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AHOTAILIS

JlocHipKeHHsT TMPHUCBSYEHE BJOCKOHAJIEHHIO TEXHOJOTIA  yIpaBIIiHHSA
Kap’epor0 B amnTeYHUX Mepexkax. I[IpoaHamizoBaHO TeopeTHUHI 3acaaul Ta
MDKHAPOIHUN TOCBI, MPOBECHO N1arHOCTUKY CUCTEM YIPaBIIiHHS MEPCOHAIOM, a
TAKOX 3a JIONOMOIOK ONUTYBaHb BHBYEHO MOTHBAIII0 Ta MOOLIBHICTh
CIIBPOOITHUKIB. Pe3ynbTaTtoM JOCHIIKEHHS € 3alpOIlOHOBAHMH aJITOpUTM
KOMIUIEKCHOI TEXHOJIOT1i YIpaBIIIHHA Kap €polo, IO BKIIOYAE I1HAMBIAyalbHE
MJaHyBaHHS Ta (OpMyBaHHS KaJapoBOTro pe3epBy. PobOora BukiageHa Ha 42
CTOpiHKax, MICTUTh 11 Tabmuup Ta 16 pucyHKiB; BUkopucTano 30 mitepaTypHHUX
JOKepen.

Kntouoei cnosa: ynpaBiaiHHs Kap’€poro, allTeUHI MEpexKi, OllIHKA MEPCOHAIY,
BHYTPILIHBO OpraHizaiiiiHa MOOUIbHICTb, KaJIpOBUI pe3epB, COL1aIbHO-€KOHOMIYHA

€(hEeKTUBHICTb.

ANNOTATION

The study focuses on improving career management technologies within
pharmacy chains. It analyzes theoretical principles and international practices,
provides a diagnostic of personnel management systems, and examines employee
motivation and mobility via surveys. The research culminates in a proposed
algorithm for comprehensive career technology, including individual planning and
personnel reserve formation. The work consists of 42 pages, 11 tables, and 16
figures, based on 30 literary sources.

Keywords: career management, pharmacy chains, personnel evaluation, intra-

organizational mobility, personnel reserve, socio-economic effectiveness.
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INTRODUCTION

Relevance of the topic. In the context of the transition to a knowledge
economy and the rapid digitalization of global business processes, the paradigm of
human resource management is changing radically. Today, personnel are considered
not just as a factor of production, but as a strategic asset and a key factor in the
formation of long-term competitive advantages of the organization. This issue is
particularly acute in high-tech and knowledge-intensive industries, the leader among
which is the pharmaceutical industry. The pharmaceutical market is characterized
by strict regulation, the need for constant innovation and an extremely high cost of
error, which places exclusive demands on the competencies, motivation and loyalty
of specialists. In this context, the development and implementation of effective
career management technology becomes not just an element of personnel policy, but
a critical necessity for ensuring the viability of the business [9].

The relevance of the study is enhanced by the specifics of the activities of
pharmacy chains. It is focused on the highest standards of ethics and
professionalism, which requires continuous development of the leadership potential
of employees. However, direct copying of global corporate practices without taking
into account the specifics of the national labor market, especially in the conditions
of socio-economic turbulence, often turns out to be ineffective. There is an objective
need for adaptation and scientific substantiation of career management technologies
that would harmonize the global goals of the corporation with the individual
development trajectories of employees [25].

Career management in this sense acts as a comprehensive technology that
allows an employee to see clear prospects for his growth within the same
organization, which is a powerful factor of non-material motivation and a decrease
in staff turnover [5].

The scientific significance of the topic is due to the transformation of the very
concept of "career". From the classical vertical model (promotion up the hierarchical

ladder), modern management is moving to the concepts of "proteic" and
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"kaleidoscopic" careers, where the priority is psychological success, continuous
learning and inter-functional mobility. The development of technology for managing
such processes requires the use of modern analytical tools, methods of assessing
potential and digital platforms for individual career planning [14].

The practical aspect of relevance is related to the need to systematize career
processes in pharmacy chain. Despite the presence of developed HR tools,
fragmentation in their application is often observed: the lack of a clear connection
between the results of performance assessment and real career assignments,
insufficient involvement of line managers in the process of coaching subordinates,
as well as information gaps in communication regarding vacant positions within the
company. The implementation of a holistic career management technology will
allow transforming chaotic personnel movements into a controlled process of
reproducing the personnel reserve, which will directly affect the profitability and
innovative activity of the enterprise [17].

Separately, it is necessary to highlight the challenges associated with remote
and hybrid work formats, which have become the norm for the modern office of
pharmacy chain. Career management "at a distance" requires new approaches to the
formation of corporate identity and virtual mentoring. Technologizing of this
process through specialized IT solutions (for example, LMS and Talent Management
Systems) allows you to automate routine operations and focus on strategic human
resource planning [11].

Thus, the choice of the topic of the qualification work is due to the objective
contradiction between the high requirements of the pharmaceutical business for the
quality of personnel and the insufficient level of development of applied career
development management tools in domestic realities. The need to find new
mechanisms for increasing employee involvement, forming an effective personnel
reserve and strengthening the employer brand of pharmacy chain through career
management tools confirms the timeliness and high practical value of this study [1].

Theoretical and methodological principles of the personnel management

system and career management of modern organizations have been thoroughly
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reflected in the works of many domestic and foreign scientists. A significant
contribution to the study of general issues of human resources management and
strategic management was made by scientists [4, 25, 27]. They laid the foundations
of a strategic approach to the development of human capital and developed
methodological principles for the formation of personnel policy.

The problems of implementing modern personnel technologies, professional
adaptation and career development of specialists, in particular in the pharmaceutical
industry, are directly covered in the works [8], [3] and [19]. The issues of digital
transformation of career management processes and the use of information
technologies in working with personnel were reflected in the studies [11] and [15].
Certain aspects of the formation of employer attractiveness and foreign experience
in building career systems were analyzed in work [12].

The purpose of the qualification work is to improving career management
technologies in pharmacy chains.

To achieve the goal of the qualification work, it is necessary to solve the
following tasks:

. to study theoretical and methodological principles of career
management in modern organizations;

. provide an organizational and economic characteristic of pharmacy
chains and analyze its position in the modern pharmaceutical market;

. to conduct diagnostics of the current personnel management system and
personnel evaluation methods at the enterprise under study;

. conduct a survey to identify the level of employee motivation for
professional development and the features of intra-organizational mobility in
pharmacy chain;

. to substantiate and develop an algorithm for designing a comprehensive
career management technology for the company;

. to offer practical tools for individual career planning and mechanisms

for forming an effective personnel reserve;
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" assess the projected socio-economic efficiency and effectiveness of the
implementation of the proposed measures.

The object of the study is the process of managing professional development
and career of personnel at pharmacy chains.

The subject of the study is the theoretical foundations, methodological
approaches and practical tools for the development and implementation of career
management technology in pharmacy chains.

Methods were used in the work: a systematic approach, methods of logical
generalization, statistical analysis, employee questionnaires, as well as the method
of graphical data visualization.

Practical significance of the obtained results. The practical significance of
the results of the work lies in the development of specific applied recommendations
for improving the career management system in "Podorozhnyk" network. In
particular: an algorithm for designing a comprehensive career management
technology has been proposed, which can be integrated into the company's overall
HR strategy; an individual career planning tool (IDP) has been developed, which
allows synchronizing the personal goals of employees with the business objectives
of the organization; a mechanism for creating a personnel reserve has been formed,
which ensures the sustainability of the leadership potential of the pharmaceutical
company; the results of the study can be used by the management of "Podorozhnyk™
network to reduce staff turnover and increase staff loyalty.

