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CTOITAHCKU ®AKVIITET, KATE/IPA ,.bMU3HEC MEHW/DKMBHT U
MAPKETHWHI™

IOTO3AITAZEH YHUBEPCUTET .. HEODOUT PUJICKH* —
BJIAI'OEBI'PAJT

PEOHEH3UA
ot npod. 1-p Jlanka bopucosa
Hayuna cnienuansoct: ,,JiIkoHoMuKa u ynpasieHue (1o oTpaciu)”,

[TH 3.7. ,,AamMuHucTpanus u yrnpasiieHue ', MexayHapoaHO BUcCIIe OM3HEC YUUITUIIE

OTtHocHo: /[lucepTaliioHeH TPYJL 32 NPUCHXKAAHE Ha 00pa3oBaTe/IHA M HAyYHA

CTENEH ,JIOKTOD®, 00nacT Ha Buciie obpasosanue 3. Conmaanu

CTOIIAHCKH W IPaBHU HAYKHU, 0 Ipod€CHOHATHO HAIpaBieHue 3.7.

AI[MI/IHI/ICTDaIII/IH u YIIpaBJICHHUC, JOKTOPCKa IIporpamMa

“HxoHoMHKa U viIpaBienne (nuaycrpus)”

ABTOp Ha aucepranuoHHusi Tpya: buiasna JlwdomupoBa bBenoeBa-

JoitnoBcKka

Tema Ha AUCCPTANMOHHMSA TPYA: ,,HpOﬁJ’IEMI/I Ha CTPAaTeru4e€CcKroTo
YipaBJjiecHUE HA YOBCHIKUTE PECYPCH B OPraHv3aliuuTe OT HHAYCTPHAJTHUSA

ceKTop*

OcHoBaHue 32 peJACTaBsIHE HA PeLCH3UATA:
VY4acTthe B chCTaBa Ha HAYYHOTO JKYPH I10 3aIUTa HA JUCEPTALIUOHHUSA TPYL,

cerimacuo 3amosen Ne 2552/20.10.2026 r. na Pexropa na FO3Y ,,H. Puicku®

I. O0001meHn JaHHU 32 HAYYHATA NPOAYKIUA U AeHHOCTTA HA KAHAUAATA
1. Wudopmanus 3a 10OKTOPAaHTKATA
Buasina Jlino6omupoBa besioeBa-/loiiHOBCcKa € TOKTOPAHT B peoBHa (Gopma

Ha o0y4yeHHe B KaTelnpa ,,buzHec MEHMIKMBHT W MapKeTHHr“ KbM CTOMaHCKU
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¢daxynrer Ha FO3VY ,,H. Puncku®, cerimacuo 3amosen Ne 63/25.01.2022 r. na Pexkropa
na O3V H. Puicku®, perrenue Ha ¢akynreren cbet [Ipotokon Ne 28/20.01.2022 r.
Otuncnena e cve 3amoBen Ne 3047/2.12.2025 r. ¢ mpaBo Ha 3aIuTa.

PasButHeTo Ha TBOpYeckara Ouorpadus Ha JOKTOPAHTKATa KPACHOPEYHUBO
MOKa3Ba KOHIIEHTpAllUs Ha H3CJeqoBaTelicKaTa JIeHHOCT B J0Ope CTPYKTypHUpPaHO
HampaBjeHHe B cdepaTa Ha CTPATErMYECKOTO YIPaBJICHHE HA YOBEIIKHTE PECYpCH,
OpraHu3allMOHHATa T'HbBKABOCT M EBOJIIOIMATA HA YMEHUATA B €paTa Ha W3KYCTBEHHUS
WHTEIIEKT.

2. OO01ma XxapakTepUCTHKA HA MPeACTABEeHUs UCEPTALNOHEH TPY]

JloktopckaTa nucepranus € B ooem ot 213 ctpanunu. CTpykTyparta ce ChCTOU
OT YBOJH, HM3JIO)KCHHE B YETHPH TJIaBH, 3aKitoueHue, Owbmuorpadus (odmo 105
JUTEPATypHHU M3TOYHUKA, 44 Ha Kupuania 1 61 Ha natunua). KeM qucepranuoHaus
Tpya uMa 1 AHKeTHa kaprta B npujioxkenue. B tekcra ca Bxmouenu 11 ¢urypu u 13
TaOIUIH.

3arj1aBueTo Ha AMcCEepTAlMITa € TIPABUIHO U30PaHO, TUCEPTALMOHHUAT TPY I €
MIOCBETEH Ha aKTyaJeH Mpo0JieM Ha CTpaTerHueCKusi MEHUDKMBHT: MIPEBPBIIAHETO HA
YIPaABJICHUETO HA YOBCIIKUTE PECypCH OT NMPEIUMHO aJIMUHUCTPATUBHA (DYHKIHS B
YY4aCTHUK B pa3pabOTBAaHETO W H3MBIHEHHWETO HA OpraHU3allOHHATa CTPATErwsl.
3HaUYMMOCTTa Ha TeMara € 0COOeHa 3HAYUMOCT 332 WHIYCTPHAIHUTE MPEIIPHUSITUS, B
KOHTO  TEXHOJOIMYHOTO  OOHOBSIBAHE, HEJOCTUI'BT Ha  KOMIETCHTHOCTH,
neMorpadckuTe W3MEHEHHMs M IIeHaTa Ha KaJPOBUTE TNPEKBCBAHHS IOCTABST
O0OCHOBAaHM W3UCKBAHUSA KbM KaJpOBOTO IUIAHUpAHE W OpraHU3alnOHHATA
amanTuBHOCT. M3cnenoBaTenckusT GOKyc € CHO odepTaH: GopMaIHOTO HATHYUE HA
KaJpOBH MpPaBUJIa U CTPYKTYPU HE € THKIAECTBEHO Ha TSIXHOTO CUCTEMHO MpHJIaraHe u
Ha cTpaTernyeckara 3psuiocT. ToBa pasrpaHuueHHE TO3BOJIIBA Jla C€ IOCTaBST
KOHKPETHH BBIIPOCH 32 KOMITETCHIIMUTE Ha YIPABICHCKUS ChCTaB, PETyISPHOCTTA HA
MPAaKTUKUTE, MTOJIKpernara Ha PhKOBOJCTBOTO U U3MEPBAHETO HA pe3yiTaTtuTe. Temara
uMa yoequTenHa HayqYHO-TIPHIIOKHA HAaCOUEHOCT.

JucepranusTa ce OTIMYaBa ChC 33IBJIO0YEHOCT Ha U3BBPIICHOTO MPOYYBAHE,
BHUKBAHE B CHIIIHOCTTA Ha U3CJIEIBAHUTE MIPOOIEMH, 00EKTUBEH aHAIIN3 U 0OOCHOBAaHU
W3BOJIH.

W3cnenoBaTenckata JOTMKa W CTPYKTypaTa Ha JAWcCepTanusTa ca goope
usrpaneHu. [Ipu cTpykTypupaHeTo ce crna3Ba TPaJAUIMOHHUS MOAXO0/ 32 HAITMCBAHETO

Ha MoA00EH pOja TPYAOBE — MBPBO C€ M3SICHABAT TEOPETUYECKUTE MOCTAHOBKU II0
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TEeMaTa, Ha BTOPO MSCTO C€ MPEACTABAT paA3UYHUTE MOJICIM W C€ MPaBST
KiIacH(UKAIMK, a Ha TPETO MSCTO C€ IpaBU COOCTBEHOTO IPOYYBAaHE KATO Ce
aHAJIM3WpaT JaHHUTE OT HEro W Ce€ pa3KpuBaT BBH3MOKHOCTHTE, MPABAT Ce
MIPEJIOKEHHS U HACOKH 32 YChBBPILICHCTBAHUSI.

BbB BBBeneHneTo ca GopMynupaHu OOEKT, MpeAMeET, paboTHa Te3a, OCHOBHA
IeJT, TIeCT M3CIICIOBATEIICKA 3aJI1a4i M MU3CIICIOBATEICKH BhIpocH. OCHOBHATA IS €
JMArHOCTHKA Ha MPo0JeMHuTe U (aKTOPUTE 3a CTpaTernyecka 3psuiocT U pa3paboTBaHe
Ha MHTETpUpaHa YIIPaBIEHCKA paMKa.

OO0ekT Ha wW3ClIeABaHE Ca OpraHU3alMUTE OT WHAYCTPUATHHUS CEKTOp,
pasriiexIaHd KaTo CHUCTEMH, B KOHUTO XOpaTa, TEXHOJIOTMHUTE, MPOU3BOJICTBCHHTE
IPOIIECH M YIIPABJICHCKUTE pPelIieHus (popMHpaT o0Ia COCOOHOCT 3a Ch3/laBaHe Ha
CTOHHOCT, a MpeaMeT — MTPOOJIEMUTE, MPAKTUKATE U (DAKTOPHUTE, CBBP3aHH ChHC
cTpaTernyeckaTa 3psuiocT Ha YIPaBICHHETO HA YOBCHIKUTE PECYpPCH, BKIFOUHTEIHO
dbopmanuzanusTa 1 4ecToTaTa Ha KaJPOBHMTE IMPAKTHKH, YIpaBieHCKAaTa IMOAKpeEIa,
FOTOBHOCTTA 3a IMPOMSHA, BIUSHUETO Ha BBHINHATA CpPela W Pa3IMyUATa CIIOPEN
pasmep, COOCTBEHOCT, MOJICEKTOP U YIPABJICHCKO PaBHUIIIE.

OcHoBHATa meJ Ha WU3CICABAHETO € Jia Ce H3CIeABAT MPOOJIEMUTE U
(dakTopuTe, OMpPENENSI CTPATETHUYECKOTO YIPABICHHE Ha YOBEIIKUTE PECypcH B
HWHyCTPUAJTHUTE OpraHWU3allMi, ¥ Bb3 OCHOBA HAa TEOPETUYHUTE W CMITUPHUHHTE
pe3ysTaTH Ja ce pa3padOTH HMHTErpUpaHa YIpaBJICHCKA paMKa 3a IMOBHUIIABaHE HA
cTpaTernyeckaTa 3psuiocT.

JlokTopckaTa Te3a € OCHOBaHA Ha TBHPICHUETO, Ye 3peloCmma ce C8bp38d
HAU-CUTHO C NOCAEO08AMEIHOMO NPUIdeaHe HA Cb8PeMeHHU NPAKMUKU U C PeaiHusl
Manoam, npedocmager om  PbKOBOOCMBOMO, O00KAMO  OP2AHU3AYUOHHUME
XAPaKmepucmuKky o4epmasan KOHMeKcmad, 8 Koumo mesu mexanusmu oeticmeam. Ts
€ TIOAKPEIeHa OT HIKOJIKO XHITOTE3U, KOUTO HE Ca ONMCAHHU BHB BHBEICHUETO, KBIETO
UM € MSCTOTO, a B 3-Ta I'J1aBa.

