, Ye BCUYKM YMCTIOBM LiENN
W NparoBe, KOUTO He ca U3PUYHO NPEACTaBEHM KaTo pesynTaTi OT TpeTa rfasa, ca
NpefBapuTeNHM aBTOPCKM YNPaBMEHCKA OPUEHTUMPW, KOUTO cregBa fga ce
kanuBpupaT CrpsiIMO U3XOJHOTO PaBHYLLE, NOACEKTOPA, TEXHOMOMMSTA, TPYAOBMS
nasap v PMHAHCOBMS KanaLWUTET Ha KOHKPETHOTO NPeanpUsTHE.

B nbpBuA naparpad) e paspaboTeHa MHTerpupaHa cTpaterusi 3a
yrpaBneHne Ha YOBELKUTE pEecypcW, KOSTO 3anoyBa OT  YCTAHOBEHOTO
pasMuHaBaHe Mexgdy LEHHOCTHOTO cbrnacysaHe (92,6% BMCOKM OLEHKM) K
BEPTUKANHOTO kackaaupaHe Ha uenute (50,8%). 3awwutasa ce pasbupaHeTto, Ye
OpraHu3auunWTe pasnonaraT CbC CWMHO 3asiBEHA LEHHOCTHA OCHOBA, HO
MEXaHW3MbT 3a MpeBpbllaHe Ha OW3HEC MPUOPUTETUTE B KaOpPOBU pELIeHUs €
pasBUT B pasnnyHa cTeneH. /IHTerpupaHata cTpaTerusi CBbp3ea Tean ABa Cros 4pes
nocnefoBaTenHa NuHUS OT KOpNopaTMBHA Lien KbM OpraHW3aLMoHHa cnocobHoCT,
OT CMOCOBHOCT KbM KPUTUYHW AITBXHOCTM M KOMNETEHTHOCTU, OT KOMMETEHTHOCTH
KbM Ka[poBM NMPOrpamu 1 OT NporpamuTe KbM 13MepuMit pesynTaTu. [peanoxeH e
CTpaTeryecku UMK C TpY B3aMMHO CBbP3aHM XOPU3OHTA: TPUrOAMLLEH XOPU3OHT,
onpegensl, HeoOXOAMMWUTE  OPraHM3aUMOHHM  CMOCOBHOCTM,  OYaKBaHWUTE
TEXHONOMYHM NMPOMEHN W LenesaTa CTpyKTypa Ha paboTHaTa cuna; roguileH
XOPU3OHT, NPeBeXaaLl Te3W HanpaBneHUs B MNaH 3a YUCTIEHOCT, YMEHWS, pa3xoam
3a Tpyd, noabop, pasBUTUE W MPUEMCTBEHOCT, M TPUMECEYEH XOPU3OHT,
npocnegasatl N3MbNHEHUETO, OTKNOHEHUATA U KOPEKLUUTE. ABTOpOBOTO BWXAaHe
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e, Ye NnoJobHa apxuUTeKTypa Cb3fiaBa PErynapHOCT, KOSTO NPSIKO OTroBapst Ha Hail-
CUIHWS PErPEeCUOHeH (hakTop — YeCToTaTa Ha NpunaraHe Ha npakTUKKUTe.

KoHKpeTWanpaHu ca enemeHTUTe Ha UHTEerpupaHaTa cTpaTervisi: kapTa Ha
Bu3Hec cnocobHOCTUTE, Ype3 KOATO PLKOBOAHWAT eKuUN onpeaens cnocobHOCTHTe,
HeoOX0AMMM 3a U3MbIHEHWETO Ha NPOWN3BOLACTBEHATA CTPaTerMs Npe3 crneaBaLymTe
TPU TOOMHM, W 3a BCsKA CMOCOOHOCT YCTaHOBSIBA KPUTUYHUTE ANTBXKHOCTH,
KagpoBOTO MOKPUTME, OYaKBAHOTO ThPCEHE M BPEMETO 3a M3rpaxaaHe Ha
KOMMETEHTHOCT, CerMeHTMpaHe Ha paboTHaTa cuma cropen crTpaTernyeckarta
KPUTUYHOCT MO YETUPKM KPUTEPUS — BNUSIHIE BbPXY OCHOBHMUS NPOLIEC, PSAKOCT Ha
KOMMETEHTHOCTTA Ha TPYOOBMS Masap, Bpeme 3a A0CTUraHe Ha CaMoCTosiTeNHa
MpOV3BOAMTENHOCT 1 NOCHEANUM NPU BAKAHTHOCT; MHTErPUpaHe Ha nokasaTtennTte
3@ YOBELUKMSI Kanutar B KOPMOPATMBHOTO YMpaBlieHWe Ha pesynTatute upes
orpaHuyeH Opoil MokasaTenu C sicHa BPb3ka KbM CTpaTerusita — MokpuTue Ha
KPUTUYHUTE ATbXHOCTY, AOOPOBONHO TEKYYECTBO Cpes KMYOBKUTE CrieumanucTy,
BpeMe 3a JOCTUraHe Ha MPOM3BOAMTENHOCT, AN HA ATbXHOCTUTE C MOAFOTBEH
MPUEMHWK, aHIaXMPaHOCT, BbTPELLUHA MOBUNHOCT, 6830MacHOCT U U3MbITHEHME Ha
nnaHa 3a pasBuTHe.

3a WHCTUTYUMOHANMM3NpaHe Ha y4acTMeTO Ha GyHKUMSTA MO “OBELLKM
Pecypcu B CTpaTErMuyeckuTe PeLleHns e NpeaioXeHo Cb3aaBaHeTo Ha CbBET Mo
YOBeLWKW KanuTamn, pPbKOBOAEH OT W3MbIHUTENHWS AWPEKTOP UM BKIHOYBALL
AVPEKTOPUTE Ha NPOM3BOACTBO, (HWMHAHCK, TEXHOMOTMM, Ka4yecTBO W YOBELLKM
pecypcu. CbBETBT 3acefaBa BEAHbX Ha TPUMECEYNE U pasriexaa eaHaks Habop
OT BbMPOCK: M3MbIIHEHWE HA CTpaTerMyeckuTe NokasaTenu, KPUTUYHU KagpoBH
PUCKOBE, HANPeAbK MO KOMNETEHTHOCTUTE, PbKOBOAHA NPUEMCTBEHOCT, Pe3ynTaTv
OT aHraxmpaHocTTa W MopTdenn OT OpraHM3aLMOHHKW NPoMeHu. PeleHnsTta ce
OTpassBaT B PErvcTbp C OTTOBOPHWK M CPOK, @ MpuW CNedBalloTo 3acedaHue ce
oTunTa m3mbiHeHneTo. OtbensasaHo e, ye B npeanpusatua go 100 cnyxurenu
cbljata (PYHKUMS CE W3MbHSABA Ype3 KpaTbK MEeCeYeH YMmpaBfieHCKW nperneq
Mexay ynpaBuTens, (MHaHCOBKS OTFOBOPHUK M NULLETO, KOOPAMHMPALLO XopaTa 1
TPYAOBUTE OTHOWIEHMS. TO3M MEXaHW3bM OTroBaps MPSKO Ha BTOPWSI YCTOMYMB
perpecuoHeH hakTop — nogkpenata oT pbkoBoactBoTo (B = 0,353) — u Ha
onucaTenHus pesyntar, cnopen Kouto 37,7% OT PEecnoHAeHTUTe Bbanpuemat
hYHKUMATA KaTO MHGOPMMpaHa NOCT(aKTyM 3a CTpaTEerM4eckuTe peLleHus.
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CneuuanHo BHUMaHWe € OTAENEHO Ha NPUBMMYAHETO M 3adbpXKaHETO Ha
kagpu. CunHaTa kopenauus Mexgy HemocTura Ha Kagpu M HECHOTBETCTBMETO B
ymenusita (p = 0,74) nopKpens aBTOPCKOTO NPEAsIOKEHWe MNPUBAMYAHETO W
3a0bpKaHeTO Aa Ce MnaHMpar CbBMECTHO C PasBUTUETO Ha YMEHWsTa Ype3
nocrneaoBaTenHoCT OT NPOrHO3a Mo AMTbXHOCTH, NMPON3BOACTBEHN IMHAN U CMEHM,
NapTHLOPCTBO ¢ 0Opa3oBaTenHaTa cuctema, CTpYKTypupaH nogbop, wHterpaums,
BbTPELLHA aKafeMmusl, KapuepHa mbTeka M MpUeMCTBEHOCT. PasrpaHuyeHn ca
NOACEKTOPHUTE LIEHTPOBE Ha YNPaBMNEHCKO BHAMAHWE: eNEKTPOHHUTE NPEAnpUATIS
HacouBaT YCWUNMSTA KbM 33abpKaHe HA WHXEHEPW, TEXHWLUW M Pa3BOMHM
CreLmanmcTi Ypes KOHKYPEHTHO Bb3HarpaxaeHue, BuanmM npodecroHaneH mbT 1
KayecTBO Ha MPeKust PbKOBOAMTEN, AOKATO MALUMHOCTPOEHETO M3rpaxaia Kampos
MOTOK 4pe3 npodeCMOHanHU TMMHa3uKM, [ayanHo oOy4YeHMe U eKcrepTHa
npuemcTBeHocT. PaboTomaTtenckoTo NO3UUMOHWMpaHe € (OpMynMpaHo KaTo
npoeepuMo obeLlaHne KbM KOHKPETHM Tpynu KaHaupaty — MPOW3BOACTBEHU
CNEeLManmCT, HXEHEPHM N Pa3BONHIM PONU, PHKOBOAHM Kagpu.

MogoBpsBaHeTo Ha NpoLecuTe Ha nofdop U MHTerpupaHe e pasrnefaHo
kaTo NpeBpbLLaHe Ha kagposata noTpebHOCT B NpoBepuMa NocnefoBaTenHoCT OT
PELLEHMS: MPOBEPKA Ha OpraHu3aLMoHHaTa noTpebHocT, npodecroHaneH npodgun
C TpW [0 MeT OCHOBHW pesynTaTa 3a MbpBaTa rofuHa, npouec, audepeHumpaH
cnopes NpoecMOHarHOTO CEeMENCTBO, CTPYKTYPUPAHO WHTEPBIO C efHaKBu
BBMPOCK M CKana 3a OLieHsIBaHe, peLLleHe no NpeBapuTenHo onpeaeneHa Texect
Ha KpUTEpPUUTE U MHTErPALMOHEH NNaH 3a MbpBuTE AeBeTaeceT AHu. MogyepTtaHo
e, ye kopenaumusata r = 0,65 mexay opmanusaumsTa 1 Yectotata nokasea, ye
SICHWAIT NPOLeC Noanomara perynspHOTO U3MbIIHEHWE, @ KaYeCTBOTO Bb3HWKBA Ype3
nocnegoBaTenHo NPUOXEHNE NPU BCSKO Ha3HaYaBaHe.

Bbe BTOpMa naparpady BHUMaHMETO €  (DOKYCMpaHO  BBbPXY
MOBWLLABAHETO Ha aHraXupaHoCcTTa M MOTMBaLMATA Ha cryxutenuTe. M3paseHo e
CTAHOBWLLIETO, Ye aHraxupaHocTTa 1 MOTUBaLMATa CredBa Aa Ce pasrnexaar kato
YrpaBneHckM pe3ynTaT OT KayecTBOTO Ha paboTtata, pbKOBOACTBOTO,
CNpaBeAnMBOCTTa, pPa3BUTMETO M y4acTMETO, a He KaTo CaMOoCTOSTENHa
KOMYHMKALWMOHHA kamnaHus. EMIUpMYHNTE AaHHW OYepTaBaT Noaxoasila OCHOBa
3a TaKbB MPOYUT — CMYKUTENUTE MpuemaTt npomsHaTa npu gobpa KoMyHWKauus
(3,97), a nogkpenaTta OT pbKOBOACTBOTO AocTura 3,84, HO PECYpCHUAT KanauuTeT
(3,66) n goBepueTo KbM yHKUMSTa ga Bogu TpaHcdopmaumm (3,48) musoctasar.
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MpennoxeH € mogern, KoiTo obeauHsBa M3MepBaHe, YNpaBreHCKU pasroBop,
[ENCTBME U OTYETHOCT: TOAWMIHO USNOCTHO W3CneaBaHe Ha (hakTopute Ha
aHraXmpaHoCTTa, KpaTko TPMMECEYHO WU3MepBaHe Ha TPW 40 NET MPOMEHMMBMY,
eKUMEH pasroBOp, KOWTO MpeBexga pesynTaTTe B ABE KOHKPETHW MepKu, W
CcriedBallo M3MepBaHe, MpoBEpsiBallo Bb3npuemaHata npomsHa. YP 3BeHOTO
paspaboTBa MeTogukaTa W M3BbpLIBA aHanM3a, NPEKUsT PbKOBOAUTEN HOCH
OTFOBOPHOCT 3a pasroBopa W AENCTBUSTA, @ BUCLLETO PbKOBOACTBO Mpemaxsa
CUCTEMHUTE MPEYKM.

MoTuBaLMOHHaTa CTpaTerus CBbP3Ba MaTepuarHoToO Bb3HarpaxaeHue ¢
NpoecuoHanHMa  CMUCHA,  aBTOHOMUSITA, MPU3HAHWETO, Pa3BUTMETO U
CnpaBeanMBOTO PbKOBOACTBO. B Ta3u Bpb3ka e aprymeHTMpaHa HeobxoaumocTTa
OT Mpo3payHa Bpb3ka Mexdy OpraHW3aLWMOHHUTE LEMW, EKUMHWS MPUHOC W
WHAMBUOYaNHUTE 04YaKBaHWS Ype3 roauLLIHa CpeLla 3a NPeBoA Ha KopropaTUBHUTE
NPUOPUTETM B KOHKPETEH NPUHOC, NOCNEeABaHa OT TPUMECEYHM Nperneau, MeceyeH
KOHTaKT 3a Hampegbka U NPensTCTBUSTA W NO-3a4bNO0YEH TPUMECEYEH PasroBop
3a pesyntata, MOBEJEHUETO, KOMMETEHTHOCTUTE W pa3BWTMETO. HanpaseH e
13BOMBT, Y€ KacKaaMpaHeTo OTroBaps NPsiko Ha ycTaHoBeHus asn ot egga 50,8%
BMCOKYW OLIEHK 33 CUCTEMAaTWUYHO W3BEXAaHe Ha kagpoBMTE LIENK OT cTpaTervsTa,
a perynspHocTTa Ha pasroBopUTe OTpassBa eMMMPUYHO YCTaHOBEHaTa Bpb3ka
Mexgy YecToTaTta Ha MpakTUKUTe U CTpaTterndeckata 3psanoct. VHuuymatusute 3a
nopobpseaHe Ha paboTHaTa cpefa ca AuUdepeHLMpaHn Cnopes NOACEKTOPHUTE
npomnn — eproHommsi, 6e30MacHOCT M KBanMuKaLMs B MaLMHOCTPOEHETO,
KbAETO PUCKOBETE 3a 34paBeTo MonyyasaTt no-BUCOKA OLeHKa (2,67 cpelwy 1,91);
HaToOBapBaHe, PbKOBOAEH KMUMAT, aHanMTUYHO MpOCrefsiBaHe M 3afbpxaHe B
enekTpoHukaTa. [lNpeanoxeHn ca CbBMeCTeH 06xof Ha paboTHWTEe mecTa OT
cneuuannct no 6e30nacHoCT, TEXHOMOr, PBKOBOAUTEN W MpPeACTaBWTENM Ha
CRy)XuTenuTe, KpaTki pasroBopu 3a 6e30MacHOCT B HaYanoTo Ha CMsHaTa, aHanums
Ha OnMskMTe OO0 MHUMAEHT CbOMTUS WM EPrOHOMUYHM MOAOOPEHMs, CBbP3aHM C
MpOW3BOAMTENHOCTTA U 3abpXaHeTo.

B TpeTuns naparpach e paspaboteHa cuctemarta 3a 00y4eHune 1 pa3BuTie
Ha ymeHus. Mocousa ce, ye 56,6% 0T pecnoHaeHTUTe BKMouBaT 00y4eHneTo cpea
TpUTE BOZELUM WHBECTUUMOHHM MPUOPUTETA, @ NUOEPCKOTO W YNPaBMEHCKOTO
passuTUe poctura 67,2%, kaTo B MalMHOCTPOEeHeTO obydyeHneTo ce usbupa ot
93,3%. lNpeanoxeHusT mogen 3anoysa OT obLla pamka Ha KOMMNETEHTHOCTUTE —
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TEXHUYECKM, LMAPOBM, YNPaBMEHCKA W MOBEOEHYECKM — MPEACTaBEHM upe3
HabnofaemMm NposiBM Ha YeTUpU paBHULLA: 6a30BO U3MbIHEHME N0 PHKOBOACTBO,
CamMOCTOSTENHO U3MbITHEHWE, peLlaBaHe Ha CroxHW npobnemm u cnocobHOCT 3a
obyyeHune Ha apyru. MaTpuuaTa Ha KOMNETEHTHOCTUTE Ce NOAAbPXKA Ha HUBO eKun
11 NPOM3BOACTBEHA NWHUS U MOKA3Ba MOKPUTMETO Ha CMEHUTE, KOHLIEHTpaLUusTa Ha
3HaHMe B OTAENHW ChneuuanucT W Bb3MOXHOCTUTE 33 B3aMMO3aMEHSIEMOCT.
lMporpamuTe 3a 0byyeHMe ca CTPYKTypUpaHu kKaTo akageMuu no NpodhecUoHanHmu
HanpaBneHUs — TexHWYecka akagemus 3a OnepaTopy, TeXHUUW, MexaHuuu u
cneynanucTi no aBToMaTM3aLms U KayecTBO; akafeMust 3a LUGPOBN YMEHNS Ha
6a30B0, cneynanmanpaHo 1 PbKOBOAHO PaBHWLLE B OTFOBOP Ha TEXHOMNOMMYHUTE
NPOMEHN, OueHeHn ¢ 3,94; nporpamMa 3a PbKOBOAHO pa3BuTHe, ODXBallalla
npexoga OT CMeuManucT KbM PBKOBOAMTEN, YNPaBEHUETO Ha U3MbIHEHMETO,
pa3BUTMETO Ha xopa, Be3onacHoCTTa W ynpaBneHneTo Ha npomsHaTa. OTcTosBa ce
BUKOAHETO, Ye Y4yacCTMETO Ha CryxuTenute npespblya obyyeHueTo OT
npeocTaBsiHa ycryra B CbBMECTHO M3rpakhaHe Ha CrocoBHOCT — Ypes ekuneH
aHanu3 Ha y4yebHuTe noTpeBHOCTM, CaMOOLEHKa, CbMoCTaBeHa C OLeHKaTa Ha
pBKOBOAUTENS, U PABOTHM rpyn NO NPOECHOHANHI CEMENCTBA, B KOUTO OMUTHUTE
CMeumannucT OnucBaT KPUTUYHUTE CTBIKM, TUMMYHUTE Tpewku u 6esonacHuTte
PELLEHMS.