Approbation of research results and publication. Qualification work was
approved on XII scientific and practical internet-conference with international
participation “Management and marketing in the modern economy, science,
education and practice”. Article has been published: Bondarieva I., Khaider A.
Improving career management technologies in pharmacy chains. Management and
marketing in the modern economy, science, education and practice: materials of XII
scientific and practical internet-conference with international participation. March
19, 2026 / ed. board.: O.V. Litvinova, I.V. Pestun, Kharkiv : NUPh, 2026. — P. 31-
35.
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Structure and scope of the qualification work. The structure of the
qualification work is presented by an introduction, three chapters, conclusions, a list
of sources used and appendices. The total volume of the work consists of 42 pages
of printed text. For the clarity of the material, 21 figures and 11 tables were used in
the work. The theoretical and methodological basis of the study is 30 processed

literary sources.



CHAPTER 1
THEORETICAL AND METHODOLOGICAL PRINCIPLES OF
CAREER MANAGEMENT IN MODERN ORGANIZATIONS

1.1 The essence and components of career management technology

In the paradigm of modern strategic personnel management, career
management appears not simply as a set of managerial influences, but as a complex
multifaceted technology aimed at harmonizing the vectors of development of
individual human capital and the strategic goals of the organization. Scientific
reflection on the essence of this category requires the determination of career as a
dynamic process of self-realization of the individual in the professional space [1].

The essence of career management in scientific discourse is considered
through the prism of subject-subject relations. On the one hand, it is a consciously
designed activity of the organization (HR department and line managers) to
stimulate the professional and positional advancement of employees. On the other
hand, it is a process of individual career self-management, where the employee acts
as an active agent of his own development [7].

We have considered epistemological approaches to defining career
management technology. In particular, the process approach - technology is
interpreted as a sequential change of stages (planning, implementation, control),
which ensure the continuity of professional growth. The instrumental approach - the
emphasis is shifted to a specific set of methods (assessment centers, individual
development plans, rotation, coaching), which allow transforming the employee's
potential into a real professional position [2].

System approach — career management is considered as an integrated
subsystem of the overall management system of the organization, which has its own
input resources, internal transformation mechanisms and output results (increasing
labor efficiency, forming loyalty, developing competencies) [20]. The definition of

the concept of "career management" by various authors is presented in Table 1.1 [4].
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Table 1.1

Definition of the concept of "'career management' by various authors

Author

Interpretation of the concept / scientific approach

Antonova O.

Considers it through the prism of personnel technologies, where

systematic management of human resources to ensure personnel

career management is a tool for professionalization and

competence.

Svintsytska O.
M.,
Bogoyavlenska
Yu. V.

Defined as a modern development technology that directly
affects business efficiency through the synchronization of an
employee's individual goals with the organization's strategic

objectives.

A. V. Lobza, K.
A. Yurchenko

It is interpreted as a component of modern personnel
technologies aimed at optimizing recruitment and adaptation
processes, which ensures long-term stability of the staff.

Tkachenko A.
M., Morschenok
T.S.

Presented as a strategic direction for improvement, based on
planning professional advancement and creating conditions for
continuous self-development of personnel.

Hlebova N. V.,
Merkulova V. V.

They focus on the adaptation aspect, where career management
begins with the professional orientation of new employees and
their integration into the internal organizational environment.

Bailal Mohamed
Amin and others.

In the context of pharmaceutical management, it is defined as a
method of managing specific personnel in pharmacy and
manufacturing facilities to ensure professional expertise.

Shishpanova N.
0.

Considers through the implementation of information
technologies that allow for digitalization of career tracks and
real-time monitoring of labor resources.

Barrow S.,

Mosley R.

Defined through the concept of employer branding, where career
management is a key value proposition (EVP) that attracts and
retains talent in the organization.

Source: compiled by the author based on processed sources [1, 8, 12]

Table 1.2 demonstrates that career management technology is not linear, but
Is a cyclical iterative process. The relationship between diagnostic and educational

blocks is of particular importance, since in the pharmaceutical industry, rapid
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obsolescence of knowledge requires constant updating of personnel development

tools [2].

Table 1.2

Structural decomposition of the components of career management

technology in an organization

Block (module)
name

Key components and tools

Scientific purpose of the
component

1. Diagnostic and
prognostic

Competency audit, assessment
center, career orientation
testing

Identification of an employee's
potential and determination of
his professional orientation

2. Planning and
coordination

Career paths, career
advancement maps, individual
development plans

Creation of formalized
personnel movement
trajectories (vertical and
horizontal)

3. Educational and
developmental

Mentoring, coaching, rotation,
participation in cross-
functional projects, distance
learning

Closing the gap between
existing competencies and
future job requirements

4. Socio-
psychological

Internal brand formation, merit
recognition system,
psychological support

Increasing loyalty, engagement
and preventing professional
burnout

5. Monitoring and
performance

Career growth KPIs, employee
turnover analysis, automated
HRM systems

Assessment of the effectiveness
of implemented measures and
correction of career strategies

Source: compiled by the author

We have studied the architecture (components) of career management

technology. An effective career management technology in a modern organization

should include the following conceptual blocks - an analytical and diagnostic block.

It forms the basis of the technology and provides for an audit of the current state of

human resources. The key elements here are the assessment of competencies, the

definition of career orientations and the psychological readiness of the individual for

vertical or horizontal mobility [11].
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The elements of the HR management system are presented in Fig.1.1 [11].

* Employee record » Time tracking * Performance * Candidate sourcing  * Course creation and
keeping = Scheduling management * Candidate tracking administration

* Organizational » Dispatching » Compensation » Hiring workflow * Knowledge
charts + Task and activity management management assessments

+ Self-service portals tracking » Career development * Certification
for employees * Leave management & Succession planning

Fig. 1.1 Elements of the HR management system [11]

The planning and forecasting block involves modeling possible development
trajectories. At this stage, career maps are developed - visualized paths of the
employee's movement according to different scenarios. An important component is
the coordination of employee expectations with the “capacity” of the organizational
structure [7].

The motivational and regulatory block is responsible for creating a stimulating
environment. This includes systems of material and non-material rewards for
achieving certain career milestones, forming an internal employer brand, and
developing a culture of continuous learning [4].

Operational and implementation block — direct implementation of planned
activities through the tools of personnel reserve, mentoring, cross-functional projects
and professional training. The technological nature of the process here is ensured by
the use of automated HRM systems, which allow tracking the progress of each
employee in real time [3].

The scientific novelty of modern approaches lies in the shift in emphasis from
“employee career management” to “partnership in development.” Career
management technology becomes effective only if a point of bifurcation of interests
IS reached, where the organization receives a highly competent specialist in a
critically important position, and the employee receives satisfaction of needs for

self-actualization and recognition [11].
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The specificity of technology in high-tech industries (in particular,
pharmaceuticals) lies in the high importance of horizontal careers - deepening
expertise without necessarily moving to management positions. This necessitates the
introduction of so-called "expert tracks" into the career management structure [5].

Thus, career management technology is a multidimensional managerial
phenomenon that integrates psychological, sociological and economic methods of
influencing human capital. Its structural integrity is ensured by the unity of goals,
methods and tools aimed at maximizing the efficiency of using the organization's

intellectual resource in the conditions of volatility of the modern market [7].

1.2 Specifics of career management in international pharmaceutical
organizations

Career management in the global pharmaceutical market is a complex
synergistic process that goes beyond traditional personnel management [11]. The
specificity of the industry is due to high knowledge intensity, tough regulatory
pressure and globalization of business processes. In international pharmaceutical
corporations, career strategy is based on the paradigm of sustainable human capital
development, where the individual trajectory of the employee is integrated into the
global goals of the organization [13].

One of the key features is the transition from a hierarchical model to a
“protein” career, which is characterized by adaptability, mobility, and the
employee's own responsibility for their own professional development [12].

The organizational structure of international pharmaceutical companies
(IPCs) is predominantly matrix, which directly affects career architectonics.