3a moKa3BaHETO HA Te3aTa ca (OPMYJIMPAHU IIECT M3CIICAOBATEICKH 3aa4H, B
MOCJICAICTBHE PA3BUTH U JOKa3aHHM B ISJIOCTHOTO M3JI0KeHHEe. B Xxo1a Ha pa3paboTkaTa
€ MPHJIOKEHA CHUCTeMa OT METOJH 33 U3IIBJIHCHUE Ha IMMOCTABEHUTE W3CJICOBATEIICKH
3aJla4y¥l M 32 HAJSKIHOCT Ha HAIPABESHUTE U3BOIU M 3aKJIFOUCHUS.

CunramMm, ye Te3aTa e 3aluTeHa B JUCEPTAIIMOHHOTO U3CIICIBAHE.

IIbpBa rnaBa (TeopeTHKO-METOAOJOTHYHM BBIPOCH Ha CTPATETHYCCKOTO

VipaBieHHe Ha YOBEIIKUTE PecypcH) € B obem oT 51 cTpanuiy u 4yetrpu naparpada.
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CucremaTu3supaHu ca TEOPETMYHUTE OCHOBHU, KOHLIENILIMUTE 3a CTPAaTErMYecKO
YIPAaBJIEHUE, IPUHIIMIIUTE U KOMIIOHEHTUTE HA YIPABJIEHUETO HA YOBEUIKUTE PECYPCH,
crienrpuKaTa Ha UHAYCTPUAIHUS CEKTOP U MOJIEIUTE 33 MOTHBALUS, AaHTAXKUPAHOCT U
munepctBo. O6XBaHATH ca PeCypCHO-0a3upaHUsIT, KOMIETEH THOCTHHUAT, CHCTEMHHST U
CUTYaLIMOHHUSAT MOJX0/], KAKTO U BPB3KUTE MEKIY KaJpoBaTa M OM3HEC CTpaTerusra.

B nbpBu maparpag (TeopeTudHr OCHOBH Ha CTPATErHYECKOTO YIPABJICHHUE)
ce 000CHOBaBa poOJIsiTA HA CTPATETMYECKOTO YIPABIEHUE U OTPAXKEHUETO MY BBPXY
KOHKypeHTocrnocoOHocTTa. Cropen aBTOpa, HEIOCTATBYHOTO WM HEAIEKBATHO
CTpaTErnyecKo ynpaBJieHHME YECTO BOAM 0 3aryba Ha ma3apHM NO3MLIMM U KpU3a B
OpraHM3aLMATA.

HampaBeH € KkpaTbk IIperjiel Ha KIIOYOBM €Talla Ha EBOJIIONUATA B
ylnpaBieHHETO Ha 4oBewkute pecypcu (UP) — or kiacuueckure TeopuM 3a
MEHUKMBHT, IIPE3 MOBEICHYECKHs MTOAXOMA, 10 Bb3HUKBAHETO HA CTPATErMYECKOTO
YYP u CBBpeMEHHHUS JWIUTAJEH €Tal, KOHTO pa3lmMpsBa CTPATErHYECKOTO
yIpaBJICHUE HA YOBEIIKUTE PECYpPCU C MHCTPYMEHTH 3a aBTOMATH3allUs, HAIEXKIHU
JaHHU ¥ IPOrHo3eH aHaiu3. ['paduyHo e mokasaHa B3aMMOBPbB3KaTa MEXKY OTIETHUTE
nojaxoau. Criopesn aBTopa, BCEKU OT TE€3M NMEPHOAM BHACS HOBH pa3OMpaHUsl 3a POsIsITa
HAa CIIly’)KMTEJINTE U HAa4MHa, I10 KOWTO OpraHU3alMuTe yIpaBIsgBaT IepcoHasia cu. Tosa
TBBPJEHUE € OHArJIeIcHO B TalOiauIa, KbAETO ca CHCTEMAaTU3UpaHU €TaluTe B
Pa3BUTHETO HAa YOBEUIKUTE PECYpPCH, XAPAKTEPUCTUKUTE HA MOJAXOAA U KIIFOUOBHUTE
aBTOpU U MOJENH. AHaIM3HMpa C€ CTPATErMYECKOTO NJIAaHUPAHE KAaTO ChPLEBUHA Ha
Ipoleca Ha CTPATETUYECKO YIPABICHUE, a 3a HMHIAYCTPUATA - IBITM XOPU30HTH,
NPEABAPUTENHO IUIAHUpPAaHE HA TaJaHTH M HaBpPEMEHHa NpeKBaTM(HUKAIUA 32
YCTOMYMBO NPEAUMCTBO U PE3YJITATH.

B pazpaborkara ce cieiBa JOrm4ecka Bpb3Ka MEX]y OTAEIHHUTE ab3alu U
HaJIrpakJaHe Ha CbIbPKaHUETO.

Bbe BTopu maparpa¢ (OCHOBHM KOMIIOHEHTH M IPUHIIMIIN) JTOKTOPAHTKATa
u3sicHsBa ponsta Ha YUYP, kaTto mpaBu W3BOJ, Y€ ChbBPEMEHHOTO YUP HaaxBbpis
aAMMHHMCTPATUBHUTE IIPOLEAYPH U CE CTPEMHU KbM IPOAKTUBHO ,,IIOJIpaBHSABAHE™ Ha
yIpaBJICHUETO Ha XOpaTa ChC CTPaTErHuecKUTe NpUOpuTeTH Ha OusHeca. Hampasen e
aHaJIM3 Ha CTBIKUTE IO Moadopa U Ha3HAYaBaHETO Ha MEepcoHalsa, KaTo (aKTopH, OT
KOHMTO 3aBHCH J10 TOJIsIMA CTENEH N3IbJIHEHUETO Ha cTpaTerusaTa. Criopen aBTopa, cpen
OCHOBHHUTE IPEAM3BHKATEICTBA Ipe] MoAdopa € HEeIOCTUI'BT Ha KBalu(uIupaHa

paboTHa pbKa B HSIKOM HHAYCTPUHU, KOETO MOXKE Ja ce mpeopoJiee ¢ oOydueHue,
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OLICHSBaHE U Pa3BUTHE, KATO NPOABIDKEHUE CJI€/l Ha3HAYaBAaHETO, KATO HENPEKbCHAT
nporec. O4yepraHa € U pojsiTa Ha OpraHU3alMOHHATA KYJITypa KaTo HEBUAMMA CUIIA,
HaIpaBJisBallla JIEHCTBUSATA Ha 4YJIEHOBETE Ha KOJEKTHMBAa M HMHAMBHJIYaJHOCT Ha
opranuzanusrta. KpaitHara men ce ompenenst karo gopmupane Ha paboTHa cpena, B
KOSITO IEHHOCTUTE Ha OpraHu3alsaTa ChbBIIAAT C IEHHOCTUTE HA HEMHUTE CITYKUTENH.

B tpern nmaparpa¢ (Crnemmduka Ha HHAYCTPHATIHUS CEKTOP) € HAIlpaBeH
0030p Ha XapaKTePUCTUKHUTE Ha UHAYCTPUATIHUTE OPraHU3allu1, IPEAU3BUKATEICTBATA
B uWHAycTpuaiHusi cektop (OCHOBHHTE TpEIM3BHKATEICTBA Ca: HEIOCTUT |
3acTapsiBaHe Ha KaJpUTe, TEKy4eCTBOTO, peryjaTopeH HATUCK M JUTUTalHa
TpaHcopmanus) U Bb3MOKHOCTHTE (murutainm3anus Ha HR w anamutuka, myaiHo
o0yyeHHe M TapTHHOPCTBA 3a TaJlAHTH, TOTAJHM BB3HATPAXKICHUS M TpUxkKa 3a
0J1aronoJy4yneTo, MO-rbBKaBM CMEHU U ayTCOPCUHI Ha HENPO(QUIHU NEHHOCTH U
MHKIIy3MBHA KYJITypa). 3aKkJIIOueHHETO Ha aBTopa e, ue crparerndecku YP TpsOBa
IPOAKTUBHO J1a YIPABIIABAT MPOMSHATA U Ja Pa3BUBAT YMEHUATA C TEXHOJOTHUATA 32
YCTOMUYMBO MPETUMCTBO.

B uyerBbpTH nmaparpad (Mozpenu u Teopuu Ha ynpaBieHHE HA YOBELIKUTE
pecypcu) ChIBPKAHUETO C€ HAATpaKaa ¢ MOAXOAUTE (JBa MOAXOAA) U MOJCIUTE
(“tBBpA” M “MeEK” MOeN) 3a CTPATETHYECKO YIPABICHHE HA YOBCHIKHTE PECYpPCH
(CYYP). Cren aHamu3upaHe Ha CHIIHOCTTA UM, aBTOPBHT MpPaBU 3aKJIIOUYCHHUE, U
TBBPAUAT MOJEN CE€ CTPEMH KbM E(PEKTUBHOCT Ype3 KOHTPOJ, a MEKUAT — 4pe3
AQHTAKMPAHOCT M BHMCOKAa MOTHBAaIUsi Ha mepcoHana. [lpencraBeHn ca HSAKOJIKO
knacudecku mojaena Ha CYYUP (Muuurancku (TBbpa), XapBapackusT (mek), S-te [1-ta,
HeitBun 'ect u ap.) Cniopen aBTopa, crpaternueckute mojenu Ha YYUP ce crpemst na
HaMepAT ONTHMAaJHUSA OajdaHC MEXIy LeIUTe Ha OpraHu3alusaTa U HYXIUTE Ha
HEIHUTE CIIY)KUTENH, IpeAJIaraiky pa3JIMuHu IbTUIA KbM Ta3u LEJl.

OTkpoeHa € possiTa ¥ Ha MOTHBALMSTA KaTo ABMKEIATa Crja, KOSITO IOJTUKBA
X0opaTta KbM OIPEEICHO MOBEEHUE U yCUIME B paboTaTa, aHAIM3UPAHU ca Pa3JInIHU
TEOpHH, KOUTO OYEPTAaBAT KaKBU MOTPEOHOCTH WK (HaKTOpU CTUMYJIHPAT MHAWBHIA.
JlokTopaHTKaTta MpaBU OOOCHOBAaH H3BOJI, Y€ 3a WHAYCTPHATHUTE OpraHU3aluu
[pUJIaTaHEeTO Ha pa3MYHUTE TEOpUMM M IMOAXOAM O3HayaBa I10-MOTHUBHpPAHU
paboTHuUIH, TO-0e30nacHa U MPOAYKTHBHA paOOTHA Cpela U JIJepH, KOUTO MOTaT Jia
WHTETPUPAT YOBEIIKHUS (PAKTOp B MOCTUTAHETO HAa TEXHUYECKH U IMPOU3BOJCTBEHH

OCIIN.



B kpas Ha mbpBa TiIaBa JOKTOpAaHTKAaTa € HampaBujia 00OOIIEHHE, KOETO €
CBIIECTBEH MNPUHOC B Teopusita 3a ympaBienue Ha YP. Jlo6po pemienue e B
ChIbPKAHUETO HA IUCEPTALIMOHHOTO U3CIIE/IBAHE A CE IPABSIT 000CHOBAHU U3600U, 1A
ce KoHcmpyupam NPeAIoKeHUs. ABTOPBT ITpaBU OCHOBEH U3BOJ, 4e B IIbpBa riasa ce
U3rpaXkJia TEOPETUKO-METOA0JIOTMYHA paMKa, B KOSITO CTPAaTErusATa Ha OpraHnu3alusaTa
U CTpaTerusTa 3a Xxopara ca HepasaeaHu. CTpaTernyeckoTo yrpapieHe 3a7aBa ocoKa
U IUCHUIUIMHA Ype3 UK. aHAIN3—TIJIaH—U3ITbJIHEHUEe—KOHTPOJI—KOPEKIIHS.