B yeTBBLPTUA Naparpad e pasrnenaHo ynpaBneHeTo Ha NpoMsHaTa U
WHOBALMMTE, KOETO CE OCHOBABA Ha HAMPEXEHUETO MEXAY CUIHWS BBHLUEH HATMCK
(vHoekc  3,79) W no-ymepeHo pasBuTMs  BbTpeweH kamauyutet  (3,71).
KopenauuoHH1Te pesynTaTi yTO4HABAT MeXaH3Ma: MKOHOMIUYECKaTa HECUIypHOCT
Ce CBbp3Ba C PecypcHUTe orpaHuyerms (r = 0,50), TEXHONOMYHUTE NPOMEHU — C
BbTpeLLHUTe 3aTpyaHeHus (r = 0,40), orpaHn4eHUTe PECYPCU — C aHaNUTUYHWUTE
peduumtn 1 pasnokbcaHute cuctemm (p = 0,68-0,69), a cbnpotueaTa KbM
npomsiHa nokasga cnaba obpaTHa Bpb3ka C OPraHM3aLMOHHWS KanauuTeT (p = —
0,20). ABTOpCKMAT MOAEN pasrnexga npomsHaTa  kato  nopTdenn ot
B3aMMOCBbLP3aHM MHULMATUBY, BCSKa OT KOUTO MpuTexasa BusHec Lien, CoHeop,
coBCTBEHMK, 3acerHaTi rpynu, pecypc, nokasaTenu 3a npunaraHe u KpuTepui 3a
pesynTar, Kato NopTETbT Ce Npernexaa Ha TpUMeceumne OT CbBETa MO YOBELLKM
kanuTasn 1 ce CbNocTass C ONepaTUBHUS KanawuTer.

BHepsiBaHETO Ha HOBW TEXHOMOTMM W TMpOLECH € OnucaHo KaTto
MoCNefoBaTeNHOCT, MU KOSITO OpraHu3auusTa hopMynmpa npoLecHusi npobrem,
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WHBEHTapU3upa KaapoBMTE NPOLIECH, M3rpaxaa eauHeH KaapoBu PerncTsbp ¢ obLLm
ONpeseneHust 1 NpaBina 3a Ka4ecTBO Ha AaHHUTE, KOOPAMHUPA YNpaBneHneTo Ha
AaHHUTE Ypes KOMUTET ¢ yyacTue Ha YP, MHGOPMALMOHHM TEXHOMOMN, (PUHAHCK W
npaBHa (hyHKLMS W eaBa Cneq ToBa pasLumpsiBa LMgposuTe peLleHus. 3BeaeH e
13BOLOBT, Ye MOYTU €OHaKBO BMCOKaTa MpobriemMHa OLeHka 3a pasnoKbCcaHWTe
cuctemu B garta nogcektopa (4,36 v 4,33) uskniousa yH1BepcaneH TEXHONOruyeH
MakeT W HacoyBa KbM MOAPEeXdaHe Ha [aHHUTE W MnpouecuTe npeau
uncpoBusaumsiTa. MarpaxaaHeTo Ha rbBKaBa OpraHM3aLnoHHa CTpykTypa €
0B0CHOBaHO C TeopusTa 3a AMHAMUYHUTE CMOCOBHOCTU: NPEANOXKEHN Ca KapTa Ha
peLleHusTa, NpoLecH cOOCTBEHMLM KaTo AOMbrBalla OC KbM (DyHKUMOHANHaTa
CTPYKTYpa, MEXOYANCUMMNIMHAPHA €KMW, BbTPelHa MOOUIHOCT M CbyeTaHue
Mexgy cTabunHo sgpo (ctpaterwsi, obLWM OaHHM, NPOdeCcUOHamnHU CTaHaapTH,
PErynsipHu LMKNK) M agantueHa nepudepus (MPOEKTHU eKMMK, BPEMEHHW pomu,
ONUTHU BHEApPSIBaHKS).

B netus naparpad e pa3paboTeH aBTOPCKMSIT MHTErpupaH mogen 3a
CTpaTernyecko YynpaBfieHWe Ha YOBELLKUTE pPecypcu B WHAYCTpUanHuTe
npeanpuaTus (urypa 11). MogensT obxsalla YeTUpM ynpaBneHckW noneta —
WHTErpupaHa cTpaTerus 3a YOBELKWS KanuTamn, aHraxupaHocT ¥ MOTMBaLMs,
0ByJeHue 1 pa3BuTHe, yNpaBreHne Ha NPOMsSIHaTa 1 MHOBaLMUTE — BCAKO OT KOUTO
Cce CBbP3Ba C NPOLECH, OpraHN3aLMOHHN PONK, U3MEPUTENN U BPEMEBU XOPU3OHT.
Yetupute noneta ce 06eamHABaT OT 06LL, perynsipeH ynpaBneHCckN LUKbI1, YUATO
WHCTUTYLMOHANHa ornopa € CbBeTbT MO YOBELKW KanuTan, a pesyntatute ce
npocneasiBaT Ha NpoLecHo, KaapoBO, OPraHWU3aLMOHHO U BU3HEC paBHULLE M Ype3
NOBTOPHO M3MEPBaHe Ha cTpaTernyeckara 3psanocT.
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BLiIlIen HATHCK: KoHKypenmus (4,07), Texnonorun (3,94), icKa NOAKpPena i Manpar na P
nazap Ha TpyAa (3,86), HKOHOMHUECKA HECHTYPHOCT (3,79) (B= 0,009) ~ CLBET N0 OREMIKH KamuTan

I. Hurerpupana
crparerns 3a
UOBEIIKHA KANHTA

11, OGyuenne u IV. Ynparnenne
PAIBHTHE HA YMEHHA Ha NPpOMAHATA H
(aKa/\eMHH, MATPHIH) HHOBALHHTE

11. AnraxnpanocT
W MOTHBaUHA

Sbpatha ppka
-

Pery/upen ypanencKky WHKLA: 3 I. KapTa A CnocoGHOCTHTE . TOHIIEN MLIAN — TPHMECEUeN nperes
YecTora Ha MpakTHKATE (B = 0,624; p < 0,001) - 0TTOROPHHK - JAHKN - CPOK - MOKA3ATeN

e3y/ITATH: NPOLLECHO, KaPOBD, Crparernuecka
Pes3y I C L
opraHH3alHoHHo H Gulnec paBHALIe (noBTOpHO W3MepBaHe Ha

®urypa 11. ABTOPCKM MHTErPUPaH MOAEN 3a CTPATErM4YecKo yrpaBneHme Ha
YOBELLKUTE PECYPCH B MHAYCTPUATHUTE NPEeanpUsTUS

B mogena e npencraBeHa Bpb3kata Mexay BCEKM EMMUPUYEH pesynTaT oT
TpeTa rmaBa M KOHKPETEH YNPaBMEHCKA MEXaHM3bM: YecToTaTa Ha MpaKTuKuTe
noryyaBa YMpaBlieHCKW LWMKBA, Mogkpenata OT PbKOBOACTBOTO MONyyaBa
WHCTUTYLMOHANEH HOCUTEN, YMEHUsATa NonydyasaTt npodecuoHanHa apxuTekTypa,
aHraxmpaHoCcTTa nonyyaea nMpoLec OT M3MepBaHe KbM [ENCTBME, a NpoMsHaTa
nonyyasa nopTdoenn, [aHHW M IbBKaBa CTpyKTypa. Bpb3kute B cxemata
npeacTaBnsBaT TEOPETUYHO U yNpaBneHCKM 060CHOBaHa aBTOPCKA KOHCTPYKLMS U
He ce TbMKYBaT KaTo [JOKa3aHW MPUYMHHW MexaHu3mu. CbOTBETCTBMETO MEXIy
yCTaHoBeHuTE Npobremu 1 NpeanoxeHusiTa € cuctemaTmanpaHo B Tabnuua 14.
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Tabnuua 14. Bpb3ka Mexay pesyntatute 0T EMIUPUYHOTO M3CNEABaHE

npennoxeHndaTa B aBTOPCKUA moaen

EmnupuyeH YctaHoBeH
Mpeanoxexue | [okasaten Cpok
pesyntat npo6nem
TpumeceyeH
N =122: YecroTara Ha P
yrpaBneHcku WHoekc 3a
nHTerpauus 3,76; npunarase
UMKbI C yecToTa; asn 12
roToBHOCT 3,71; 30CTaBa Crnpsmo
OTFOBOPHWK, W3MbIHEHM MeceLia
CTaHdapTuMsauus topmanmampanu-
JaHHM 1 peLLeHms
3,57; yectoTa 3,41 T€ NPaKTUKK
OTYETHOCT
CbBet no
PerynspHoctTa n YecroTa Ha
npaeneHckaTa HOBeLIA NpakTUKUTE;
N=120:B=0,624 n ﬁopk ena ca Hait KanuTan, paHHo OLEHKa Ha ' Ha 3
B=0,333, R*= cfo;qmso yuactue Ha 4P nlc-)‘ Kpenara; MeceLa
0,626 y 1 OTYETHOCT Ha Akp ' .
CBbP3aHU CbC N3MbIHEHME Ha
pbkoBOAMTE-
3penoctTa peLleHusTa
nurte
BbTpelueH
50117 P OnpegeneH
NMvnca Ha KoopauHaTop
npeanpusITus 4o OTFOBOPHWK;
oTaeneH BbHLUHA 6-12
100 cnyxutenu BLTDELEH eKCTIeDTHA U3MbIIHEHNE Ha veceLa
(29,4%) 6es3 4P P P OCHoBHUTE YP .
kanauutet 3a YP | nogkpena npu
0TAen Ui Nosuuus LYK
06wy cTaHpapT
EnekTtponuka (n = Llenesu mepku | JobpoBonHo
39): 69,2% 3agbpxaHe, 33 3agbpxaHe, | TEKy4eCTBO;
npuopuTeT 3a Bb3HarpaxaeHus | kagposu BbLTPELLHO 12
3abpxaHe; no- 1 pa3noKbCaHu aHanman u 3ambnBaHe; MeceLia
BMCOKW aHanUTUYHU | AaHHM WHTErpauus Ha | kayecTBo Ha
aenumuTy JaHHuTE [aHHMTE
Axagemum 3a
lMokpuTune Ha
MawwHocTpoeHe (n | Hegoctur Ha yMeHus,
KpUTUYHUTE
=15): HegocTur kBanuuympaHu | obpasosatenHu MEHIST: BDBME 12-24
4,60; 0byyeHve kagpv v pUck 3a | NapTHLOPCTBA Zlo B MeceLa
93,3% MPYEMCTBEHOCTTA | W MaHoBe 3a
KOMMNETEHTHOCT
NPUEMCTBEHOCT
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EmnupuyeH YcTaHoBeH
Mpeanoxexue | [okasarten Cpok
pesyntat npo6nem
Crparternyecka Buauma Bpb3ka | Bvanpuemana
ponsi: 78,6% sucle; | HeegHakgo mexay pons no 19
41,9% cpepHo; Bb3NpuemMaHe Ha | cTpaTerusTam | paBHWLLa; vecela
32,0% onepatuHo | ponsTa Ha YP eXeOHEBHUTE | perynspHoCT .
paBHuLLe YP npakTukm Ha npakTukuTe
WnTerpupana
CunHa pvp Hepocrur;
p = 0,74 mexay pamka 3a
acoumauus 6e3 AeduLmT Ha
HegocTura Ha kagpu nog6op, 12-24
[JoKasaH YMEHUS; Bpeme
1 HECOTBETCTBMETO passuTie 1 Mecela
MPUYKNHEH i)
B yMeHuATa KapuepHm
MEXaHN3bM KOMNETEHTHOCT
MbTEKN
HepocTatbyHa OnuTHo M3xogHu u
[ObpxasHm n
cTaTucTMecka npunaraxe u MOBTOPHU
CMECEHM Cren 2
OCHOBA 3a kanubpupaHe | U3MepBaHus B
NpeanpuaTUs: no UMKbIa
=5 npenopbkX Nno npegu noHe ABa
cobeTBeHocT pasiupsiBaHe | LMKbna

M3moyHuk: CobecmeeHa paspabomka Ha asmopa. Cpokoseme U uenesume
HanpaeseHus ca nped8apumesHu ynpasieHCKU OpUEHMUPU, @ He eMNUPUYHU
pesynmamu unu HopmamusHU cmaxdapmu.

OnucaHu ca eTanuTe Ha NpunaraHe Ha Moena, pa3nonoXeHu B ABafeceT
W YeTMpM Mecela, KaTo BCEKW eTan Mma KpuTepuin 3a rotoBHocT (Tabnuua 15).
YnpaBneH1eTo Ha NON3UTE Ce BKIOYBA B NOPTenna oOT CaMoTo Hayano: 3a BCska
WHMLMaTWBA Ce 3anucBaT M3XO4HA CTOWMHOCT, LeN, M3TOYHWK Ha AaHHW, CPOK W
COOCTBEHMK, @ MON3WTE Ce pasrnexgat Ha TpW paBHUWA — eGeKTUBHOCT Ha
npoueca, kagpoBu pesynTar u 6usHec pesynTar.
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Tabnuua 15. ETanu Ha npunaraHe Ha aBTOPCKUS! UHTErpUpaH Moaen

Kputepwii 3a

BPpb3Ka C OlomxeTa

Etan Mepuwog OCHOBHM J€NHOCTH
rOTOBHOCT
KapTa Ha peLueHusTa,
npoLiecuTe, cuctTemuTe,
KOMMETEHTHOCTUTE U
[loTBbPAEHA M3X0aHA
TEKyLUMTE MHULMATMBY; ;
CTOMHOCT M
Meceum | 6a3oBo n3mepBaHe Ha
1. narHocTuka onpegeneH
1-3 yecToTaTa Ha NpakTUKnTe,
cobCTBEHMK Ha
ynpaBneHckaTa nogkpena,
OCHOBHMTE JaHHK
KappOBOTO MOKPUTHE,
TEKy4eCTBOTO W
FOTOBHOCTTA 32 NPOMsHa
OnpegensHe Ha Leneswus
MoZen, npoLecHnTe
Meceun cobcTBEHNLM, YTBbpAEHN ponu,
2. MpoekTnpaxe 4§ H yNpaBneHCKNTE OpraHu pecypcy u
(CbBET MO YOBELLKN nokasaresnm
kanuTan), nokasatenure u
LieneBnTe CTOMHOCTY
EnuHeH kagposu
er1cTbp, TPUMECEYEH
P P. TP [okazaHo
CbBET, ONMUTHM LU poBK
WN3MbIHEHWE Ha
3. OnutHO Meceum | notouw, mspem
BHeapsiBaHe 7-12 MeXayaNCLMNIIMHAPHN IIOTI0BUTE CLieHapui
P YAUCH P 1 notpebuTencka
eKWnu; NUNOT B e4HO
OLieHKa
NPOU3BOACTBEHO M €4HO
€KCMepTHO 3BEHO
PaswwpsiBaHe Ha mogena
Meceun KbM LsinaTta opranusauus, | Lienesw obxsat u
4. PaswwpsiBaHe 131 EI: pasBUTME Ha aHanuauTe U | NOATOTBEHA
BbTpeLUHaTa MOOUIHOCT, | NoaapbXKa
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Kputepwii 3a

Etan Mepuon OCHOBHU JeNHOCTH
rOTOBHOCT

CrabunuaupaHe Ha

MpaKTUKNTE, OLieHKa Ha ,
YcTonunB pesynTar B

BusHec edekTa,

Meceum noHe aBa

5. CtabunusnpaHe kannbpupaHe Ha

19-24 nocnegoBatesiHu

nparoBeTe CnpsiMo
. TpPUMeCeYH nepuopa

LEeiCTBUTENHUTE
pesynTaty

MsmouHuk: CobecmeeHa pa3pabomka Ha asmopa.

KaTo aBTOpCKO NpeanoXeHne MHTErPUPaHNAT Mogen u3nonasa 0600LeH
nokasaTen 3a BbTPELWHO YMpaBneHue M npocrefsiBaHe BbB BPEMETO, KOWTO
BKMIOYBA YETUPU PaBHOMOCTaBEHM 0BNacT C MakcuManeH NpUHOC OT 25 TOUKM:
cTpaTernyecka uHTerpaums (aktyanHa YP ctpaterws, kackagupaHe Ha Lenute,
yyacTve Ha YP B pelleHusTa, NOKPUTUE HA KPUTUYHUTE POMN); PErYMSPHOCT Ha
NPaKTUKMTE (M3MbAHEHN TPUMECEYHU NpErneay, pasroBopu 3a passuUTUe, aHannam
Ha YMeHusiTa, MEPKM MO aHraxupaHoCTTa); CMOCOOHOCTM U aHraXupaHocT
(KOMNETEHTHOCTHO NOKPUTWE, BbTPELLHA MOBUITHOCT, 3aabpKaHe, paboTHa cpeaa);
npoMsiHa 1 LMpoBa 3psAnocT (kaYecTBO Ha JaHHWTE, M3MON3BaHe Ha LieneBuTe
npoLecK, FOTOBHOCT U peanuanpaHn nonan). HanpaeeHo € YTOYHEHMETO, Ye Tasu
KOHCTPYKLMS CreaBa eMNMPUYHNTE MHAEKCU 1 TV NPEBPbLLA B YNpaBneHcka pamka,
HO HE e eMMMPUYHO BanuanpaH MHOEKC OT TpeTa [MaBa — HaYarHOTO U3MepBaHe
onpegens basara, a CTpyKTypaTa, Ternarta 1 LieneBoTo nogobpeHue ce npoBepsisat
1 kanubpupart cneg onutHo npunaraHe. OpraHn3aLMoHHaTa roTOBHOCT Ce U3MepBa
MOBTOPHO Ha LUIECTMECEYME YPEe3 ChLUMTE YETUPU W3MEPEHMS, W3MOMN3BaHU B
eMnupuyHaTa pamka, Taka Ye NpeanpusTMETo a npocrneassa pa3BuThETO CIPSMO
nsxogHaTta cpepHa crtomHoct 3,71. OueHkaTa Ha Bb3gencTBWMETO M3Monasa
NOETaNHOTO BHEAPSIBAHE KaTO Bb3MOXHOCT 3@ CPABHWUTENEH aHanu3 ,pasnuka B
pasnMKNTE" MEXOY ONUTHOTO 3BEHO M CXOLHO 3BEHO, MPEMWUHABALLO KbM MOAENa Ha
Mo-KbCEH eTarn, KOeTo Cb3faBa OCHOBA 3a NOCINeBaLLo HAATBXKHO M3CneaBaHe.

