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1. Buocpaguunu oannu 3a 0okmopanma

bunsna benoeBa-JloliHOBCKa 3aBbpIiBa AHTJIHIICKa €3ukoBa rumHas3us ,,CBera Codus® B
Codus. Bucmiero cum oOpa3oBaHme ToidydaBa B YHHBEPCHUTETa 3a HAIMOHAIHO W CBETOBHO
CTOmaHCTBO, Kbaero mpe3 2011 r. mpumobmBa OKC ,,0akanmaBbp™ MO CIEUAIHOCT ,,bu3HEC
agmuauctparusa“, a mpe3 2013 r. — OKC ,maructep® mo coemuaiHocT ,,MexaTyHapoaH!
nkoHoMu4ecku otHomieHus . [Ipe3 2017 r. 3aBbpIIBa BTOpa MarucThbpcKa CTEHEH MO CHEIHATHOCT
,BbTpemen onut* B Cronmancka akagemus ,,/1. A. Llenos* — Cumos. [Ipe3 2022 r. € npuera Kato
JIOKTOPAHT B peoBHA popMa Ha 00yUEHHE MO TOKTOPCKa mporpama ,, IKoHOMHKa 1 yIpaBiIcHUE
/muapycTpus/“, B mpodecruoHamHO HampaBieHue 3.7. AIMHHHUCTpaLusi M yIpaBleHUE KbM
Karenpa ,,busHec MEHUDKMBHT U MapkeTuHT* Ha Ctonanckus ¢gakynret Ha FO3Y , H. Puncku® —
bnaroesrpan. 3auucnena e cbe 3anoea Ne63 ot 25.01.2022 r. u e oT4HCIIEHA ¢ TPaBO Ha 3alUTa
chrimacHo 3amoBen Ne3047 ot 23.12.2025 r. W3scnemoBaTelcKHTe M WHTEpPECH OOXBaImaT
OpraHu3alMOHHATa T'HBKABOCT, PA3BUTHETO HA JIMJASPCKHUS KamanuTeT W TpaHchopmarusaTa Ha
YMEHUSATA B epaTa Ha M3KYCTBEHHS WHTEJICKT. /[MCepTallMOHHMSIT M TPYJ ChueTaBa akaJeMHYHOTO
M3CJIC/IBAHE C HAJ| JICCETTOAMIICH MTPAKTUYECKHA OMTUT B MEXKTYHAPOIHA KOMITaHUH.

JloxTopanTkaTta uMma Hax 11 TOOUHU MEXTYHAPOJIEH ONMHT B YIPABICHUETO HA YOBCIIKUTE



pecypcu ¥ pa3BUTHETO Ha TajdaHTH. PaboTuiia e BbB BOJICIIN KOMITAHUH OT CEKTOPH KaTo (PMHAHCOBU
TEXHOJIOTHH, TIOJyIPOBOJHUKOBA HWHIYCTpUS, WH(POPMALMOHHU TEXHOJOTMH M (apMaleBTHKA.
[TpodecnoHamHuAT ¥ THT CclelBa €CTECTBEHO pa3BuTHe OT omnepatuBHH HR mpomecn keMm
CTpaTErnyecKo NapTHLOPCTBO C BUCIINS MEHUDKMBHT. [Ipe3 Te3u rouHu Ts nocie10BaTesIHo padoTu
B Oberthur Fiduciaire SAS (2015-2016 r.), B IBM (2016-2019), B Angelini Pharma (2019-2020), B
Zentiva (2020-2021) u rnoOanHus €KUIT 32 YIIpaBJIeHUE U pa3BUTHE Ha TamaHTH Ha Melexis (2021-
2026). Cpen Hail-3HauMMHTE ¥ TIOCTHKeHHsI B Melexis e ch3gaBanero Ha Jlumepckara akajgemus Ha
KOMITaHUSATA — Iporpama ¢ OKyC BbpXY MU3TpakJIaHETO Ha KYJITypa Ha BUCOKHU MOCTHKEHH. Y4acTBa
B MamaOeH MpoeKT 3a BHenpsiBaHe u uHTerpupane Ha HRIS cucremara Oracle, koiiTo qurnranusupa
kmoyoBd HR mporecu u ch3maBa elnHHAa OCHOBA 3a YIIPaBJICHNE HA JAHHUTE 32 XOpaTa B riio0aneH
mamiab. Ot rouu 2026 r. e Senior Talent Development Partner B myPOS — mexmyHapoana ¢puHTEX
KOMIIaHUs, ONepHpalmia Ha €BpONeWCKuTe mnasapu. Bonemata ¥ WHHIMATHBA € CH3/IaBAaHETO U
Manabupanero Ha myPOS Al Academy — nmporpama ¢ poJsieBo-OpUeHTHUPAaHN O0YYUTEITHH ITTEKHU 32
M3rpaKAaHe Ha JUTUTAIHA TPAMOTHOCT B 00J1acTTa Ha U3KYCTBEHUS MHTEIIEKT.

IIpe3 2024 r. bunsana benoesa-/{ofiHoBcka € HomuHMpaHa B kiacauusara TOII 100 HR
npodecnonanuctu Ha Hattmonanuure HR narpanu. Ts e akTuBeH wieH Ha bbirapckara aconuanus 3a
ynpasnenue Ha xopa (BAVYX). [lpurexaBa ceprtudukata B o0jgacTra Ha I'bBKAaBOTO JIUACPCTBO,
peliaBaHeTo Ha MpoOJIeMH U B3E€MAHETO Ha pELIEeHUs, Bb3JEHCTBAaIllaTa KOMYHUKALUS H
MHOTo00Opazuero u mpuodbmasaneto ot University of Colorado, University of California, Irvine,
Macquarie University u IBM. Brnaxee oTiauYHO aHTIMICKH €3WK M WMa HAa4YaJIHW TO3HAHUS TI0
(bpeHcku 1 pycku e3uk. OTIIngaBa ce ChC CTPATErHUECKO MHUCIIEHE, CITIOCOOHOCT J1a MpeBphIa OU3HecC
[EeNUTe B MPAKTUYECKH MPOTpaMU 3a pa3BUTHE HAa XOopaTa M yMeHHe Ja paboTu epeKTHBHO B
MYJTHKYJITypHa cpena.

2. Oowa xapaxmepucmuka Ha NPeOCMABGEHUA OUCEPMAUUOHEH MPYO

CtpykTypaTa Ha OUCEPTAlMOHHHS TPYJ KaTo ISUIO € JIOTMYHO u3rpajaeHa. Toil e
CTPYKTypUpaH U OallaHCHUpaH MpPaBHJIHO, KaTO BKJIOYBA YBOJ, W3JIO)KEHHWE B YETHUPH TIJIaBH,
3aKJIl0YeHne W rnpuioxkeHus. OOmmsaT obem Ha Hay4yHara paspaboTka e 221 craHgapTHH
CTpaHHIM, OT KouTo 210 cTpanuiy ocHOBEH TeKCT. OCHOBHHSAT TEKCT ChAbpKa 14 Tabnuim u 8
¢urypu. KM nucepranmoHHus Tpyn uma 1 MpHIIoKeHHE, ChABPKAIIO MHCTPYMEHTApUyMa Ha
EMIIMPUYHOTO u3caenBaHe. M3nom3Banu ca 105 nuTepaTypHM HM3TOYHHMKA, OT KOMTO 44 Ha
kupuinna ¥ 61 Ha natuHuna. Te moka3Bar AocTaThyeH 00XBaT Ha JUTEPATyPHOTO MPOYUYBAHE B
npeaMeTHaTa o0NacT Ha JucepTauusaTa. BCHUKM M3TOYHMIM Ca W3IMOJI3BAHU JTOOPOCHBECTHO H
KOPEKTHO B Ipolieca Ha JUCEPTAMOHHOTO HU3CIIeABaHE.

E3ukbT W CTUIBT Ha TEKCTa ca MPENH3HHM M Ca PEJICBAaHTHH Ha U3CJe/IBaHATa
npobnematuka. Jlucepranuara € MHOro no0pe odopMeHa W TOoJApeAcHa, BKI. TaOIHIUTE M
¢durypure.