B Ta3sm rmaBa JOKTOpaHTKaTra JEMOHCTpHUpAa OTJIMYHO IIO3HaBaHEe Ha
TeopeTUuHUTE nocTaHoBkU 3a CYUP, moka3Ba cnocOOHOCT 1a oyeHnu u onpedenu
MOJIeNMTE Ha CTPATErMuecKo YIpaBlIeHHE Ha YOBEUIKUTE PECypCH KaTo Mpejiaraiiy
KOHIIETITYaJIHU paMKu 3a MHTerpauus. Enunusrt ,, BepA moaxon tpetupa HR kato
yIpaBICHCKH MHCTPYMEHT 3a CTPUKTHO IOJpaBHSABAaHE KbM OU3HEC IIEJIUTE, C AKLEHT
BbPXY IIJIAHUPAHE, KOHTPOJI M MPOJYKTUBHOCT. AJNTEPHATUBHUAT ,,MEK" IMOIXOJ
IOCTaBs YOBEKa B LIEHTbPa U THPCH AHTAKUPAHOCT, pPa3BUTHE M IBJITOCPOYHA
e(pEeKTUBHOCT Ype3 XYMaHUCTHYHU MOJHUTHUKH., J1a HATPABU 0OOCHOBAHU U3B00U W
Gopmynupa 1enecho0pa3Hu 3aKITFOYCHUS.

Bbe BTOpa riaaBa (MneHtudukanuss Ha MNpoOJEMUTE B CTPATErHYSCKOTO
yIpaBlIiCHHE HA YOBCIIKUTE pecypcH), ooem oT 48 crpaHuly, B 4eTupu mnaparpada,
JIOKTOpaHTKaTa YMeEJO HaArpax/a ChIbp)KaHUETO HA JUCEPTAL[MOHHOTO M3CIEIBaHE,
KaTo akIEHTHpa Ha OCHOBHM NPEIU3BUKATEICTBA B HUHAYCTPUAIHUS CEKTOp, H
BIUSHUETO Ha TEXHOJOTMYHHUTE TmpoMeHH. ChIIEBPEMEHHO Cce Mpocieasna
OpraHu3alMoOHHATa KyNTypa U KiuMmaT Bbpxy YUP u mpoGiemuTe, MpoM3THYALHA OT
BBHIIHATA 32 OpraHmM3anusTa cpega. Mpentuduuupar ce KaapoBUTE H
OpraHu3alMOHHUTE MPOOJIEMH: HEIOCTHUT Ha KBaTHU(PHUIIPaHU PaOOTHUIIH, TEKYIECTBO,
MOTHUBALUs, TEXHOJIOTMYHU MPOMEHH, OpraHU3allMOHHA KYJITYypa, 3aKOHOJATEeHU U
nkoHoMudecku akropu. HelftHOTO 3HaUueHKE € B U3rpaklaHeTO Ha METO/10JI0rMYHAaTa
pamKa 3a eMIHPUYHOTO U3CIIECABAHE.

II'bpBu naparpag (OcHOBHYU NPEIN3BUKATEICTBA B MHIYCTPUAIHUS CEKTOP) €
pasriiefaH cepuo3eH MpodlieM 3a HWHAYCTPUAIHUTE OpPraHM3alli - HEIOCTHra Ha
kBampuuupanu paborHuuu. KaTo npuumHuM ca mocodeHH JeMorpaCKuar u
obpa3oBareseH qucbanaHc: TEKy4eCTBOTO U HaMalsiBaHe Opos Ha MJIaJIUTe XOpa, KOUTO
npuo0uBaT MpodecruoHatHa KBarupuKanus, 0CO0EHO B TEXHUYECKH CIEIIUATHOCTH,
HeoOXonuMH Ha mHAycTpusTta. Habenms3BaT ce W MEpKH 3a NpEeoAossiBaHE Ha TE3U

MpEAN3BHUKATCIICTBA, KATO BHOC HA pa60THa PBKa U KBaHI/I(l)I/IKaIII/ISI Ha mepcoHala.



KaTo ocHOBHO npean3BUKATEICTBO, CIIOPE ABTOPA, € U HUCKATa aHTaKUPAHOCT
1 MOTHBalUs Ha nepcoHana. To3u nmpobiieM ce xapakTepu3upa KaTo MpUYHHA 32 MO-
HUCKa POU3BOAUTEIHOCT, I0OBEYE I'PELIKH, c1a00 00CIyKBaHE Ha KJIMEHTUTE U JIUIICA
Ha WHOBAIIMHM ¥ OpPraHM3aIlMOHHU (DaKTOpH, KaTO: €IHO0Opa3eH U HENpHBICKATEICH
XapakTep Ha TPyJa; JIMIICA HAa y4acTHEe U aBTOHOMHS; HEAOCTaThYHO MPHU3HAHUE U
oOpaTHa Bpb3Ka; BUCOKH HUBA Ha CTpeEC.

U Tyk ce oTKposBaT yMEHHUSATA HA JIOKTOPAHTKATA J1a TIPaBU aHAJIU3H U J1a TIPaBU
COOCTBEHH HM3BOJIU M 3aKJIIOUEHHS, Y€ 332 MOCTUTaHE HAa e(DEKTHBHOCT € HEOOXOAUMO
CHCTEMHO TJIaHUpaHe Ha pabOTHATa CUIia, JyadHO OOYYCHHE U BHTPEIIHO pa3BHBAHE
Ha TaJaHTU, KOHKYPEHTHO U ,,CMUCJIEHO' Bb3HArpaxJIeHue, MoJOOpPeHH YCIIOBUS U
OnaromnoJiyune, CUJIHO U eMIATHYHO JIMIEPCTBO, y4acTHE M aBTOHOMHS, 11€JIEHacOYE€HU
MPOrpaMH 3a 3aAbpPKaHe U PEIOBHO U3MEPBAHE HA AHTAKUPAHOCTTA, KOETO OLeHABAM
MOJI0KUTEJHO.

BwB BTOpHn naparpa¢ (BiusHue Ha TEXHOJOTMYHUTE IIPOMEHH ) Ha Ta3H IJiaBa
Ce pasrjexJaT aBTOMATU3alUsATa U HEHHOTO BB3/ACHCTBUE B ONpENENeHU 3aJaud U
MpollecH, KaTo 3aKphBaHE Ha pa0OTHM MECTa MOpaJd aBTOMATHU3AIUATA, PUCK OT
MacoBH ChKparieHus. Crope IUTUPaHO CTAHOBUIIE HA PEIUIA aBTOPH, CITY>KUTEITUTE
TpsiOBa Ja ce MpeKBamu(UIUpPaT, ChTPYAHHUYECTBO MEXKAY YOBEKAa M MalllMHATa,
KOMYHUKHpaHE Ha BU3MATA 3a MPOMSIHA OT JIMAEPUTE. 3a OIICHKA U IPOCIIEASIBAHETO Ha
pe3yaTaTUTe OT Ta3W WHUIIMATHBA, TOTOBHOCTTA Ha MEPCOHANIA 32 aBTOMATH3AIUS U
e(EeKTUBHOCT Ha MEPKHTE, CE Mpeajiarat pa3imyHu nokazarenu - ROI ot oOydeHwusiTa,
CKOpPOCT Ha ajanTalius, 3aibp>kKaHe Ha 3HAHUETO.

B pesynratr Ha aBTOMaTu3aunMsATa, aBTOPHT CYUTA, Y€ Haped C
OpraHM3alMOHHUTE U COLUATHH e(eKTH, TEXHOJOTUYHUTE IPOMEHU PSA3KO MPOMEHST
U3MCKBAHMATA KbM YMEHHSATA M KBaJu(uKaluuara Ha MepcoHaina. M3paseHo e
CTaHOBHILIE, Y€ UHAYCTPHAIHUAT CEKTOP B HAYAJIOTO HA TPETOTO AeceTnieTue Ha XXI
BEK oOIepupa B cCpelda Ha HHTEH3MBHA IJIoOanu3alus, XapakTepusupalia ce ¢
JUHAMUYHU BBHIIHU (PAKTOPH, KOUTO MPSKO BIHUAIT BBPXY CTPATETHYECKOTO
yIpaBJIEHWE HAa YOBELIKUTE PECYpPCH M CE O4YepTaBaT KaTO OCHOBHH JBUTATENIM Ha
Tpanchopmanus Ha riodanHus naszap Ha Tpynaa 1o 2030 r. Kato kputuyeH BBHIIEH
(dakTop ce mocouBa €HepruiiHaTa KpH3a, KOSTO B MOCIEIHUTE TOAMHHM CUJIHO C€
OTpa3siBa Ha UHAYCTPHATHUS CEKTOP.

B Tpern maparpad (OpranuzanyoHHa KyJATypa W KJIMMaT) € HalpaBeH

KpPUTHYEH MpErJie]l Ha BJIMSHUETO Ha OpraHu3aldoHHATa Kyiatypa Bepxy YUP. Ts ce
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ompenens karo mnoakpemsma uenure Ha CYUP, nelictBa KaTo KaTalau3aTop:
MOJUTUKUTE 3a O0OydeHue, OLIEHKa Ha T[peACTaBIHETO, I[IOBUIIABaHE Ha
KBaJIM(UKALMATA U JIp. CE€ IPHUEMaT IO-JIECHO U J1aBaT M0-100pH pe3ynTaTu.

Cnopen  aBTOpa, ChILIECTBYBAaT MpoOJIEMH IpU WHTErpalUsaTa Ha HOBHU
CTpaTerMM B OpraHM3alMATa W TOBAa HEHW30EKHO HM3MCKBA NPOMEHHM M B camara
opranuzanus. Te3u mpoOiieMu aBTOPHT CBBpP3Ba ChC CHIPOTHBATa KbM MPOMSHA, a
MpUYMHATA C€ CBbpP3Ba C HECHOTBETCTBUE MEXKIYy HOBHUTE CTpaTeTHH |
ChILECTBYBAIlaTa KYJITypa U CTPYKTYpa Ha OpraHU3ausITa.

He cuntam, ye npennpustusaTa GyHKIIMOHUPAT B YCIOBHATa HA MKOHOMHUKA B
npexon (uuTupa ce MHeHue Ha BTop oT 2009 r.) B Gr0poKkpalus U OrpaHUYeH JIOCTBII
70 UHAHCHU U TOBa HE MOXKE J1a C€ IIOCOYM KaTo BBHIIEH (akTop OT aBTOpa (C. 89).
CrpriacHa ¢bM C KOHCTATalUATA, UE € BAXKHO PHKOBOJHUSAT €KUII 12 IPUTEKAaBA YMEHUS
3a yIpaBJIeHUE Ha MpOMsHAaTa — [IJJaHUpaHe Ha Mpexoja, KOMyHUKHpaHE Ha MOJIBUTE,
CIIpaBsHE C PE3UCTEHTHOCTTA U CIIEICHE Ha HAIIPEAbKA.