MpeanoxeHu ca U MexaHM3MUTe 3a YCTOMYMBOCT Ha MOAENa — cucTema 3a
MPUOPUTU3MPaAHE HA WHULMATVBUTE NO CTPATErMYecko BMUAHME, CMELLHOCT,
Ka[IpOBM PUCK, O4aKBaHa Nonaa, pecypcHa noTPeGHOCT Y TOTOBHOCT 3a U3MbITHEHME;
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pecypcHa pamka, pasgensia TekyluTe pasxofu 3a KagpoBo oBcnyxBaHe OT
WHBECTWLMMTE B CTPaTErMyecka cnocobHOCT; pa3BMTME Ha kanauuTeTa Ha camarta
YP dyHkuma cnopen npodmna Ha crpaterndeckust YP crneumanuct (OusHec
pasbupaHe, aHanu3 Ha AaHHW, NPOLECHO NMPOEKTUpaHe, YNpaBNeHne Ha NpoMsHa,
KOHCYNTUpaHe Ha PbKOBOAMTENM, MPOdeCcHOHaNHa eTHKa); PETMCTBP Ha PUCKOBETE
Npu BHeAPsIBAHETO; OpraHM3aLyioHHa CNpaBeanMBOCT KaTo  XOPM3OHTarneH
KPUTEPUIA BbB BCUYKW PELLEHUSI; TPUCTENEHEH KOMYHWUKALMOHEH PUTHM — MECEYEH,
TpumeceyeH v roguiueH. OcobeHo BHUMaHWe € OTAENEHO Ha HavamnHuTe CTO AHM,
Npes KOMTO U3MBbIHUTENHUAT QMPEKTOP ONpEeAEns CroHCop, YTBbpKAaBa CbBeTa No
YOBELUKM KanuTan, u3bupa orpaHuyeH Habop OT KPUTUYHM PONMKM M mpouecw, a
EKWMbT U3MepBa U3XOOHWUTE CTOMHOCTM M N30Mpa OMUTHO 3BEHO.

B u3BoauTe ot yeTBbPTA rNaBa e hopMynmpaH OUHaNHUAT aHanMTUYeH
13BOM, KOMTO CBbp3Ba YETUPUTE HampaBneHUs B TEOPETWYHO 0BOCHOBaHa
yrpaBneHcka pamKka: BbHLWHWAT HaTUCK nopaxaa noTpebHOCT OT npomsHa, a
ynpaBneHckaTa nogkpena npesocTaBs MaHgaT U pecypce; MHTerpupaHarta crpaterys
npeBexaa NpuopuTETUTE Ha MPEANPUSTUETO B CMOCOBHOCTM M KPUTUYHM POnK;
PErynsipHuTe KagpoBM MNPaKTUKM NOALbPKAT U3MbIHEHMETO; 00y4eHWeTo,
yyacTneTo u paboTHaTa cpefa pasBuBaT YOBeLLKaTa CMOCOOHOCT; TeXHOMormuTe
OCUrypsiBaT AaHHM 1 6bp3uHa; MbBKaBaTa CTPYKTypa Mobunuanpa KOMNeTEHTHOCTTa
OKONo cTpateruyeckns pesyntar. O6o6LLEHO €, Ye aBTOPCKUAT UHTErpUpaH Mogen
npeBpblUa CTPATErMiyeckoTo YNpaBneHMe Ha YOBELLKUTE pecypcu B cucTEMa 3a
W3MbIHEHWE Ha WHAYCTpUanHata CTpaTervisi, a Heroeara CTOMHOCT MponsThya OT
Bpb3kaTa MexXay eMNUPUYHUS Pe3ynTaT U KOHKPETHUS YNPaBMEHCKM MEeXaHU3bM.
Ob6LwuaTa npakTuyecka Tesa Ha aHanw3a npuema, Ye 3pernocTTa Ha CTPaTernvyeckoTo
YYP ce passuBa 4pe3 NoCneLOBaTENHO U3MbIIHEHWE HA B3aUMHO NMOAKPENALLM ce
MpakTUKW: WHAYCTPUAaNHOTO MpeanpusTve NpuWBMMYA Kagpu 4pe3 AOCTOBEPHO
obellanne, 3agbpka M u4pe3 CrpaBes/MBOCT W pasBuTWe, W3rpaxga
KOMNETEHTHOCT Ype3 paboTa u 0byyeHue, ynpasnsBa NpoMsHaTa Ypes yyactve u
[aHHU W pasnpefens 3HaHWsTa Ype3 rbBKaBa CTPYKTYpa, Kato PbKOBOACTBOTO
Ocurypsisa MaHgat W pecypc, a yHKUMsTa MO YOBELLKM PECYPCU — apXUTEKTYPa,
MeToauKa U aHanuTU4yHa ACHoTa.
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3AKNIOYEHUE

B 3aknioueHneTo ca 0606LLUEHN OCHOBHUTE M3BOAM OT U3CMenBaHeTo U
aHanuauTe B AMCEPTALMOHHNS TPYA. B HEro ca ManoxeHu 1 OTKPOEHN B CUHTE3MPaH
BMA 000OLiEeHNsiTa 1 pesynTatuTe OT MPOBELEHUTE W3CNEeaBaHWsl, CBbP3aHu C
TEOPETUYHUTE OCHOBW Ha CTPAaTErM4YecKoTO yMpaBneHUe Ha YOBELLKUTE Pecypey,
WOEHTU(MKALMATA HA NpOBNeMUTe B MHAYCTpUANHWS CEKTOpP, eMMMPUYHOTO
n3vepBaHe Ha cTpaTernyeckata 3psAnocT U pa3paGoTBaHETO Ha aBTOPCKM
WHTErpypaH Mofen 3a HeMHOTO MoBULLABAHE.

/acnegBaHeTo nOTBLbpXAaBa, 4Ye CTPATErMYECKOTO YMpaBneHMe Ha
YOBELLUKUTE PEecypcu B WHOYCTpMsTa ce ¢opMupa 4pes3 OpraHu3aumoHHa
apxXuTEKTypa, PerynspHN NpakTuKy, YhpaBreHcka nogkpena W apanTWUBHOCT.
PesynTaTtute nokassat, Ye NOANTUKUTE, NpOLEAYPUTE U CNeLManm3mMpaHoTo 3BEHO
Cb3faBaT WHCTUTYLMOHANHA OCHOBA, [OKATO CTpaTerMyeckara 3psanoct ce
NposiBsiBa Ype3 pearHo y4acTue B PelleHusiTa U NOoCneaoBaTenHo M3MbIHEHME,
nopagu koeto chopManusaunsTa, MHCTUTYLMOHaNM3aumaTa M 3penoctra ce
pasrpaHu4aBaT KaTo CBbp3aHW, HO CaMOCTOSTENHW paBHuwa. [avHute oT 122
BBMNPOCHMKA MOKA3BaT OCHOBA W PE3EPB 3a YCHBBPLLEHCTBAHE — CTpaTernyeckata
WHTerpaums goctura 3,76, opraHu3auMoHHaTa rOTOBHOCT 3a npomsiHa e 3,71,
CTaHAapTM3aumMsaTa Ha npakTukuTe e 3,57, a yectoTara Ha npunaraHeTo um e 3,41
— rogpexnaaHe, KOeTo paskpuBa OCHOBHWS Npobnem: hopMynupaHuTe npasuna u
3asBeHaTa CTpaTernyecka HacOYEHOCT M3npeBapBaT YCTOMYMBMS PUTBM Ha
n3nbriHeHne. PerpecuoHHuaT aHanua Bbpxy 120 BamuaupaHu HabntogeHus
onpegens 4yectotata Ha CbBPEMEHHMTE MPAKTUKM KaTo Han-CUNHWS dhakTop 3a
3penoctTa (B = 0,624; p < 0,001), a nogkpenata 0T pbKOBOACTBOTO — KaTo BTOpUS
ycTonums chaktop (B = 0,353; p = 0,009), npu 0bsicHuTenHa cnocobHOCT Ha Moaena
0T 62,6%.

MopuepTaHo €, Ye XunoTeauTe NonyyaBaT AudiepeHUMpaHa mopkpena:
(hopmManu3aumsita e CBbp3aHa CbC 3pernocTTa Ha OMBApUaHTHO paBHULLE, HO
yecToTata Ha W3MbIHEHWETO € MO-CUreH (hakTop; pasMepbT Moanomara
npothecuoHanu3aLnsTa, a cTpaTernyeckarta nosuumMst 3aBUCK OT YNpaBrEHCKUTe
MEeXaHW3MK; TEXHOMOMMTe, TPYAOBUAT Nasap, KOHKYPEHLMSTA 1 UKOHOMUYecKaTa
HECMUryPHOCT [eNCTBAT KaTo KaTann3aTopy, YIeTo Bb3gelcTeie ce onpeaens ot
pecypcuTe, NUAEPCKAS MaHaaT U BbTPELHUS kanauuTeT. MoACeKTOpHUST aHanms
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oyepTaBa pasfuYHM PUCKOBW NMPOMIM — 3afbpkaHe M Bb3HarpaxaeHue B
eneKkTpoHMKaTa, HeJocTUr Ha  KeanudMuupaHn Kkagpu W obyyeHue B
MaLLMHOCTPOEHETO — KOETO MOAKPEMNS CUCTEMEH, HO KOHTEKCTyanHO agantupaH
OTIOBOP.

dopmynMpaHM ca M HacokuTe 3a Obaewy UM3cneaBaHWs: NaHenHo
npocneasBaHe cnep ABaHAeceT W [ABafeceT W YeTUpU Mecelia 3a yCTaHOBsIBaHe
Ha MOCrNefoBaTENHOCTTA W YCTOMYMBOCTTa Ha MPOMEHWUTE; CTpaTUduumMpaHa
n3BagKa C MOBEYE AbPXABHW, CMECEHU W CPEOHU MpeanpusiTis; obxBallaHe Ha
MoBEeYE NOACEKTOPH 1 PErVIOHM; MHOTOU3TOYHUKOBM [JaHHM, CbyeTaHu ¢ 0BEeKTUBHM
rnokasaTenn 3a Teky4ecTBo, ©e30macHOCT, MPOWU3BOAUTENHOCT U OBYYEHME;
MpaKkTM4ecka npoBepka Ha aBTOPCKMS MHTErpUpaH Mopen upe3 6asosu w
rocnefBally M3MepBaHUst U aHanu3 ,pasnuka B pasnukuTe'; ucredBaHe Ha
rnocpeAHMYeckaTa ponsi Ha ynpaBneHckaTa noakpena Mexay gopmanusaumsta u
W3MbIIHEHWETO,  MOCNEeAUUMTE  OT  W3KYCTBEHMS  WHTEMeKT,  3ereHata
TpaHCopMaLMsi,  MEXIYMOKONEHYECKOTO  MpedaBaHe  Ha  3HaHWe U
MCMXOCOLMAnHINTE PUCKOBE.

MopyepTaHa € npakTMyeckaTa 3HAYMMOCT Ha MPEeaNOXeHWUs MOAEN:
yecToTaTa Ha MpaKTUKWTe MoNy4aBa KaneHaap W OTYETHOCT, MoAkpenarta ot
PBKOBOACTBOTO MOMy4aBa MHCTUTYLMOHANEH HOCUTEN, @ KaApOBUST AEULMT ce
CBbp3Ba C KOMMETEHTHOCTHO NraHupaHe. PamkaTta e mpoBepuma mporpama 3a
[IENCTBUE, B KOSTO BCSKO MpeanoxeHne ce o6Bbp3Ba C M3XOAHA CTOMHOCT,
OTIOBOPHMK, MEPUOANYHOCT U KPUTEpWiA 33 OueHka. MoeTanHoTo M mpunaraHe
Mo3BONSIBa HA OpraHW3aLMKTE [ia CbXpaHsiBaT onepaTiBHaTa HafAeXAHOCT, OKaTo
pa3BMBaT aHaNUTUYEH KanauuTeT, Nuaepcka NoCcnefoBaTeNHOCT U CnocoGHOCT 3a
obHoBsiBaHe. Taka YOBELWKMST KanuTanm ce YTBbpXaaBa KaTto AuHaMU4Ha
CnocoBHOCT, KosiTO 0BeAMHsiIBA TEXHONMOTUYHWS HanpedbK, OpraHU3aLyoHHOTO
YYeHe U bNrocpoYHaTa KOHKYPEHTOCNOCOBHOCT Ha MHAYCTPUANHOTO NPeanpusiTve.

70



lll. CNPABKA 3A MPUHOCWUTE B AMCEPTALIMOHHUA TPYQ

BbB Bpb3ka ¢ paspaboTBaHETO Ha ANCEPTALMOHHIUA TPYA MoraT fa Gbaar
WN3BEEHM CreaHUTE MPUHOCK C HayYeH 1 Hay4YHO-TPUMOXEH XapaKTep:

MpuHoCcH ¢ HayyeH xapakTep

1. Ha ocHoBaTa Ha cuUCTEMATM3WpaHETO M KpUTUYHOTO 0bobLjaBaHe Ha
CbLUECTBYBALUMTE HAy4HW KOHLEMUMM, MOAENM W MoAxoau 3a
CTpaTernyecko ynpaBrieHWe Ha YOBELWKMTE pecypcu € u3BedeHa
TEOPETUKO-METOAONOrMYHA pamKa, KOSTO pasrpaHuyaBa Tpy paBHULLA Ha
pasBuTUE Ha (YHKUMSTA MO YOBELWKM pecypc — chopmanmsaums,
WHCTUTYLMOHANN3aums 1 cTpatersyecka 3psnoct — W e obocHoBaHa
MPUNOXUMOCTTa M KbM crieludukaTa Ha MHAYCTPUArHUS CEKTOp.

2. VineHTUhnumMparn 1 cuctemaTnavpaHi ca B3auMOCBbp3aHuTe npobnemHm
noneTta npeg CTPaTErMyeckoTO YMpaBfeHWe Ha YOBELLKUTE pecypcu B
WHOYCTpUanHuUTE  OpraHuWsauMM  —  KagpoBW,  TEXHOMOMUYHM,
OpraHu3aUMoHHO-KYNTYPHN W CPEedOoBM, KaTo Cca  pasrpaHuyeHu
0DEKTUBHUTE M CyDEKTUBHINTE OTPaHUYEHNs MPES TAXHOTO peLlaBaHe U ca
13BEAEHN NPEANOCTaBKATE 3@ afeKBaTEH aHanua.

3. OnepaupmoHanuanpaHo e NoHATMETO ,cTpaTernyecka 3psanocT Ha yHKuusTa
Mo YOBELLKM pecypcu” upes CbCTaBEH MHOEKC OT LIECT KOMMOHEHTa U e
pa3paboTeH M eMNUPUYHO BanuaupaH WHCTPYMEHTapUyM (CbCTaBHM
WHAEeKCK 3a opmanu3aLms, YectoTa Ha NPaKkTUKUTE, BBHLIEH HATUCK W
TOTOBHOCT 32 MPOMSHA C [0Ka3aHa HafeXOHOCT M eJHOMEPHOCT) 3a
u3MepBaHe Ha (hakTopuTe, CBbP3aHN CbC CTpaTerndeckara 3psanocT B
WHAyCTpUanHa cpega.

4. EMNUpUYHO e YCTAHOBEHO, Y€ PErynsipHoTO MpuraraHe Ha CbBPEMEHHM
KaapoBM NPaKTMK M NOAKPenaTa OT BUCLLIETO PbKOBOACTBO ca (pakTopuTe,
Hall-yCTOYMBO CBBbP3aHM CbC CTpaTerMyeckarta 3psniocT, [JOKaTo
thopmanuaauusiTa, pasvepbT U COOCTBEHOCTTA Ha OpraHu3auusTa umart
NPeaMMHO KOHTEKCTYyarlHa N OnocpeacTBaHa pons, C KOeTo € 06oraTeHo
Hay4YHOTO MO3HAHWE 3a NPEeXoda OT WHCTUTYLMOHANM3MpaHa KbM
cTpaTternyecka hyHKLMs Mo YOBELLIKM PECYPCU.
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MpuHoCK ¢ Hay4YHO-NPUNOXEH XapaKTep

5. YCTaHOBEHN Ca CTAaTUCTWUYECKN 3HAYUMW pasnuuns B MPOcUNnTE Ha
npuopuTeTUTE, Npeau3BUKATENcTBaTa M Bb3npuemMaHata pons Ha
(YHKUMATA MO YOBELLKM Pecypcu Croped pasMepa Ha OpraHu3aumaTa,
YNPaBNEHCKOTO ~ PaBHWLLE, WHAYCTPUAnHWS  NOACEKTOP UM BUAa
COBCTBEHOCT, KOUTO [JaBaT OCHOBaHME 3a KOHTEKCTyanHo AuchepeHLmpaH
Moaxod KbM CTPATErM4eckoTo YnpaBrieHue Ha YOBELUKUTE pecypcu B
BbArapckUTe MHOYCTPUANHM NPEanpPUATIS.