[IpencraBenaTa 3a peleH3Usl AOKTOpCKa AMCEpTalUs TMPEACTaBIsiBa 3a1bJI00YEHO U
KOMIUIEKCHO Hay4YHO M3CJIE[IBAHE HAa CTPATETMYECKOTO YINPABICHHE HAa YOBEUIKUTE PECYpCU B
OpraHMU3alMUTe OT MHIYCTPUATHHS CEKTOP, KaTO ca pa3rpaHUueHU TPU PaBHUILA HA Pa3BUTHE HA
GyHKIUATA IO YOBEWIKH pecypc — (opManu3alvs, WHCTUTYIIMOHATU3AIMSI U CTpaTernuecka
3psanocT. B chabpikaTeneH IUIaH JOKTOPAHTHT € HM3BEN CTPYKTYPUPAHO KOHKPETHHU IOBOIM,
000CHOBaBal YOCAUTETHO AKTYAJHOCTTAa M 3HAYMMOCTTA Ha TeMaTa Ha JHCEpTaIHsTa.
3aIbDKUTETHUTE aTpuOyTH Ha JUCEpTAllMOHEH TpyA — OOEKT, IpeaMeT, HaydyHa Te3a,
M3CJIeI0BATENICKA eI ¥ 3a/1a4M Ha TUCEPTALlMOHHUS TPY I, U3CIEI0BATEICKH BBIIPOCH U paOOTHH
XUIOTE3U ca Mpeuu3Ho AeduHUpaHu, OOBbpP3aHW MW HACOUYEHU KbM OINEpalMOHAU3UpaHe U
M3MEpBaHe Ha cTpareruyeckara 3psulocT Ha (YHKIHUATA [0 YOBEUIKH PECYPCH Upe3 HANCHKITHH



CbCTaBHM TOKa3aTeNIM 3a MHTErpauus, popmannsanus, 4ecToTa Ha IMpUjlaraHe Ha MpPaKTHKUTE,
BBHILIEH HATUCK M TOTOBHOCT 33 IPOMSIHA.

KopekTHo ca mocoueHu U3MONI3BaHUTE METOAU U OTpaHUYEHHUATa Ha u3cieaBaHero. [lo
TO3W HaYMH € OYepTaHa paMKara Ha paszpaboTkara. Ts ce xapakTepusupa C HU3Ibp)KaHa
CTPYKTypa Ha OT/IEJTHUTE YaCTH Ha U3JI0KEHUETO U ¢ sicHa Jjorudecka 00Bbp3anocT. [locTpoiikara
€ MOJYMHEHA Ha IeNUTe Ha u3ciensaHeTo. OOEKThT U NPEAMETHT HA JTUCEPTALIMOHHUS TPY] ca
SCHO M KOpeKTHO aepuHupanu. OO0eKTbT Ha H3cJeIBaHe O00XBalla OPraHU3AIMUTE OT
MHAYCTPUAIIHUS CEKTOp, pasMJIekKIaHH KaTo CHCTEMH, B KOHTO XOpaTa, TEXHOJOTHHTE,
MPOM3BOJICTBEHUTE TPOIECH M YMPABJICHCKUTE perieHus QgopMupar o00Ima CrHocoOHOCT 3a
cb3aBaHe Ha cToiHOCT. IIpeaMeTHT Ha M3c/jeABaHeTO oOXBala MPoOIEeMUTE, TPAKTUKUTE U
(bakTopute, CBbp3aHH ChC CTpaTeruuecKaTa 3psuloCT Ha YIIPABJICHUETO Ha YOBEIIKUTE PECYpCH B
MHAYCTPUATHUTE OPraHMU3aLMH, BKIIOUUTEIHO (hopMain3anusaTa U 4YecToTara Ha MpHiiaraHe Ha
KaJIpOBUTE MPAKTUKH, YIpaBICHCKaTa MOJKpena, OpraHu3aliOHHATa TOTOBHOCT 3a MpPOMSHA,
BJIIMSIHMETO HA BBHIIHATA CPEAa U PA3IUYMATA CIIOPE] pa3Mep, BUA COOCTBEHOCT, MOJICEKTOP U
YIPaBIEHCKO paBHUIIIE.

B ta3u Bpb3Ka npaBuiiHO € (popMyupaHa HeJaTa Ha U3CJAeABAHETO - € J]a Ce U3cieBaT
npobieMuTe U GaKkTOpUTE, ONMPEILIISIIN CTPATErNUYECKOTO yIpaBIeHHE Ha YOBEIIKUTE PECYPCH B
MHYCTPUATHUTE OPraHU3aIliH, U Bb3 OCHOBA HA TECOPETUYHUTE U EMIUPUUYHUTE PE3YITATH /1A Ce
pa3paboTH HMHTETpUpaHa yIpaBJICHCKa pamMka (aBTOPCKM MOJEN) 3a IIOBUIIABaHE Ha
CTpaTeruyeckaTa 3psulocT Ha (pyHKIUATa MO 4oBeUIKH pecypcu. @opmynupanu ca 6 0CHOBHH
U3CJ1e10BaTeJICKM 3aJa4d, KOWTO ca MPaBUIHO OINpeAeNieHH, KAaTo TAXHOTO pellaBaHe Ou
MO3BOJIMJIO PEaTM3UPAHETO HA MTOCTAaBEHATa I1edl.

MetonosnoruaiTa Ha Wu3CJeABAHETO CjelBa KOMOMHHMpaH TOJIXOJ, B KOWTO
KOJIMYECTBEHOTO U3CIJIEJIBAHE OCUTYPSBA U3MEPUMOCT U CPABHUMOCT, 3 KAUECTBEHUTE €JIEMEHTH
MOJANoMaraT ChbAbpPKATETHOTO THJIKYBaHE HAa OpPTaHU3AllMOHHUS KOHTEKCT. TeopeTHyHaTa 4act
U3II0JI3BA aHAIN3, CUHTE3, CPAaBHEHHE M KPUTHYHO 0000IIaBaHe Ha KOHIICMIIUU 33 PECYPCHO
0a3upaHo yrpaBjieHHE, CTPATErHUeCKO ChITIacyBaHe, BUCOKOC(PEKTUBHU CUCTEMU OT MPAKTHUKH,
MOTHUBAIMS, OPTaHU3AIOHHA KYJITypa, TMHAMUYHHI CIIOCOOHOCTH M yTpaBlieHHE Ha MPOMSHATA.
EmnupuynaTa yact e u3rpajieHa KaTo HalpevyHo U3clie[BaHe Ype3 CTPYKTypUpaHa OHJIaiH aHKeTa.
[IbpBOHaYaIHUAT MacuB BKIIOYBa 122 mombiBaHMA, a Cilel KOHTPOJI Ha ChAbp)KaTeaHaTa
BaJIMIHOCT aHAIMTUYHATA M3BaJIKa 33 KOPEJIAMOHHUTE U PErpecCuOHHUTE Mojienu oOxBama 120
pecrionieHTH. [TonObopBT € 1eneBu U yJo0eH, KOeTO ChOTBETCTBA HA JOCTHIIA 0 YYAaCTHUIH B
OpraHM3alliOHHa Cpe/la U ONpeesis TpaHuLUTe Ha 00001eHneTo. M3non3BanusaT MeToAuYecKH
HHCTPYMEHTAPUYM € aJIeKBaTeH Ha MpoOieMaTHKaTa U OCUTYpsiBa TEOPETUYHA U EMIIMpUYHA
000OCHOBAaHOCT Ha HM3CJEJBAHETO, KaKTO U BB3MOXKHOCT 3a (popMmyiHpaHe Ha apryMeHTHpaHU
M3BOJIM M TIPENOPBHKH 32 pa3pad0TBAHETO HA MHTETPUPAHU CTPATEIMHU 32 YOBEIIKH PECYpPCH, KOUTO
Oanancupat e(h)eKTUBHOCTTA U PAaBEHCTBOTO.

C oryeq Ha MOCTAaBEHUTE 337aYd HA IPOYYBAHETO Ca M3MOJ3BAHM HOJAXOAALIN U
JOCTaThbUHU TO 00eM M OO0XBaT M3TOYHUIM HA NMPOY4YBaHeTO. J[OKTOPAHTHT € MPOYyUYMUI U
CHCTEMaTU3HpaJl TOJSIMO KOTMUECTBO nHpopManus. M3non3BanaTa aureparypa € JocTaTbyHa Mo
o0eM M 00XBat, pelieBaHTHA IO ChAbPKAHUE M HACOUYEHA KBbM H3CIEABAHMS HayyeH MpoOJIeM.
JluteparypHuTe W3TOYHHUIM Ca LUTUPAaHU B CHOTBETCTBHE C YCTAaHOBEHHUTE CTaHAAPTH.
W3non3Banu ca W pe3ynraTd OT MPOBEAEHO OT aBTOpa EMIIMPUYHO MpoyuyBaHe. borartara
JauTeparypa M apyra MHGopManus e mpeanoctaBka U 0asa 3a 3aa1b1004€HOTO pa3paboTBaHe Ha
MTOCTABEHMSI U3CIIEJOBATEIICKU TPOOIIEM.



CunTaM, 4e CTPYKTypaTa Ha JAUCEPTALMOHHHMSI TPYA € H3rpajeHa B JIOTMYeCKa
NMOCJEeJ0BATEJHOCT OT TeOpeTHYEeH AaHAJIU3, MeTOJ0JOrHYHa O000CHOBKA, eMIHPHYHO
usciaenBaHe. Tasu Moc/jeI0BATETHOCT MO3BOJISIBA H3CJIEI0BATEJCKUAT MpoldaeM ga Objae
pasrielaH KaKTO B KOHUIENTyajleH, Taka W B MNPHJIOKeH acnekT. C mocodeHHTe
XapaKTePUCTHKH [MCEPTAIMOHHHMSAT TPYA € edHa 3aBbpllieHa Hay4YHa pa3padoTka,
00XBalIAIA B KOMILJIEKC TEOPETHYHUTE, METOAMYECKUTE U HAYYHO-NPUJIOKHUTE BHIPOCH
HA NMPOBEIEHOTO OT JOKTOPAHTA U3CJIeIBaHE.