3a menuMTe Ha U3CIEIBAHETO B TO3W Maparpad € HampaBeH Mperien |
000CHOBaHa HEOOXOAUMOCT OT U3rpaXKAaHe Ha KJIF0YOBH KOMIIETEHIINH 32 YCIEIIHOTO
CTpaTErnyecKo yrnpaBjCHHE Ha YOBELIKUTE PECYpPCH B MHAYCTPUAIHUS CEKTOP, KAaKTO
Ha pPBKOBOJUTENIUTE, Taka M Ha CIY)KUTEIUTE W OpraHuszanusara (,ydema ce
opraHuzanus’). ABTOpBT IIpaBH 00OCHOBAH M3BOJ, Y€ CTPATErMYECKOTO yIPaBICHHE
Ha YOBEIIIKUTE PECYPCH B MHIYCTPUAHHUS CEKTOP U3HCKBA LIEJICHACOUYEHO pa3BUTHE Ha
KIIIOYOBM KOMIETEHLIMM HAa TPU HUBA: MHAMBHUAYAIHO (CIYXUTEIU M MEHUDKBPHU,
MOJTOTBEHU J1a U3IBJIHAT CTPATErUATa), IPynoBo (€(EeKTUBHH €KUITH C HEOOXOTUMHTE
YMEHUS) ¥ OpraHU3aIMOHHO (CIIOCOOHOCT Ha upMaTa 1a ce mpomens u yun). [locousa
ce, 4ye NO3UTHBHATA, MapTHbOPCKA KYJITypa YJIECHSABA aHTaXMPAHOCTTA, YYEHETO U
MHOBAIlMHUTE, JIOKATO HACJIEICHM aBTOPUTApHM HArjacu M HeJoBepue OJIOKUpat
MOJIUTUKUTE U HaMaJIsiBaT MOTUBALUATA.

B d4yerBbprm mnaparpa¢g (IIpoOnemu, npousnuzal OT BBbHIIHATA 3a
OpraHuzanusTa cpena) ce pasriexIaT peryjJaluuTe ¥ 3aKOHOAATENCTBOTO,
WKOHOMHYECKUTE (aKTOPH, NPOIECHTE Ha riodamu3amus W JMOepanu3aims.
[IpoGsiemuTe U npolecuTe, CBbP3aHu C TAX ca pasriiefaHu B JeTaiiu.

ABTOpBT NpaBH 00001IEHH M3BOAM, KaTO MOJYEPTaBa, 4€ BBHINHATA Cpeaa
IOCTaBsl Mpel HHAYCTPUAIHUTE Npeanpusitis u YUP KOMIUIEKCHM OrpaHUYEHHUs
TpynoBOTO 3aKOHOIATENCTBO M €BPONEWCKUTE pErylaldyd TapaHTUpAT 3alUTa Ha

pa6OTHI/IIII/ITe, HO Chb3aBaT BUCOKAa aAMUHUCTPATUBHA TCKECCT, HaMaJICHA 'bBKAaBOCT 1

8



HYXJa OT MOCTOSHEH MOHHTOPHHI U MPEroBOPU CHC CHUHAUKATH. VIKOHOMHYeckaTa
HECTaOMIHOCT, MH(IAnuATa U JeMOrpadCKUAT chaj 3aTPyAHSIBAT IBJITOCPOUYHOTO
IUIaHUpaHe, 3a1bJI00YaBaT HENOCTHra Ha KBaJU(PHUIMPAHU KaJApu U IPUHYXKJIABaT
dbupmuTe na OamaHCHpaT MEXAY pa3xOAW 3a TPyd M MOTHBAIMS Ha TEpCOHAA.
I'mobamm3amusara w  nubOepanu3anusTa H30CTPAT KOHKYPEHIUSATA W YCHJIBAT
,»A3THYaHETO Ha MO3BIU", HO MapaJIeTHO BBBEKIAT MO-BUCOKH cTaHmapTu 3a Y YP.
VYcnexbT 3aBUCH OT I'bBKaBO, MpoakTuBHO YUP, koero mHTerpupa Te3u (HakTopH B
YCTOWYUBH CTPATETHH.

B Ta3m rmaBa [OKTOpaHTKaTa IOKa3Ba VMeHus Ja TpaBU aHaIM3 Ha
npobnemute B CYYP u Ha Ta3u ocHOBa Aa mpaBu COOCTBEHU MPEAJIOKEHUS, C KOETO /1a
JONbJIBA HAaydyHaTa JUTepaTypa, Ja 3alldTaBa HaydyHH Te3W, Ja OIleHsIBa
ChIIIECTBYBAIlATa MTPAKTHKA, J1a paBU 0OOCHOBAHHU 00OOIIEHUS U U3BOJIH.

Tpera rnaBa (M3cienBane Ha mpoOIeMUTE HA CTPATErMYECKOTO YIPABICHUE
Ha YOBEUIKUTE PECYPCH B MHAYCTPUATHUS CEKTOP (EMIHPUYHO U3CIEIBAHE) € C 00eM
34 cTpaHulM, TpeacTaBs METONOJOTHsTa, NMpoduiia HAa H3BAJAKATa, XUIIOTE3HTE,
CPaBHUTEIHUTE IPOBEPKHU, KOPEITALIMOHHUS U PETPECUOHHUS aHAJIM3.

EMnupuyHOTO M3CnenBaHe € HAampeyHO M CE€ OCHOBaBa Ha CTPYKTYpHpaHa
OHJIaliH aHKeTa. 3a ONMUCATEIHHUTE Pa3NpeiesieHUs € U3MO0I3BaH IbPBOHAYAJIEH MACUB
or 122 mombyBaHus, a 32 aHAIUTHYHHUTE Mojelu — 120 Baauaupanu HaOroeHus (C.
8-9, 112-120). IToxGopbT € 1eneBu U ya00€H, a HE BEPOSITHOCTEH. J[OKTOpaHTBHT
M3pUYHO OTYHUTA TOBA OTPaHUYECHUE, KOETO € MOJOKUTEIHO YTOUHEHHE.

W3non3Ban e mmpok Habop ot nporeaypu: anda Ha Kponbax, KMO, Tect Ha
Baptier, excrimopaTopeH 1 nmapalienieH GaKkTOpeH aHaju3, Xi -KBapar, Tect Ha durep,
HermapaMeTpUyHu cpaBHEHUs, kopenauuu Ha [IubpchH 1 CiibpMaH U MHOXKECTBEHA
nuHelHa perpecusi. OrTdereHH ca TpoOJieMH C XETEepPOCKEAACTUYHOCTTAa U
MYJITHKOJIMHEAPHOCTTA, IOPaN KOETO ca U3MO0A3BAHN YCTOMUNBU CTAaHAAPTHU TPEILKU
HC3 u quarnoctuanu nposepku (c. 117-119, 137-140).

Onucarennute pesyatatd (c. 119—127, 198) moka3Bat cpeaHH OIEHKH 3a.
CTpaTeruyecka MHTerpamus - 3,76; roToOBHOCT 3a mpomsiHa - 3,71; ctanmaptuzamnus -
3,57 n dyecrora Ha NpuaraHe Ha NpakTukute - 3,41. Pa3naukara Mexy AekiIapupaHa
UHTETpallusl U PEeryjIpHOCT Ha U3INBIHEHUETO € ChAbPXKATENTHO BakHa. B
perpecuonnust mogen (N = 120) yectoraTa Ha NMPaKTUKUTE € CBBbpP3aHa ChC 3PENOCTTa

npu B = 0,624 u p < 0,001, a moakpenara ot ppkoBojacTBOoTO — Ip B = 0,353 up =



0,009; R* = 0,626, xopurupan R? = 0,582 (c. 137-140, 198). Te3u croitHOCTH
MOJIKPENAT UHTEPIpETaluATa 3a aCOL[HAL[MH, HO HE J10Ka3BaT IPUYMHHO Bb3CHCTBHE.
Basken Hroanc e ¢cbcraBbT Ha uU3Baakarta: 71,3% oT omucaTeIHUTE HAOIIOAEHHS Ca OT
opranmzauun ¢ Hax 500 cmyxutenu, a 72,1% — oOT mnpeanpusTHsS C YacTHA
yyxkaectpanHa cooctBeHocT (c. 119). ToBa orpanmyaBa mnpencTaBUTEIHOCTTA 3a
MAaJIKUTE U 3a IPEeINpUATUATA C IpYTH GopMH Ha coOcTBeHOCT. OCBEH TOBA 3HAUNTENIEH
JSU1 OT aHKeTUpaHuTe ca B YP/aaMuHHCTpaTHUBHM (YHKIIMH, KOETO Ch3/laBa PUCK OT
0011 M3TOYHUK Ha U3MEpBaHe U creruuieH npodui Ha olleHKuTe. HanmaauTe naHHu
ClIe[IBa J1a C€ THJIKYBAT KaTO XapaKTEPUCTUKU HA M3CIEABAHUTE PECIOHICHTH, a HE
ABTOMATHYHO KaTO MPECTaBUTENIHA KAPTUHA Ha BCUYKHU MHYCTPUAIIHU IPEANPUATHUSA.

HampaBeH e ¢uHaneH cMHTE3 U U3BOJIU OT EMIIMPUYHOTO U3CIIeIBaHE. ABTOPHT
IIpaBy 00OCHOBAHU U3BOJY OT IOJYYEHUTE PE3yJITaTH:

1. Emnupuynata KkapTHHa II0Ka3Ba, Y€ WHJIYCTPUAIHUAT CEKTOp Bede
pasnosara ¢ peajHHM IMPEANOCTaBKU 3a CTPATErMYECKO YIPABJIEHHE HA YOBELIKUTE
pecypcu, HO pa3BUTHETO € HEPAaBHOMEPHO;

2. OCHOBHUST NPHHOC HAa EMIIMPUYHOTO M3CJIEBAHE € B ITOKa3BaHETO Ha
paznukaTa Mexay ¢popMaau3alus, UHCTUTYLIMOHAIM3alKs U CTpaTernyecKka 3psjiocT;

3. OpraHuzanuuTe cieBa Ja NpeMuHaT oT (opmanHo Hamuuue Ha YP
MOJUTHKY KbM PEIOBEH YIPABICHCKU IHKBJ, OCHOBAH HA JIaHHU, OOpaTHa BPbB3Ka H
pa3BUTHE HA CITOCOOHOCTH.

YerBbpra riaBa (AHaiu3 Ha pe3yiTaTUTe OT MPOYYBAHETO, HM3BOAM H
NpeJIOKEHHS 3a TPEOI0IIBAHE Ha HACHTH(UITUPAHKUTE TPOOIIeMH) € B IeT maparpada,
47 crpanuiu. JlOoKTOpaHTKaTa CHCTEMATHU3Upa pE3YIATaTUTE OT EMIHUPUYHOTO
u3cieABaHe M TH TpaHcPopMUpa B YIPABICHCKH TMPEIIOKEHUS C aBTOPCKHU
MHTErpUpaH MOJIEN C eTalu, okKa3zareiu U cpokose. [locmegoBaTenHocrra Teopus —
JMArHOCTUKA — €MIIMpUYHa MPOBEpPKAa — MPUJIOKHM IPEIJI0KEHUS € MOoAXOoAsua 3a
L[eJITa Ha TUCepTaLusITa.