6. PaspaboTeH e aBTOPCKN MHTErpUpaH MOLen 3a CTPaTerMiyecko YrpaBreHne
Ha YOBELLKUTE PECYPCH B MHAYCTPUANHUTE NPEANPUSITUS, KOUTO NpeBexaa
EMNUPUYHO YCTAHOBEHUTE 3aBUCHMOCTM B YETUPM YNPaBNEHCkV noneTta
(MHTerpupaHa CTpaTerMs 3a YOBELIKMS Kanutarn, aHraxupaHocT W
MOTMBaLMS, OOyuyeHWe W pasBUTMe, YMpaBneHWe Ha mnpoMsiHaTa
WHOBaUuMTE), OBEOMHEHW OT  PerynsipeH  YNpaBMEHCKU  LWKbI,
WHCTUTYLMOHANEH HOCUTEN Ha YnpaBneHckaTa nogkpena (CbBeT Mo
YOBELLKW kanuTan), eTany Ha npunaraxe, poni, nokasaTeni U MEXaHU3bM
3a MOBTOPHO M3MepBaHe 1 OLieHKa Ha Bb3AEeNHCTBUETO.

7. 13BeneHm ca KOHKPETHW MpaKTUYecKN MPeasoXeHUs 3a MpeofionsiBaHe Ha
noeHTMUUMpaHuTe  MpobrnemMu —  CbBMECTHO  MnaHupaHe Ha
NPVBNNYAHETO, 3aAbPKAHETO U PA3BUTUETO HA YMEHUSITA, CTPYKTypUpaH
nopbop v AeBeTAECETAHEBHA MHTETPaLs, MOLEN Ha aHraxupaHocTTa ,oT
n3MepBaHe KbM AeNCTBME", akafleMum Mo NPOheCHOHaNHM HanpaBNeHus,
©OVHEH KaapoBW PETUCTBP U MOPT(EANHO YripaBreHe Ha npomsiHaTa —
ajanTupaHu KbM MOLCEKTOPHUTE pasnuuuMst MEXMy eneKTpoHukaTa W
MaLLNHOCTPOEHETO.
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|. GENERAL CHARACTERISTICS OF THE DISSERTATION

1. Relevance and significance of the research problem

The industrial sector in Bulgaria and in Europe is developing in an
environment in which technological renewal, shortages of qualified personnel,
demographic change, global competition, and rising requirements for quality and
safety operate simultaneously and reinforce one another. This combination of
influences is changing the content of work, the structure of occupations, and the way
in which enterprises build their production capacity. Automation and digitalization
increase the demand for engineering, technical, analytical, and managerial
competencies, while the resilience of production processes continues to depend on
experience, discipline, professional continuity, and employees’ ability to master new
technologies. Under these conditions, human resources acquire a significance that
extends well beyond the administrative handling of employment relations. They
become an organizational capability through which the strategic intentions of the
enterprise are supported by appropriate people, knowledge, behavior, and
management mechanisms.

The choice of topic stems from the substantial gap between the formal
existence of human resource policies and their sustained application in day-to-day
management. Many industrial enterprises have specialized units, procedures for
recruitment, appraisal, training, and compensation, as well as a declared alignment
between HR and business objectives. The strategic value of these elements,
however, materializes only when they form a coherent system sustained by regular
decisions, reliable data, the accountability of line managers, and the active
involvement of top management. Itis precisely the transition from an institutionalized
function to mature strategic management that constitutes the central research
problem of the dissertation.

The topic is of particular importance for industrial organizations because of
their capital intensity, longer investment horizons, the technological interdependence
between jobs, and the high cost of workforce disruptions. In a production
environment, an unfilled critical position may delay the launch of a new line, limit the
use of expensive equipment, or increase the workload and risk for the remaining
employees. The departure of an experienced specialist leads to the loss of



knowledge that is difficult to formalize, while insufficient preparation of new hires
affects productivity, quality, and safety. The mixed composition of the workforce -
operators, technicians, engineers, automation specialists, R&D teams, and
managers - requires differentiated approaches to attraction, development,
motivation, and career progression.

Strategic human resource management (SHRM) links these specificities to
the overall direction of the enterprise. Its vertical alignment translates production,
technological, and market objectives into requirements for headcount,
competencies, and organizational behavior. Horizontal alignment integrates
workforce  planning, recruitment, onboarding, performance management,
compensation, training, succession, and engagement into a mutually reinforcing
architecture. Within this logic, HR decisions acquire a common criterion of priority,
and investments in people are assessed through their contribution to production
results, technological adaptation, and organizational resilience.

The scientific significance of the study derives from the need to
distinguish three levels of development of the HR function - formalization,
institutionalization, and strategic maturity. Formalization describes the existence of
rules, procedures, and documented standards. Institutionalization reflects
organizational differentiation, defined roles, and permanent administrative capacity.
Strategic maturity reflects the extent to which the function participates in setting
priorities, aligns practices with business strategy, uses data, and leads change
processes. This distinction makes it possible to explain why an enterprise with a well-
developed HR unit may retain a predominantly executive role, whereas a smaller
organization may integrate HR decisions directly into management through the
proximity between owner, managers, and employees.

The practical significance lies in the possibility for diagnosis to direct
limited organizational resources toward the mechanisms of greatest managerial
value. Industrial enterprises frequently allocate funds among compensation,
recruitment, training, digital systems, and engagement initiatives under strong
pressure for short-term efficiency. A systematic examination of the relationships
among these areas allows decisions to be prioritized according to the criticality of
roles, competency gaps, and the expected contribution to the production process. In



this way, HR policy becomes a well-argued investment framework that links
expenditure to organizational capability, managerial risk, and measurable results.

On the basis of the analytical review of the literature conducted in the
present study, it can be concluded that strategic human resource management, the
models for its design, and its relationship to organizational performance have been
examined by a number of foreign and Bulgarian scholars. The development of the
topic draws on contemporary theoretical concepts advanced by leading authors in
the fields of strategic management and human resource management, such as A.
Chandler, I. Ansoff, M. Porter, H. Mintzberg, J. Barney, D. Teece, G. Johnson, R.
Whittington, M. Armstrong, D. Ulrich, P. Wright, G. McMahan, M. Huselid, B. Becker,
J. Delery, D. Doty, P. Boxall, J. Purcell, M. Beer, C. Fombrun, J. Kotter, A. Maslow,
F. Herzberg, D. McClelland, E. Deci, R. Ryan, and others. In the Bulgarian scholarly
literature, valuable contributions to clarifying various aspects of people management,
motivation, leadership, and organizational culture have been made by K
Vladimirova, M. Atanasova, A. Angelov, V. Avramov, A. Asenov, Y. lliev, L. Desev,
K. Kamenov, G. Dzhonev, D. Dimitrov, Yu. Tsutsovich, M. Usheva, and others.

At the same time, the author’s review shows that no systematic empirical
study has so far been conducted in the Bulgarian scholarly literature on the strategic
maturity of the HR function in industrial enterprises that distinguishes between
formalization, institutionalization, and the actual strategic involvement of the function
and that quantitatively assesses the factors associated with such maturity. Nor is
there an integrated, empirically grounded management model that translates the
established relationships into specific mechanisms, with stages, roles, and
indicators, for application in an industrial setting.

The relevance and significance of the topic of the present study are
determined by:

— the growing strategic importance of human capital for the
competitiveness of industrial enterprises in the context of Industry
4.0, digital transformation, and the green transition;

—  the severity of workforce problems in Bulgarian industry - a systemic
shortage of qualified workers, an aging workforce, educational
mismatch, staff turnover, and low engagement;



— the existing gap between the formal presence of HR policies,
procedures, and specialized units and their sustained, regular
application as part of strategic management;

—  the need to identify adequate, empirically grounded management
solutions that take into account the specific features of the industrial
sector and the differences by size, ownership, subsector, and
management level;

—  the scarcity of studies in Bulgaria that measure the strategic maturity
of the HR function in industrial organizations and the factors with
which it is associated.

The relevance and the scientific and practical significance of the problem,
together with its insufficiently comprehensive treatment in the economic literature,
determined the choice of the dissertation topic.

2. Object and subject of the study

The object of the study is organizations in the industrial sector, viewed as
systems in which people, technologies, production processes, and management
decisions form a shared capability for value creation.

The subject of the study encompasses the problems, practices, and
factors related to the strategic maturity of human resource management in industrial
organizations, including the formalization and frequency of application of HR
practices, management support, organizational readiness for change, the influence
of the external environment, and differences by size, type of ownership, subsector,
and management level.

3. Research thesis

The main scientific thesis of the dissertation is that the strategic maturity
of human resource management in industrial organizations is most strongly
associated with the consistent and regular application of modern HR practices and
with a genuine managerial mandate granted by top management, whereas
organizational characteristics (size, ownership, subsector) define the context in
which these mechanisms operate but do not, by themselves, determine the strategic



role of the function. The formalization and institutionalization of the HR function are
necessary but not sufficient conditions for its strategic maturity.

4. Aim and objectives of the study

The main aim of the dissertation is to examine the problems and factors
that determine strategic human resource management in industrial organizations
and, on the basis of the theoretical and empirical findings, to develop an integrated
management framework (an author’s model) for enhancing the strategic maturity of
the HR function. The aim combines a diagnostic and an applied orientation. The
diagnostic component establishes the level of development of the function, the gaps
between policy and practice, and the statistical relationships among the key
indicators. The applied component translates the findings into mechanisms for
strategic planning, attraction and retention, competency development, engagement,
change management, and the use of HR data.

To achieve this aim, the following objectives are set:

1. To systematize the theoretical foundations, models, and approaches of
strategic human resource management and to derive their application in
the industrial sector.

2. To identify the workforce, technological, organizational, and environmental
problems characteristic of the industrial sector that confront strategic
human resource management.

3. To operationalize and measure the strategic maturity of the HR function by
means of reliable composite indicators of integration, formalization,
frequency of application of practices, external pressure, and readiness for
change.

4. To conduct an empirical survey among industrial organizations in Bulgaria and
to compare the results by organizational size, management level,
subsector, and type of ownership.

5. To assess the relationships among HR practices, management support,
organizational context, and strategic maturity by means of correlation and
regression analysis and to test the formulated hypotheses.



6. To derive practical recommendations and to develop an integrated author’s
model with stages, roles, and indicators for subsequent implementation
and evaluation in industrial enterprises.

5. Research questions and hypotheses

The research questions specify the logic of the stated objectives: Which
problems prevent the HR function from becoming a strategic actor in the industrial
enterprise? How are the formalization and regularity of HR practices related to
strategic maturity? What is the significance of top management support, readiness
for change, and pressure from the technological, economic, and labor environment?
How do size, ownership, subsector, and management level shape different profiles
of perceptions, priorities, and constraints? Which management mechanisms can turn
policies into a repeatable cycle with clear responsibilities, measurable outcomes,
and organizational learning?

On the basis of the theoretical review and a preliminary analysis of the
empirical data, three working hypotheses were formulated:

Hypothesis 1. Formalized and standardized human resource
management practices are associated with higher strategic maturity of the HR
function.

Hypothesis 2. Organizational size is associated with the degree of
institutionalization and development of the HR function, but not unambiguously with
its strategic maturity.

Hypothesis 3. External factors (technological change, the labor market,
regulation, economic uncertainty, global competition) are associated with the
strategic transformation of the organization and with the role of the HR function as
an agent of change.

6. Research methodology

The methodology of the dissertation follows a mixed approach in which the
quantitative study ensures measurability and comparability, while the qualitative
elements support a substantive interpretation of the organizational context. The
theoretical part employs analysis and synthesis, induction and deduction, the



comparative method, content analysis, and the critical synthesis of concepts relating
to resource-based management, strategic alignment, high-performance work
systems, motivation, organizational culture, dynamic capabilities, and change
management.

The empirical part is designed as a cross-sectional study based on a
structured online questionnaire. The initial dataset includes 122 responses, and after
a content-validity check, the analytical sample used for the correlation and
regression models comprises 120 respondents. Sampling is purposive and
convenience-based (non-probability), which reflects access to participants in an
organizational setting and defines the limits of generalization.

Data processing included coding of categorical variables, construction of
composite indices, and standardization of components with different metric ranges
by means of z-scores. Scale reliability was assessed using Cronbach'’s alpha, while
factorability and unidimensionality were assessed using the KMO measure, Bartlett’'s
test, exploratory factor analysis, and parallel analysis. Descriptive statistics outline
the profile of the sample and the levels of the main indicators. Group comparisons
employ the chi-square test, Fisher's exact test, Cramér's V, odds ratios (OR),
analysis of variance (ANOVA), and the Kruskal-Wallis and Mann-Whitney tests,
depending on the type of data and the size of the subgroups. Pearson and Spearman
correlations assess the direction and strength of relationships, and multiple linear
regression identifies the factors that retain an independent association with strategic
maturity when controlling for organizational characteristics. Analytical robustness is
supported by tests for normality (Shapiro-Wilk, Jarque-Bera), heteroscedasticity
(Breusch-Pagan), multicollinearity (VIF), and autocorrelation (Durbin-Watson), by
the use of HC3 robust standard errors, and by a sensitivity check for missing values
through multiple imputation. Microsoft Excel and specialized statistical software were
used to build the database and process the data.

7. Sources of information

Two groups of sources were used in the preparation of the dissertation.
The main primary source of data is the author’s survey instrument, structured in
sections covering demographic and organizational characteristics, standardization
of HR processes, frequency of modern practices, strategic integration, external



factors, organizational readiness for change, and perceptions of the role of the HR
function. Closed categorical and scale items provide the basis for the quantitative
analysis, multiple-choice items reveal the range of practices and priorities in use,
and open-ended responses provide examples of strategic initiatives and
transformation difficulties.

Secondary sources include monographs and scholarly publications by
Bulgarian and foreign authors; institutional analyses and reports by the World
Economic Forum, McKinsey, Deloitte, and the Bulgarian Industrial Capital
Association; data from the National Statistical Institute; regulatory documents on
labor legislation and occupational health and safety; and sectoral materials that
underpin the theoretical framework and inform the interpretation of trends in the labor
market, technological development, and the management of industrial organizations.

8. Limitations of the study

The present study is limited in terms of time, place, methodology, and
scope. Specific approaches and methods are used because of the possibilities they
offer for analyzing and addressing the research objectives of the dissertation. An
attempt has been made to answer the most important questions, without claiming
that they have been fully exhausted.

Limitations of the empirical study:

—  The cross-sectional design makes it possible to establish statistical
associations but not to demonstrate cause-and-effect relationships;
the conclusions are interpreted as relationships to be tested in
longitudinal or experimental studies.

—  The sample is non-probabilistic, purposive, and convenience-based,
and is dominated by large enterprises (71.3% with more than 500
employees) and enterprises under private foreign ownership (72.1%),
which limits the generalizability of the results to the entire population
of industrial organizations in Bulgaria.

—  State-owned and mixed-ownership enterprises are represented by
five observations each, and some subsectors by a small number of
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respondents; comparisons along these dimensions are therefore
indicative.

— Some indicators are self-reported and reflect respondents’
perceptions, which depend on their position and access to strategic
information.

—  Regression diagnostics reveal heteroscedasticity and extreme
multicollinearity for the indicator of a dedicated HR function, which
calls for cautious interpretation and the use of robust standard errors.

The preparation of the dissertation was also accompanied by certain
difficulties related to securing a sufficient number of respondents from industrial
enterprises, the limited access of production staff to the electronic format of the
questionnaire, and the scarcity of Bulgarian empirical studies devoted to the strategic
maturity of the HR function in the industrial sector.

9. Structure and content of the dissertation

The dissertation consists of an introduction, four chapters, and a
conclusion. The total length of the work is 220 standard pages. A total of 105 sources
are cited, 44 in Cyrillic and 61 in Latin script. The text contains 14 tables and 8
figures. The dissertation includes one appendix. The structure is as follows:

INTRODUCTION

CHAPTER ONE. THEORETICAL AND METHODOLOGICAL ISSUES OF
STRATEGIC HUMAN RESOURCE MANAGEMENT

1. Theoretical foundations of strategic management
1.1. Nature and development of strategic human resource management

1.2. Concepts and approaches in strategic management
1.3. Strategic planning as a key element of strategic management

1.4. Interrelationship between the personnel management strategy and
the overall development strategy of the organization

2. Main components and principles
2.1. Recruitment and selection
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2.2. Training and development
2.3. Performance appraisal
2.4. Building an effective organizational culture

3. Specific features of the industrial sector
3.1. Characteristics of industrial organizations

3.2. Challenges and opportunities in the industrial sector

4. Models and theories of human resource management
4.1. Models of strategic human resource management

4.2. Theories of motivation, engagement, and leadership
4.3. Approaches to strategic human resource management
Conclusions of Chapter One. Summary of Chapter One
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IIl. SUMMARY OF THE CONTENT OF THE DISSERTATION

INTRODUCTION

The introduction substantiates the relevance and significance of the
research problem, with emphasis placed on the gap between the formal existence
of HR policies in industrial enterprises and their sustained application as part of
strategic management. It formulates the object, the subject, the working thesis, the
main aim, and the six interrelated objectives of the study, as well as the research
questions that specify its logic. It presents the methodology of the dissertation,
distinguishes between primary and secondary sources of information, and outlines
the limitations arising from the cross-sectional design, non-probability sampling, and
the self-reported nature of some indicators. It is clarified that the results are
interpreted as statistical relationships and contextual generalizations rather than as
proven causal mechanisms, which provides a basis for a well-founded distinction
between empirically established findings and the author's management proposals.

CHARTER ONE. THEORETICAL AND METHODOLOGICAL ISSUES OF
STRATEGIC HUMAN RESOURCE MANAGEMENT

In the first chapter, the emphasis is placed on building the theoretical and
methodological framework of strategic human resource management and relating it
to the specific features of the industrial sector. The first section examines the
theoretical foundations of strategic management. It traces and analyzes the historical
shift toward strategic thinking in business - from A. Chandler’s classical definition of
setting long-term goals and allocating resources to achieve them, through I. Ansoff's
concept of strategic planning and M. Porter’s positioning approach to competitive
advantage, to J. Barney’s resource-based views of strategy. It is established that
what these schools share is the understanding that an organization must proactively
determine its own direction in line with external opportunities and threats and with its
internal resources and competencies. It is noted that, unlike operational
management, which is oriented toward current activities, strategic management
addresses the question of what the organization should become in the future and
comprises four interrelated functions - analysis, planning, implementation, and
control - carried out continuously and cyclically.
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The nature and development of strategic human resource management are
examined in detail. Attention is paid to the evolution of the management paradigm in
the field of human resources - from the classical stage, focused on efficiency and
control, through the behavioral stage, which places people and motivation at the
center, to the strategic stage, in which people are regarded as a source of
sustainable competitive advantage, and the digital stage, associated with human
resource information systems, self-service, and people analytics. The stages are
systematized in Table 1.