An employee often functions in a system of dual subordination: to a local
functional manager and a global leader of the direction. This requires a specialist to
have a high level of cross-cultural literacy and the ability to work in
multidisciplinary teams. In such conditions, career growth is not necessarily vertical.
Horizontal rotation is of great importance - a change in therapeutic areas (for

example, a transition from a cardiology portfolio to an oncology portfolio) or a
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change in functional departments [10]. In particular, the pharmaceutical sector is
experiencing a unique phenomenon called “Medical-to-Commercial Transition,”
where professionals with medical or pharmaceutical education move from clinical
research to marketing or market access [12]. An important aspect is the talent
identification and selection system. At international pharmaceutical organizations,
this process is as formalized and transparent as possible. The main tool is the annual
assessment cycle, which includes self-analysis, 360-degree assessment and talent
review meetings. At these meetings, senior management discusses the potential of
each employee using standardized matrices [21]. Table 1.3 presents the strategic
talent positioning matrix (9-Box Grid) in international pharmaceutical organizations
[2].

Table 1.3

Strategic talent positioning matrix (9-Box Grid) in international

pharmaceutical organizations

Potential / Average
Performance Low performance performance High performance
Requires analysis of  |Candidate for Future global leader;
the reasons for low accelerated priority for
efficiency with high  |promotion, requires @ppointment to key
High potential |aspirations. complex projects.  [roles.

Reliable performer, [Expert ensuring
Requires additional stable development |business stability;

Average training or role within the current  |candidate for
potential revision. role. mentorship.
Stable work at the  |A narrow specialist,
Candidate for exit current level without (critically important
from the company or |ambitions for for specific
Low potential |[improvement plan. growth. processes.

Source: compiled by the author

The career management process is also determined by the product life cycle.
Career opportunities expand significantly at the stages of bringing innovative drugs
to the market, as this requires the creation of new structural units and the

involvement of experts with unique competencies in the field of
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pharmacoeconomics and relations with government agencies. At the same time,
working with a mature portfolio requires the manager to have competencies in cost
optimization and effective supply chain management [9].

A special place is occupied by the system of continuing medical education
and certification. In international companies, a career is inextricably linked with
"Learning Agility" - the ability to quickly absorb new scientific information and
apply it in changing conditions. This includes knowledge of evidence-based
medicine, clinical trial methodology and digital tools for interacting with the
professional community. The role of compliance is also specific: any deviation from
ethical norms of interaction with doctors or organizations becomes an
insurmountable barrier to further career advancement, regardless of the employee's
financial performance [14]. Key competencies for career growth at international
pharmaceutical organizations are presented in the table 1.4 [7].

Table 1.4
Key competencies for career growth at international pharmaceutical

organizations

Competence
cluster Component elements Impact on career

In-depth knowledge of

Scientific pathophysiology, pharmacology |[Foundation for expert and

expertise and GxP protocols medical roles

Business Understanding market dynamics, |A necessary condition for

acumen competitive analysis, P&L moving to the top
management management level.

Mastery of Skills in working with CRM, Critical competency in the

digital programs

analytical platforms, remote
communication channels

context of digital
transformation of industries

Compliance and
Ethics

Strict compliance with legislation
and internal codes of ethics

Mandatory condition for
maintaining the position
(License to operate)

Emotional
intelligence

Cross-cultural communication,
conflict management, empathy

Determines success in matrix
and multicultural teams

Source: compiled by the author
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Steps to build a pharmacy management system are presented in Fig. 1.2

Inventory
Management
Managing Supplier
Competition : ,anagement
CHALLENGES
4" :,: /

Supply Chain
Disruptions

Billing and ]
Insurance Claims “&

-

Fig. 1.2 Steps to build a pharmacy management system

The final stage of a modern career management system in international
pharmaceutical organizations is succession planning. Companies are focusing not
only on filling current vacancies, but also on creating a “bench” for critical roles 3-
5 years ahead. This includes international mobility programs that allow potential
leaders to gain experience in a variety of markets, from developed to emerging ones
[5].

Thus, career management at international pharmaceutical organizations is a
high-tech management system, where the individual trajectory of a specialist is the
result of a balance between his personal ambitions, scientific competence, and the

strategic vectors of the global corporation [4].

Conclusions to Chapter 1

1. It is proven that in the paradigm of strategic personnel management
career management has transformed from a linear administrative function into a
complex multi-faceted technology. It is based on subject-subject relations, where

professional development is the result of harmonization of the strategic goals of the
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organization and the individual aspiration of the employee for self-actualization.
Epistemological analysis allowed us to identify three key approaches to
understanding this category: process (continuity of development stages),
instrumental (set of development methods) and systemic (integrated subsystem of
general management).

2. It has been established that an effective career management model is
iterative in nature and consists of five functional blocks: diagnostic and prognostic,
planning and coordination, training and development, social and psychological, and
monitoring. Each block ensures the transformation of an employee's potential into
real professional capital, minimizing the gap between existing competencies and
future position requirements.

3. It is found that career management in international pharmaceutical
companies is determined by a high level of regulatory pressure and the knowledge-
intensive nature of business processes. A key feature is the dominance of matrix
structures, which determines the priority of horizontal rotation and cross-functional
mobility.

4.  Transformation of the role of the career subject. The current stage of
management development is characterized by the transition to a "protein” career
model, where responsibility for development is shifted from the organization to the
employee himself. The scientific novelty of this approach lies in the shift in emphasis
from directive management to strategic partnership, where the point of bifurcation
of interests is achieved through the creation of an "employer's value proposition”,
which includes not only job growth, but also the development of unique professional

expertise.
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CHAPTER 2
ANALYSIS OF THE STATE AND PRACTICES OF PERSONNEL
MANAGEMENT IN PHARMACY CHAINS

2.1 Diagnostics of the existing system of personnel management and
personnel evaluation in pharmacy chains

The diagnostic assessment of human resource (HR) management and
personnel  evaluation systems within a large-scale enterprise like
"PODOROZHNYK" network one of Ukraine’s leading pharmacy chains requires a
comprehensive analytical approach that bridges organizational psychology, retail
management, and strategic performance metrics. To effectively diagnose the current
state of these systems, one must examine the alignment between the company’s
aggressive growth strategy and its internal human capital management practices. The
primary objective of such a diagnostic process is to identify bottlenecks in the
employee lifecycle, assess the efficacy of existing performance appraisal tools, and
determine whether the current incentive structures foster a high-performance culture
or create operational inertia. In a pharmacy environment, where customer service
excellence is directly linked to clinical outcomes and sales revenue, the diagnostics
must prioritize the evaluation of both quantitative indicators such as average check
size and upselling conversion rates and qualitative markers, including adherence to
pharmaceutical ethical standards and customer satisfaction indices [2].

The initial phase of the diagnostic process necessitates an audit of the current
recruitment and onboarding architecture. For a chain with hundreds of physical
locations, the primary challenge often lies in maintaining standardized service
quality while managing high turnover rates typical of retail sectors [7].

A diagnostic investigation should interrogate whether the existing onboarding
process for pharmacists and pharmacy technicians effectively transmits the
corporate values of "PODOROZHNYK" network or if it is overly focused on

administrative compliance.
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If the data suggests that new hires struggle to integrate into the workflow or
fail to meet sales targets within the first three months, the diagnostic must conclude
that the onboarding system is failing to provide adequate cognitive and technical
scaffolding. Furthermore, the diagnostic should evaluate the role of digital HR tools
in this process; if the integration between recruitment software and performance
tracking systems is fragmented, it creates "data silos" that prevent management from
identifying high-potential employees early in their tenure [9].

The second core area of the diagnostic focuses on the performance evaluation
system. In many large-scale retail chains, performance evaluation often devolves
into a rote, tick-box exercise, which is particularly detrimental in a field that requires
high levels of professional integrity and technical knowledge [7].

A critical diagnostic question is whether the evaluation system is truly
"balanced" that is, does it weigh clinical competence and patient consultation quality
as heavily as financial KPIs? If the performance appraisal relies solely on volume-
based metrics, the diagnostic will likely reveal a misalignment where employees
prioritize fast turnover at the expense of professional pharmaceutical advice,
potentially risking long-term brand reputation [17].