B mbpBu naparpa¢ (Pa3paborka Ha UHTErpUPAaHU CTPATEIUH 32 YIIPABJICHHE
Ha YP) e pa3zpaboTeHa MHTErpupaHa CTpaTerus 3a YIPaBJICHUE Ha YOBEIIKHTE PECYPCH .
JlokTopaHTKaTa nmpaBu 00OCHOBAH M3BOJI OT MTOJIYYSHHUTE PE3yITaTH, 10 OTHOIIECHHE Ha
UHTETpUpaHaTa CTpaTerus, KaTo € MPEAJIOKEH CTPATEernYeCK! LUKbBJ C TPU B3aUMHO
CBBpP3aHM XOPH30HTA: TPUTOAMIIEH XOPU30HT, OMPENEIN] HEOOXOIUMHUTE
OpraHM3alMOHHU CHOCOOHOCTH, OYaKBAHWTE TEXHOJOTMYHU MPOMEHU M IleNieBaTa

CTPYKTypa Ha paboTHaTa CHJIa; TOAUIICH XOPU30HT, TPEBEXKAAI TE3U HAMPABJICHUS B
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IUIaH 32 YHCJICHOCT, YMEHUS, pa3Xxo/y 3a TPy, MoA00p, pa3BUTHE U MIPUEMCTBEHOCT; U
TPUMECEUEH XOPU3OHT, MPOCIEAABall U3IbIHEHUETO, OTKIOHEHUATA U KOPEKLIMUTE.
ABTOPOBOTO BIJKJIAHE €, 4€ IMOJJ0O0HA apXUTEKTYypa Ch3/1aBa PEryIsIpHOCT, KOSTO MPSIKO
OTroBapsi Ha HaW-CHJIHHUSA pErpecHoHeH (akTop — YecToTaTa Ha MpHIIaraHe Ha
npaktukure. [Ipenara ce cb31aBaHETO HA ChBET MO Y0BEIIKH KANMTAJ, PbKOBOJECH
OT M3MBJIHUTEITHUS JTUPEKTOP U BKIIFOUBAI JUPEKTOPUTE HA MPOU3BOJICTBO, (DMHAHCH,
TEXHOJIOTUH, KAYECTBO U YOBEIIKH pecypcu. [logo0psBaneTo Ha IpoliecuTe Ha To100p
U HHTETPUpAHE € pas3rieaHo KaTo NPEeBphIIaHE Ha KaJapoBara NOTPEOHOCT B
MPOBEPUMA MOCIEAOBATEIHOCT OT PELICHUS.

B Ilaparpa¢ 2 (IloBummaBaHe Ha aHTOXUPAHOCTTA M MOTHUBAIMATa Ha
CIY)KHUTEINTE) Cca CHUCTEMATU3UPAHU M aHAIM3UPAHU pPe3ylITaTuTe, ¢ (OKyC KbM
AHTKUPAHOCTTA M MOTHMBALMATA Ha CIyXuteaure. M3pa3eHo € CTaHOBULIETO, 4e
AHTKUPAHOCTTA M MOTHBALMATA CJIEABA Ja CE€ pasriexIaT KaTro YIPaBICHCKU
pe3ynTaT OT KayecTBOTO Ha paboTata M KOMIIETEHI[MUTE Ha PBKOBOJICTBOTO.
[IpennoxxeH e Mmojien, KOWTO 00eIUHSIBA U3MEPBaHe, YIIPaBICHCKH Pa3roBoOp, ICHCTBUE
U OTYETHOCT: TOAMIIHO IBUIOCTHO HM3CIeABaHE Ha (aKTOPUTE HA AHTAKUPAHOCTTA,
KpaTKO TPUMECEYHO U3MEPBAHE HA TPU J10 MET IPOMEHIIMBHU, €KUIIEH Pa3roBOp, KOUTO
MPEBEK/IA PE3YIATATUTE B IBE KOHKPETHU MEPKU U CIIEIBAIO U3MEPBAaHE, TPOBEPSABALIO
Bh3MpUEMaHaTa MpoMsiHa. PomuTe M OTrOBOPHOCTUTE ca ompeneneHu - otaen YP B
pa3paboTBaHe Ha METOAMKA U TOCIEABAIl aHaIW3, MPEKUSIT PBHKOBOIUTET 3a
pa3roBOpuTe, a PHKOBOJCTBOTO B MpeMaxBaHE Ha MpedykuTe. MOTUBaIlMOHHATA
CTpaTEerusi OCUTYpsBa BpPB3Ka MEXKAY MATEPUAIHOTO BB3HArpakJACHUE M peamia
Ka4eCTBEHU MMOKA3aTENH.

B Ilaparpad 3 (OOyueHue u pa3BUTHE HA YMEHHsI) € pa3padoTeHa cucTeMa 3a
o0y4yeHue 1 pa3BUTHE Ha yMeHHATa. CIy)KUTEIUTE Harpak1aT KOMIIETEHI[UUTE CH 110
o0mia paMkKa Ha KOMIIETEHTHOCTUTE — TEXHUYECKH, HHU(POBH, YIPABICHCKUA H
MOBEACHYECKH, a MPOrpaMUTE 3a OOYYEHHE CE€ CTPYKTYpHpAT KAaTO aKaJeMUU IO
npodecronannu HanpasieHus. Cien 00CTOCH aHANIN3 HA IPOTPaMUTe 32 0OyUYEeHHE ce
aHaNM3Mpa M y4acTHETO Ha CIYKUTEIUTE B mpoieca Ha oOyueHue. Cropen aBropa,
Cucremara 3a 00y4eHuHe U pa3BUTHE Ch3J]aBa CTPATETUIECKA CTOMHOCT Upe3 Bpb3KaTa
Mexay OBbJela TeXHOJOTHs, KPUTUYHA KOMIIETEHTHOCT, NMPO(ECHOHANIEH MbT U
olepaTuBeH pe3ynraT. Tst OTroBaps Ha MOICEKTOPHUS ASPHUIINT HA YMEHUS, TOIKPEs

3aAbPKAHETO U Ch3JaBa BbTPCHICH U3TOYHUK HA KaJApH.
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B naparpad 4 (YnpasieHue Ha poMsiHaTa U MHOBAILMHUTE) C€ KOHCTATHPA, Ye
yIpaBJICHUETO Ha MPOMSHATa U MHOBALMHUTE CE€ OCHOBABA HA HANPEKEHUETO MEXIY
CUJIHMS BBHIIEH HATUCK (uHAeKC 3,79) M 1o-yMepeHO pa3BUTHUS BBTPELICH
kamanutet(3,71). ABTOophT pa3paboTBa W Tpeiara MoOAEN, B KOWTO pas3riexna
npoMsiHaTa KaTo TOpTdein oT B3aMMOCBBpP3aHM HHHMIIMATHBH, BCAKAa OT KOUTO
npuTexanBa OM3HEC 11eJl, CIIOHCOp, COOCTBEHUK, 3aCErHaTH IPYIH, pecypc, MoKa3aTenu
3a TpujlaraHe M KpUTEpHH 3a pe3ynTaT, Karo MopTQelsbT ce mperjiexjaa Ha
TPUMECEYHE OT ChBETa IO YOBEIIKM KamuTal U C€ ChIIOCTaBi C ONEPATUBHMUS
KamanuTeT. M3rpakganeTo Ha I'bBKaBa OpraHM3allMOHHA CTPYKTypa € 00OCHOBAHO ¢
TeOpUATa 3a JUHAMUYHHUTE CHOCOOHOCTH: NPEMJIOKEHHM ca KapTa Ha PpEIIeHUTa,
IPOLIECHU COOCTBEHUIM KaTO JOMBbJBAIIA OC KbM (DYHKI[MOHAIHATA CTPYKTYPa, MEXIY
JUCLUIIMHAPHU €KUIIM, BhTPEIIHAa MOOUIHOCT U ChUETAaHUE MEKIY CTAOUIHO PO
(crparerusi, oOumM MAaHHMU, NOPO(YECHOHAIHU CTaHAAPTH, PEryIsSpHU LMKIN) U
ajanTuBHa nepudepus (IPOEKTHU €KUIM, BPEMEHHH DOJIM, OINMTHU BHEIPSIBAHMS).
CyuraM Te3u NpeIoKeHus: KaTo Hay4HU IIPUHOCH.

B meru maparpad (ABTOPCKM HMHTErpUpaH MOJENI M €Taly Ha MpHiaraHe)
¢uHanen 0000IIaBaIl €JIEMEHT Ha W3CJICNBAHETO € pa3palOTEeHUST OT aBTopa
WuTerpupan Mozen 3a CTPaTErMYECKO YIPABIEHUE HA YOBEUIKUTE PECypcu B
WHAYCTPUATTHUTE MIPEANPUATHS, KOETO CYMTaM 32 Hay4eH NpUHoc. MonensT o0xBaia
YeTUPH YIPABICHCKU IMOJIeTa — HUHTErpUpaHa CTpaTerus 3a YOBEIIKHS KaluTad,
aHTAKUPAHOCT U MOTHBAIMs, oOyueHHe U Pa3BUTHE, yIpaBlieHHE HAa MPOMsSHATa U
MHOBAIIMUTE — BCSAKO OT KOUTO CE€ CBBpP3BA C IMPOLIECH, OPraHU3ALMOHHU pPOJIH,
U3MEPUTENN U BPEMEBHU XOPU30HT. OOOOIIEHO €, 4e aBTOPCKUAT MHTErpUpaH MOAEI
IpEeBphIIA CTPATErMUYECKOTO YIPaBICHHE HAa YOBEUIKMTE PECYpCH B CHUCTeMa 3a
U3IbJIHEHUE Ha HHAYCTpHAjHaTa CTpaTerus, a HeroBaTa CTOMHOCT IpPOM3THYA OT
Bpb3KaTa MEX/y EMIMPUYHHUS PE3YITAT U KOHKPETHHSI YIPABJIECHCKHA MEXAHU3bM.

B 1sA710CTHOTO JIUCEpPTAlMOHHO M3CIIEJBAaHE JIOKTOpPAHTKAaTa IOKa3Ba
CIOCOOHOCT KpUMuUYHO U yYeleHacoyeHo Ja W3IO0JI3Ba aHalIu3a W CHHTE3a Ha
METO/IOJIOTUYECKH MAEH U Ha Ta3u OCHOBA Ja ChCTaBi HeoOXoaMMaTa METOJUKA, J1a
MPOBEX/a 3aIbJIO0YEHO EMIIMPUYHO H3CJeBaHE, NPOPEeCHOHATHO Ja aHaJu3upa
MOJTyYEHUTE Pe3yJITaTH U Ja MpaBU 000OCHOBaHU 00001eHUs U u3BoAu. Pesynratute
ca u3zoOpaseHH rpauyHO, CHCTEMAaTU3UPAHW ca B TaONUIM M aHAJM3UPAHU
3ab7009eHO. JIOKTOpPaHTKaTa CTUra 0 U3B0/a, Ye 3pEJIOCTTa Ha CTPATErHUECKOTO

YYP ce pa3BuBa upe3 MOCIEAOBATEIHO HM3IBJIHEHHE HA B3aMMHO MOIKPEISIIN Ce
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NPaKTUKH: HMHIYCTPUATHOTO TMPEANPHUATHE TMPUBIMYA KAAPU UYpPe3 JOCTOBEPHO
obemanue, 3aabpiKa TH Ype3 CIPaBEIIIMBOCT U Pa3BUTHE, H3TPakJa KOMIETECHTHOCT
4pe3 paboTa u 0OydeHHe, yIpaBsiBa IPOMSIHATA Ype3 YUaCTUE U JaHHU M PasIpeaesis
3HAHMATA Ype3 T'bBKaBa CTPYKTYypa, KATO PHKOBOJICTBOTO OCHTYpsIBA MaHIAT U PECYpC,
a QYHKIHUATA IO YOBEIIKH PECYPCH — aPXUTEKTypa, METOIMKA U aHATUTUYHA SICHOTA.