Table 1. Stages in the development of human resource management

Stage Period Characteristics of the approach | Key authors and models
Focus on efficiency and control; Taylor - scientific
Late 19th . s
. hierarchy, division of labor, management; Fayol -
Classical | century - o S
standardization; the worker as a administrative theory;
1930s - L
cog in the machine Weber - bureaucracy
Focus on the individual and the Mayo - Hawthorne Studies;
Behavioral 1930s - group; motivation, communication, | Maslow, McGregor,
1960s satisfaction; the “Hawthorne Herzberg - motivation
effect” theories
Michigan model (Fombrun
Integration of HRM with strategy; | et al.); Harvard model (Beer
. 1980s - "
Strategic 1990s people as a competitive etal.); RBV (Barney);
advantage HPWS (Huselid); HR roles
(Ulrich)
Automation, d|g|t.al mformahop Ulrich's digital phases: HR
- 2000s - systems, e-learning, self-service ) .
Digital ) ) business partner; “three-
present portals, people analytics, flexible y
legged stool” model
forms of work

Source: Dissertation, Table 1.1, systematized by the author.

The conclusion is drawn that the HR function is transforming its role from
administrator to strategic partner, with each successive stage building on, rather than
replacing, the previous one: classical theories teach the importance of structure and
efficiency, behavioral approaches place people at the center, strategic HRM
integrates these lessons, and the digital era adds the capacity for rapid adaptation
and the use of technology to unlock human capital.
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The second subsection presents the concepts and approaches in strategic
management - the resource-based, competency-based, systems, contingency, and
integrative approaches. Their emphasis on internal or external factors in strategy
formulation is delineated, and their specific applications in the industrial sector are
identified. It is noted that the resource-based approach and VRIO analysis direct
attention to valuable, rare, inimitable, and organizationally supported resources,
among which human and social capital occupy a central place. It is clarified that, in
an industrial setting, technologies and processes can be copied, whereas the way in
which an organization develops, engages, and leads its people remains the most
difficult source of advantage to replicate.

Particular attention is paid to strategic planning as the core of the strategic
management process. The view is advanced that a strategic plan is not a static
document but a practical roadmap for the next three to five years that sets out
priorities, projects, resources, and success indicators and is subject to revision as
the environment changes. It is emphasized that in industrial enterprises planning
covers longer horizons because of large investments and cyclical demand, and that
scenario thinking is a necessity in the face of technological waves such as
automation and digitalization.

The view is argued that the interrelationship between the personnel
management strategy and the overall business strategy is a central theme of
strategic HRM. People management is not a separate administrative “island” but a
strategic activity that ensures vertical fit (HR practices support business goals) and
horizontal consistency (recruitment, training, appraisal, compensation, and
employment relations operate as a single system). It follows logically that if an
enterprise seeks differentiation through innovation, the HR function must attract and
retain talent and design incentives that reward innovation, whereas if the goal is cost
leadership, the emphasis falls on productivity, standardization of skills, and effective
performance management. In the industrial context, the absence of such
coordination results in competency gaps, delays in commissioning new capacity, and
declining engagement.

The second section focuses on the main components and principles of
the HR system, considered through the lens of their strategic role. For the purposes
of the study, four components are examined - recruitment and selection, training and
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development, performance appraisal, and the building of an effective organizational
culture. It is found that a strategic approach to recruitment begins with workforce
planning and clear role profiles, continues with targeted attraction and assessment
using objective methods, and ends with high-quality onboarding of new hires; the
goal is not simply to fill a vacancy but to select people with the potential for long-term
contribution and cultural fit. It is noted that training and development turn the
organization into a ‘“learning system” in which required competencies are
systematically identified, career paths and succession programs are built, and
training effectiveness is measured through changes in actual work - productivity,
quality, and safety.

The position is expressed that performance appraisal links corporate goals
with individual results through management by objectives, introduced by P. Drucker,
and key performance indicators, while regular feedback turns appraisal from a one-
off administrative event into a development tool. The position is defended that
incentives must be balanced: monetary rewards are important but do not by
themselves guarantee long-term motivation, whereas recognition, development
opportunities, autonomy, and a sense of meaning strengthen intrinsic motivation and
engagement. It is summarized that organizational culture - “the way we do things
here” - unites all components through values, attitudes, and behavior toward quality,
safety, innovation, and teamwork, and is built through the example set by leaders,
through HR practices that select and reward desired behavior, and through
consistency between declared priorities and actual decisions.

In the third section, the emphasis is placed on the specific features of the
industrial sector. To clarify the problem in greater detail, the main characteristics of
industrial organizations are examined: mass and batch production, mechanization,
and assembly lines, which presuppose standardized processes, a clear division of
roles, and often hierarchical, mechanistic structures; a riskier working environment
requiring a mature safety culture; a heterogeneous workforce - from operators to
highly qualified engineers - that is often strongly unionized; and long histories and
more conservative cultures that make change management particularly delicate. The
main challenges facing the sector are identified - skills shortages, digital
transformation (robotics, data, the Internet of Things), an aging workforce, turnover
and engagement, strict regulation, and the need for constant organizational change.
At the same time, the opportunities are outlined: digitalization of HR processes and
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the use of analytics, innovative programs for attracting and developing talent, “total
reward” systems, a focus on well-being and ergonomics, flexible shifts, and a more
inclusive culture in which everyone participates in improvement.

The fourth section presents the models and theories of human resource
management. A distinction is drawn between the “hard” (Michigan) model, which
treats human resources as a management instrument for strict alignment with
business goals, with an emphasis on planning, control, and productivity, and the
“soft” (Harvard) model, which places people at the center and seeks commitment,
congruence, competence, and cost-effectiveness through humanistic policies that
balance the interests of stakeholders. Complementary frameworks emphasizing
coordination among philosophy, policies, programs, practices, and processes are
described, as is D. Ulrich’s model of the four roles of the HR function - strategic
partner, administrative expert, change agent, and employee champion.

The three strategic “lenses” for designing HR systems are examined in
detail. The universalistic perspective seeks “best practices” that improve
performance in any context - rigorous selection, intensive training, employee
involvement, fair and performance-based compensation, internal promotion, and job
security. The contingency perspective holds that effectiveness depends on fit with
the specific business strategy, stage of development, technology, and culture. The
configurational perspective views human resources as a bundle of mutually
reinforcing practices - high-performance or high-commitment work systems in which
the whole is greater than the sum of its parts. The author’s position is put forward
that, in the industrial sector, these three lenses are not mutually exclusive but
complementary: universal practices establish the baseline discipline of the function,
the contingency approach adapts their content to the subsector, technology, and
labor market, and the configurational logic ensures their internal coherence within a
single architecture. The systematization of the approaches is presented in Table 2.

Table 2. Main strategic approaches to designing the HR system

Approach Core assumption Application in the industrial sector

Structured selection, systematic
training, feedback, internal promotion,
and security as the baseline standard
of the function

There is a set of practices that
improves performance in any
context

Universalistic
(“best practice”)
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Approach Core assumption Application in the industrial sector
Effectiveness depends on fit with | Differentiation of practices by
Contingency business strategy, stage of subsector (electronics, mechanical
(“best fit") development, technology, and engineering), size, ownership, and
culture workforce profile
Configurational | Value arises from mutually High-performance work systems in
(“bundles” of reinforcing practices managed as | which selection, training, appraisal,
practices) a system and compensation operate in concert
Sustainable advantage comes Specific skills, organizational
Resource-based S knowledge, and culture as the most
from valuable, rare, inimitable e
(RBV) difficult source of advantage to
resources )
replicate

Source: Author’s systematization based on Chapter One of the dissertation.

Space is devoted to theories of motivation, engagement, and leadership,
which provide practical guidance on how HR policies translate into behavior. A
distinction is drawn between content theories (A. Maslow, F. Herzberg, D.
McClelland), which emphasize needs and separate factors that prevent
dissatisfaction from those that genuinely motivate, and process theories (V. Vroom,
J. S. Adams, E. Locke), which call for a clear effort-performance-reward link, a sense
of fairness, and specific, challenging, and accepted goals. It is pointed out that
contemporary views (E. Deci and R. Ryan) emphasize intrinsic motivation -
autonomy, mastery, and purpose - and “meaningful reward,” which connects a
person’s contribution to the larger purpose of the organization. Engagement is
considered as the outcome of available resources and psychological safety, and
leadership as decisive for culture and motivation; in industrial settings, effective
leaders are the driving force behind lean thinking, safety, and continuous
improvement.

The conclusions of Chapter One specify the limitations and risks that the
theoretical analysis brings to light: the absence of a universal “best” set of practices;
possible bureaucratization and bias in selection; distortion of motivation through
excessive financial incentives; difficulties in assessing the effect of training;
shortages and aging of staff; resistance to change; and a gap between declared
values and the behavior actually rewarded. On this basis, a framework for
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analyzing the problems is formulated, comprising seven prerequisites: (a) the
strategic and external context - PESTEL, positioning, life-cycle stage; (b) internal
resources - VRIO analysis of human and organizational capital; (c) workforce
capacity - skills mapping, demographics, succession; (d) culture and leadership -
maturity, engagement, readiness for change; (e) regulation and safety; (f) data and
metrics - information systems and key indicators of engagement, turnover, quality,
and accidents; (g) technological readiness and automation scenarios. It is this
framework that provides the conceptual apparatus for identifying the problems in
Chapter Two and for operationalizing the indicators in the empirical study.

The conclusion is reached that Chapter One builds a theoretical and
methodological framework in which the organization’s strategy and its people
strategy are inseparable. Strategic management sets direction and discipline
through the analysis-plan-implementation-control-adjustment cycle, while strategic
human resource management ensures vertical alignment with business goals and
horizontal consistency of practices, so that the right people, skills, motivation, and
culture come together at the right time.

CHARTER TWO. IDENTIFICATION OF PROBLEMS IN STRATEGIC HUMAN
RESOURCE MANAGEMENT

In the second chapter, the emphasis is placed on identifying and
systematizing the problems that prevent the HR function from becoming a strategic
actor in the industrial enterprise. The problem areas are grouped into four domains
- workforce challenges, technological change, organizational culture and climate,
and environmental factors - in line with the analytical framework derived at the end
of Chapter One.

The first section examines the main workforce challenges in the industrial
sector. Itis found that the shortage of qualified workers is a systemic problem arising
from the coincidence of demographic decline, educational mismatch, and migration
flows. It is noted that, according to business representatives, the lack of staff with
the necessary skills now outranks corruption and regulatory burden as an obstacle
to development, and that at the beginning of 2025 the needs of the Bulgarian
economy were estimated at more than 250,000 workers, with an acute shortage of
narrow specialists and managerial staff in industry. It is established that the shortage
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manifests itself in difficulties in meeting production plans, declined orders, slower
growth, and rising labor costs, as competition for staff increases wage pressure.
Integrated workforce planning, partnerships with schools and universities, dual
training, in-house academies, the redesign of jobs and careers, and a stronger
employer brand are identified as the strategic response.

Itis noted that high staff turnover exacerbates the workforce deficit, leading
to the loss of organizational memory, process disruptions, and substantial direct and
indirect costs of recruitment, training, and adaptation, which, according to
consultants’ estimates, may range from half to the equivalent of the annual salary of
a departing skilled worker. The factors that drive turnover in industrial settings are
analyzed - relatively low pay for strenuous work, limited opportunities for
advancement, unbalanced schedules, weaknesses in leadership, and an impaired
sense of fairness. The conclusion is drawn that effective retention policies must
address both material and non-material factors, since money is a necessary but not
a sufficient factor: retention is achieved when employees see their prospects, feel
valued, and have a voice.

The view is defended that low engagement and motivation constitute a
“silent” risk that erodes results without necessarily manifesting itself through
departures. The causes are examined - monotony, lack of autonomy and
participation, absence of recognition, unclear goals, and insensitivity to well-being.
The author’s position is that in industry, where routine is unavoidable, the solution
lies in job enrichment, giving employees a voice in process improvements, and
making their contribution meaningful - from the production line to quality, safety, and
pride in the product. It is emphasized that lasting engagement is achieved through
intrinsic drivers - autonomy, mastery, and purpose - supported by clear goals and
timely feedback, as well as through regular measurement followed by consistent
managerial action rather than one-off campaigns.

The second section focuses on the impact of technological change. It
traces and analyzes the effect of automation and the Fourth Industrial Revolution on
the workforce profile. It is established that the risk of job displacement coexists with
the opportunity to upgrade work toward higher value-added activities - equipment
set-up and maintenance, data analysis, and process improvement. The view is
upheld that the strategic choice is to favor reskilling and upskilling over mass layoffs,
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combined with careful management of social effects where optimization is
unavoidable. It is clarified that the HR function itself is being digitalized - routine
activities are being automated, and the focus is shifting toward analytics, change
management, and the design of learning ecosystems.

Particular attention is paid to changes in skill and qualification
requirements. It is found that automation introduces a clear divide between obsolete
skills and emerging competencies: roles based entirely on repetitive manual labor
are declining, while interdisciplinary capabilities come to the fore - working with data
and software, diagnosing complex systems, solving non-routine problems - together
with the “soft” skills of communication, collaboration, and adaptability. It is pointed
out that, according to the international studies cited, only one in ten workers uses Al-
related skills on a daily basis, while a significant proportion of companies report that
they lack the competencies needed to work with the new technologies. It follows
logically that the gap between available and required skills calls for targeted lifelong
learning programs - in-house academies, micro-learning, mentoring, and the
systematic documentation of expert knowledge, especially in the context of an aging
workforce - while skills-based hiring is gaining ground in recruitment, with
development potential becoming as important as formal qualifications.

External factors of globalization are also examined in the context of
strategic HRM. It is noted that, according to the World Economic Forum,
technological change, geoeconomic fragmentation, economic uncertainty,
demographic shifts, and the green transition are emerging as the main drivers of
transformation in the global labor market up to 2030, and that roughly one third of
companies worldwide expect geoeconomic fragmentation to transform their
business models over the next five years. The position is expressed that global
supply chains are becoming both a source of opportunities and a source of risks,
which poses challenges for the HR function in managing transnational teams and
relocating staff.

The third section examines organizational culture and climate as
structural variables that can either catalyze or block any good strategy. The view is
argued that manufacturing organizations often carry inherited patterns - a focus on
control and short-term survival and an underestimation of human capital as a source
of value. The problems of integrating new strategies are examined, with emphasis
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on P. Drucker's maxim that “culture eats strategy for breakfast”: even a brilliantly
conceived strategy may fail if the dominant culture and attitudes work against it. The
main barriers are identified - resistance to change, misalignment between new
strategies and the existing culture and structure, mixed messages to employees,
insufficient communication, and the limited competence of middle managers as
carriers of change. The view is defended that involving the HR function at the stage
of formulating strategic decisions reduces the risk of mismatches between ambitions
and workforce realities.

The need to build key competencies for strategic management is
substantiated - both for individual managers and specialists and for the organization
as a whole. It is pointed out that strategic thinking, the communication of vision,
emotional intelligence, and the ability to lead teams through change are being added
to traditional management skills, and that in the industrial sector, where a manager’s
technical experience has long been valued above all else, leadership competencies
are increasingly recognized as equally important for sustainable success. The trend
toward a new professional profile for the HR function, combining business
understanding, data literacy, process design, and change management, is firmly
affirmed.

The fourth section analyzes the problems arising from the organization’s
external environment. It is found that regulation and labor legislation - both national
and European - impose high standards for safety, working time, and equal treatment,
compliance with which creates an administrative burden but also strengthens the
reputation of a responsible employer. Economic factors are examined - cyclicality,
inflation, price and energy shocks, and an uncertain business climate - and it is
pointed out that more than half of industrial enterprises in Bulgaria identify
uncertainty in the economic environment as their main difficulty. The position is
expressed that a VUCA environment calls for flexible planning of labor costs,
retention of key talent, and protection of critical investments in training even in
difficult periods. The influence of globalization and liberalization is traced; these
processes intensify competition at the supranational level, facilitate talent drain, and
accelerate the standardization of practices, but at the same time bring access to
modern management models, international partnerships, and higher requirements
that discipline systems and processes.
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The systematization of the identified problem areas, their manifestations,
and the strategic responses is presented in Table 3.

Table 3. Problem areas facing strategic human resource management in the

industrial sector

Problem area

Main manifestations

Consequences for
the organization

Strategic response

Shortage of
qualified staff

Demographic decline,
educational mismatch,
migration, shortage of
narrow specialists

Unmet plans, declined
orders, slower growth,
wage pressure

Workforce planning,
educational
partnerships, dual
training, in-house
academies, employer
brand

Relatively low pay,
limited advancement,

Loss of knowledge,
process disruptions,

Competitive
compensation, career

Staff turnover . aths, fair rules
unbalanced schedules, | high replacement pains, ” .
. recognition, quality of
weak leadership costs )
line management
Job enrichment,
Monotony, lack of emplovee voice
Low autonomy and “Silent” erosion of P .y '
. - , meaningful
engagement participation, unclear productivity, quality, 0o
- ) . contribution, regular
and motivation goals, absence of and innovation
" measurement and
recognition . .
consistent action

Automation, Industry

Obsolete roles,

Reskilling instead of

misalignment

demotivation

Technological | 4.0, gap between anxllety and Iayoffs, ||felgng
. . resistance, shortage learning, skills-based
change available and required - - L
) of digital hiring, digitalization of
skills .
competencies HR
Culture of respect,
o Inherited patterns of Failure of well- participation, and
Organizational . . . :
culture and control, resistance to conceived strategies, | learning; development
dlimate change, strategy-culture | mixed messages, of middle managers;

early involvement of
HR in decisions
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Problem area

Main manifestations

Consequences for
the organization

Strategic response

Regulatory burden,
economic uncertainty,

Administrative costs,

Flexible planning of
labor costs, protection

External . employment of training
. global competition, . .
environment ) fluctuations, talent investments,
geoeconomic . . e
) drain internationalization of
fragmentation .
practices

Source: Author’s systematization based on Chapter Two of the dissertation.