3. Ouyenka Ha cvOBPHCAHUECMO U OCHOGHUME Pe3)IMamu Ha OUCepmMayuoOHHUA mpyo

Karo 1pu10 aucepTaMOHHUAT TpPyX C€ OTJIMYaBa C MPEHHU3HOCT, JIOTHYecKa
MOCJIEI0BATEIHOCT, 33bJIOOYEHOCT HA U3CIIEABAHETO U CTPEMEXK J1a Ce pa3riiexaar npooieMure
B KOMILJIEKC, B TAIXHATA B3aMMHA BPb3Ka U 3aBUCUMOCT.

B yBona e 060cHOBaHa aKTyaJIHOCTTa M 3HAYMMOCTTAa Ha M3CJIe[[BaHaTa MpoOIeMaTuKa,
KaTo akKLEHTHT CE IMOCTaBs BBPXY Pa3MHHABAHETO MEXAY (OPMATHOTO HAJIM4YHE HA KaJApPOBH
MOJINTUKUA B WHIYCTPUAIHUTE MPEANPHUATHS U TAXHOTO YCTOWYMBO NMPUIIOKEHUE KAaTO 4acT OT
CTPaTEerMYecKOTO YyIpasieHHe. KaTo chabpkaHHEe W OCHOBHHM €JIEMEHTH YBOABT O0XBaIla
He0oOX0MMOTO 32 Ta3u YacT Ha TUCEPTALUOHEH TPY/I.

B nbpBa riaBa Ha JUCEPTALIMOHHUS TPYI aKLEHTHT CE MOCTaBs BbPXY U3rPaXJaHETO Ha
TEOPETUKO-METOO0JIOTUYHATA PAMKa Ha CTPATErMYECKOTO YIIPaBJICHUE Ha YOBEIIKUTE PECYPCH U
HEIHOTO ChOTHACSHE KbM crieu(uKaTa Ha UHAYCTpUAIHUS ceKTop. [Ipenmer Ha u3cnenBaHe B
nupeus napazpag) ca TEOPETUUHUTE OCHOBU Ha CTpaTerHueckoTo ympasieHue. [lompoOHo ca
pasrienaHy ChUIHOCTTA U €TalUTe Ha Pa3BUTHE HA CTPATETMYECKOTO YIPABJICHUE HA YOBEIIKUTE
pecypcu. BBB 6mopusa noonapacpag) ce TpencTaBAT KOHLENIUUTE U IOAXOJUTE B
CTPATETHYECKOTO YIPABICHUE — PECYpPCHO Oa3HpaHHAT, KOMIETEHTHOCTHHST, CHUCTEMHUST,
CUTYallMOHHMST W WHTETPAllMOHHUAT NOAXOJ. PasrpaHuueHu ca TEXHUTE aKIEHTU BbBPXY
BBTPEIIHUTE WIA BBHIIHUTE (PAKTOPU NpH pa3padOTBAHETO HA CTPATETUs M cCa IOCOYCHH
CHelU(pUUHUTE UM MPUJIOKEHUS B MHIYCTPUANHUSA CeKTop. B mpemus napacpag axueHTwT €
MIOCTaBEH BBPXY crenupuKaTa Ha WHAYCTPHATHHUS cekTop. MneHTHdUUMpaHu ca OCHOBHUTE
Mpeln3BUKATEICTBA TPEJ CEeKTOpa — HEAOCTUI Ha yMeHHs, uudpoBa TpaHchopMaLus
(poOoTu3anusi, NaHHM, WHTEpHET Ha HeIaTa), 3acTapsBaimia padoTHA CHJA, TEKY4eCTBO U
aHTaXUPAHOCT, CTPOTH PEryialuyd U HE0OXOJUMOCT OT MOCTOSSHHU OPraHU3allMOHHU MPOMEHH.
Ouepranu ca Bb3MOXKHOCTHTE: IM(PPOBU3ALKS HA KaJPOBUTE POLIECH U U3IOJI3BaHE HA aHATIN3H,
MHOBaTHUBHU NpPOrpaMu 3a NpPUBIMYAHE M pa3BUTHE Ha TaJlaHTH, ,,TOTAIHU CHCTEMHU Ha
Bb3HArpaxkJaeHue, (oKyc BBpXYy OJaromnosydneTo U eproHOMHUsSTa, I'bBKAaBU CMEHH M IIO-
MHKITy3UBHA KyJITypa C ydacTMe Ha BCHUUKU B MopoOpenusita. B uemswvpmus napacpag ca
NPEJCTaBEHU MOJCINTE M TEOPHHMTE Ha YIpaBJICHHE Ha YOBeIHKHTe pecypcu. IlogpoOHo ca
pasriiejaHu TPUTE CTPATETUYECKH ,,ONITUKH * 32 MPOSKTHUPAaHE Ha CUCTEMUTE MO YOBEIIKU PECYPCH:
YHHUBEPCAJTUCTUYHATA, KOHTUHT€HTHATA U KOHPUrypaloHHara. B useooume om nwvpea 2nasa ca
KOHKPETHU3UPaHU OTPaHUYCHUSITA U PUCKOBETE, KOUTO TEOPETUUHUST aHATIN3 U3BEXKIa: JIUICa Ha
YHHUBEpCAJIeH ,,Hail-mo0bp* HAOOp OT MPAKTUKU; Bb3MOKHA OIOPOKpaTH3alMsS U MPUCTPACTHS B
non0opa; U3KpUBSIBAaHE HA MOTUBAIUATA MPU TPEKOMEPHU (PMHAHCOBH CTUMYIIN; TPYJHOCTHU MIPH
olLleHKaTa Ha edekTa oT oOyueHusTa, AePUUUT U 3acTapsBaHe Ha KaJIpuTe; ChIPOTHBA KbM
MPOMSIHA; pa3MUHABaHE MEXIY JEKJIapUpaHH LIEHHOCTH U PEeajHO MOOILIpsBaHO moBeneHue. Ha
Ta3M OCHOBA € (OpPMyJIMpaHa paMKaTa 3a aHaJINU3 Ha MPoOIeMuUTe.

Mora 1a 000011151, Ye JOKTOPAHTHT A00pe MO3HABA CHCTOSIHMETO HA MP00JeMa, KaTo
AHAJHMTHYHO U TBOPYECKH OlIeHSIBA U HHTEPNPeTHPA JUTepaTypHuTe N3ToUHNIH. [Toka3Ba



OTINYHO TO3HABAHE HA TEOPEeTHYHHUTE IOCTAHOBKH, CBBP3aHH CbC CTPATErM4eCKOTO
ylpaBJ/ieHHe HAa YOBEeIIKUTE PeCypCH B OPraHU3alMUTe OT HHAYCTPUAJHHUS CEKTOP.

BbB BTOpa I/1aBa aKLEHTHT € MOCTABEH BbPXY MACHTU(UKALUATA U CUCTEMATU3ALUATA
Ha TpobjeMHuTe, KOUTO OTPaHMYABAT MPEBPBIIAHETO HA (DYHKIHATA MO YOBEIIKU PECYPCH B
CTPaTErMueCcKy YYaCTHUK B MHyCTPUAIHOTO npeanpustue. IIlpoGieMHuTe nosera ca rpynupaHu
B UETHPU HANpaBIEHUs — KagpOBU IPEIU3BUKATEICTBA, TEXHOJOTUYHU IPOMEHH,
OpraHu3alliOHHA KyJITypa 1 KJIMMaT U ()aKTOPH Ha BBHHIIHATA CPe/la — B CbOTBETCTBUE C paMKarta
3a aHaJM3, U3BEJCHA B Kpas Ha IbpBa IMaBa. B nwpeus napacpag ca u3cinenaBaHu OCHOBHUTE
KaJpOBH NPEIU3BUKATEICTBA B MHAYCTPHAIHHUS CEKTOP. AHalIM3UpaHU ca (PAKTOpUTE, KOUTO
MOpaXJaT TEKy4eCTBOTO B HMHIYCTPUAIHUTE ycioBus. V3BeneH € M3BOABT, Y€ e()EeKTHBHUTE
MOJIUTHUKM 3a 3aJbpkaHe TpsOBa Ja aJpecupar KakTO MaTEpUAIIHUTE, TaKka U HEMaTepUAIHUTE
(akxTopH, THI KaTO MapuTe ca HEOOXOIMM, HO HE ¥ IOCTaThueH (HAKTOP: 3aIbPHKAHETO CE IIOCTHTA,
KOT'aTo CIIy>KUTEJIAT BUXK/Ja NIEPCIIEKTUBATa CH, YyBCTBA CE LIEHEH U UMa IJ1ac.