Moreover, the diagnostic should assess the frequency and quality of feedback
loops. If evaluation is conducted strictly on an annual or bi-annual basis, it is
insufficient for the fast-paced retail pharmacy environment. An effective diagnostic
would likely identify a need for shift-based or monthly micro-evaluations that
provide immediate, actionable feedback to employees, thereby facilitating faster
course correction and continuous professional development [6].

In addition to evaluating individual performance metrics, the diagnostic must
examine the systemic approach to professional development and talent retention.
The "PODOROZHNYK" network brand operates in a competitive labor market
where qualified pharmacists are in high demand. If the diagnostics indicate that the
highest-performing employees are leaving the organization, it suggests that the
current system fails to offer a clear, transparent career path or that the intrinsic

motivators are lacking.
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An effective diagnostic should employ both qualitative methods such as stay
interviews and organizational climate surveys and quantitative methods, such as the
correlation between training investment and retention rates. By analyzing these data
points, one can determine if the existing personnel management system treats
employees as replaceable assets or as strategic partners in organizational growth. If
the diagnostic reveals a lack of investment in soft skills training such as conflict
resolution or advanced sales psychology it highlights a critical vulnerability in the
chain’s ability to differentiate itself from competitors through superior service [4].

Finally, the diagnostic must address the internal communication and cultural
alignment aspects of the HR system. Even the most robust performance evaluation
tools will fail if they are not perceived as fair and transparent by the frontline staff.
A diagnostic assessment should investigate the perceived objectivity of the
evaluation criteria. Employees feel that the metrics are attainable, or do they perceive
them as arbitrary targets set by the central office without regard for local market
conditions. If the latter is true, the system will breed cynicism and disengagement.
Furthermore, the diagnostic should look at the digital infrastructure supporting HR
management. In a modern retail chain, real-time access to performance dashboards
and transparent bonus calculations is essential for employee engagement [5].

The absence of such digital transparency acts as a significant drag on
motivation. Ultimately, the diagnosis of the personnel management system at
"PODOROZHNYK" network must provide a roadmap for moving from a reactive,
control-oriented model to a proactive, development-oriented model that empowers
pharmacists to provide high-quality care while contributing to the overall financial
health of the pharmacy chain [11].

This requires shifting the HR philosophy from mere oversight to
comprehensive human capital development, ensuring that every employee
evaluation session serves as a catalyst for growth rather than a mere assessment of
past shortcomings.

SWOT analysis of the "PODOROZHNYK" network is presented in table
2.1.
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Table 2.1

SWOT analysis of the ""Podorozhnyk™ network

Category Key Factors Strategic Impact
The largest pharmacy chain in Ukraine with
Market Dominance massive brand awareness.
Technological Extensive use of automated dispensing robots
Edge (PharmBot) and advanced logistics.
Omnichannel Highly efficient integration of online booking,
Model mobile apps, and physical retail.
Strong "Low-Price" brand image that consistently
Cost Leadership  jattracts price-sensitive consumers.
Robust supply chain management allowing for high
Strengths Logistics Scale product availability across 1,500+ locations.
High Staff High attrition rates among frontline pharmacists,
Turnover impacting consistency and training costs.
Challenges in maintaining uniform service quality
Standardization across a geographically vast and decentralized
Gaps network.
Scaling challenges in managing a massive
Operational workforce and thousands of individual pharmacy
Complexity units.
Over-reliance on automation may diminish the
Service perceived value of personalized professional
Weaknesses  |Impersonality consultation.

Private Label

Increasing margins by scaling a proprietary line of

Expansion vitamins, supplements, and parapharmaceuticals.
Integrated Health  [Transitioning into "health hubs" by offering basic
Services diagnostic tests (e.g., glucose/pressure) on-site.
Digital Health Leading the market in fulfilling e-prescriptions and
Integration expanding into tele-pharmacy consultations.
Strategic Consolidating market share by acquiring smaller,
Opportunities |Acquisitions struggling regional pharmacy players.
Aggressive Intensified rivalry from major competitors like
Competition Podorozhnyk and 9-1-1 over premium locations.
Economic Exchange rate fluctuations and inflation affecting
Volatility the cost of imported medicinal products.

Threats

Demographic
Shifts

Internal and external migration patterns reducing the
population density in traditional high-traffic zones.

Regulatory
Changes

Potential government policy shifts regarding price
caps on medicines or stricter licensing for

automated units.
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We conducted a survey of 69 employees of "PODOROZHNYK" network to
diagnose the human resources system, evaluate personnel, and develop modern
career management technology (Appendix A). We distributed the surveyed
respondents by length of service (Fig. 2.1). Analysis of the data obtained indicates a
high level of loyalty and stability of the staff in the organization. In particular, the
largest shares of respondents have work experience from 5 to 10 years (32%) and
over 15 years (32%), which together makes up almost two-thirds of the team.
Another 29% of respondents have been working at the chain for 11 to 15 years. The
smallest group is made up of employees with up to 5 years of experience — only
7% of the total.

7%

32%
32%

29%

under 5 years = 5-10 years
11-15years = over 15 years

Fig. 2.1 Distribution of surveyed employees of "PODOROZHNY K" network
by length of service

The professional composition of the respondents was analyzed by the level of
positions held (Fig. 2.2). The structure indicates that the majority of the sample
consists of pharmacists (44%) and pharmacy assistants (37%), who represent the
backbone of the operational staff. Pharmacy heads, who occupy managerial and
supervisory roles, account for 19% of the total respondents. This distribution
highlights a balanced organizational structure, where a strong foundation of frontline

specialists and mid-level pharmacists is supported by a sufficient cohort of
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management to facilitate effective oversight and strategic implementation of career
development initiatives  within  the  "PODOROZHNYK  network."

Pharmacy Head _ 19%
phermacist |
Pharmacy Assistant _ 37%

0% 10% 20% 30% 40% 50%

Fig. 2.2 Structure of respondents of "PODOROZHNYK" pharmacy network
by job categories

In addition to demographic indicators, the state of internal management
processes was analyzed (Fig. 2.3). The results showed that 44% of employees
consider the performance appraisal system to be fully formalized, and 28% -
partially formalized. At the same time, 20% of respondents noted only episodic use
of the assessment, and a total of 8% indicated its practical absence or were unable to
provide an answer, which emphasizes the need to improve career management
technologies.

An important aspect of the diagnosis was the periodicity of control measures
(Fig. 2.4). It was found that in "PODOROZHNYK" pharmacy network a systematic
approach to checking the results of activities prevails: 64% of respondents noted that
the assessment is carried out regularly (1-2 times a year), and another 30% indicated
the periodic nature of this procedure. Only a small part of the staff (6% in total) is
faced with irregular assessment, it is carried out only when necessary, or stated the

complete absence of such measures.
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Difficult to answer [l 5%
Virtually absent [l 3%
Applied sporadically NN 20%
Partially formalized NG 25%
Yes, fully formalized N 44%

0% 10% 20% 30% 40% 50%

Fig. 2.3 Assessment of the degree of formalization of the personnel
performance evaluation system in "PODOROZHNYK" pharmacy network

Not conducted | 1%
Only when necessary B 2%
Irregularly M 3%
Periodically GG 30%
Regularly (1-2 times a year) I 64%
0% 10% 20% 30% 40% 50% 60% 70%

Fig. 2.4 Regularity of personnel assessment procedures at pharmacy network
"PODOROZHNYK"

A study of modern tools used in the chain to analyze personnel performance
allowed us to establish priority assessment methods (Fig. 2.5). According to the data
obtained, pharmacy network "PODOROZHNYK" uses a comprehensive approach,
where the highest proportion is the assessment by competencies (24%). Almost the
same importance is given to key performance indicators (KPI), which are used in
23% of cases. High-tech methods, such as the assessment center and the "360

degrees" method, cover 20% and 18%, respectively. The least common, but stable
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element of the system remains the traditional annual certification, which was
indicated by 15% of respondents. Such a variety of methods indicates the high
readiness of the organization to integrate new technologies of career management

based on existing analytical tools.