The conclusions of Chapter Two summarize that the problems of staff
shortages, turnover, and low engagement are evolving from operational workforce
difficulties into a strategic risk to competitiveness, amplified by demographic
collapse, educational imbalance, globalization, automation, and ESG requirements,
while strategic HRM is shifting from an administrative function to a strategic partner
that manages human capital in the context of Industry 4.0 and a VUCA environment.
The main strategic approaches to these problems are specified - systematic
workforce planning, partnerships with education, internal development and reskilling,
retention programs, a positive culture and strong leadership, and the transformation
of the organization into a learning organization. A distinction is drawn between the
objective constraints on effective solutions (demographic decline, brain drain, digital
skills shortages, economic instability, complex regulation) and the subjective, intra-
organizational constraints (authoritarian culture, mistrust, resistance to change,
insufficient managerial and analytical capacity).

The prerequisites for an adequate analysis of the problems are derived - a
systemic, holistic view of both internal and external factors, reliable information on
turnover, engagement, skills, and the effect of training, and well-developed people
analytics - as well as the organizational and cultural prerequisites for successful
solutions: a recognized strategic role for the HR function, partnership with senior
management, a culture of trust and open communication, readiness to learn and
change, and the involvement of employees in diagnosing problems and designing
solutions.

The conclusion is reached that the identified problems - skills deficits,
turnover, low engagement, technological displacement, cultural barriers, and
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pressure from the external environment - are not isolated phenomena but
interrelated processes that point to a common need for strategic human resource
management that is both analytical and profoundly human. Successful industrial
organizations are those that place people at the core of their strategy: they measure
and develop competencies, design a motivating environment, manage change
predictably and transparently, and synchronize technological progress with the
growth of human potential. It is this premise that defines the logic of the empirical
study in Chapter Three: to examine the extent to which Bulgarian industrial
enterprises have moved from the formal existence of HR policies to the strategic
maturity of the function, and which factors are associated with this transition.

CHARTER THREE. STUDY OF THE PROBLEMS OF STRATEGIC HUMAN
RESOURCE MANAGEMENT IN THE INDUSTRIAL SECTOR (EMPIRICAL
STUDY)

The third chapter presents the empirical study of the problems of strategic
human resource management in the industrial sector. The emphasis is placed on
measuring the strategic maturity of the HR function, on comparative analysis by
organizational characteristics, and on assessing the factors with which this maturity
is associated.

The first section presents the research methodology. It is clarified that the
study is cross-sectional: strategic maturity and the explanatory factors were
measured simultaneously through a structured questionnaire, so the results are
interpreted as statistical associations rather than as evidence of cause-and-effect
relationships. The main research question is formulated as follows: “To what extent
are the frequency and standardization of HR practices, readiness for change, and
external factors associated with the strategic maturity of the HR function?”

It is clarified that the initial dataset contains 122 responses, two of which
were excluded because they lacked a substantive answer to the open-ended control
question asking for an example of a strategic initiative. The final analytical sample
for the correlation and regression models is therefore N = 120. Two levels of analysis
are distinguished: descriptive frequencies are presented on the initial dataset (N =
122) where the questions do not depend on the control criterion, while the analytical
models, hypothesis tests, and regression analysis use the validated sample (N =
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120). The sample is non-probabilistic, purposive, and convenience-based, with
respondents recruited through online distribution of the questionnaire. The

characteristics of the validated analytical sample are presented in Table 4.

Table 4. Characteristics of the analytical sample (N = 120)

Indicator Category n %
Gender Female 69 57.5
Male 51 425

Age Under 24 4 3.3
25-34 22 18.3
35-44 51 425
45-54 33 275

55+ 10 8.3
Job function HR/administration 66 55.0
5::;iLC£::tznnovation 27 2235
Production/operations 11 9.2
Engineering/maintenance 6 5.0

Information technology 6 5.0

Sales and marketing 1 0.8

Other 3 25
Enzizzr;dr:2:|eve| Operational level 49 408
Tactical/middle management level 43 35.8
Strategic/senior management level 28 23.3

Source: Author’s calculations.

The research instrument is described - a structured questionnaire
organized into logically distinct sections: demographic and organizational variables;
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formalization/standardization of nine key HR practices (recruitment, onboarding,
performance appraisal, training and development, workforce planning, etc.) on a
five-point scale; frequency of application of six modern practices (annual
performance reviews, 360-degree feedback, engagement surveys, individual
development plans, talent reviews, training needs analysis); strategic integration;
external factors; organizational readiness for change; and perceptions of the role of
the HR function. The instrument combines closed scale items, multiple-choice items,
and open-ended questions, which allows for quantitative comparison while providing
qualitative “anchors” for validating the realism of self-assessments.

The operationalization of the main concepts is presented in detail. The
dependent variable is the index of strategic maturity of the HR function, built from
six indicators: the existence and status of a long-term HR strategy; the extent to
which HR goals are derived from the business strategy; the involvement of the HR
team in strategic decisions; the scope of tracked key performance indicators; the
degree of alignment of practices with organizational culture and values; and the
assessment of the effectiveness of the HR strategy in recent years. These
components were chosen to capture simultaneously “structure” (strategy and
integration), “managerial involvement” (role in decisions), “measurement’ (key
indicators), “alignment” (culture), and “perceived effectiveness” (performance). The
independent variables are defined as: an index of formalization/standardization of
nine HR practices; an index of the frequency of application of six modern practices,
taken as a proxy for actual behavior rather than mere intentions; an index of
organizational readiness for change, based on four statements concerning
management support, resources, acceptance of change, and capacity to lead
transformation projects; and an index of external factors, combining the perceived
influence of technological change, the labor market, regulation, economic
uncertainty, and global competition.

Before the composite indices were entered into correlation and regression
models, their reliability and one-dimensionality were tested; the results are
summarized in Table 5.
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Table 5. Reliability and one-dimensionality indicators of the constructed indices

Index K N Cronbach’s KMO Bartzlett df % variance Factors
a X (1 factor)

Strategic HR 6| 94 | 088 | 0806|2972 |15| 553 1
maturity
Formalization/ 1 g | 407 | 0ag9 | 0728 | 58455 | 36| 502 1
standardization
Frequency of IR | 6| 120 | 0822 | 0644 | 36934 | 15| 543 1
practices
External
factors/pressure | 5 | 107 0.752 0.498 | 24947 | 10 51.2 2
for change
Organizational
readiness for 4| 101 0.797 0.600 | 21959 | 6 64.3 1
change

Source: Author’s calculations. Note: for all indices p (Bartlett) < 0.001; N is the
number of valid observations for the respective scale.

It is established that the indices of strategic maturity, formalization,
frequency of practices, and organizational readiness for change show acceptable to
high internal consistency (a from 0.797 to 0.869) and a unidimensional factor
structure, with the first factor explaining between 50% and 64% of the variance. For
the external factors index, reliability is acceptable (a = 0.752), but the factor structure
is more borderline (two factors, KMO = 0.498); the index is therefore interpreted with
caution and used mainly as a summary indicator of perceived environmental
pressure. The analytical approach is described, comprising four successive steps -
descriptive statistics, comparative group analysis, correlation analysis, and multiple
linear regression - together with the diagnostic tests, which reveal heteroscedasticity
and non-normality of the residuals and call for interpretation based on robust
standard errors (HC3).

The second section presents the sample profile and descriptive results. A
predominance of large organizations is observed: 45.1% of respondents come from
companies with more than 1,000 employees and 26.2% from organizations with 501-
1,000 employees; cumulatively, 71.3% of observations come from enterprises with
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more than 500 employees. In terms of ownership, organizations under private
foreign ownership predominate (72.1%), followed by private Bulgarian ones (19.7%),
while state-owned and mixed-ownership enterprises account for 4.1% each. The
industrial profile is concentrated in subsectors typical of modern industry:
electronics/electrical engineering (32.0%), information technology/automation
(22.1%), and the automotive sector (12.3%). It is established that 95.9% of the
organizations have a dedicated HR function/department (Table 6).

Table 6. Characteristics of the organizations in the initial dataset (N = 122)

Indicator Category n %
Organization size More than 1,000 employees 55 451
501-1,000 employees 32 26.2
101-500 employees 18 14.8
Up to 100 employees 17 13.9
Type of ownership Private - foreign 88 721
Private - Bulgarian 24 19.7
State 5 41
Mixed 5 41
Subsector 5:3:22;% electrica 39 32.0
lggrr;?;s;/automation 2 221
Other 25 20.5
Automotive 15 12.3
Energy/renewables 10 8.2
Food and beverage industry 5 41
Transport, logistics, and
infrastructure L 0.8
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Indicator Category n %

Dedicated HR
department/function

Yes 117 95.9

No 5 41

Source: Author’s calculations.

For the purposes of the descriptive analysis, five composite indices were
constructed; their descriptive statistics are presented in Table 7 and Figure 2. It is
noted that the mean values lie in the “moderate to high” range of the scales
(approximately 3.4-3.8), which is consistent with the sample profile, and that the
standard deviations are moderate to relatively high (0.76-1.08), indicating substantial
variation between organizations and different levels of strategic maturity and
integration.

Table 7. Descriptive statistics of the main indices (N = 122)

Index Mean | SD Min Max N
g)tandardlzatlon of HR practices (0- 357 | 108 | 000 | 478 | 122
E)requency of key HR practices (1- 341 082 | 167 | 500 | 122
I(-:I_Rsl\;l-busmess strategic integration 376 | 076 | 100 | 500 | 122
Impact of external factors (1-5) 379 | 084 | 140 | 500 | 122

Organizational readiness for

change (1-5) 3.71 | 090 | 1.00 | 500 | 122

Source: Author’s calculations.

32



Mean score (scale 1-5)

External HRM-business Readiness Standardization Frequency of
factors strategic for change of HR practices HR practices
integration

Figure 2. Mean values of the main indices (N = 122)

It is established that the index of the impact of external factors has the
highest mean (3.79), indicating that respondents perceive the environment as a
significant contextual factor for strategic decisions. The mean of the strategic
integration index is similarly high (3.76). The index of organizational readiness for
change (3.71) is moderately high but shows relatively high variability. The
standardization index (3.57) indicates moderately high formalization but also the
greatest variability (SD = 1.08). The index of the frequency of key HR practices has
the lowest mean (3.41). The conclusion is drawn that the regular management cycle
- the rhythm of appraisals, analyses, and talent reviews - is developed more unevenly
across organizations than the basic standardization of processes, and that it is
precisely the gap between formalized procedures and the sustained rhythm of their
implementation that constitutes the main practical problem of the study.

The main descriptive results for the key questions are presented. The
alignment of HR practices with corporate culture and values is markedly high - 92.6%
of respondents choose the top two categories. The vertical link between HR goals
and corporate strategy has a more moderate profile - 50.8% report a high degree of
systematic derivation and cascading of goals. As regards the existence of a clearly
formulated long-term HRM strategy, the data show a structure typical of
organizations “in transition”: 40.2% answer “yes,” 41.0% indicate that the strategy is
under development, 13.9% do not know, and 4.9% answer in the negative (Figure
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3). It follows logically that the combined share of 81.2% of enterprises with a
completed or developing strategy points to a strong orientation toward formalizing
the HR framework, but also that a significant segment has not yet institutionalized its
strategic intentions in a stable document and process.

50 1

40.2% 41.0%

3 8 &

Share of respondents, %

—
(=1
L

Yes, a clearly Under Don't know No
formulated strategy development

Figure 3. Existence of a clearly formulated long-term HRM strategy (N = 122)

The role of the HR function in strategic processes was also examined
through the question on the involvement of the HR team in strategic decisions: 34.4%
indicate that the function participates actively in the strategic planning team, 27.0%
that it is consulted before decisions are made, and the largest share (37.7%) that it
is informed after the fact. The self-assessment of the strategic role confirms the
mixed profile (Figure 4): 45.9% select the option “HRM actively participates in
strategic planning and decision-making,” 25.4% see it as a partner mainly in
operational decisions, 18.9% define it as an administrative function, and 9.8%
indicate the highest level - the function leads initiatives that shape the business
strategy. It is found that the presence of nearly one fifth “administrative” self-
assessments shows that strategic maturity is not universal and that “islands” of
traditional positioning of the function persist.
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planning decisions strategy

Figure 4. Perceived role of the HR function (N = 122)

The mean scores for external factors are analyzed (Figure 5). The highest
score is for “global competition and pressure for efficiency” (4.07), followed by
“technological change and digitalization” (3.94) and “labor market/skills shortage”
(3.86); “economic uncertainty” receives 3.79, and “regulatory environment and
legislation” a relatively lower value (3.44), albeit above the scale midpoint. The
conclusion is drawn that this structure of external influences is consistent with an
industrial context in which competitive pressure and technological dynamics
“translate” strategic HRM into issues such as productivity, skills, digital
competencies, and workforce adaptability.
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Global competition and
pressure for efficiency

Technological change
and digitalization

Labor market /
skills shortage

Economic
uncertainty

Regulatory environment
and legislation

Mean perceived impact (1-5)

Figure 5. Mean perceived influence of external factors on strategic HRM

The mean scores for readiness for change (Figure 6) outline a moderately
positive but not unequivocal profile. The highest value is for the statement that
employees accept and support change when it is well communicated (3.97);
consistent management support for strategic HR initiatives is also relatively high
(3.84). Lower scores are recorded for resource capacity for major change (3.66) and
for the influence of, and trust in, the HR function to lead key transformation projects
(3.48). The position is expressed that the latter result is an important descriptive
signal: an organization may have the willingness and the communication
prerequisites for change, while the strategic legitimacy and “mandate” of the HR
function to act as a leading transformation actor are more unevenly developed.
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Employees accept change 397
when well communicated

Consistent management support 284
for HR initiatives

Resource capacity for 3.66
major change

Trust in HRM to lead 3.48
transformation projects )

a 1 2 3 4
Mean score (1-5)

Figure 6. Mean scores for the components of organizational readiness for change

Itis noted that the mean assessment of the effectiveness of the HR strategy
over the past three years is 3.30 (N = 100 valid ratings), with 21 respondents stating
that they lack sufficient information - a result suggesting that, even where a strategy
exists, its communication, transparency, and the measurement of its effect are
unevenly distributed across organizations and management levels. The HRM
investment priorities for the next 12 months (Figure 7) outline the main strategic
directions: leadership and management development (67.2%), training and skills
development (56.6%), and retention programs and competitive compensation
(51.6%), followed by automation of HRM processes (33.6%) and development of
organizational culture (29.5%).
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Figure 7. HRM investment priorities for the next 12 months (share of respondents
ranking the priority in their top 3)

It is summarized that the descriptive results outline a sample dominated by
large, predominantly private, and to a significant extent foreign-owned industrial
organizations in which an HR function is almost universally present, but strategic
maturity is not homogeneous: cultural and value integration is very high, vertical
alignment of goals is reported as high by only about half of respondents, and a
formalized long-term strategy is more a process “in development” than a completed
state. Transformation potential is shaped not only by attitudes but also by resources
and by the legitimacy of the function as a leading actor.

The third section formulates the three working hypotheses and presents
their theoretical rationale. The first hypothesis is grounded in established SHRM
frameworks (D. Ulrich; P. Wright and G. McMahan; B. Becker and M. Huselid; J.
Delery and D. Doty; P. Boxall and J. Purcell), according to which the function creates
strategic value through the alignment of practices with business strategy, the internal
consistency of the system, and the reliable execution of key processes. The second
hypothesis stems from the understanding that larger organizations more often
develop structured and professionalized HR systems, but that size in itself does not
guarantee strategic maturity. The third hypothesis draws on the concept of strategic
alignment, on dynamic capabilities theory (D. Teece), and on change management
models (D. Ulrich, J. Kotter).
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The fourth section presents a comparative analysis along four axes -
organization size, the respondent’s management level, industrial subsector, and type
of ownership. The results by size are presented in Table 8.

Table 8. Comparative analysis by organization size

Indicator Descriptive data by group Test p
Formalization of HR <100: 4.01; 101-500: 3.66; 501- | Kruskal- 0.1501
practices (1-5) 1,000: 3.89; >1,000: 3.74 Wallis '
Frequency of
application of modern | Small: =3.26; large: =3.50 Krus.kal- 0.7716

: Wallis
HR practices
Existence of a <100: 29.4% without a
dedicated HR department/position (5/17); other | ¥ <0.001
structure groups: 0%
Perceived strategic Marked structural difference in ) 0.0001
role of HR distributions X '

Source: Author’s calculations.

It is established that size is not associated with statistically significant
differences in either formalization (p = 0.1501) or the frequency of application of
modern practices (p = 0.7716), which corresponds to a relatively similar “intensity of
practices” regardless of headcount. Two areas stand out as clearly dependent on
size: the existence of a dedicated HR structure - among organizations with up to 100
employees, a notable share (5 of 17) have no department or position, whereas this
is not observed in any other group (p < 0.001); and the perception of the strategic
role (p = 0.0001), with the highest managerial “recognition” of strategic involvement
reported in micro and small organizations (70.6%) and in large organizations
(49.1%), while the administrative reading is more pronounced in medium-sized ones.

A statistically significant relationship is found between management level
and perception of the role of the function (% p = 0.0031): senior management
defines the function as strategic in 78.6% of cases and never as administrative;
among middle managers, the share of strategic assessments is 41.9% and of
administrative ones 23.3%; at the operational level, the strategic assessment is
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32.0%, the partner assessment 30.0%, and the administrative assessment 24.0%
(Figure 8). The conclusion is drawn that the share of responses describing the
function as a participant in strategic planning increases with management level,
which is consistent with the different “points of contact”. senior management
interacts with the function on strategic matters, whereas operational positions
encounter mainly administrative processes.

M Strategic role W Partner role BN Administrative role

80 78.6%

Share of respondents, %

Senior management Middle management Operational level
Figure 8. Perceived role of the HR function by respondent's management level

The comparison between the electronics (n = 39) and mechanical
engineering (n = 15) subsectors reveals different profiles of priorities and challenges
(Table 9 and Figure 9). To account not only for statistical significance but also for the
practical strength of the differences, Cramér's V and odds ratios were calculated.