BvB 6mopus napacpagp BHUMaHuETO € (OKycHpaHO BBpPXY BIMSHHETO Ha
TEXHOJIOTHYHUTE TpoMeHH. [IpociensBa ce u ce aHanu3upa Bb3CHCTBUETO HA aBTOMAaTH3alMUATa
u YerBppraTa MHAYCTpHAHA PEBOJIONMS BBPXY mnpoduia Ha paborHata cuia. CrenuanHo
BHUMAaHME € OTAEJICHO Ha IPOMEHUTE B M3UCKBAHUATA 3a YMEHU U KBadupukanuu. Paszrnenanu
ca M BBHIIHUTE (DakTOpH HA riio0anu3anusaTa B KOHTEKCTa Ha crparernyeckoro YUP. B mpemusa
napazpag ca W3CIEIBaHUW OpraHU3allMOHHATa KyJITypa U KIMMaTbhT KaTo CTPYKTYpHH
IPOMEHJIMBH, KOMTO MOraT Ja KaTalu3upaT WIM Ja OJOKUparT Bcska jJo0pa cTpaTerus.
O0ocHOBaHa € HEOOXOAUMOCTTa OT M3TPaKAAHE Ha KIIIOUOBHU KOMIIETEHIMH 33 CTPATETH4eCKU
MEHHJDKMBHT — KaKTO Ha OTJEIHUTE PHKOBOJUTENN U CIICLUAINCTH, TaKa U HA OpraHu3alusaTa
Karo uso. B uemsvpmus napacpag ca ananuzupanu npodiaeMuTe, NPOU3IU3ally OT BbHIIIHATA
3a opraHuzauusTa cpena. HampaBeHa e cucremaruzanus Ha HACHTH(QHULIHMPAHUTE MPOOIEMHHU
MI0JIETA, TEXHUTE NPOSBIEHUSA M CTPATETHYECKUTE OTTOBOPU. B useooume om emopa enasa e
0000111eH0, Ye MpOoOJIEMUTE C HEAOCTHra HA KaJIpH, TEKY4eCTBOTO U HHCKATa aHTaKUPAHOCT ce
pa3sBUBaT OT ONEPATUBHU KaJpOBU 3aTPyJHEHHS KbM CTPAaTeTM4YeCKM PpUCK 34
KOHKYpPEHTOCIIOCOOHOCTTa, YCHUJIEHH OT Jemorpadckus cpuB, oOpa3oBarenHus aucOanaHc,
riobanu3anusara, aBTomatusanusata u ESG usnckBanmsTa, a crparernueckoro YUYP ce n3mectBa
OT aJMHHUCTPAaTUBHA (YHKIMS KbM CTPATErMYECKH MapTHHOP, KOWTO YHpPaBisBa YOBEIIKHS
kanutai B ycnoBusita Ha Munycrpus 4.0 u VUCA-cpena.

B Tpera riaaBa e mpencTaBeHO EMIMPUYHOTO H3CJEIBaHE Ha MpobiemMuTe Ha
CTPATErM4eCcKOTO YIPABJICHHE HA YOBELIKUTE PECYPCH B MHAYCTPHAIHUS CEKTOpP. AKIEHTBT ce
MIOCTaBsl BbPXY MU3MEPBAHETO Ha CTpaTerHuecKaTa 3psjIocT Ha (PYHKIMATA MO YOBELIKU PECYPCH,
BbPXY CPaBHUTEIIHUS aHAIMU3 110 OPTaHU3ALIOHHY NIPU3HALM U BbPXY OLIEHKaTa Ha (JaKTOPUTE, C
KOUTO Ta3zu 3psJIOCT € CBbp3aHa. B nwpseus napacpagh e mnperncraBeHa METONOJIOTHATa Ha
U3CIEBAHETO M € OIMCAaH H3CJIENOBATEICKUAT HHCTPYMEHT. BBB emopus napacpag ca
NpeJCTaBeHU MPO(GUIBT HA U3BAJKAaTa U ONMUCATEITHUTE PE3YITATH. 3a LEIUTE HAa ONUCATEITHHS
aHAJIN3 ca KOHCTPYUPAHU [T€T KOMIIO3UTHH MHJIEKCa, YUUTO OIMCATEIIHU CTATUCTUKY €a OJPOOHO
npencraBeHu. O000LIIEHO €, Ye OMHCATENIHUTE PE3yJITaTH OouepTaBaT M3BaJKa, JTOMHHHUPAaHA OT
rOJIEMH, MPEIMMHO YaCTHU U B 3HAYMTEIIHA CTENEH 4y>KIECTPaHHU MHAYCTPHAIHU OpraHu3aluy,
B KOHMTO MOYTH YHUBepcasHO nMa YP (yHKIuUA, HO cTpaTernyeckara 3psiocT HE € eTHOPOIHA:
KYJITYpHO-LIEHHOCTHaTa MHTETrpalys € MHOIO BUCOKA, BEPTUKAIHOTO ChIJIACYBAaHE HA LIEIUTE €
BHCOKO 3asiBEHO CaMO OT OKOJIO IOJIOBHHATA PECIOHJEHTH, a (popManu3upaHara IbIrOCpOYHa
cTpaTerust € TMO0-CKOpo Ipolec ,B pa3BUTHE”, OTKOJKOTO 3aBBPIIEHO CBHCTOSHHUE.



TpancdopmallmOHHUAT NOTEHLMANI ce (opMUpa HE caMO OT HarjlaCh, HO U OT PECYypCH U OT
JETUTUMHOCTTA Ha (DYHKIMATA KaTO BOJEI yUYAaCTHHUK.

B mpemus napazpag ca popmynupanu Tpute pabOTHH XUIIOTE3U U € IIPEACTaBeHa TAXHaTa
TeopeTuyHa 000CHOBKA. B uemevpmus napacpagh € HanpaBeH CpaBHUTEICH aHAIN3 110 YETHPU
OCH — pa3Mep Ha OpraHu3alMsITa, YIpaBIeHCKO HUBO HAa PECIIOH/ICHTA, MHIyCTPHUAJIEH OJCEKTOP
u BUJ cobctBeHoCT. O000IIaBa ce, 4e pa3MepbT Ha OPraHU3aIUATa HE MMOKa3Ba CTaTUCTUYECKH
3HayMMa Bpb3Ka ¢ (popManm3anuaTa U 4ecToTaTa Ha NPAKTUKUTE, HO € CHJIHO CBBP3aH C
HAIMYMETO Ha obocobeHa crpyktypa mo YP u ¢ pasnnuusra BBB BB3NPUATHETO 3a
cTpaTeruyeckaTa poJjisi; yIpaBIeHCKOTO HUBO € KPUTUYEH (DaKTOp 32 BB3NPUATHETO HA (PYHKIUATA
KaTO CTPATETMYECKH YYaCTHHK; WHAYCTPUAIHUAT MOJCEKTOp (opMHpa pa3iIudHu Npopuin Ha
IIPUOPUTETH U MPEAU3BUKATEICTBA, KOETO MOAKPEIs U3BOJIa, Y€ YHUBEpCaJeH Ha0Op OT KaJpOBH
peLICHHs HE € €IHAKBO MPHJIOKUM HABCAKB/IE; COOCTBEHOCTTA € CBbp3aHa KaKTO C pa3Inyusi BbB
dopmanuzanuaTa, Taka M C OTYETJIMBA 3aBUCUMOCT BBB BB3MPHUATHETO 3a CTpaTernmyeckara
3pSIIOCT, KaTO YaCTHUTE KOMIIAHMM IO-YECTO IMPHUIMCBAT CTpATErHuYecKa poJisi Ha (YHKUIHUATA
CHpsIMO IIbpKaBHUTE. B nemus napacpag € npoBeneH KOPETallMOHEH U PErpECUOHEH aHAIM3.
KopenanmoHHUAT aHAJIM3 UMa 32 3ajjaya /1a U3BEJIE U ONUIIIE B3aUMOBPB3KUTE MEKY KIIFOUOBUTE
KaJpOBH IOKa3aTeH, YCTAHOBEHUTE MTPOOJIEMHH 00JIaCTH M BIMAHUATA Ha BbHIIHATaA cpena. Ha
0a3ara Ha pe3yNTaTHUTE OT HAMPABEHOTO MH3CIEIBAaHE € HAlpaBeH H3BOIBT, Y€ PEryJISIPHOTO
IIPUIIOKEHNE HA KaJPOBUTE MPAKTUKH U yNpaBJIEHCKaTa MOJKPENa ca Hal-yCTOWYMBO CBbP3aHU
ChC CTpaTeruyeckara 3psuiocT, J0KaTO pa3MepbT, COOCTBEHOCTTA, (POpPMATH3AIMATA U BHHITHUSIT
HaTHCK MMAaT I0-CKOPO KOHTEKCTyaJlHa WJIM ONOCpEICTBaHa pois. B mecrus maparpad ca
00CBHJICHH XUIIOTE3UTE Ha M3cienBaHeTo. B ceamus maparpad e HanpaBeH (UHAJICH CUHTE3 Ha
EeMIIUPUYHOTO M3ciieABaHe. M3BeneH € n3BoAbT, ue MHAYCTPUATIHUIT CEKTOp Bede pasmoJara C
pEeaJIHU MPEAIIOCTaBKH 33 CTPATETNYECKO YNPABICHUE HA YOBEIIKUTE PECYPCH, HO PA3BUTHUETO €
HEPaBHOMEPHO.