Assessment Center I 20%
Competency-Based Assessment [ 24%
Annual Certification NG 15%
360 Degree Method NN 18%
KPI (Key Performance Indicators) I 23%
0% 5% 10% 15% 20% 25% 30%

Fig. 2.5 Analysis of personnel assessment methods used in pharmacy network
"PODOROZHNYK"

The study of the subjective perception of the fairness of control procedures

allowed us to analyze the level of trust of personnel in the current system (Fig. 2.6).

Hard to answer [ 13%
Subjective N 14%
Partially objective NG 19%
Rather objective NG 24%
Completely objective NG 30%

0% 10% 20% 30%  40%

Fig. 2.6 Distribution of responses of employees of pharmacy network
"Podorozhnyk" regarding the assessment of the objectivity of the existing personnel

evaluation system
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Analysis of the respondents' responses showed that only 30% of respondents
consider the existing assessment system to be completely objective.

At the same time, a significant part of employees expressed doubts or critical
attitude towards the impartiality of the processes, as evidenced by the recorded
answer options "'rather objective", "partially objective” and "subjective”, as well as
the presence of a certain proportion of respondents who found it difficult to decide
on an answer. Such differentiation of opinions indicates potential risks when
implementing career management technologies, since transparency and objectivity
of assessment are critical conditions for motivating personnel to professional

growth,

2.2 Research on intra-organizational mobility and motivation for career

growth based on employee surveys

The study analyzed the practical significance of assessment results by
determining the goals for which they are used in the chain (Fig. 2.7). It was found
that personnel assessment plays the most important role in the financial aspect: 40%
of respondents noted that its results are the basis for making decisions on
remuneration. In addition, the data obtained are actively involved in professional
development processes - 18% of respondents indicated their use for the formation of
training and development programs.

Career management issues, in particular direct career advancement and the
formation of a personnel reserve, have equal shares of mentions - 16% each,
respectively. At the same time, it is worth noting that every tenth employee (10%)
believes that the assessment results are practically not used in the company. This
structure of responses confirms the company's orientation towards stimulating
performance, but reveals the need for deeper integration of assessment procedures

into the strategic career planning system (Fig. 2.7).
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= Making decisions about

remuneration
= Career advancement

= Formation of training and
development programs
Formation of personnel reserve

= Practically not used

Fig. 2.7 Purposes of using personnel assessment results in pharmacy network
"PODOROZHNYK"

The study analyzed the level of practical significance of assessment
procedures due to their impact on management decision-making in the company
(Fig. 2.8).

No affected [N 12%
Little affected NG 18%
Partially affected [INEGEGGGN 17%
Significantly affected [INEGEEEEN 269

Significantly affected [N 27%
0% 5% 10% 15% 20% 25% 30%

Fig. 2.8 Assessment of the degree of influence of personnel evaluation results
on management decision-making in pharmacy network "PODOROZHNYK"

The survey results indicate that more than half of the respondents feel the real
effectiveness of the system: 27% of respondents believe that the assessment results

significantly affect management decisions, and 26% believe that they affect to a
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significant extent. At the same time, a group of employees (17%) was recorded who
assess this impact as partial. The critical point is that a total of 30% of the staff do
not see a significant connection between the assessment results and management, in
particular, 18% indicated a small impact, and 12% of respondents believe that the
assessment does not affect further management steps at all. The data obtained
emphasize the need for a more transparent integration of the results of personnel
diagnostics into the mechanisms of the company's strategic and operational
management.

The study analyzed the level of employees' perception of opportunities for
their professional advancement within the organization (Fig. 2.9). The results
obtained demonstrate a significant polarization of opinions: the largest group of
respondents (38%) noted that they do not see clear prospects for career growth in
the company. At the same time, exactly a third of those surveyed (33%) have an
individual development plan, which indicates the presence of effective career
management tools for a certain part of the staff. Another 29% of employees have
only a general idea of their path in the company without defining specific steps. This
situation indicates the need to scale up the practice of individual planning and create
a more transparent system of career paths to increase motivation and retain talented

specialists in the company.
No, | don't see clear career growth _ 38%
prospects
| have as%igieéil ;;jeepas without _ 2004
ooy I

0% 10% 20% 30%  40%

Fig. 2.9 Assessment by employees of pharmacy network "PODOROZHNYK"

of the clarity of their own path of professional and career development
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During the survey, the individual preferences of personnel regarding
professional growth vectors were investigated, which made it possible to determine

priority areas of career development within the organization (Fig. 2.10).

36%

30%
= Vertical (promotion up the hierarchy)
Horizontal (rotation, expansion of functions)
Expert (deepening of professional specialization)

Fig. 2.10 Distribution of priority areas of career development of employees of
pharmacy network "PODOROZHNYK"

The results indicate the absence of a dominant vector, as the respondents'
opinions were distributed almost evenly between the three key areas. The employees
showed the greatest commitment to the expert development path, which involves
deepening professional specialization (36%). A vertical career associated with
moving up the hierarchical ladder was chosen by 34% of respondents, while the
horizontal direction (rotation and expansion of functional responsibilities) is a
priority for 30% of the staff. This structure of requests emphasizes the need to
develop a multi-vector career management technology in pharmacy network
"Podorozhnyk", which would meet the needs of both future managers and narrowly
specialized experts.

The study identified key determinants that hinder the professional
advancement of personnel in the organization (Fig. 2.11). An analysis of the
subjective opinions of respondents showed that the most critical factor is the lack of

a comprehensive career planning system, which was indicated by 26% of
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respondents. Almost the same proportion is given to the problems of low staff
turnover (24%) and the lack of transparent promotion criteria (23%), which creates
barriers to projected growth. Limited training opportunities for new roles were noted
as a restraining factor by 16% of respondents, while only 10% of survey participants

indicated insufficient attention by management to the potential of employees.

Lack of career planning system [N 26%
Low staff turnover - [ 25%
Limited training opportunities for _ 16%
new roles

Insufficient attention from

management to employees' [N 10%
potential

Lack of transparent promotion _ 0
criteria 2p%

0% 5% 10% 15% 20% 25% 30%

Fig. 2.11 Factors that hinder the career development of employees at
pharmacy network "PODOROZHNYK"

The study analyzed the attitude of personnel to the digitalization of
development management processes by identifying the level of support for the
implementation of specialized software (Fig. 2.12). The survey results indicate a
high readiness of the team for technological changes: 44% of respondents clearly
support the implementation of an automated platform, believing that this will
significantly increase the transparency of processes and motivation. In addition, 31%
of employees expressed a positive attitude provided that such a tool is easy to use.
At the same time, a certain amount of skepticism was recorded: 15% of respondents

are inclined to give a negative answer, and 10% categorically prefer traditional
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personal communication with management or HR specialists. Such a high total
support (75%) is a strong argument for the development and implementation of
digital career management technology in pharmacy network "PODOROZHNYK".

No, | prefer personal communication 0
with the manager / HR B 10%

Probably no [ 15%
Probably yes, provided it is easy to I 1%
use
Yes, it will significantly increase _ 249
transparency and motivation 0
0% 10% 20% 30% 40% 50%

Fig. 2.12 Level of support by employees of pharmacy network
"PODOROZHNYK" for the implementation of an automated career management

platform

The most popular methods of stimulating professional growth were identified
by the staff, which allowed forming a list of career management tools that
respondents consider the most useful (Fig. 2.13). The most popular among the
respondents were career maps that provide visualization of possible development
paths - this tool was chosen by 39% of employees. Mentoring and coaching
programs (24%) and participation in personnel reserve programs or High Potential
initiatives (16%) are also important for the team. Digital self-assessment and
development tools were supported by 13% of respondents, while regular career
interviews with the manager were the least popular, which were chosen by only 8%
of survey participants. The data obtained indicate a request from the staff for high
visualization and structuring of career processes, which should become the basis for
the development of a new career management technology in pharmacy network
"PODOROZHNYK".
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Digital self-assessment and 0
development tools B 13%

Regular career interviews with a B s
manager 0

Human resource pool / High .
Potential programs I 16%

Mentoring and coaching I 24%

programs

Career maps (visualization of D 39%

development paths)

0% 10% 20% 30% 40% 50%

Fig. 2.13 Assessment of the usefulness of career management tools by
employees of pharmacy network "PODOROZHNYK"

Conclusions to Chapter 2

1.  The diagnostic study of the personnel management and evaluation
system in the "PODOROZHNYK" pharmacy network allowed for a comprehensive
assessment of the current state of human capital development and the identification
of key areas for optimization.