Table 9. HRM investment priorities by subsector

Priority Electronics :’rl::::::?:; Test p Cracér’s oR
sgjzir;gznt (?3;/‘:303’) 100% (15/15) | Fisher | - 0.085 0.83
55:;;::‘3:2: (6;/232/;) 0% (0/15) | Fisher <0.001 0.620 68.2
gz:ggn?g:t (Z%g’g)) (ﬁ/i?) X <0.05 0331 | 0.5
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Mechanical Cramér’s

Priority Electronics engineering Test p v OR
Culture and 26% (1/39) | 40.0% (6/15) | Fisher | <0.001 | 0499 | 0.06
values
Digitalization and
. ! 56.4% 66.7% ,

HR information (22139) (10115) X n.s. 0.093 0.67

systems

Source: Author’s calculations. OR - odds ratio (electronics vs. mechanical
engineering); where cells are zero, OR is calculated with a small correction.

The strongest difference is observed for the “retention and compensation”
priority (V = 0.620; OR = 68), which is reported considerably more often by
electronics enterprises. Substantial differences are also found for “culture and
values” (V = 0.499) and “training and development” (V = 0.331), where mechanical
engineering shows higher shares. “Leadership development” is an almost universal
priority in both subsectors, while the differences for digitalization are small and
statistically non-significant.

HE Electronics (n = 39) I Mechanical engineering (n = 15)

Mean severity score (1-5)

Shortage of Staff Low Insufficient Limited Pay Fragmented Health and
qualified mrnover engagement data and budgets competitive- systems safety
staff analytics ness risks

Figure 9. Mean scores for key organizational challenges by subsector

On the basis of the observations and results of the author’s study, it is found
that electronics shows more pronounced problems with turnover (3.00 vs. 1.80), low
engagement (3.13 vs. 2.40), lack of data and analytics (4.21 vs. 2.47), limited
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budgets (4.13 vs. 3.27), and pay competitiveness (4.44 vs. 3.93) - a profile consistent
with an environment of intense competition for talent and a need for data-driven
management. In mechanical engineering, the shortage of qualified staff (4.60 vs.
4.00) and occupational health and safety risks (2.67 vs. 1.91) are more acute, with
comparatively lower turnover and a lower rating for low engagement, which points to
a more stable workforce but one with skills deficits. All of these differences are
statistically significant according to the Mann-Whitney test (p < 0.002), except for
“fragmented systems,” which receive an almost equally high problem rating in both
subsectors (4.36 and 4.33; p = 0.96).

With regard to type of ownership, it is established that the level of
formalization differs significantly (ANOVA: p = 0.0049; Kruskal-Wallis: p = 0.0087): it
is highest in foreign-owned enterprises (3.89), followed by private Bulgarian (3.73)
and state-owned ones (3.67), and lowest in mixed-ownership enterprises (2.89).
There is also a strong statistical relationship between ownership and the perceived
role of the function (x2, p < 0.0001) - Table 10.

Table 10. Perceived strategic role of the HR function by type of ownership

Type of. Adm.lnlstra Partner Siratagic Leading in

ownership tive strategy
State (n =5) 100% 0% 0% 0%
Mixed (n = 5) 0% 100% 0% 0%
Private -
Bulgarian (n = 29.2% 4.2% 45.8% 20.8%
24)
Private -foreilgn | 1550, | 284% | 50.1% 8.0%
(n=288)

Source: Author’s calculations. x? p < 0.0001. Results for state-owned and mixed-
ownership enterprises are indicative owing to the small number of observations.

It is summarized that organization size shows no statistically significant
relationship with formalization or the frequency of practices but is strongly associated
with the existence of a dedicated HR structure and with differences in the perception
of its strategic role; management level is a critical factor in perceiving the function as
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a strategic actor; the industrial subsector shapes different profiles of priorities and
challenges, which supports the conclusion that a universal set of HR solutions is not
equally applicable everywhere; and ownership is associated both with differences in
formalization and with a marked relationship in the perception of strategic maturity,
with private companies more often attributing a strategic role to the function than
state-owned ones.

The fifth section presents the correlation and regression analysis. The
purpose of the correlation analysis is to identify and describe the relationships among
key HR indicators, the identified problem areas, and the influences of the external
environment. The principal relationships are summarized in Table 11.

Table 11. Summary of the main correlations

Relationship Coefficient Interpretation
— Moderate to strong positive
Formalization < frequency . . . .
. r=0.65 relationship; formalized practices
of HR practices .
are applied more regularly
Formalized processes <
. Clearer procedures are
regular appraisals, talent p=0.57- . . .
. Iy associated with a more sustained
reviews, and training needs | 0.69
. management cycle
analysis
Existence of an HR strategy Strong positive relationship
<> alignment of HR goals p=0.69 between the strategic framework
with business priorities and vertical alignment
Very strong relationship;
Staff shortage < skills quantitative shortage is
. p=0.74 .
mismatch accompanied by competency
deficits
Limited HR resources «» Strong relationship between
. . p = 0.68- . .
analytical deficits/fragmented 0.69 resource and information-
systems ' analytical constraints
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Relationship Coefficient Interpretation

Very weak relationship; shortages
Staff shortage < turnover r=0.15 are not automatically caused by
turnover

Weak negative relationship;
r=-0.14 strategic positioning is not always
backed by resources

Limited HR resources <
strategic role of HR

Weak negative relationship;
p=-0.20 higher capacity is associated with
lower resistance

Capacity for change <
resistance to change

Moderate relationship between
r=0.50 external uncertainty and internal
resource constraints

Economic uncertainty <> HR
resource constraints

Technological Moderate relationship;
change/digitalization < r=0.40 technological dynamics increase
internal difficulties the need for adaptation

Source: Author’s calculations. The coefficients are interpreted as statistical
associations, not as causal relationships.

The most important conclusion is that a higher degree of formalization of
HR practices is associated with their more frequent application (r = 0.65): when
practices are clearly described, standardized, and integrated into organizational
procedures, they are carried out more regularly, which means that formalization is
not merely an administrative element but a factor supporting the sustained
application of appraisal, training, and the tracking of results. This relationship is also
confirmed for individual practices - performance management (p = 0.57), talent and
succession reviews (p = 0.66), and training needs analysis (p = 0.69). Similarly
strong is the relationship between the existence of an HR strategy and the alignment
of goals with business priorities (p = 0.69), which shows that strategic planning is
linked not only to the existence of documents but also to actual coordination between
organizational and HR goals. Among the problem areas, the strongest relationship
is between staff shortages and skills mismatch (p = 0.74), while limited resources
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are strongly associated with analytical deficits and fragmented systems (p = 0.68-
0.69), which underlines the accumulation of structural deficits. Among external
factors, the clearest relationship is between economic uncertainty and HR resource
constraints (r = 0.50), followed by technological change (r = 0.40).

The purpose of the regression analysis is to assess which factors are
statistically associated with strategic maturity when controlling for organizational
characteristics. A multiple linear model is used in which the dependent variable is
the composite index of strategic maturity (scale 1-5), and the predictors include
organization size, the respondent’s hierarchical level, type of ownership, the
formalization index, the frequency of practices index, technological pressure, labor
market pressure, management support, and organizational capacity for change.
Diagnostic tests show a departure from normality according to Shapiro-Wilk (p =
0.00044) with a non-significant Jarque-Bera test (p = 0.12), pronounced
heteroscedasticity according to Breusch-Pagan (x* = 61.15; p < 0.001), extreme
multicollinearity for the indicator of a dedicated HR function (VIF > 150), and no
autocorrelation of the residuals (DW = 2.05). The final interpretation is therefore
based on HC3 robust standard errors and on the stability of the direction of the
effects. The results are presented in Table 12 and Figure 10.

Table 12. Results of the multiple regression analysis of the factors associated with
the strategic maturity of the HR function (N = 120)

Variable B SE t p 95% CI

In (number of employees) 0.111 0.069 0.109 [-0.247; 0.025]

1.616

Formalization of HR practices -0.037 0.167 0.825 [-0.368; 0.294]

0.222

Frequency of application of

modern HR practices 0.624 0.184 | 3.383 | <0.001 [0.258; 0.990]

Impact of technological 20,070 0.078

change/digitalization 0goo | 0370 | [0-224,0.084]

Labor market pressure/skills

0.158 0.083 | 1.901 | 0.060 [-0.007; 0.323]
shortage

Management support for

strategic HR iniiatives 0.353 0.133 | 2.661 | 0.009 [0.090; 0.616]
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Variable B SE t p 95% CI
Respondent’s hierarchical level | 0.100 0.086 | 1.157 | 0.250 [-0.071; 0.271]
Ownership: state (vs. private) 0.316 0.265 | 1.192 | 0.236 [-0.210; 0.842]
Ownership: mixed (vs. private) 0.352 0.317 | 1.109 | 0.270 [-0.277; 0.981]

Presence of a dedicated HR -0.099 0.338

function 0293 | 0770 | [0.768;0.570]

Organizational capacity for
change

Source: Author’s calculations. R? = 0.626; adjusted R?= 0.582; F = 16.43; p <
0.0001. The coefficients are interpreted as associations, not as evidence of causal
effects.

0.063 0.091 | 0.693 | 0.490 [-0.117; 0.243]
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Management support for strategic HR initiatives** -

Labor market pressure / skills shortaget -

Ownership: mixed (vs. private)
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Unstandardized coefficient B and 95% confidence interval

4% p < 0.001; ** p < 0.01; T p = 0.06. R? = 0.626; adjusted R* = 0.582; N = 120

Figure 10. Unstandardized regression coefficients and 95% confidence intervals of
the factors associated with strategic HR maturity

The summary statistics indicate good explanatory power: the included
factors explain about 62.6% of the variance in strategic maturity (R* = 0.626), the
adjusted R? of 0.582 remains relatively high after accounting for the number of
predictors, and the model as a whole is statistically significant (F = 16.43; p <
0.0001). The factor “frequency of application of modern HR practices” stands out
most strongly (B = 0.624; p < 0.001): a one-point increase on the frequency scale is
associated with an average increase of about 0.62 points in strategic maturity on the
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1-5 scale, other things being equal. The results of the estimation provide grounds for
concluding that the actual and regular application of practices is more closely
associated with the strategic role of the function than the mere formal existence of
procedures. The second statistically significant factor is management support (B =
0.353; p = 0.009), which is logical, since management determines priorities,
resources, and the extent to which the function is involved in management decisions.
Labor market pressure (B = 0.158; p = 0.060) is close to the conventional threshold
of significance, and its direction suggests that stronger competition for talent may
create conditions for a more strategic approach to HRM. The remaining variables -
formalization, size, ownership, technological pressure, capacity for change, and
hierarchical level - show no independent significant effect when controlling for the
other factors; part of their influence is probably “absorbed” by the stronger predictors
or operates indirectly.

On the basis of the results of the study, the conclusion is drawn that the
regular application of HR practices and management support are the factors most
consistently associated with strategic maturity, whereas size, ownership,
formalization, and external pressure play a contextual or mediated role.

The sixth section discusses the hypotheses of the study. The results of
the hypothesis tests are synthesized in Table 13.

Table 13. Results of hypothesis testing

Hypothesis Empirical results Interpretation Status
Among enterprises with an HR
strategy, 89% define the function | The relationship s
as an active participant or leader in | convincing at  the
H1. Formalized | strategic planning; higher | bivariate level; in the
HR practices are | standardization is associated with | multivariate model, the .

. . . . Partially
associated with | a strategic role; r = 0.65 between | strategic ~ value  of supported
higher strategic | formalization and frequency; in the | formalization manifests
maturity regression, formalization is not | itself  through  the

independently significant (p = | regular application of
0.825), while frequency is the | practices
strongest factor (B = 0.624)
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associated with
the development

smallest do not (p < 0.001); the
distribution of the strategic role by

institutionalization and
professionalization but

Hypothesis Empirical results Interpretation Status
Al enterprises with more than
H2  Size s 1,000 employees have a dedicated . )
HR structure, while 29.4% of the | Size facilitates

and with the role
of HR

more often; r = 0.50 and 0.40 with
internal constraints; labor market

resources, and
management support

of . the HR size is significant (p = 0.0001) but | does not guarantee Partially
function, but not . . | supported
) non-linear (70.6% among small, | strategic influence; its
unambiguously o .
. .| 49.1% among large organizations); | role is secondary and
with  strategic | . . X )
maturi in the regression, In(employees) is | mediated
y non-significant (p = 0.109)
Highest means of the external
factors index (3.79); competition
H3. External '
4.07 and technology 3.94; under | External pressure acts
factors are -
) . strong external pressure, specific | as a catalyst, but the
associated with ) .
. transformations and higher outcome depends on
strategic ) . Supported
. management support are reported | internal capacity,
transformation

pressure is borderline in the
regression (p = 0.060)

Source: Author’s systematization.

On the basis of the results of the study, it is concluded that Hypothesis 1 is
partially supported: formalized practices are associated with strategic maturity, but
in the regression model the frequency of their actual application is the stronger factor.
Hypothesis 2 is also partially supported: size is associated with the
institutionalization of the function but not unambiguously with its strategic role; the
seemingly counterintuitive result for small organizations is explained by the overlap
of the HR function with the owner or senior management, whereby decisions about
people are directly integrated into strategic decisions, albeit in an informal manner.
Hypothesis 3 is supported: external pressure creates conditions for transformational
HRM but is not sufficient on its own without internal capacity and management
support; a subgroup of organizations facing considerable external pressure but with
limited internal capacity for change also stands out.

48



The seventh section presents the final synthesis of the empirical study.
The conclusion is drawn that the industrial sector already has real prerequisites for
strategic human resource management, but that development is uneven. The most
important empirical finding is that the regular application of modern HR practices is
more closely associated with strategic maturity than formalization per se: the
existence of policies, procedures, or a strategy is not sufficient unless they are turned
into a sustained management cycle - performance appraisals, feedback, training
needs analysis, talent reviews, development plans, and the measurement of resullts.
The second main factor is top management support, which provides legitimacy,
resources, and access to the management process; it is here that the practical
difference between “having an HR department” and “having a strategic HR function”
becomes apparent. Size matters mainly for institutionalization, and the industrial
sector exhibits different subsector profiles, which rules out a universal package of
measures.

The dissertation upholds the view that the main contribution of the empirical
chapter lies in demonstrating the difference between formalization,
institutionalization, and strategic maturity. Formalization is necessary but not
sufficient; size facilitates professionalization but does not guarantee strategic
influence; external pressure triggers the need for change, but the outcome depends
on internal capabilities. Strategic maturity is formed where practices are applied
regularly, management provides legitimacy, and the HR function has the capacity
and trust to participate in transformation. Given the cross-sectional design, the self-
reported indicators, and the non-probability sample, the conclusions are regarded as
statistical relationships and interpretive generalizations; the reliability, one-
dimensionality, and robustness checks applied enhance their analytical credibility
and make them a suitable basis for formulating practical guidelines.

CHARTER FOUR. ANALYSIS OF THE SURVEY RESULTS, CONCLUSIONS,
AND PROPOSALS FOR OVERCOMING THE IDENTIFIED PROBLEMS

In the fourth chapter, the empirically established relationships are
translated into specific management proposals and into an integrated author's model
of strategic human resource management in industrial enterprises. The emphasis is
placed on two interrelated mechanisms: turning HR policies into repeatable
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management cycles with designated owners, deadlines, data, and performance
criteria, and strengthening the managerial mandate of the HR function through early
involvement in strategic decisions, adequate resourcing, and accountability to top
management. It is clarified that all numerical targets and thresholds not explicitly
presented as results from Chapter Three are preliminary management benchmarks
proposed by the author, which should be calibrated to the baseline level, subsector,
technology, labor market, and financial capacity of the specific enterprise.

The first section develops an integrated human resource management
strategy that starts from the established gap between value alignment (92.6% high
ratings) and the vertical cascading of goals (50.8%). The view is defended that
organizations have a strongly declared value base, but that the mechanism for
translating business priorities into HR decisions is developed to varying degrees.
The integrated strategy links these two layers through a consistent line running from
corporate goal to organizational capability, from capability to critical positions and
competencies, from competencies to HR programs, and from programs to
measurable results. A strategic cycle with three interrelated horizons is proposed: a
three-year horizon defining the required organizational capabilities, expected
technological change, and the target structure of the workforce; an annual horizon
translating these directions into a plan for headcount, skills, labor costs, recruitment,
development, and succession; and a quarterly horizon tracking implementation,
deviations, and adjustments. The author’s view is that such an architecture creates
regularity that responds directly to the strongest regression factor - the frequency of
application of practices.

The elements of the integrated strategy are specified: a business capability
map, through which the leadership team identifies the capabilities required to
implement the production strategy over the next three years and, for each capability,
establishes the critical positions, workforce coverage, expected demand, and time
needed to build competence; segmentation of the workforce by strategic criticality
according to four criteria - impact on the core process, scarcity of the competency in
the labor market, time to reach independent productivity, and consequences of a
vacancy; and integration of human capital indicators into corporate performance
management through a limited number of indicators clearly linked to strategy -
coverage of critical positions, voluntary turnover among key specialists, time to
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productivity, share of positions with a ready successor, engagement, internal
mobility, safety, and implementation of the development plan.

To institutionalize the involvement of the HR function in strategic decisions,
the establishment of a Human Capital Council is proposed, chaired by the chief
executive officer and including the directors of production, finance, technology,
quality, and human resources. The Council meets quarterly and reviews a standard
set of issues: performance against strategic indicators, critical workforce risks,
progress on competencies, leadership succession, engagement results, and the
portfolio of organizational changes. Decisions are recorded in a register with an
owner and a deadline, and implementation is reported at the next meeting. It is noted
that in enterprises with up to 100 employees, the same function is performed through
a short monthly management review between the managing director, the finance
officer, and the person coordinating people matters and employment relations. This
mechanism responds directly to the second consistent regression factor -
management support (B = 0.353) - and to the descriptive finding that 37.7% of
respondents perceive the function as being informed about strategic decisions only
after the fact.

Particular attention is paid to attracting and retaining staff. The strong
correlation between staff shortages and skills mismatch (p = 0.74) supports the
author's proposal that attraction and retention be planned jointly with skills
development through a sequence of forecasting by position, production line, and
shift; partnership with the education system; structured selection; integration; an in-
house academy; a career path; and succession. Differences in subsector focus are
delineated: electronics enterprises direct their efforts toward retaining engineers,
technicians, and R&D specialists through competitive compensation, a visible
professional path, and the quality of line management, whereas mechanical
engineering builds a talent pipeline through vocational high schools, dual training,
and expert succession. Employer positioning is formulated as a verifiable promise to
specific candidate groups - production specialists, engineering and R&D roles, and
managerial staff.