B 4yeTBBpPTA INIaBa EMIMPUYHO YCTAHOBEHUTE 3aBUCHUMOCTH Ca MIPEBENECHU B KOHKPETHU
YIPABJIECHCKU NPEUIOKEHNS U B aBTOPCKM MHTETPUpaH MOJEN 32 CTPATErMYECKO yIpaBiIeHHUE Ha
YOBELIKUTE PECYPCH B HHAYCTPUAIHUTE NPEANPUITHS. AKIEHTHT C€ IIOCTaBsl BBPXY JBa
B3aMMOCBBP3aHM MEXAaHM3Ma: MPEBPBIIAHETO HA KAJPOBUTE IOJUTHKH B IOBTOPSEMHU
YIPABIEHCKU LIUKIINA C OIPEJIEIIEHH OTTOBOPHULIM, CPOKOBE, JaHHU M KPUTEPUU 3a PE3YIATATHOCT
U YKPENBaHETO Ha YNPaBJIEHCKUS MaHAAT Ha (DyHKIUATA 10 YOBEIIKM PECYpPCH 4Ype3 PAHHO
y4acTHE B CTPAaTETMYECKHUTE PEIICHUs, PeCypcHO oOe3redaBaHe M OTYETHOCT Ipe]l BHCUIETO
pBKOBO/CTBO. B mbpBHst maparpa¢ e pazpaboTeHa MHTErpUpaHa CTpATErus 3a yNpaBJI€HUE Ha
YOBEIIKUTE PECYPCH, KOSITO CBbP3Ba TE3HU JBa C0sI (LIEHHOCTHOTO ChIJIaCyBaHE U BEPTHKAIHOTO
KacKaJupaHe Ha IeJuTe) upe3 I[OCIEAO0BaTeIHA JIMHUA OT KOpPIOpaTHBHA LEd KbM
OpraHu3aIOHHa CIIOCOOHOCT, OT CIIOCOOHOCT KbM KPUTUYHHU JIIBKHOCTH M KOMIETEHTHOCTH, OT
KOMIIETEHTHOCTH KbM KaJIpOBU IPOTpaMy U OT MPOrpaMHUTE KbM H3MEpPUMHU pe3yiraTu. Bba
BTOpHs maparpad BHHUMaHUETO € (POKYCHpaHO BBbPXY IMOBHUIIABAHETO HA AHTAKUPAHOCTTA U
MOTHBALMATA Ha ciyxutenute. B Tperusi maparpad e paspaboreHa cucremara 3a o0ydeHHE U
pa3BuUTHE Ha yMeHHUsA. B 4yeTBbpTHA maparpad e pasrienaHo yHpaBiICHHETO HA NMPOMsIHATA U
MHOBALMUTE, KOETO CE OCHOBABA HA HAIIPEKEHUETO MEKIY CUIHMS BbHIIEH HATUCK (MHAEKC 3,79)
U TO-yMEpPEHO pa3BUTHUS BbTpemieH KamaruteT (3,71). B meruss maparpad e paspaboreH
aBTOPCKMST HHTETPUpPAH MOJIEN 3a CTPAaTErnyecko YIPaBJICHHE HA YOBEIIKUTE PECYypCH B
UHAyCTpUaNHUTE npennpuarus (urypa 11). MonenbT o6xBaria 4eTHpH yIpaBICHCKH MOJEeTa —
MHTETPUpaHa CTPATErus 3a YOBEIUKMs KaluTajl, aHTaKUPAaHOCT W MOTHBaLUsA, OOyueHHE U
pa3BUTHE, YIIPABICHUE HA IPOMSHATa U MHOBALMUTE — BCAKO OT KOUTO CE CBBP3Ba C IPOLECH,



OpraHMU3alOHHU POJIM, U3MEPUTEIH U BPEMEBU XOPU30HT. YeTupure mojera ce 00eIuHsIBAT OT
001 peryJyisipeH YIpaBICHCKH IMKbBJ, YAATO MHCTUTYLHOHAIHA OMOPa € ChBETHT MO YOBEIIKH
KalnuTaj, a pe3yJTaTUTe ce MPOoCiesBaT Ha MPOLECHO, KaIpOBO, OPraHU3AIlMOHHO U OW3HeC
paBHUIILIE U Ype3 TOBTOPHO M3MEPBAHE Ha cTpaTernyeckara 3psiocT.

[Ipennoxenn ca W MeXaHM3MHUTE 3a YCTOMYMBOCT Ha Mojena — CHCTeMa 3a
IIPUOPUTU3UPAHE HA WHUIMATHBUTE I10 CTPATErMUYECKO BIMSHHUE, CIEHIHOCT, KaJpOBU DPHCK,
OYaKBaHa 110132, PECYPCHA MOTPEOHOCT ¥ TOTOBHOCT 3a U3II'BJIHEHUE; PECYPCHA paMKa, pa3 ensiiia
TEKYIIUTE Pa3xoad 3a KaJpOBO OOCIY>KBaHE OT WHBECTHILIMUTE B CTpaTernyecka CIOCOOHOCT;
pa3BuTHE Ha Kamanurera Ha camarta UP ¢yHkuus cropen mpoduia Ha cTparerudeckus YP
cneuuanuct (OuszHec pa3OupaHe, aHAIW3 HA JAaHHU, MPOLIECHO NMPOEKTUPAHE, YIpaBICHHE Ha
MPOMsIHA, KOHCYJITHpaHe Ha PbKOBOJIUTENH, MPOPECHOHATHA €THKA); PETUCTHP HA PUCKOBETE MPU
BHEJPSIBAHETO; OpPraHU3al[MOHHA CIIPABEAJIMBOCT KaTO XOPU3OHTAJIEH KPUTEPUNl BBB BCHUKH
pellleHrs; TPUCTEINEHEH KOMYHHKAI[MOHEH PHUTBbM — MECE4YeH, TpPUMEece4YeH U rojumieH. B
U3BOMTE OT YeTBBPTAa IjiaBa ¢ 00O0OIIEHO, Y€ aBTOPCKUAT HMHTETPUpaH MOJEN MpeBpbhINa
CTpaTEerMyecKoTO YIpaBJICHWE Ha YOBEHIKUTE pEeCcypcHu B CHUCTEMa 3a U3MBIHEHHE Ha
MHJyCTpHUaJIHATa CTPATETHUsl, a HErOBaTa CTOMHOCT MPOU3THYA OT BPb3KaTa MEXIY €MIUPUUHUS
pe3yNTaT ¥ KOHKPETHUS YIPABICHCKU MEXaHU3bM.

OT Taka HanmpaBeHUs AHAJIHU3 HA NMPEACTABEHHS] IMCEPTAIMOHEH TPyA Mora Jaa
000011151, Ye BCAKA eHA 0T CTPYKTYPHHUTE MYy €IMHHMIIM JaBAT CBOSI MPUHOC 3a gopMupaHe
HA M3BOAMTE, 0000IIeHUATA U NMPENOPBKUTE, KOUTO NPaBH aBTOpbT. U3caeaBaHeTo mma
NPaKTHYeCKa MPUJIOKUMOCT He caMO B 00eKTHTe HA MPOYy4YBaHe, a U B IPYI'H OPraHu3auuu
OT MHAYCTPHAJHHSA CeKTOP. JIOKTOPaHTHT NPAaBHJIHO € M30paj TeMaTa Ha JUCePTALUATA CH,
NOCTUIHAJI € MOCTABEHATA WeJ U H3CJIeI0BaTeJCKH 3aJa4yH, pa3padoTH/ e aBTOPCKH
HHTETPUPAH MoJAeJd 3a CTPaTerH4ecko YIpaBjJieHHMe HA 4YOBEHIKHTE pecypcu B
HHAYCTPHAJIHUTE NPeANPHUATHS, KOWTO MpeBekIa eMIUPHYHO YCTAHOBEHUTE 3aBUCUMOCTH
B YeTHPHM YNPABJEHCKHM MOJeTa: HHTErPUPaHa CTPaTerusi 3a YOBENIKHS KANHUTAJ,
AHra’)KMPAHOCT M MOTHBalus, o0yueHMe W pa3BUTHe, yNpaBjieHHe HAa MPOMSHATA W
HHOBALMHTE.

4. OneHka HAa HAYYHHUTE M HAYYHO-TIPHJIOKHH NIPHHOCH

OOwuioTo BHEYaTIeHHE OT JUCEPTALIMOHHUSA TPYA €, Y€ aBTOPHT JEMOHCTPUpPA BHUCOKA
nH(OPMAIMOHHA KYJITypa U OTIIMYHA TEOPETHYHA ITOATOTOBKA, IIPAaBU COOCTBEHU M MOTHUBUPAHH
OLIEHKNM Ha pasriexkaaHute npobdiemu. M3cienBaHeTo ce XapakTepusupa C¢ yOeAUTENHO H
HarJICAHO 3alMUTCHU IMO3ULIUH U U3BOJU, KAKTO IO OTHOMICHUC HA aHAJIM3UPAHUTEC TCOPHUU, TaKa U
10 OTHOILIEHHE Ha MPAKTHUECKUTE HACOKH U MPOTHO3H.