B 3ak/i0ueHueTo Ha aucepTanuaTa ca HalpaBeHW HEOOXOAUMHUTE 0000IIEHHS
U OCHOBHM W3BOJAM OT TMPOBEACHOTO WU3Cie[ABaHe. BBB BCHYKM 4YacTH Ha
JMCEPTALMOHHOTO U3CIIEIBAHE € SICHO BUMMO COOCTBEHOTO IPUCHCTBHE U COOCTBEHUS
MOYepK Ha  JIOKTOPAHTKATa, KOATO ONpEAeNeHO TIOKa3Ba KadecTBa Ha
KOHCMPYKMUBHOCM U JIO2UYHA NOCIe008amenHocm, CIOCOOHOCT 3a pa3KpUBaHe,
neguHUpaHe U pellaBaHe Ha HayYHU M HayYHO-TIPHJIOKHU MpobsieMu B oOiacTTa Ha
CVYYP.

Cnenpa na ce moaueprae, ye pelieH3MPaHOTO JUCEPTALMOHHO M3CJIEBAaHE Ce
OTJIMYaBa MO CBOSITA KOMILUIEKCHOCT, IIMPOTa, ABIOOYMHA M OOOCHOBKAa Ha IIUPOK
CIIEKTHP 1EIeChO0Pa3HU MPEJIOKEHUS 1 THOBATUBHU MOIXOMH.

I1. HayyHu ¥ HAyYHO-NIPUJIOKHH MOCTUKEHUS B TUCEPTALMOHHUSA TPYA

BbB BCHMUKM dYacTHM Ha JUCEPTAIIMOHHOTO H3CIEIBaHE € SICHO BHIUMO
COOCTBEHOTO TMPHUCHCTBHE M COOCTBEHHAT TIOYEPK HA JOKTOPAHTKATa, KOSTO
OTIPENIETICHO MOKa3Ba KaueCTBA HA KOHCPYKMUBHOCH U TOSUYHA NOCAEO08AMENHOC,
CrocoOHOCT 3a pa3KpuBaHe, 1e(prHUpaHe U pelllaBaHe Ha HaAyYHU U HAyYHO-TIPUIIOKHH
npobaemu B obsnactrta Ha YUP, 06o0maBa, ue crparerundeckoro YUYP ce yrBbpkmaBa
KaTo TIOCTOSIHHAa CIOCOOHOCT 3a ChITIaCyBaHE HA XOopaTa, TEXHOJOTHHTE U
OpraHU3aIMOHHUTE I1EJIH.

W3cnenoBaTtesnckata JOTMKa W CTpPyKTypaTa Ha JAuMcepTrauuara ca aoope
usrpajeHu. [Ipu cTpykTypHupaHeTo CoIy4JIMBO € MPHIIOKEH TPaAUIIMOHHUS TOIXO/;
TEOpHs — MMPAKTHKA — HACOKH U MpeIIoKeHus. [lucepTainoHHOTO H3ciaenBane e 1o0pe
OamancupaHo, (QOKycMpaHO U IeJeHacoueHo. Hayunute mnpoOiremMu ca sCHO
dbopmynupaHu, a HAyYHUTE U3BOAU M MPEJIokKEHUs - 1o0pe obocHoBaHu. Ciena aa
ce mojayeprae, ye M3CIeBaHeTO Ce OTIMYaBa ¢ KOHKPETHOCT, MIUPOTa, AbI00UNHA U
000CHOBKa Ha IIMPOK CHEKTHP LielechoOpa3zHu mpemioxeHus. JloOpa e uaesta Ha
JOKTOpaHTKATa Jla HallpaBH MEXIWHHH W OCHOBHHM W3BOJMU CII] BCSKA rjiaBa U OT
ISUIOCTHOTO JMCEPTAIMOHHO M3clieABaHe. HayuHUAT MPUHOC Ha JUCepTaIUsiTa MOXKeE

Ja CC MOTbPCU B HAKOJIKO TEMATHUYHHU HAIIPABJICHHA. HpI/IeMaM HAaYYHO -TIpUJIOXKHHA
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HIpUHOCH, OPMYJIMPAHH OT JOKTOpaHTKaTa. Te ca onucaHu Cropes MpHI0KEeHHETO UM
Y HE CMSTaM 332 HEOOXOAMMO J1a TH npehOpMyIHpaM TyK.

[locoueHnute HayyHU NOCTHKEHUS B JUcCepTalusara ca JMYHO Jel0 Ha
noktopaHTtkara. CrpaBkaTa 3a MPHHOCHTE TMPABHJIHO TPEACTaBsS HAayYHUTE
MOCTHIKEHUS B JMCEPTALIUATA.

I1l. Kpurtuunu OeseskkM KbM ChABbP:KATEJHATA YacT HA JMCEPTALUsTA,
NpenopbKH KbM JOKTOPAHTKATA

JlucepTalMOHHOTO U3CIEIBaHE OTTOBOPS HA ChbPKAHUETO U U3MCKBAaHUATA 32
pa3paboTBaHe Ha mMoAoOeH Tpyd. MIMaM HSAKOJIKO OENEeXKU MO ChABPKAHHETO U I10
OTHOUIEHHE Ha 0()OPMSIHETO, KOETO HE IPOMEHS MTOJIOKUTEIIHOTO MU OTHOIIEHHE KBM
JMCePTALMOHHOTO U3CJIe/IBaHe U HE HaMaJlsBa HeropaTa CTOHHOCT:

1. B Teopetnunus 0630p Ha MecTa mpeodiiafgaBa ONMCAaTEIHO PEACTABSIHE Ha
IIKOAU U aBTOpH. Ilo-ACHO M3BenEHa cpaBHUTEIHA KPUTHUKA HAa MPOTUBOpPEYAIIN CH
KOHLEMIIMKA U MO-CUCTEMAaTHYHO (opMyjHpaHa COOCTBEHA MO3ULMS OMXa OTPa3HIIH
aBTOPOBOTO Y4acTHE B MIPEICTABIHETO UM,

2. Ha c. 89 B nucepranusita JOKTOpaHTKaTa LIUTUPa TEKCT, KOETO aBTOPOBO
MHEHHE HE CHOJENSM M I'O0 CYUTaM KaTo HENPHJIOKHUMO JHEC (OTHACs ce 3a MUHA
NIEpUOJ), IOCOUEHO € B TEKCTA HA PELICH3UATA,;

3. [Ilpu uzbposiBane U HOMEpUpaHe Ha OTAETHUTE maparpagu cliel TeKCTa He
ce [TOCTaBs TOUYKa — TOBA HE € U3PEUCHUE;

4. He ce 3amouBa u3peyeHue chbc chkpaieHus. Koraro ce usmmcBa TeKCT C
abpeBuaTypa, IpeIBAPUTEIHO TOBA € HAIPABEHO B CKOOH, ClIe/] 3HAUEHUETO, U3IHUCAHO
U3LSIIO.

IV. [Ipyru Bsnpocu

ABTopedepaTbT 1aBa INpeacTaBa 3a O0eKTa, NpeaMeTa, Tes3ara, LelTra U
3aJla4iTe Ha U3CIIEABAHETO, KAKTO U 3a U3I0JI3BaHaTa METOOJIOI |, 3a CTPYKTyparTa 1
3a ChJIBbP)KAHUETO Ha TPYy/Aa KaTo LisUIO.

JlokTopaHTKata € mocodywna 4 nybauxayuu TO gUcepTanuaTa — 3
CaMOCTOSITEJTHH U €/IHa B ChaBTOPCTBO.

V. 3akinouenue

HuceprauusTa € Ysalo0CmHO, 3a0bA00YEHO U O00OPOCHLEECMHO  HAYUHO
uscnedsane Ha aKTyaJleH U 3HaUMM TEOPETHKO-METOI0I0TMUYECKH U HAyUYHO-TIPUIIOKEH
po0JIeM, ChIBPIKA CHYECHMBEEHU HAYYHU U HAYYHO-NPULONCHU NPUHOCU B 00TACTTa Ha

CVYYP u onpeodeneno moxe na 6bJie nOI0H#CUMENHO OYEeHEHA.
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JIoKTOpaHTKaTa no3Ha6éa NOCTaThYHO JOOpE OCHOBHATA JIMTEPATypa U 100pUTe
MPaKTUKH B H3CJIEABaHATa 00JIACT, MOXE SCHO Na ¢popmyaupa usciedo8amencku
npobnemu, 0a aHATU3UPA, CUCMEMAMU3UPa U KpUMU4Ho 0a OCMUCTA KlacudecKkume u
HOBUmMe meopuu U KOHYenyuu, IOa KOHCMPYUpa U3Cie008amencku anapam, o0d
NnpoBeAHcOa eMIUPULHO U3CACO8AHE, O NPABU APSYMEHMUPAHU U3800U U 0d 0DOCHOBABA
npeonodHce s 3a NOOOOpeHUe HA YNPAGIeHUEMO Ha Y08eUWKUSA KAnUumaii Kamo axkmop
30 KOHKYPEHMOCNOCOOHOCT 8 UHOYCMPUATHUME NPEONPUINUL.

ToBa My 1aBa OCHOBaHHE 32 MOJOKHUTEITHO 3aKIIOUYCHUE, Y€ JUCEPTAITHOHHHUST
TPyA CcbOTBeTcTBA Ha u3uckBaHustra Ha 3PACPDL, Ha [lpaBunHuka 3a HEroBoTo
NpUJIokKeHHe, KakTo 1 Ha [IpaBriiHuKa 32 POBEXKIaHETO Ha KOHKYPCH 3a MPUI00MBaHe
Ha Hay4YHM CTENIEHU M 3a 3aeMaHe Ha akaJAeMu4yHH JuTbxkHocTtd B FO3Y ,H. Puncku®,
MOpa/Ii KOETO MpeaiaraM Ha YBa)KaeMHUTE WICHOBE HA HAYYHOTO JKypH JIa IJ1acyBaT
3a MPUCHKIaHe HA o0pa3oBaTesiHa CTeleH ,,J0KTop“ Ha buasina JIrndGomuposa

benoeBa — /loiiHOBCKA.
Codus, 28 oxkromspu 2026 r.

PEHEH3EHT: .................
(mpod. n-p Jlanka bopucosa
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I. Summary data on the candidate's scientific production and activities

1. Information about the doctoral student

Bilyana Lyubomirova Beloeva-Doinovska is a full-time doctoral student in
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of the South-West University "N. Rilski" , according to Order No. 63/25.01.2022 of the
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Protocol No. 28/20.01.2022. She was dismissed by Order No. 3047/2.12.2025 with the
right to defense.