The improvement of recruitment and onboarding processes is considered
as the transformation of a staffing need into a verifiable sequence of decisions:
verification of the organizational need; a professional profile with three to five key
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results for the first year; a process differentiated by job family; a structured interview
with standard questions and a rating scale; a decision based on predetermined
weighting of criteria; and an integration plan for the first ninety days. It is emphasized
that the correlation of r = 0.65 between formalization and frequency shows that a
clear process supports regular execution, while quality arises through consistent
application in every hire.

The second section focuses on enhancing employee engagement and
motivation. The position is expressed that engagement and motivation should be
regarded as a management outcome of the quality of work, leadership, fairness,
development, and participation, rather than as a stand-alone communication
campaign. The empirical data provide a suitable basis for such a reading -
employees accept change when it is well communicated (3.97), and management
support reaches 3.84, but resource capacity (3.66) and trust in the function to lead
transformations (3.48) lag behind. A model is proposed that combines measurement,
management dialogue, action, and accountability: an annual comprehensive survey
of engagement drivers; a short quarterly pulse measurement of three to five
variables; a team conversation that translates the results into two concrete
measures; and a subsequent measurement that checks the perceived change. The
HR unit develops the methodology and conducts the analysis, the line manager is
responsible for the conversation and the actions, and top management removes
systemic obstacles.

The motivation strategy links material compensation to professional
meaning, autonomy, recognition, development, and fair leadership. In this regard,
the need for a transparent link between organizational goals, team contribution, and
individual expectations is argued, through an annual meeting translating corporate
priorities into specific contributions, followed by quarterly reviews, monthly check-ins
on progress and obstacles, and a more in-depth quarterly conversation on results,
behavior, competencies, and development. The conclusion is drawn that cascading
responds directly to the established share of only 50.8% high ratings for the
systematic derivation of HR goals from strategy, while the regularity of conversations
reflects the empirically established relationship between the frequency of practices
and strategic maturity. Initiatives to improve the work environment are differentiated
according to subsector profiles - ergonomics, safety, and qualification in mechanical
engineering, where health risks receive a higher rating (2.67 vs. 1.91); workload,
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leadership climate, analytical tracking, and retention in electronics. Proposals
include joint workplace walk-throughs by a safety specialist, a process engineer, a
manager, and employee representatives; short safety briefings at the start of each
shift; analysis of near-miss events; and ergonomic improvements linked to
productivity and retention.

The third section develops the system for training and skills development.
Itis pointed out that 56.6% of respondents include training among their three leading
investment priorities, while leadership and management development reaches
67.2%, and in mechanical engineering training is selected by 93.3%. The proposed
model starts from a common competency framework - technical, digital, managerial,
and behavioral - presented through observable behaviors at four levels: basic
performance under supervision, independent performance, solving complex
problems, and the ability to train others. The competency matrix is maintained at
team and production-line level and shows shift coverage, the concentration of
knowledge in individual specialists, and opportunities for interchangeability. Training
programs are structured as academies by professional field - a technical academy
for operators, technicians, mechanics, and automation and quality specialists; a
digital skills academy at basic, specialized, and managerial levels in response to
technological change, rated at 3.94; and a leadership development program
covering the transition from specialist to manager, performance management,
people development, safety, and change management. The view is upheld that
employee involvement turns training from a service provided into the joint building of
capability - through team-based analysis of learning needs, self-assessment
compared with the manager's assessment, and working groups by job family in
which experienced specialists describe critical steps, typical errors, and safe
solutions.

The fourth section examines the management of change and innovation,
which is grounded in the tension between strong external pressure (index 3.79) and
more moderately developed internal capacity (3.71). The correlation results specify
the mechanism: economic uncertainty is associated with resource constraints (r =
0.50), technological change with internal difficulties (r = 0.40), limited resources with
analytical deficits and fragmented systems (p = 0.68-0.69), and resistance to change
shows a weak inverse relationship with organizational capacity (p = -0.20). The
author's model treats change as a portfolio of interrelated initiatives, each with a

53



business objective, a sponsor, an owner, affected groups, resources,
implementation indicators, and an outcome criterion; the portfolio is reviewed
quarterly by the Human Capital Council and compared against operational capacity.

The introduction of new technologies and processes is described as a
sequence in which the organization formulates the process problem, takes inventory
of HR processes, builds a single HR register with common definitions and data
quality rules, coordinates data governance through a committee involving HR, IT,
finance, and legal, and only then scales up digital solutions. The conclusion is drawn
that the almost equally high problem rating for fragmented systems in both
subsectors (4.36 and 4.33) rules out a universal technology package and points to
putting data and processes in order before digitalization. The development of a
flexible organizational structure is grounded in dynamic capabilities theory: a
decision map, process owners as a complementary axis to the functional structure,
cross-functional teams, internal mobility, and a combination of a stable core
(strategy, shared data, professional standards, regular cycles) and an adaptive
periphery (project teams, temporary roles, pilot implementations) are proposed.

The fifth section develops the integrated author's model of strategic
human resource management in industrial enterprises (Figure 11). The model
encompasses four management fields - an integrated human capital strategy,
engagement and motivation, training and development, and change and innovation
management - each linked to processes, organizational roles, metrics, and a time
horizon. The four fields are united by a common regular management cycle whose
institutional anchor is the Human Capital Council, and outcomes are tracked at
process, workforce, organizational, and business level as well as through repeated
measurement of strategic maturity.
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External pressure: competition (4.07), technology (3.94), Management support and HR mandate
labor market (3.86), economic uncertainty (3.79) (B = 0.353; p = 0.009) - Human Capital Council

I Integrated TIL Training and 1TV. Change and
human capital g;f:ﬁf:;:;:‘[ skills development innovation
strategy (academies, matrices) management

Regular management cycle: 3-year capability map — annual plan . quarterly review
Frequency of practices (B = 0.624; p < 0.001) - owner - data - deadline - indicator

Outcomes at process, workforce, Strategic H
organizational and business level e-measured at 6

Figure 11. Integrated author's model of strategic human resource management in
industrial enterprises

The model presents the link between each empirical result from Chapter
Three and a specific management mechanism: the frequency of practices receives
a management cycle, management support receives an institutional vehicle, skills
receive a professional architecture, engagement receives a process from
measurement to action, and change receives a portfolio, data, and a flexible
structure. The links in the diagram represent a theoretically and managerially
grounded construction by the author and are not to be interpreted as proven causal
mechanisms. The correspondence between the identified problems and the
proposals is systematized in Table 14.
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Table 14. Link between the results of the empirical study and the proposals in the

author’'s model

Empirical result Ll Proposal Indicator Timeframe
problem
N = 122: integration | The frequency of | Quarterly
) , o Frequency
3.76; readiness application lags | management index- share of
3.71; behind cycle with an o 12 months
o . decisions
standardization formalized owner, data, and imolemented
3.57; frequency 3.41 | practices accountability P
regenon | Cooncamry | Fevenero
N =120: B =0.624 g . > eary practices; rating
support are most | involvement of Every 3
and B =0.353; R2 = . of support;
consistently HR, and ) . months
0.626 i . . implementation
associated with | accountability of -
. of decisions
maturity managers
5 .Of 17 enterprises Internal Designated
with up to 100 . )
No separate coordinator and OWner;
employees (29.4%) | . . i 6-12
. internal HR external expert implementation
without an HR . months
capacity support undera | of core HR
department or
o common standard | cycles
position
Electronics (n = 39): | Retention, Targe.t e Voluntary
. . retention
69.2% retention compensation, turnover;
S measures, HR ) i 12 months
priority; higher and fragmented . internal fill rate;
analytical deficits data analytics, and data qualit
y data integration qualtty
Mechanical Shortage of Skills academies, | Coverage of
engineering (n = qualified staff educational critical skills; 12-24
15): shortage 4.60; | and succession | partnerships, and | time to months
training 93.3% risk succession plans | competence
Strategic role: Uneven Visible link Perceived role
78.6% senior; 41.9% . between strategy | by level;
i perception of the . 12 months
middle; 32.0% and everyday HR | regularity of
. role of HR , .
operational level practices practices
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Empirical result \dentified Proposal Indicator Timeframe
problem
Strong Integrated
p =0.74 between association framework for Shortage; skills
. . L 12-24
staff shortage and without a proven | recruitment, deficit; time to
L months
skills mismatch causal development, and | competence
mechanism career paths
State-owned and Insgf‘ﬂ.c lent . Pilot Baseline and
) . statistical basis | . . repeated
mixed-ownership implementation After 2
. for L measurements
enterprises: n =5 . and calibration cycles
recommendation . over at least two
each . before scaling up
s by ownership cycles

Source: Author’s own elaboration. Timeframes and target directions are preliminary
management benchmarks, not empirical results or regulatory standards.

The stages of implementation of the model are described, spanning twenty-
four months, with each stage having a readiness criterion (Table 15). Benefits
management is built into the portfolio from the outset: for each initiative, the baseline
value, target, data source, deadline, and owner are recorded, and benefits are
considered at three levels - process efficiency, workforce outcome, and business

outcome.

Table 15. Stages of implementation of the integrated author’'s model

Stage Period Main activities Readiness criterion
Mapping of decisions,
processes, systems,
compe tencies, gnd current Confirmed baseline and
. . initiatives; baseline .
1. Diagnosis Months 1-3 designated owner of
measurement of the frequency of
. core data
practices, management support,
workforce coverage, turnover,
and readiness for change
Definition of the target model,
rocess owners, governance Approved roles,
2. Design Months 4-6 P . 9 . ) resources, and
bodies (Human Capital Council), |. .
o indicators
indicators, and target values
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Stage Period Main activities Readiness criterion

Single HR register, quarterly
council, pilot digital workflows, Demonstrated execution
Months 7-12 | first cross-functional teams; pilot | of key scenarios and

in one production and one expert | user evaluation

unit

3. Pilot
implementation

Extension of the model to the
whole organization, development | Target coverage and
of analytics and internal mobility, | support in place

link to the budget

4. Scalingup | Months 13-18

Stabilization of practices,
assessment of business impact,
calibration of thresholds against
actual results

Sustained result over at
least two consecutive
quarters

5. Stabilization | Months 19-24

Source: Author’s own elaboration.

As an author’s proposal, the integrated model uses a composite indicator
for internal management and tracking over time that includes four equally weighted
areas, each with a maximum contribution of 25 points: strategic integration (an up-
to-date HR strategy, cascading of goals, HR involvement in decisions, coverage of
critical roles); regularity of practices (completed quarterly reviews, development
conversations, skills analyses, engagement measures); capabilities and
engagement (competency coverage, internal mobility, retention, work environment);
and change and digital maturity (data quality, use of target processes, readiness,
and realized benefits). It is clarified that this construct follows the empirical indices
and turns them into a management framework but is not an empirically validated
index from Chapter Three - the initial measurement establishes the baseline, and
the structure, weights, and target improvement are tested and calibrated after pilot
implementation. Organizational readiness is re-measuring every six months using
the same four dimensions employed in the empirical framework, so that the
enterprise can track progress against the baseline mean of 3.71. Impact evaluation
uses the phased rollout as an opportunity for a difference-in-differences comparison
between the pilot unit and a similar unit that adopts the model at a later stage, which
provides a basis for a subsequent longitudinal study.
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Mechanisms for the sustainability of the model are also proposed - a
system for prioritizing initiatives by strategic impact, urgency, workforce risk,
expected benefit, resource requirements, and readiness for implementation; a
resource framework that separates the current costs of HR service delivery from
investments in strategic capability; development of the capacity of the HR function
itself according to the profile of the strategic HR specialist (business understanding,
data analysis, process design, change management, advising managers,
professional ethics); a register of implementation risks; organizational justice as a
cross-cutting criterion in all decisions; and a three-tier communication rhythm -
monthly, quarterly, and annual. Particular attention is paid to the first hundred days,
during which the chief executive appoints a sponsor, approves the Human Capital
Council, selects a limited set of critical roles and processes, and the team measures
the baseline values and selects a pilot unit.

The conclusions of Chapter Four formulate the final analytical
conclusion, which links the four directions into a theoretically grounded management
framework: external pressure generates the need for change, while management
support provides the mandate and resources; the integrated strategy translates the
enterprise’s priorities into capabilities and critical roles; regular HR practices sustain
implementation; training, participation, and the work environment develop human
capability; technology provides data and speed; and a flexible structure mobilizes
competence around the strategic outcome. It is summarized that the integrated
author's model turns strategic human resource management into a system for
implementing industrial strategy, and that its value derives from the link between
each empirical result and a specific management mechanism. The overarching
practical thesis of the analysis holds that the maturity of strategic HRM develops
through the consistent implementation of mutually supportive practices: the industrial
enterprise attracts staff through a credible promise, retains them through fairness
and development, builds competence through work and training, manages change
through participation and data, and distributes knowledge through a flexible
structure, with management providing the mandate and resources and the HR
function providing the architecture, methodology, and analytical clarity.
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CONCLUSION

The conclusion summarizes the main findings of the research and analyses
in the dissertation. It sets out and highlights, in synthesized form, the generalizations
and results of the studies conducted on the theoretical foundations of strategic
human resource management, the identification of problems in the industrial sector,
the empirical measurement of strategic maturity, and the development of an
integrated author’'s model for enhancing it.

The study confirms that strategic human resource management in industry
is shaped through organizational architecture, regular practices, management
support, and adaptability. The results show that policies, procedures, and a
specialized unit create an institutional foundation, whereas strategic maturity
manifests itself through actual involvement in decisions and consistent
implementation; formalization, institutionalization, and maturity are therefore
distinguished as related but distinct levels. The data from 122 questionnaires show
both a foundation and room for improvement - strategic integration reaches 3.76,
organizational readiness for change is 3.71, standardization of practices is 3.57, and
their frequency of application is 3.41 - an ordering that reveals the core problem:
formulated rules and declared strategic orientation are ahead of a sustained rhythm
of implementation. The regression analysis on 120 validated observations identifies
the frequency of modern practices as the strongest factor of maturity (B = 0.624; p <
0.001) and management support as the second consistent factor (B = 0.353; p =
0.009), with the model explaining 62.6% of the variance.

It is emphasized that the hypotheses receive differentiated support:
formalization is associated with maturity at the bivariate level, but the frequency of
implementation is the stronger factor; size supports professionalization, while
strategic positioning depends on management mechanisms; and technology, the
labor market, competition, and economic uncertainty act as catalysts whose impact
is determined by resources, the leadership mandate, and internal capacity. The
subsector analysis outlines different risk profiles - retention and compensation in
electronics, and shortages of qualified staff and training in mechanical engineering -
which supports a systemic but contextually adapted response.

Directions for future research are also formulated: panel tracking after
twelve and twenty-four months to establish the sequence and sustainability of
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change; a stratified sample with more state-owned, mixed-ownership, and medium-
sized enterprises; coverage of more subsectors and regions; multi-source data
combined with objective indicators of turnover, safety, productivity, and training;
practical testing of the integrated author's model through baseline and follow-up
measurements and difference-in-differences analysis; examination of the mediating
role of management support between formalization and implementation; and the
implications of artificial intelligence, the green transformation, intergenerational
knowledge transfer, and psychosocial risks.

The practical significance of the proposed model is emphasized: the
frequency of practices receives a calendar and accountability, management support
receives an institutional vehicle, and the workforce deficit is linked to competency-
based planning. The framework is a verifiable program of action in which each
proposal is tied to a baseline value, an owner, a frequency, and an evaluation
criterion. Its phased implementation allows organizations to preserve operational
reliability while developing analytical capacity, leadership consistency, and the
capacity for renewal. In this way, human capital is established as a dynamic
capability that brings together technological progress, organizational learning, and
the long-term competitiveness of the industrial enterprise.
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lll. STATEMENT OF THE CONTRIBUTIONS OF THE DISSERTATION

The following scientific and applied scientific contributions can be derived
from the dissertation:

Scientific contributions

1. On the basis of the systematization and critical synthesis of existing scientific
concepts, models, and approaches to strategic human resource
management, a theoretical and methodological framework has been
derived that distinguishes three levels of development of the HR function -
formalization, institutionalization, and strategic maturity - and its
applicability to the specific features of the industrial sector has been
substantiated.

2. The interrelated problem areas facing strategic human resource management
in industrial organizations - workforce, technological, organizational-
cultural, and environmental - have been identified and systematized, the
objective and subjective constraints on addressing them have been
distinguished, and the prerequisites for an adequate analysis have been
derived.

3. The concept of “strategic maturity of the HR function” has been operationalized
through a six-component composite index, and an instrument has been
developed and empirically validated (composite indices of formalization,
frequency of practices, external pressure, and readiness for change with
demonstrated reliability and one-dimensionality) for measuring the factors
associated with strategic maturity in an industrial setting.

4. It has been established empirically that the regular application of modern HR
practices and top management support are the factors most consistently
associated with strategic maturity, whereas the formalization, size, and
ownership of the organization play a predominantly contextual or mediated
role, thereby enriching scientific knowledge of the transition from an
institutionalized to a strategic HR function.
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Applied scientific contributions

5. Statistically significant differences have been established in the profiles of
priorities, challenges, and the perceived role of the HR function by
organization size, management level, industrial subsector, and type of
ownership, providing grounds for a contextually differentiated approach to
strategic human resource management in Bulgarian industrial enterprises.

6. An integrated author's model of strategic human resource management in
industrial enterprises has been developed, which translates the empirically
established relationships into four management fields (integrated human
capital strategy, engagement and motivation, training and development,
change and innovation management), united by a regular management
cycle, an institutional vehicle for management support (Human Capital
Council), stages of implementation, roles, indicators, and a mechanism for
repeated measurement and impact evaluation.

7. Specific practical proposals for overcoming the identified problems have been
derived - joint planning of attraction, retention, and skills development;
structured selection and ninety-day onboarding; an engagement model
“from measurement to action”; academies by professional field; a single HR
register; and portfolio-based change management - adapted to the
subsector differences between electronics and mechanical engineering.
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