Heo6xoaumo e na ce oTOenexu, ue pasriiex aHusaT B AUCEPTAUOHHUS TPy IpodIeM 3a
CTPATErMYeCKOTO YIPABICHWE HAa YOBEIIKUTE PECYpPCH B OPraHU3ALMUTE OT HHIYCTPHAIHMS
CEKTOp € HEJIOCTaThYHO 3aCTHIIEH B HAy4YHATa JINTEPATypa U B IpakTHKaTa. [lopaau ToBa moxe na
Ce CYMTA, Y€ JOKTOPAHTHT € JIONPHHECHI ChC CBOS TPYJA 32 TEOPETUYHOTO MY M3SICHSABAHE U
oborarsBaHe, KaKTO U 3a pa3KpUBaHE U PAa3BUTHE HA MPAKTUKO-TIPUIIOKHHUTE MY aCIIeKTH.

Ha ocHoBaTa Ha npeACcTaBeHOTO B AUCEPTALMOHHUS TPY/l, HPHEMAaM 3asBEHUTE HAyYHU U
HAayUYHO-TIPUJIOKHU MOCTUXKCHUA B JUCCPTALIUATA U CUUTAM, YC Ca JIMYHO JCJIO0 Ha JOKTOPAHTA.

5. Ounenka Ha nyOJMKaUHUTE N0 JUCEPTANUATA
JIOKTOpaHTBT € npeAcTaBuil 4 myOIMKaluy CBbP3aHy C TeMaTa Ha JUCEPTALMOHHUSA TPY/I,
OT KOUTO 3 camMOCTOSTENHU U |1 B chaBTOPCTBO. B TAX ce ChIbpiKaT MOCTaHOBKHU, JOPa3BUTU B



MOCJIC/ICTBHE B IUCepTAIIMOHHUS TpyA. CunTam, 4e myOIuKaIMKUTe 10 TeMaTa Ha JUCEPTAIIMOHHUS
TPy IOTPUHACAT 3a 3all03HaBaHE Ha Hay4yHaTa OOIIHOCT M Ha MPAKTUKATa C PE3YJNTATUTE OT
u3cienBanuaTa. M3Isu10 ca M3MBIHCHHM HAYKOMETPHUYHHUTE H3WCKBAaHUSA IO OTHOIICHHE Ha
myOIUKalMOHHATA JEHHOCT Ha TUCEPTaHTA.

6. Ounenka Ha aBTOpedepara

KbM aucepranusTa e mpeactaBeH aBropedepar B o0em oT 74 crpanunu. B Hero TouHo u
JOCTaThYHO MPELH3HO € 0OTPA3eHO ChAbPXKAaHUETO Ha AUCEpTAlMOHHUS TpyA. B aBTOpedepara ce
OTKpOSIBAT U Hail-BaKHUTE MOMEHTH OT HalpaBeHOTO n3cienBaHe. Cra3eHH ca U3UCKBAHUATA 3a
oopmieHre u ca BKIIOYEHHM BCHYKM HeoOxoammu arpuOytu. IlocpencTBoMm 3amo3HaBaHE C
aBTOpedepara Moxe Ja ce mpuaoOue eJHO3HAa4YHa Mpe]cTaBa 3a AUCEPTALMOHHUS TPYI W 3a
HETrOBUTE JOCTOWHCTBA. TOYHO ca mpeAcTaBeH! PHUHOCUTE Ha TOKTOPAHTA.

7. Kputn4yHu 0es1e:KKH, NPenopbKH U BBIPOCH

Hsmam kpuTHyHM G€IeKKH ¥ BBIIPOCH IO AUCEPTAMOHHUS TpyA. Toil oTroBapst HabIHO
B CBABPXKATETHO U CTPYKTYPHO OTHOLIEHHME HAa MHMHHMMAJIHUTE HALMOHAJIHU W3UCKBaHUS 3a
npugobuBane Ha OHC ,,moxTop”. UMam cinegHaTa mpenopbka KbM JIOKTOpPaHTA!

IIbpBO, CHUIHO BHEYATICHHE NPaBU MHOTO J00paTa CBBP3aHOCT MEXIY Hay4dHO-
IIPWIOKHATE MOCTHKECHHS U Bb3MOXKHOCTTA 33 M3IIOJI3BAHETO UM B IIpaKTUKara. B Tasu Bpb3ka
npernopbuBaM B OpaenuTe cu u3cnenBanus bunsHa benmoeBa - JloiiHOBcka na gopasBue
U3CIEABAHETO B IMIOCOKAa MHTETPUPAHE HAa JUTUTAIHUTE TEXHOJIOTMU U Al B CTpaTermueckoTo
YIIPaBJIEHUE HAa YOBEIIKUTE PECYPCH B OpraHU3alUUTE OT UHAYCTPUATHUS CEKTOP.

8. 3akuarouenmne

B 3akmrodeHne Moxe Ja ce Kaxe, 4e JUcepTalysira € ISUI0CTHO, HAy4YHO U3CIIEBaHE 10
aKTyaJHa TeMa U ChAbp)Ka HAYYHH MPUHOCH B O0JIACTTAa HA CTPATETMUYECKOTO YIIpaBlIeHHE Ha
YOBEIIKUTE PECYpCH B OPraHU3ALMUTE OT MHIAYCTPUAIHUS CEKTOp. JIOKTOpaHTBHT IMO3HAaBA U
aHaJM3Upa JUTepaTrypara Mo Temara, Moxe Jaa (GopMyiIHpa H3CIEIOBATEICKU MpoOieMu, 1a
cucTeMaTU3Mpa KJIaCHYEeCKUTE U HOBM TEOPHM M KOHLEHIMH, 1a KOHCTPYUPA U3CIIEJOBATEIICKU
amapar, J1a IpoBe1a EMIIMPUYHO U3CIIeBaHe U 1a 000CHOBaBA MPEIOKEHNUS 32 10100peHre Ha
ChIIECTBYBAlllaTa IPAaKTUKA. [ OpEH3N0XKEHOTO MH JaBa OCHOBaHME 3a IOJIOKUTEIHO
3aKJIIOYCHHE, Y€ ITUCEPTALMOHHHUAT TPYJ ChC 3ariaBue ,,IIpobiieMH Ha CTpPaTermyecKoTo
yIpaBJICHUE HAa YOBEIIKUTE PECYPCH B OPraHU3ALUUTE OT UHAYCTPUAIHUS CEKTOP* ChOTBETCTBA
Ha n3nuckBanusaTa Ha 3PACPD, IIpaBuiiHuka 3a HErOBOTO IpWJIaraHe ¥ Ha BwTpeninure npasuna
3a pa3BuTMe Ha akagemMuuyHus chctaB B HO3Y "Heodut Puncku". JIoKTOpaHTHT MOKpHBa
MMOCTAaBEHUTEe MUHUMAIHHU W3uckBaHUs 3a mpupobuBane Ha OHC |, Jlokrop®. Ilopaau koero
Ipe/ularaM Ha yBa)kKaeMUTE 4YJEHOBE Ha HAY4YHOTO JKypH Ja IjacyBaT ,J3a% MpHUCHXKIaHE Ha
oOpa3oBaTenHaTa U Hay4yHa CTEMeH ,,JokTop Ha buasina benoeBa - JloiiHOBCKa 1O TOKTOpCKa
nporpama ‘“Ukxonommka u ympasinenue” (Muayctpus), mpodecroHanHo HampaBieHue 3.7.
AJMHHHCTpAIUs ¥ yOpaBieHue, obnact Ha Buciue oOpazoBanHue 3. CoLMalHU, CTOMAHCKUA U
IIPaBHU HAYKH.

Hara: 05.11.2026 1. Peniensent:

/Mpod. n1-p Munena ®unmmnosa/



Vi OFOZANAAEH YHMBEPCUTET
g @ .HEOSUT PUNCKM:
ENATOEBIPAL

REVIEW

by Prof. Dr. Milena Filipova
Southwest University "N. Rilski" - Blagoevgrad
in relation to the dissertation thesis for awarding the educational and scientific degree "Doctor"
in doctoral program in the doctoral program “Economics and Management” (Industry )
professional field 3.7. Administration and management ,
field of higher education 3. Social, economic and legal sciences

dissertation topic:
"Problems of strategic human resource management in organizations from the industrial sector"
Bilyana Beloeva - Doynovska,
PhD student in full-time education

The review was prepared in accordance with Order Ne2552/20.10.2026 of the Rector of the South-
West University "Neofit Rilski" - Blagoevgrad and the decision of the first meeting of the scientific
Jjury Protocol Nel of 26.10.2026.