The development of the doctoral student's creative biography eloquently
demonstrates a concentration of research activity in a well-structured direction in the
field of strategic human resource management, organizational flexibility, and the
evolution of skills in the era of artificial intelligence.

2. General characteristics of the presented dissertation work

The doctoral dissertation is 213 pages long. The structure consists of an
introduction, an exposition in four chapters, a conclusion, a bibliography (a total of 105
literary sources, 44 in Cyrillicand 61 in Latin). There is 1 Questionnaire attached to the
dissertation work. The text includes 11 figures and 13 tables.

The dissertation title is correctly chosen, the dissertation work is dedicated to
a current problem of strategic management: the transformation of human resources
management from a primarily administrative function into a participant in the
development and implementation of organizational strategy. The significance of the
topic is of particular importance for industrial enterprises, in which technological
innovation, the shortage of competencies, demographic changes and the cost of
personnel interruptions place justified requirements on personnel planning and
organizational adaptability. The research focus is clearly outlined: the formal presence
of personnel rules and structures is not identical to their systematic implementation and
strategic maturity. This distinction allows to raise specific questions about the
competencies of the management team, the regularity of practices, the support of
management and the measurement of results. The topic has a convincing scientific and
applied focus.

The dissertation is distinguished by the thoroughness of the research conducted,
insight into the essence of the problems investigated, objective analysis, and
substantiated conclusions.

The research logic and structure of the dissertation are well-established. The
structuring follows the traditional approach for writing such works - first, the theoretical
statements on the topic are clarified, secondly, the various models are presented and
classifications are made, and thirdly, the own research is conducted, analyzing the data
from it and revealing the possibilities, making suggestions and guidelines for

improvements.



The introduction formulates the object, subject, working thesis, main objective,
six research tasks and research questions. The main objective is to diagnose the
problems and factors for strategic maturity and develop an integrated management
framework.

The object of study is organizations from the industrial sector, viewed as
systems in which people, technologies, production processes and management
decisions form a common ability to create value, and the subject matter is the
problems, practices and factors related to the strategic maturity of human resource
management, including the formalization and frequency of personnel practices,
management support, readiness for change, the influence of the external environment
and differences according to size, ownership, subsector and management level.

The main objective of the study is to examine 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 for increasing strategic maturity.

The doctoral thesis is based on the assertion that maturity is most strongly
associated with the consistent application of modern practices and with the real
mandate provided by management, while organizational characteristics outline the
context in which these mechanisms operate. It is supported by several hypotheses that
are not described in the introduction, where they belong, but in Chapter 3.

To prove the thesis, six research tasks have been formulated, subsequently
developed and proven in the overall presentation. In the course of the development, a
system of methods has been applied to fulfill the research tasks set and to ensure the
reliability of the conclusions and inferences made.

I believe that the thesis is defended in the dissertation research.

Chapter One ( Theoretical and Methodological Issues of Strategic Human
Resource Management) is 51 pages and four paragraphs long. The theoretical
foundations, concepts of strategic management, principles and components of human
resource management, the specifics of the industrial sector and models of motivation,
commitment and leadership are systematized. The resource-based, competency-based,
systemic and situational approaches are covered, as well as the connections between
personnel and business strategy .

The first paragraph (Theoretical foundations of strategic management)

justifies the role of strategic management and its impact on competitiveness. According
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to the author, Insufficient or inadequate strategic management often leads to loss of
market positions and crisis in the organization.

A brief overview of the key stages of the evolution of human resource
management (HR) is provided — from classical management theories, through the
behavioral approach, to the emergence of strategic HRM and the modern digital stage,
which expands strategic human resource management with automation tools, reliable
data and predictive analysis. The relationship between the individual approaches is
graphically shown. According to the author, each of these periods brings new
understandings of the role of employees and the way in which organizations manage
their personnel. This statement is illustrated in a table, where the stages in the
development of human resources, the characteristics of the approach and the key
authors and models are systematized. Strategic planning is analyzed as the core of the
strategic management process, and for the industry - long horizons, advance talent
planning and timely retraining for sustainable advantage and results.

The development follows a logical connection between the individual
paragraphs and builds on the content.

In the second paragraph (Key Components and Principles), the doctoral
student clarifies the role of HRM, concluding that modern HRM goes beyond
administrative procedures and strives to proactively "align™ people management with
the strategic priorities of the business. An analysis is made of the steps in the selection
and appointment of personnel, as factors on which the implementation of the strategy
largely depends. According to the author , among the main challenges facing
recruitment is the shortage of qualified labor in some industries, which can be overcome
with training, assessment and development, as a continuation after the appointment, as
a continuous process. The role of organizational culture as an invisible force is also
outlined, guiding the actions of the members of the team and the individuality of the
organization. The ultimate goal is defined as creating a work environment in which the
values of the organization match the values of its employees.

In the third paragraph (Specificity of the industrial sector) an overview is
made of the characteristics of industrial organizations, the challenges in the industrial
sector (The main challenges are: shortage and aging of personnel, turnover, regulatory
pressure and digital transformation) and the opportunities (digitalization of HR and
analytics, dual training and talent partnerships, total rewards and care for well-being,

more flexible shifts and outsourcing of non-core activities and inclusive culture). The
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author concludes that strategic HR must proactively manage change and develop skills
with technology for sustainable advantage.

In the fourth paragraph (Models and theories of human resource management)
the content is upgraded with the approaches (two approaches) and models (“hard” and
“soft” model) for strategic human resource management (SHRMM). After analyzing
their essence, the author concludes that the hard model strives for efficiency through
control, and the soft model strives for commitment and high motivation of the staff.
Several classic HRM models are presented (Michigan (hard), Harvard (soft), the 5 Ps,
David Guest , etc.). According to the author, strategic HRM models strive to find the
optimal balance between the goals of the organization and the needs of its employees,
offering different paths to this goal.

The role of motivation as the driving force that pushes people to certain behavior
and effort at work is also highlighted, and various theories are analyzed that outline
what needs or factors stimulate the individual. The doctoral student makes a well-
founded conclusion that for industrial organizations, the application of various theories
and approaches means more motivated workers, a safer and more productive work
environment, and leaders who can integrate the human factor in achieving technical and
production goals.

At the end of the first chapter, the doctoral student has made a summary, which
is a significant contribution to the theory of HR management. A good decision is to
make substantiated conclusions in the content of the dissertation research , to construct
proposals. The author makes a basic conclusion that in the First Chapter a theoretical
and methodological framework is built, in which the strategy of the organization and
the strategy for people are inseparable. Strategic management sets direction and
discipline through a cycle: analysis-plan-implementation-control-correction.

In this chapter, the doctoral student demonstrates excellent knowledge of the
theoretical frameworks for HRM, shows the ability to evaluate and define models of
strategic human resource management as offering conceptual frameworks for
integration. One “hard” approach treats HR as a management tool for strict alignment
with business goals, with an emphasis on planning, control and productivity. The
alternative “soft” approach puts the person at the center and seeks commitment,
development and long-term effectiveness through humanistic policies., to draw

reasonable conclusions and formulate appropriate conclusions.



In the second chapter (lIdentification of problems in strategic human resource
management), a volume of 48 pages, in four paragraphs, the doctoral student skillfully
builds on the content of the dissertation research, emphasizing the main challenges in
the industrial sector, and the impact of technological changes. At the same time, the
organizational culture and climate on HRM and the problems arising from the external
environment of the organization are tracked. Personnel and organizational problems are
identified: shortage of qualified workers, turnover, motivation, technological changes,
organizational culture, legislative and economic factors. Its importance lies in the
construction of the methodological framework for the empirical research.

The first paragraph (Main Challenges in the Industrial Sector) addresses a
serious problem for industrial organizations - the shortage of qualified workers.
Demographic and educational imbalances are cited as reasons: turnover and a decline
in the number of young people acquiring professional qualifications, especially in
technical specialties needed by industry. Measures to overcome these challenges are
also identified, such as labor import and staff qualification.

A major challenge, according to the author, is low staff engagement and
motivation. This problem is characterized as a cause of lower productivity, more errors,
poor customer service and a lack of innovation and organizational factors, such as:
monotonous and unattractive nature of the work; lack of participation and autonomy;
insufficient recognition and feedback; high levels of stress.

And here the doctoral student's skills in conducting analyses and drawing her
own conclusions stand out, that achieving efficiency requires systematic workforce
planning, dual training and internal talent development, competitive and "meaningful”
remuneration, improved conditions and well-being, strong and empathetic leadership,
participation and autonomy, targeted retention programs and regular engagement
measurement, which I assess positively.

The second paragraph ( Impact of technological change ) of this chapter
examines automation and its impact on certain tasks and processes, such as job losses
due to automation, risk of mass layoffs. According to a cited opinion of a number of
authors, employees need to be retrained, cooperation between man and machine,
communication of the vision for change by leaders. To evaluate and track the results of
this initiative, the readiness of personnel for automation and the effectiveness of the
measures, various indicators are proposed - ROI from training, speed of adaptation,

knowledge retention.



As a result of automation, the author believes that, along with organizational
and social effects, technological changes are sharply changing the requirements for the
skills and qualifications of personnel. It is argued that the industrial sector at the
beginning of the third decade of the 21st century operates in an environment of intense
globalization, characterized by dynamic external factors that directly affect the strategic
management of human resources and are emerging as the main drivers of
transformation of the global labor market by 2030. The energy crisis, which has had a
strong impact on the industrial sector in recent years, is cited as a critical external factor.

In the third paragraph ( Organizational culture and climate) is A critical
review of the influence of organizational culture on HRM was conducted. It is defined
as supporting the objectives of HRMS, acting as a catalyst: policies for training,
performance appraisal, professional development, etc. are more easily accepted and
yield better results.

According to the author, there are problems in integrating new strategies into
the organization and this inevitably requires changes in the organization itself. The
author associates these problems with resistance to change, and the cause is associated
with a mismatch between the new strategies and the existing culture and structure of
the organization.

I do not believe that enterprises operate in the conditions of an economy in
transition (quoting the opinion of a second from 2009) in bureaucracy and limited
access to finance, and this cannot be indicated as an external factor by the author (p.
89). I agree with the finding that it is important for the management team to have skills
in managing change - planning the transition, communicating the benefits, dealing with
resistance and monitoring progress.

For the purposes of the study, this paragraph reviews and justifies the need to
build key competencies for successful strategic human resource management in the
industrial sector, both for managers and employees and the organization (“learning
organization”). The author makes a reasonable conclusion that strategic human resource
management in the industrial sector requires targeted development of key competencies
at three levels: individual (employees and managers prepared to implement the
strategy), group (effective teams with the necessary skills) and organizational (the
company’s ability to change and learn). It is pointed out that a positive, collaborative
culture facilitates engagement, learning and innovation, while inherited authoritarian

attitudes and distrust block policies and reduce motivation.



In the fourth paragraph (Problems arising from the external environment of
the organization) regulations and legislation, economic factors, globalization and
liberalization processes are examined. The problems and processes related to them are
examined in detail.