2. It was found that network possesses a high level of staff loyalty and
stability. Approximately 64% of employees have more than 10 years of experience
within the company, creating a solid foundation for internal talent pools. The
professional structure is balanced, with a predominant share of pharmacists (44%)
and assistants (37%), supported by a consistent managerial cohort (19%).

3. It was set that personnel evaluation system is characterized by a high
degree of formalization and regularity. Over 64% of respondents confirm that
assessments are conducted systematically (1-2 times a year). The company utilizes
a modern mix of methodologies, prioritizing competency-based assessments (24%)
and KPlIs (23%), while also integrating advanced tools like the 360-degree feedback

and assessment centers.
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4, It was set that despite the technical maturity of the tools, there is a
significant "perception gap" regarding objectivity. Only 30% of employees consider
the existing evaluation system to be completely objective. Furthermore, while the
results significantly influence financial remuneration (40%), their impact on
strategic career planning remains insufficient. Approximately 30% of staff perceive
a weak link between evaluation results and actual management decisions.

5. It was determined that a critical finding is the polarization of opinions
regarding growth prospects. While 33% of employees have individual development
plans, 38% do not see clear career paths. The primary barriers identified include the
lack of a comprehensive career planning system (26%) and a lack of transparent
promotion criteria (23%).

6. It was determined the workforce demonstrates a diverse set of
professional aspirations, with almost equal interest in expert/specialized
development (36%), vertical promotion (34%), and horizontal rotation (30%). This
necessitates the transition from a "one-size-fits-all" model to a multi-vector career
management technology.

7. 1t was found there is a high level of organizational readiness (75%
support) for the implementation of an automated career management platform.
Employees specifically express a strong demand for visual and structured tools, such
as career maps (39%) and mentoring programs (24%). In summary, the transition
from a reactive, control-oriented HR model to a proactive, development-oriented
system is essential. The findings confirm that the successful implementation of new
career management technologies at "PODOROZHNYK" must focus on increasing
transparency, visualizing career paths, and leveraging digital tools to align individual

professional growth with the strategic objectives of the pharmacy chain.



34

CHAPTER 3
DEVELOPMENT AND IMPLEMENTATION OF CAREER
MANAGEMENT TECHNOLOGY IN PHARMACY CHAIN
"PODOROZHNYK"

3.1 Algorithm for designing a comprehensive career management
technology

In the conditions of high competition in the pharmaceutical market and
intellectualization of work in pharmacy network "PODOROZHNYK", traditional
approaches to personnel management are giving way to comprehensive career
management technologies. By career management technology we mean an orderly
set of procedures, methods and tools aimed at synchronizing the company's strategic
goals with the individual career expectations of employees.

The design of such technology for pharmacy network "PODOROZHNYK"
should be based on a logical sequence of steps covering diagnostics, planning, and
implementation of career paths. The algorithm development process is divided into
four key phases (Table 3.1). The basis of the proposed technology is a career map -
a tool that allows an employee to see not only the next position, but also the
necessary skills to achieve it. Considering the specifics of pharmacy network
"Podorozhnyk", we propose to distinguish three types of trajectories (Table 3.2).

According to the survey results, 75% of personnel support automation of
career processes. Therefore, the algorithm involves implementing the
"PODOROZHNYK Career Path™ module into the chain's existing ERP system. This
will allow: automatically comparing the employee's current competencies with the
requirements of vacant positions; visualize the progress of the individual
development plan (IDP); simplify access to internal training and mentoring
programs. The implementation of the proposed algorithm will allow pharmacy
network "PODOROZHNYK" to transform career management from an episodic

process into a continuous technology. This will not only reduce the turnover of
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talented employees, but also provide the company with an internal personnel reserve

ready for the challenges of the dynamic pharmaceutical market.

Table 3.1

Algorithm for implementing career management technology in
pharmacy network "PODOROZHNYK"

and diagnostic

Stage Contents of the works Expected result
Audit of existing competencies, |Gap analysis map between
1. Analytical  |analysis of job profiles and current and target personnel

Performance Review results

Status

2. Design

Development of career maps
(vertical and horizontal) and
competency matrices for each
role.

Visualized career paths and job
requirements

3. Instrumental

Implementation of individual
development plans (IDPs),
mentoring programs and an
automated platform

Formed personnel reserve
(HiPo) and personal
development trajectories

4. Control and

Career management
effectiveness KPI monitoring

System adjustments and
assessment of return on

regulation and feedback investment in personnel (ROI)
Source: own development
Table 3.2
Characteristics of career paths at pharmacy network
"PODOROZHNYK™
Trajectory type Target group A key development tool
Participation in international
Expert Specialized specialists, conferences, scientific publications,
(Academic) medical advisors certification
Middle managers, line |[Executive Coaching programs, cross-
Leadership managers functional projects
Horizontal (Cross- |Sales, marketing, Job Rotation, training in related
functional) logistics specialists  specialties

Source: own development
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The transition of pharmacy network "PODOROZHNY K" to a proactive talent
management model requires the transformation of passive methods of personnel
accounting into dynamic career management technology. The key task of this stage
IS to overcome the "career pessimism" identified during the diagnostics (when 38%
of personnel do not see growth prospects) by creating a transparent mechanism of
social elevator within the corporation.

The Individual Development Plan (IDP) at pharmacy network
"PODOROZHNYK" should not just be a list of desired trainings, but a strategic
contract between the organization and the individual. It is proposed to implement a
tripartite model of goal coordination: The employee defines his own ambitions
(vertical, horizontal or expert);

. The line manager assesses readiness and current performance;

. The HR department provides resources (training budget, access to
pharmacy network "PODOROZHNYK" global knowledge bases).

To overcome the problem of subjectivity, which was noted by respondents in
block 3 of the questionnaire, the formation of a personnel reserve should be based
on an integral assessment of potential.

Fig. 3.1 presents the nine-block talent model.

HIGH

3
Develop Stretch
(Untapped Talent) (Exceptional
Talent)

Observe -
Dilemma

(Inconsistent
Performers)

Potential

Observe -
Effective

(Effective
Performers)

Observe/
Terminate
(Underperformers)

Trust

(Trusted
Professiona

ls)

Low > HIGH
Performance

Fig. 3.1 Nine-block talent model
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We proposed the implementation of an annual Talent Committee, which

would distribute employees according to the "Performance / Potential” matrix (9-

Box Grid).

Table 3.3

The structure of the Individual Development Plan (IDP) according to the

70/20/10 model

Specific/  Specific measures for pharmacy
Component| gravity network "PODOROZHNYK" Control form
Participation in cross-functional projects
(e.g., launch of a new oncology drug), [Thematic study,
temporary performance of manager report on project
Experience | 70% |duties results
Social Mentoring from regional directors (CEE Mentor feedback,
learning 20% |cluster), peer learning, coaching career interview
Specialized courses (digital marketing, (Certificate, product
market access), certification according |knowledge test/
Teaching 10% |to international standards compliance

Source: own development
This will allow pharmacy network "PODOROZHNYK" to differentiate

investments in personnel, in particular, the largest resources will be directed to the

"Stars" group (future top managers), while for "Key Employees" the emphasis will

be shifted to supporting stable professional expertise.