1. Biographical data about the doctoral student

Bilyana Beloeva-Doynovska is a graduate of the "Sveta Sofia" English Language High
School in Sofia. She completed her higher education at the University of National and World
Economy, earning a Bachelor’s degree in Business Administration in 2011 and a Master’s degree
in International Economic Relations in 2013. In 2017, she obtained a second Master’s degree,
specializing in Internal Audit, from the D. A. Tsenov Academy of Economics in Svishtov. In 2022,
she was admitted as a full-time doctoral student in doctoral program "Economics and Management
(Industry)", within the professional field of "Administration and Management" at Department of
Business Management and Marketing, Faculty of Economics, Southwest University "Neofit
Rilski" in Blagoevgrad. She was enrolled via Order Ne63/25.01.2022 and subsequently completed
her studies with the right to defend her dissertation, pursuant to Order Ne3047/23.12.2025. Her
research interests encompass organizational agility, the development of leadership capacity, and
the transformation of skills in the era of artificial intelligence. Her dissertation combines academic
research with over ten years of practical experience in international companies.

The doctoral candidate possesses over 11 years of international experience in human
resources management and talent development. She has worked for leading companies across



sectors such as fintech, the semiconductor industry, information technology, and pharmaceuticals.
Her professional trajectory reflects a natural progression from operational HR processes to
strategic partnership with senior management. Over the years, she has held positions at Oberthur
Fiduciaire SAS (2015-2016), IBM (2016-2019), Angelini Pharma (2019-2020), Zentiva (2020—
2021), and within the global talent management and development team at Melexis (2021-2026).
Among her most significant achievements at Melexis was the establishment of the company’s
Leadership Academy - a program focused on fostering a culture of high performance. She also
participated in a large-scale project to implement and integrate the Oracle HRIS, which digitized
key HR processes and established a unified foundation for managing people-related data on a
global scale. Since June 2026, she has served as a Senior Talent Development Partner at myPOS,
an international fintech company operating across European markets. Her flagship initiative
involves the creation and scaling of the myPOS Al Academy - a program featuring role-based
learning paths designed to build digital literacy in the field of artificial intelligence.

In 2024, Bilyana Beloeva-Doynovska was nominated for the "Top 100 HR Professionals"
ranking as part of the National HR Awards. She is an active member of the Bulgarian Association
for People Management (BAPM). She holds certifications in areas such as agile leadership,
problem-solving and decision-making, impactful communication, and diversity and inclusion,
issued by the University of Colorado, the University of California, Irvine, Macquarie University,
and IBM. She is fluent in English and possesses a basic knowledge of French and Russian. Her
key strengths include strategic thinking, the ability to translate business goals into practical people-
development programs, and the skill to work effectively in a multicultural environment.

2. General characteristics of the presented dissertation work

The structure of the dissertation work as a whole is logically constructed. It is structured
and balanced correctly, including an introduction, an exposition in four chapters, a conclusion and
appendices. The total volume of the scientific work is 221 standard pages, of which 210 pages are
main text. The main text contains 14 tables and 8 figures. There is 1 appendix to the dissertation
work, containing the tools of the empirical research. 105 literary sources were used, of which 44
in Cyrillic and 61 in Latin. They show a sufficient scope of the literary study in the subject area of
the dissertation. All sources were used in good faith and correctly in the process of the dissertation
research.

The language and style of the text are precise and relevant to the research topic. The
dissertation is very well formatted and organized, including the tables and figures.

The doctoral dissertation submitted for review is a thorough and complex scientific study
of strategic human resource management within organizations in the industrial sector. It
distinguishes three levels of development for the human resource function: formalization,
institutionalization, and strategic maturity. In terms of content, the doctoral candidate has
presented a structured set of arguments that convincingly substantiate the topicality and
significance of the dissertation’s subject matter. The essential components of a doctoral thesis -
object, subject, scientific thesis, research goal and objectives, research questions and working
hypotheses are precisely defined and interconnected. They are directed toward the
operationalization and measurement of the strategic maturity of the human resource function,
utilizing reliable composite indicators covering integration, formalization, the frequency of
practice implementation, external pressure, and readiness for change.

The methods used and the limitations of the study are also correctly indicated . In this way,
the framework of the development is outlined. It is characterized by a sound structure of the



individual parts of the presentation and a clear logical connection. The structure is subordinate to
the objectives of the study. The object and subject of the dissertation work are clearly and correctly
defined. The object of the study covers organizations from the industrial sector, considered as
systems in which people, technologies, production processes and management decisions form a
common ability to create value. The subject of the study covers 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 personnel practices, management
support, organizational readiness for change, the influence of the external environment and
differences according to size, type of ownership, subsector and management level.

The purpose of the study is correctly formulated - to investigate the problems and factors
determining the strategic management of human resources in industrial organizations, and based
on the theoretical and empirical results to develop an integrated management framework (author's
model) to increase the strategic maturity of the human resources function. 6 main research tasks
have been formulated , which are correctly defined, and their solution would allow the realization
of the set goal.

The research methodology follows a combined approach, in which quantitative research
ensures measurability and comparability, and qualitative elements support the meaningful
interpretation of the organizational context. The theoretical part uses analysis, synthesis,
comparison and critical generalization of concepts of resource-based management, strategic
alignment, high-performance systems of practices, motivation, organizational culture, dynamic
capabilities and change management. The empirical part is constructed as a cross-sectional study
using a structured online survey. The initial array includes 122 completions, and after controlling
the content validity, the analytical sample for the correlation and regression models includes 120
respondents. The selection is targeted and convenient, which corresponds to access to participants
in an organizational environment and determines the limits of the generalization. The
methodological tools used are adequate to the issues and provide theoretical and empirical
justification of the study, as well as the opportunity to formulate reasoned conclusions and
recommendations for the development of integrated human resources strategies that balance
efficiency and equality.

In view of the objectives of the study, appropriate and sufficient in volume and scope
sources of the study were used. The doctoral student has studied and systematized a large amount
of information. The literature used is sufficient in volume and scope, relevant in content and
focused on the researched scientific problem. The literary sources are cited in accordance with the
established standards. The results of an empirical study conducted by the author were also used.
The rich literature and other information is a prerequisite and basis for the in-depth development
of the research problem set.

I believe that the structure of the dissertation is built in a logical sequence of
theoretical analysis, methodological justification, empirical research. This sequence allows
the research problem to be considered both in a conceptual and an applied aspect. With the
above characteristics, the dissertation is a complete scientific work, encompassing in a
complex the theoretical, methodological and scientific-applied issues of the research
conducted by the doctoral student.

3. Evaluation of the content and main results of the dissertation work



Overall, the dissertation is distinguished by precision, logical consistency, depth of
research, and an effort to consider problems in a complex manner, in their mutual connection and
dependence.

The introduction justifies the relevance and significance of the researched issue, with
emphasis placed on the discrepancy between the formal presence of personnel policies in industrial
enterprises and their sustainable application as part of strategic management. In terms of content
and basic elements, the introduction covers what is necessary for this part of the dissertation work.

In the first chapter of the dissertation, the emphasis is placed on building the theoretical
and methodological framework of strategic human resource management and its correlation with
the specifics of the industrial sector. The subject of research in the first paragraph is the theoretical
foundations of strategic management. The essence and stages of development of strategic human
resource management are examined in detail. The second subparagraph presents the concepts and
approaches in strategic management - the resource-based, competency-based, systemic, situational
and integration approaches. Their emphasis on internal or external factors in strategy development
is distinguished and their specific applications in the industrial sector are indicated. In the third
paragraph, the emphasis is placed on the specifics of the industrial sector. The main challenges
facing the sector are identified - skills shortage, digital transformation (robotics, data, Internet of
Things), aging workforce, turnover and engagement, strict regulations and the need for constant
organizational changes. The possibilities are outlined: digitalization of HR processes and use of
analytics, innovative programs for attracting and developing talent, “total” reward systems, focus
on well-being and ergonomics, flexible shifts and a more inclusive culture with everyone
participating in improvements. The fourth paragraph presents the models and theories of human
resource management. The three strategic “optics” for designing human resource systems are
examined in detail: universalistic, contingent and configurational. The conclusions from the first
chapter specify the limitations and risks that the theoretical analysis brings out: lack of a universal
“best” set of practices; possible bureaucratization and bias in selection; distortion of motivation in
the event of excessive financial incentives; difficulties in assessing the effect of training; shortage
and aging of personnel; resistance to change; discrepancy between declared values and actually
encouraged behavior. On this basis, the framework for analyzing the problems is formulated.

I can summarize that the doctoral student is well aware of the state of the problem,
analytically and creatively evaluating and interpreting the literary sources. He shows
excellent knowledge of the theoretical propositions related to the strategic management of
human resources in organizations from the industrial sector.