The author makes general conclusions, emphasizing that the external
environment poses complex constraints to industrial enterprises and HRM. Labor
legislation and European regulations guarantee protection for workers, but create a high
administrative burden, reduced flexibility and the need for constant monitoring and
negotiations with unions. Economic instability, inflation and demographic decline
make long-term planning difficult, deepen the shortage of qualified personnel and force
companies to balance between labor costs and staff motivation. Globalization and
liberalization sharpen competition and intensify the "brain drain”, but in parallel
introduce higher standards for HRM. Success depends on flexible , proactive HRM,
which integrates these factors into sustainable strategies.

In this chapter, the doctoral student demonstrates skills in analyzing problems
in HRMS and, on this basis, making her own proposals, thereby supplementing the
scientific literature, defending scientific theses, evaluating existing practice, and
making substantiated generalizations and conclusions.

Chapter Three ( Research on the problems of strategic human resource
management in the industrial sector (empirical study) is 34 pages long, presents the
methodology, sample profile, hypotheses, comparative checks, correlation and
regression analysis.

The empirical study is cross-sectional and based on a structured online survey.
An initial array of 122 completions was used for the descriptive distributions, and 120
validated observations for the analytical models (pp. 8-9, 112-120). The selection is
purposeful and convenient, not probabilistic. The doctoral student explicitly takes this
limitation into account, which is a positive clarification.

A wide range of procedures were used: Cronbach 's alpha, KMO, Bartlett 's test
, exploratory and parallel factor analysis, chi- square, Fisher's exact test, nonparametric
comparisons, Pearson and Spearman correlations , and multiple linear regression.
Problems with heteroscedasticity and multicollinearity were reported, which is why
robust standard errors HC3 and diagnostic checks were used (pp. 117-119, 137-140).

The descriptive results (pp. 119-127, 198) show mean scores for: strategic

integration - 3.76; readiness for change - 3.71; standardization - 3.57 and frequency of
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application of practices - 3.41. The difference between declared integration and
regularity of implementation is meaningfully important. In the regression model (N =
120) the frequency of practices is related to maturity at B = 0.624 and p < 0.001, and
support from management — at B=0.353 and p = 0.009; R? = 0.626, adjusted R?=0.582
(pp. 137-140, 198). These values support the interpretation of associations, but do not
prove causality.

An important nuance is the composition of the sample: 71.3% of the descriptive
observations are from organizations with over 500 employees, and 72.1% — from
enterprises with private foreign ownership (p. 119). This limits the representativeness
for small and for enterprises with other forms of ownership. In addition, a significant
share of the respondents are in HR/administrative functions, which creates a risk of a
common source of measurement and a specific profile of the assessments. The available
data should be interpreted as characteristics of the surveyed respondents, and not
automatically as a representative picture of all industrial enterprises.

A final synthesis and conclusions from the empirical study are made. The author
draws substantiated conclusions from the results obtained:

1. The empirical picture shows that the industrial sector already has real
prerequisites for strategic human resources management, but the development isuneven

2. The main contribution of the empirical study is in showing the difference
between formalization, institutionalization and strategic maturity;

3. Organizations should move from a formal HR policy to a regular
management cycle based on data, feedback, and capability development.

Chapter Four ( Analysis of the results of the study, conclusions and proposals
for overcoming the identified problems ) is in five paragraphs, 47 pages. The doctoral
student systematizes the results of the empirical study and transforms them into
management proposals with an author's integrated model with stages, indicators and
deadlines. The sequence theory - diagnostics - empirical verification - applied proposals
is appropriate for the purpose of the dissertation.

In the first paragraph (Development of integrated HR management
strategies), an integrated human resources management strategy is developed. The
doctoral student draws a reasonable conclusion from the results obtained, regarding the
integrated strategy, by proposing a strategic cycle with three interrelated horizons: a

three-year horizon, determining the necessary organizational capabilities, expected
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technological changes and the target structure of the workforce; an annual horizon,
translating these directions into a plan for numbers, skills, labor costs, selection,
development and continuity; and a three-month horizon, tracking performance,
deviations and adjustments. The author's view is that such an architecture creates a
regularity that directly corresponds to the strongest regression factor — the frequency of
application of practices. It is proposed to establish a council on human capital , led by
the CEO and including the directors of production, finance, technology, quality and
human resources. Improving selection and integration processes is viewed as
transforming personnel needs into a verifiable sequence of solutions.

In Section 2 (' Increasing employee engagement and motivation), the results are
systematized and analyzed, with a focus on employee engagement and motivation. The
opinion is expressed that engagement and motivation should be considered as a
management outcome of the quality of work and the competencies of management. A
model is proposed that combines measurement, management conversation, action and
accountability: an annual comprehensive study of the factors of engagement, a short
quarterly measurement of three to five variables, a team conversation that translates the
results into two specific measures and a subsequent measurement that verifies the
perceived change. Roles and responsibilities are defined - HR department in developing
the methodology and subsequent analysis, the line manager for the conversations, and
management in removing obstacles. The motivational strategy provides a link between
material remuneration and a number of qualitative indicators.

In Paragraph 3 ( Training and Skills Development) A training and skills
development system has been developed. Employees build their competencies
according to a common framework of competencies — technical, digital, managerial and
behavioral, and training programs are structured as academies by professional field.
After a thorough analysis of the training programs, employee participation in the
training process is also analyzed. According to the author, the Training and
Development System creates strategic value through the connection between future
technology, critical competence, career path and operational result. It responds to sub-
sector skill shortages, supports retention and creates an internal source of personnel.

Paragraph 4 (Management of change and innovation) states that the
management of change and innovation is based on the tension between strong external
pressure (index 3.79) and more moderately developed internal capacity (3.71). The

author develops and proposes a model that views change as a portfolio of
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interconnected initiatives, each of which has a business objective, sponsor, owner,
affected groups, resource, implementation indicators, and outcome criteria, with the
portfolio reviewed quarterly by the human capital council and compared to operational
capacity. The construction of an agile organizational structure is justified by the theory
of dynamic capabilities: a solution map, process owners as a complementary axis to the
functional structure, between disciplinary teams, internal mobility, and a combination
of a stable core (strategy, common data, professional standards, regular cycles) and an
adaptive periphery (project teams, temporary roles, experimental implementations) are
proposed. | consider these proposals as scientific contributions.

In the fifth paragraph (Author's integrated model and stages of implementation),
the final summarizing element of the study is the Integrated Model for Strategic Human
Resources Management in Industrial Enterprises developed by the author, which |
consider a scientific contribution. The model encompasses four management fields —
integrated human capital strategy, engagement and motivation, training and
development, change management and innovation — each of which is associated with
processes, organizational roles, metrics and time horizon. It is summarized that the
author's integrated model transforms strategic human resource management into a
system for implementing industrial strategy, and its value stems from the relationship
between the empirical result and the specific management mechanism.

In the overall dissertation research, the doctoral student demonstrates the
ability critically and purposefully use the analysis and synthesis of methodological
ideas and on this basis to compile the necessary methodology, conduct in-depth
empirical research, professionally analyze the results obtained and make substantiated
generalizations and conclusions. The results are depicted graphically, systematized in
tables and analyzed in depth. The doctoral student comes to the conclusion that the
maturity of strategic HRM develops through the consistent implementation of mutually
supportive practices: the industrial enterprise attracts personnel 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 mandate and
resources, and the human resources function - architecture, methodology and analytical
clarity.

The conclusion of the dissertation contains the necessary generalizations and

main conclusions from the research conducted. In all parts of the dissertation research,
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the doctoral student's own presence and her own handwriting are clearly visible, which
definitely shows qualities of constructiveness and logical consistency , the ability to
reveal, define and solve scientific and scientific-applied problems in the field of HRM.

It should be emphasized that the peer-reviewed dissertation research is
distinguished by its complexity, breadth, depth, and justification of a wide range of
expedient proposals and innovative approaches.

I1. Scientific and applied scientific achievements in the dissertation work

In all parts of the dissertation research, the doctoral student's own presence and
her own handwriting are clearly visible, which definitely shows qualities of
constructiveness and logical consistency , the ability to reveal, define and solve
scientific and scientifically applied problems in the field of HRM, summarizing that
strategic HRM is being established as a permanent ability to coordinate people,
technologies and organizational goals.

The research logic and structure of the dissertation are well-established. The
structuring successfully applied the traditional approach: theory - practice - guidelines
and proposals. The dissertation research is well-balanced, focused and purposeful. The
scientific problems are clearly formulated, and the scientific conclusions and proposals
- well-founded. It should be emphasized that the research is distinguished by its
concreteness, breadth, depth and justification of a wide range of expedient proposals. It
is a good idea for the doctoral student to draw intermediate and main conclusions after
each chapter and from the entire dissertation research. The scientific contribution of the
dissertation can be sought in several thematic areas. | accept scientific and applied
contributions formulated by the doctoral student. They are described according to their
application and | do not consider it necessary to reformulate them here.

The scientific achievements stated in the dissertation are the personal work of
the doctoral student. The reference for contributions correctly presents the scientific
achievements in the dissertation.

I11 . Critical notes on the content of the dissertation, recommendations to
the doctoral student

The dissertation research meets the content and requirements for developing
such a work. | have a few comments on the content and in terms of formatting, which
do not change my positive attitude towards the dissertation research and do not diminish

its value:
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1. Inthe theoretical overview, descriptive presentation of schools and authors
prevails in places. A more clearly presented comparative criticism of contradictory
concepts and a more systematically formulated own position would reflect the author's
participation in their presentation;

2. On page 89 of the dissertation, the doctoral student quotes a text, which 1
do not share the author's opinion and consider to be inapplicable today (it refers to a
past period), it is stated in the text of the review;

3. When listing and numbering individual paragraphs, no period is placed after
the text — this is not a sentence;

4. Do not start a sentence with abbreviations. When writing text with an
abbreviation, it is preceded by a parenthetical statement, followed by the meaning,
written in full.

IV. Other issues

The abstract provides an idea of the object, subject, thesis, goal and objectives
of the research, as well as the methodology used, the structure and the content of the
work as a whole.

The doctoral student has listed 4 publications on the dissertation — 3 independent
and one co-authored.

V. Conclusion

The dissertation is a comprehensive, in-depth and conscientious scientific study
of a current and significant theoretical, methodological and scientific-applied problem,
contains significant scientific and scientific-applied contributions in the field of HRM
and can definitely be positively evaluated .

The doctoral student has a sufficiently good knowledge of the basic literature
and good practices in the research area, can clearly formulate research problems,
analyze, systematize and critically evaluate classical and new theories and concepts ,
construct a research apparatus, conduct empirical research, draw reasoned
conclusions and substantiate proposals for improving human capital management as a
factor for competitiveness in industrial enterprises.

This gives me reason to conclude positively that the dissertation work complies
with the requirements of the Law on the State of the Republic of Bulgaria, the
Regulations for its implementation, as well as the Regulations for conducting
competitions for the acquisition of scientific degrees and for holding academic positions

at the South-West University "N. Rilski®, which is why | propose to the esteemed
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members of the scientific jury to vote for awarding the degree of ""doctor'* to Bilyana

Lyubomirova Beloeva - Doinovska .
Sofia, October 28, 2026

REVIEWER: .................
(Prof. Dr. Lalka Borisova)
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