Table 3.4

Forecasted volume of investments in the development of the human resource

pool for 2026

Calculation (for a

Expense . group of high- Amount

category Detailing potential employees) | (UAH)
Potential Hogan or SHL testing (Science for
diagnostics Hiring I eaders) for 15 candidates 15=6000 90000
Leadership Modular training "Young Leaders
programs Program" 10=35000 350000
Digital Premium access to medical
licenses databases and HR platform 59x3000 177000

~ |Development and printing of

Administrative|career maps, facilitation of
costs sessions — 43000
TOTAL 660000




38

The economic feasibility of implementing career management technology is
based on the concept of minimizing losses from intellectual capital turnover. In the
pharmaceutical industry, the loss of one experienced medical representative or
market access manager (market access) means not only recruitment costs, but also
the loss of established relationships with key opinion leaders (KOLSs) and the risk of
market share decline. Calculation of the integral effect: Direct savings: reduction in
external staffing costs by 40% due to filling vacancies with internal reservists.
Productivity: Employees who have a clear IDP demonstrate 15-20% higher KPI
performance due to increased intrinsic motivation. Adaptation time: an internal
candidate reaches peak efficiency in 1 month, while an external candidate reaches
peak efficiency in 4-6 months. Thus, the developed technology allows pharmacy
network "PODOROZHNYK™" to transform the personnel management system from
"reactive" (closing vacancies upon their appearance) to "strategic” (forming a pool
of leaders to anticipate market needs). The implementation of a comprehensive
career management technology is designed for one calendar year (cycle), which
and

corresponds to the financial at pharmacy network

"PODOROZHNYK" (Table 3.5).

reporting year

Table 3.5
Career management technology implementation schedule at pharmacy
network "PODOROZHNYK"* for 2026

Stage / Activity Square 1 [Square 2 |Square 3 |Square 4 |Responsible
1. Diagnostics and HR, Line
updating of job profiles |mm managers

2. Conducting a Talent Top
Assessment Council (9- management,
Box) (] HR

3. IDP development and Manager +
approval (T Employee

4. Automation (Career IT department,
Path module) N (1] (1] HR

5. Implementation of Internal
development programs Trainers,
(training, mentoring) (11 (11 Mentors
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6. Final evaluation and
system adjustment

HR Director

To assess the effectiveness of the implemented technology after the first year

of operation, it is proposed to use a balanced scorecard that covers financial, process,

and behavioral aspects (Table 3.6).

Table 3.6
KPI system of career management efficiency in pharmacy network
"PODOROZHNYK™
Target
Formula / Valuation value (1st
Indicator (KPI) Method year) Strategic importance

Internal vacancy
rate

% of vacancies (L2-L4)
filled by internal
candidates

> 60%

Reducing adaptation
and recruitment costs

Readiness of the

Number of reservists ready

1.5-2

Guarantee of

personnel reserve |for assignment "here and |people per |uninterrupted business
(Readiness) now" position processes

Annual survey
Employee (development Growth by [Increasing employer
Engagement opportunities block) 15-20% loyalty and brand

High Potential

% of HiPo employees who

Maintaining the
company's intellectual

Turnover left voluntarily <5% capital

Confirmation of the
ROI of training  |(Hiring Savings / Training financial feasibility of
investment Costs) x 100% > 150% HR projects

The proposed algorithm and tools (IDP, personnel reserve, digital platform)

form a closed loop of personnel development management in pharmacy network
"PODOROZHNYK?". Using the 9-Box matrix allows the company to make
investment decisions regarding personnel based on objective data, rather than the

subjective preferences of managers. To justify the implementation, we will calculate

the savings on personnel replacement. The average salary at pharmacy network
"PODOROZHNYK" (according to the 2024) is about 43,650 UAH/month

(including taxes and social package for specialists). Initial data for calculation: the
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cost of replacing one specialist (search, adaptation, downtime): 6 monthly salaries.
Cost of replacing 1 person: 43,650*%6 = 261,900 UAH. Projected reduction in staff
turnover among key employees after implementing IDP: by 3 people per year.
Calculation of annual savings: Total savings on staff: 261,900 UAH * 3 people =
785,700 UAH Annual economic effect: 785,700 UAH (savings) — 660,000 UAH
(investment costs) = 125,700 UAH ROI (Return on Investment) indicator: ROI =
(125,700/660,000) *100% = 19%. Economic calculations confirm that even with
significant investments in development (about UAH 660 thousand per reserve
group), the company receives a significant annual economic effect due to reduced
turnover and increased labor productivity. Thus, career management technology
becomes not just a social initiative, but a critical factor in ensuring the company's
competitiveness in the pharmaceutical market. In addition to the direct economic
effect, the implementation of a comprehensive career management technology
generates a significant social effect, which is difficult to measure only in monetary
terms, but which directly affects the sustainability of the business model of
pharmacy network "PODOROZHNYK?". First, the creation of transparent "career
elevators" eliminates the feeling of professional stagnation, which is a prevention of
emotional burnout, especially among field forces (medical representatives). Second,
the employer brand is strengthened, which, in conditions of a shortage of narrow-
profile specialists, allows the company to attract the best specialists on the market
without additional bonuses for risk or relocation. An important aspect of
effectiveness is the synergy between the digital platform "PODOROZHNYK Career
Path™ and the psychological readiness of personnel. Automation of career processes
relieves the administrative burden from HR managers, transforming them from
"event recorders” to "strategic partners” who focus on coaching and talent
development. For an ordinary employee, this means a transition from subjective
expectation of a manager's decision to subjectivity - the ability to independently
manage their trajectory through access to self-assessment and training tools. At the
level of organizational culture, the proposed measures contribute to the formation of

a meritocratic environment, where success is determined by real achievements and



41

potential, rather than work experience or personal relationships. This is critically
important for an international corporation that strives to maintain global standards
of ethics and compliance. Thus, the developed career management technology plays
the role of a strategic damper, which allows pharmacy network "PODOROZHNYK"
to quickly adapt its human resources to changes in the market situation. Instead of
costly searches for specialists "from the outside" for new products, the company gets
the opportunity to "grow" them internally, which guarantees the preservation of
corporate expertise and unique knowledge. In the long term, this ensures not only
the financial profitability of investments in personnel at the level of 605.6%, but also
creates the foundation for the company's leadership as an innovative and responsible

employer in the pharmaceutical industry of Ukraine.

Conclusions to Chapter 3

1.  The study substantiates a four-phase career management technology
analytical, design, instrumental, and regulatory that transforms career development
from an episodic activity into a continuous business process within the
"PODOROZHNYK" network. Central to this approach are career maps, which
visualize professional paths across expert, managerial, and horizontal trajectories,
effectively overcoming employee "career pessimism."

2. An individual planning toolkit, grounded in the "70/20/10"
methodology, ensures a transition from formal training to the practical mastery of
critical competencies. Furthermore, the implementation of a meritocratic personnel
reserve, supported by an annual Talent Committee and the 9-Box Grid
(Performance/Potential) matrix, minimizes subjectivity in management decisions.
These measures are bolstered by the digital "PODOROZHNYK" Career Path"
automation module and a monitoring system based on balanced KPIs such as
internal vacancy filling rates and employee engagement ensuring high socio-
economic payback. Collectively, this shifts the network's HR system from a reactive
to a strategic model, securing long-term competitiveness in the dynamic

pharmaceutical market.
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CONCLUSIONS

1. It is proven that in the modern paradigm of HR management, career
management has been transformed into a complex technology based on the
harmonization of the company's strategic goals and the individual self-actualization
of the employee. The iterative nature of the career management model has been
determined, which through five functional blocks ensures the transformation of
personal potential into real professional capital.

2. It has been established that career management in international
pharmaceutical companies is determined by knowledge intensity and matrix
structures. This determines the priority of horizontal mobility and specific
transitions, where the key criterion for success is "learning agility" and strict
adherence to ethical norms.