In the second chapter, the emphasis is placed on the identification and systematization of
the problems that limit the transformation of the human resources function into a strategic
participant in the industrial enterprise. The problem areas are grouped into four areas — personnel
challenges, technological changes, organizational culture and climate, and external environmental
factors — in accordance with the framework for analysis presented at the end of the first chapter.
The first paragraph examines the main personnel challenges in the industrial sector. The factors
that give rise to turnover in industrial conditions are analyzed. The conclusion is drawn that
effective retention policies must address both material and intangible factors, since money is a
necessary but not sufficient factor: retention is achieved when the employee sees his or her
perspective, feels valued, and has a voice.

In the second paragraph, attention is focused on the impact of technological changes.
The impact of automation and the Fourth Industrial Revolution on the workforce profile is tracked
and analyzed. Special attention is paid to changes in skills and qualification requirements. The



external factors of globalization in the context of strategic HRM are also examined. In the third
paragraph, organizational culture and climate are examined as structural variables that can
catalyze or block any good strategy. The need to build key competencies for strategic management
is justified - both for individual managers and specialists, and for the organization as a whole. In
the fourth paragraph, problems arising from the external environment of the organization are
analyzed. A systematization of the identified problem areas, their manifestations and strategic
responses is made. The conclusions of the second chapter summarize that the problems of staff
shortages, turnover and low engagement are evolving from operational staffing difficulties to
strategic risks to competitiveness, exacerbated by demographic decline, educational imbalance,
globalization, automation and ESG requirements, and strategic HRM is shifting from an
administrative function to a strategic partner that manages human capital in the conditions of
Industry 4.0 and VUCA environments.

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 human resources function, on the comparative analysis by organizational characteristics and
on the assessment of the factors with which this maturity is associated. The first paragraph
presents the methodology of the study and describes the research instrument. The second
paragraph presents the sample profile and the descriptive results. For the purposes of the
descriptive analysis, five composite indices were constructed, the descriptive statistics of which
are presented in detail. It is summarized that the descriptive results outline a sample dominated by
large, mainly private and to a significant extent foreign industrial organizations, in which there is
almost universally an HR function, but the strategic maturity is not uniform: cultural and value
integration is very high, vertical coordination of goals is highly stated by only about half of the
respondents, and the formalized long-term strategy is more of a process “in development” than a
completed state. Transformational potential is shaped not only by attitudes, but also by resources
and the legitimacy of the function as a leading actor.

In the third paragraph, the three working hypotheses are formulated and their theoretical
justification is presented. In the fourth paragraph, a comparative analysis is made along four axes
— size of the organization, managerial level of the respondent, industrial subsector and type of
ownership. It is summarized that the size of the organization does not show a statistically
significant relationship with the formalization and frequency of practices, but is strongly related
to the presence of a separate HR structure and to differences in the perception of the strategic role;
managerial level is a critical factor for the perception of the function as a strategic participant; the
industrial subsector forms different profiles of priorities and challenges, which supports the
conclusion that a universal set of HR solutions is not equally applicable everywhere; ownership is
associated with both differences in formalization and a clear dependence in the perception of
strategic maturity, with private companies more often attributing a strategic role to the function
compared to state-owned ones. In the fifth paragraph, a correlation and regression analysis is
conducted. The correlation analysis aims to derive and describe the interrelationships between key
HR indicators, identified problem areas and external environmental influences. Based on the
results of the study, it is concluded that the regular application of HR practices and management
support are most consistently associated with strategic maturity, while size, ownership,
formalization and external pressure have a more contextual or mediated role. The sixth paragraph
discusses the hypotheses of the study. The seventh paragraph provides a final synthesis of the
empirical study. It is concluded that the industrial sector already has real prerequisites for strategic
human resource management, but the development is uneven.



In the fourth chapter, the empirically established dependencies are translated into specific
management proposals and into an author's integrated model for strategic human resource
management in industrial enterprises. The emphasis is placed on two interrelated mechanisms: the
transformation of personnel policies into repeatable management cycles with specific
responsibilities, deadlines, data and performance criteria and the strengthening of the management
mandate of the human resources function through early participation in strategic decisions,
resource provision and accountability to senior management. In the first paragraph, an integrated
human resource management strategy is developed, which connects these two layers (value
alignment and vertical cascading of goals) through a consistent line from corporate goal to
organizational capability, from capability to critical positions and competencies, from
competencies to personnel programs and from programs to measurable results. In the second
paragraph, attention is focused on increasing employee engagement and motivation. In the third
paragraph, the system for training and skills development is developed. The fourth paragraph
examines the management of change and innovation, which is based on the tension between strong
external pressure (index 3.79) and more moderately developed internal capacity (3.71). The fifth
paragraph develops the author's integrated model for strategic human resource management in
industrial enterprises (Figure 11). The model encompasses four management fields — integrated
human capital strategy, engagement and motivation, training and development, change and
innovation management — each of which is associated with processes, organizational roles, metrics
and a time horizon. The four fields are united by a common regular management cycle, whose
institutional support is the human capital council, and the results are tracked at the process,
personnel, organizational and business levels and by re-measuring strategic maturity.

The mechanisms for the sustainability of the model are also proposed - a system for
prioritizing initiatives by strategic impact, urgency, personnel risk, expected benefit, resource
requirements and readiness for implementation; a resource framework separating current HR
service costs 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, consulting with managers, professional ethics); a
register of risks during implementation; organizational justice as a horizontal criterion in all
decisions; a three-level communication rhythm - monthly, quarterly and annual. The conclusions
of the fourth chapter summarize that the author's integrated model transforms strategic human
resource management into a system for implementing the industrial strategy, and its value stems
from the relationship between the empirical result and the specific management mechanism.

From the analysis of the presented dissertation work, I can summarize that each of
its structural units contributes to the formation of the conclusions, generalizations and
recommendations made by the author. The study has practical applicability not only in the
objects of study, but also in other organizations from the industrial sector. The doctoral
student has correctly chosen the topic of his dissertation, has achieved the set goal and
research tasks, has developed an author's integrated model for strategic management of
human resources in industrial enterprises, which translates the empirically established
dependencies into four management fields : integrated strategy for human capital,
commitment and motivation, training and development, change management and
innovation .

4. Evaluation of scientific and applied scientific contributions



The general impression of the dissertation work is that the author demonstrates a high level
of information literacy and excellent theoretical preparation, makes his own and motivated
assessments of the issues under consideration. The research is characterized by convincingly and
clearly defended positions and conclusions, both in terms of the analyzed theories and in terms of
practical guidelines and forecasts.

It is necessary to note that the problem of strategic human resource management in industrial
organizations considered in the dissertation is insufficiently covered in the scientific literature and in
practice. Therefore, it can be considered that the doctoral student has contributed with his work to
its theoretical clarification and enrichment, as well as to the disclosure and development of its
practical and applied aspects.

Based on what is presented in the dissertation, I accept the stated scientific and applied
scientific achievements in the dissertation and believe that they are the personal work of the
doctoral student.

5. Evaluation of dissertation publications

The doctoral student has presented 4 publications related to the topic of the dissertation, of
which 3 are independent and 1 is co-authored. They contain statements that were subsequently
developed in the dissertation. I believe that the publications on the topic of the dissertation
contribute to familiarizing the scientific community and practice with the results of the research.
The scientometric requirements regarding the publication activity of the doctoral student are fully
met.

6. Evaluation of the autoref

The dissertation is accompanied by a 74-page abstract. It accurately and precisely reflects
the content of the dissertation. The abstract also highlights the most important moments of the
research. The requirements for layout are met and all necessary attributes are included. By
familiarizing yourself with the abstract, one can gain an unambiguous idea of the dissertation and
its merits. The contributions of the doctoral student are accurately presented.

7. Ciritical notes, recommendations and questions

I have no critical comments or questions about the dissertation. It fully meets the minimum
national requirements for obtaining the ONS "doctor" in terms of content and structure. I have the
following recommendations to the doctoral student:

First, the very good connection between scientific and applied achievements and the
possibility of their use in practice is impressive. In this regard, I recommend that in her future
research, Bilyana Beloeva-Doinovska further develop the research towards integrating digital
technologies and Al into the strategic management of human resources in organizations from the
industrial sector .

8. Conclusion

In conclusion, it can be said that the dissertation is a comprehensive, scientific study on a
current topic and contains scientific contributions in the field of strategic human resource
management in organizations from the industrial sector . The doctoral student knows and analyzes
the literature on the topic, can formulate research problems, systematize classical and new theories
and concepts, construct a research apparatus, conduct empirical research and substantiate
proposals for improving existing practice. The above gives me grounds for a positive conclusion



that the dissertation work entitled " Problems of strategic human resource management in
organizations from the industrial sector " complies with the requirements of the Law on Academic
Staff Development of the Republic of Bulgaria, the Regulations for its implementation and the
Internal Rules for the Development of the Academic Staff at the South-West University "Neofit
Rilski". The doctoral student meets the minimum requirements for acquiring the ONS "Doctor".
Therefore, I propose to the esteemed members of the scientific jury to vote " for'" awarding the
educational and scientific degree "Doctor" to Bilyana Beloeva - Doynovska in the doctoral
program "Economics and Management" (Industry), professional field 3.7. Administration and
Management, field of higher education 3. Social, economic and legal sciences.
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