3. The study confirmed the high financial stability of pharmacy network
"PODOROZHNYK" and the strategic focus on investments in human capital (50%
growth of individual entrepreneurs in 2021-2024). Despite the high loyalty of the
staff (61% have been working for over 10 years), critical gaps were identified: 38%
of employees do not see growth prospects due to the lack of systematic planning,
and the existing evaluation is perceived as insufficiently transparent (only 16% see
a connection between evaluation and promotion).

4. A comprehensive career management algorithm has been developed,
including four phases: from diagnostics to monitoring. The implementation of IDP
tools (according to the 70/20/10 model) and career maps (expert, managerial,
horizontal) allows synchronizing personnel requests, where 36% of respondents
seek different development vectors. A method of forming a reserve based on
meritocracy using the 9-Box Grid matrix is proposed. To increase transparency and
satisfy the request of 75% of personnel, digitalization of processes is provided
through the "MSD Career Path" module, which transforms the HR system from
reactive to strategic. The high payback of the project is justified, the ROI indicator
Is 19%. The social effect is to strengthen the employer brand and create a

meritocratic environment, which guarantees business stability in a dynamic market.
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Appendix A
QUESTIONNAIRE FOR RESEARCH ON THE HUMAN RESOURCES AND
CAREER DEVELOPMENT SYSTEM
Dear colleague!

We ask you to participate in a survey, the results of which will be used to diagnose the
human resources system, evaluate personnel, and develop modern career management
technology at pharmacy network "Podorozhnyk".

1. Your work experience at pharmacy network "Podorozhnyk™:
O up to 5 years

0 5-10 years

o 11-15 years old

o over 15 years old

2. Your position:

o pharmacist assistant

O pharmacist

0 head

3. Does the chain have a formalized personnel performance evaluation system?
0 Yes, fully formalized

O Partially formalized

0 Used sporadically

0 Virtually non-existent

o Difficult to answer

4. How often does the chain conduct personnel evaluations?

0 Regularly (1-2 times a year)

O Periodically

o Irregularly

0 Only when necessary

0 Not held

5. What personnel evaluation methods are currently used in the chain?
(you can choose several options)

0 KPI (key performance indicators)

0 The “360 Degree” Method

0 Annual performance review

o Competency-based assessment

0 Assessment center

6. How objective, in your opinion, is the existing personnel evaluation system?
o Completely objective

0 Rather objective

0 Partially objective

0 Subjective

0 Difficult to answer
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7. For what purpose are the results of personnel evaluations used in the chain? (you
can choose several options)
0 Making decisions about remuneration
0 Career advancement
0 Formation of training and development programs
0 Formation of a personnel reserve
O Practically not used
8. To what extent do the results of personnel evaluations influence management
decisions?
0 Definitely influence
o Significantly affected
O Partially affected
o Little influence
0 Not affected
9. Do you see a clear path for your professional and career development at
pharmacy network "Podorozhnyk"?
O Yes, [ have an Individual Development Plan (IDP)
0 I have a general idea without specific steps
0 No, I don't see clear career growth prospects
10. What direction of career development is a priority for you?
0 Vertical (moving up the hierarchy)
0 Horizontal (rotation, function expansion)
o0 Expert (deepening of professional specialization)
11. What factors, in your opinion, most hinder career development in the chain?
(choose no more than three)
0 Lack of transparent promotion criteria
0 Insufficient attention from management to employees' potential
0 Limited training opportunities for new roles
0 Low staff turnover
0 Lack of a career planning system
12. Do you support the implementation of an automated career management platform
(career tracks, job requirements, progress tracking)?
0 Yes, this will significantly increase transparency and motivation
0 Rather yes, provided it is easy to use
0 Probably not
0 No, I prefer personal communication with the manager / HR
13. What career management tools would be most useful for you? (you can choose
several options)
0 Career maps (visualization of development paths)
0 Mentoring and coaching programs
0 Human resource reserve / High Potential program
O Regular career interviews with the manager
o Digital self-assessment and development tools
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IMPROVING CAREER MANAGEMENT TECHNOLOGIES IN PHARMACY
CHAINS
Bondarieva 1.V, Khaider A.
National University of Pharmacy, Kharkiv, Ukraine
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ABSTRACT

The article 1nvestigates the optimization of career management technologies
within pharmacy chains, with a specific focus on the "Podorozhnyk" network. In the
context of a knowledge-based economy and rapid digitalization, human resources
have evolved into a strategic competitive advantage. Through a comprehensive
diagnostic analysis including financial performance evaluation and emplovee surveys
the study 1dentifies a crifical gap between performance appraisal systems and career
development opportunities. The research demonsirates that while pharmaceutical
staft exhibit high organizational lovalty, the lack of transparent, automated career
planning tocls acts as a barrier to professional growth. The authors propose an
integrated model] for career management, leveraging digital platforms to synchronize
individual emplovee development with corporate strategic objectives.

Keywords: career management, pharmacy chains, human resource potenfial,

digital transformation, emplovee lovalty, talent development

PE3IOME

Y crarrl JocHyKYETHCA ONTHMIZANIA TEXHOIOrH VIpasilHHA Kap'epolo B
ANTEYHHX Mepexax, 3 ocobmeumM aknenToM Ha Mmepexy "llomoposmux". B yMoeax
EXOHOMIKHM, HI0 0a3yeThkCAd HA 3HAHHAX, Ta BH]KC] HMQpoeBizamll yIOpasliHHA
[epcoHaloM IIEpETBOPHIIOCA HA CTPATErMHY KOHKYPEHTHY NepeBary. 3a JoNoMorow
KOMIUIEKCHOTO  JIarHOCTHYHOTO  aHali3y, BHIOMAKYH  OHIHKY  (QiHaHCOBO1
eEKTHBHOCT] Ta ONMTVBAHHA CHIBPODITHHKIE, JOCIGKEHHA BHABIAC KPHTHYHHH

PO3PHE MI¥ CHCTEMAMH OLIHKH edeKTHBHOCTI poboTH Ta MOMIIHBOCTAMM Kap'epHOTO
31
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po3BHTKY. JocIKeHHA JIEMOHCTpYe, [0 Xo4a QapMaleBTHYHHHE nepcoHaln
JIEMOHCTPYE  BHCOKY JIOANBHICTE JI0  Oprafizamli, BIJCYTHICTE IPO3OPHX,
ABTOMATHIOBAHMX IHCTPYMEHTIE IIAHYBAHHA Kap'epH BHCTYIIAE MEPEMIKOJOH A
npodeciHHore 3pocTanHi. ABTOPH NPONOHVIOTL IHTETPOBAHY MOJIENEL VIPABIIHHA
KAP'FPO, BHKOPHCTOBVIOHNH UHOPOBl muarhopMd JUI8 CHHXPOHIZANI pPO3IBHTHY
IHIHEIVAIEHHX CHIBPOOITHHKIE 31 CTPATETIMHHMH I1IAMH KOMITAHIT,

Knrouesi criosa; yipagIlHHA Kap'epoD, AaNTETH] MEPEXK], MOTEHIIAN JIICEKHX

pecypcls, HHdposa TpaHchopMalis, I0AIEHICTE CHIBPODITHHKIE, PO3BHTOK TATAHTIE

Introduction. In the current global economic landscape, chamcterized by the
transition to a knowledge economy and the acceleration of digital transtormation, the
paradigm of human resource management (HRM) is undergoing a fundamental
fransformation. Personnel are no longer categorized merely as a production factor;
they represent a strategic asset and the primary driver of an organization's long-term
compefitive advantage. This paradigm shift 15 particularlv acute within high-tech and
knowledge-mntensive indusiries, where the pharmaceutical sector cccupies a leading
position.

The pharmaceutical market 1s defined by rigorous state regulation, the
necessity for constant innovation, and an extremely high cost of error. These
environmental pressures place exclusive demands on the professional competencies,
mtrinsic motivation, and orgamzational loyvalty of pharmaceutical specialisis. In this
context, the development and implementation of effective carser management
technologies cease to be merelv an element of standard personnel policy and become
a critical necessity for ensuring the operational viability and sustainable development
of the busmness.

Aim. The aim of this research 15 to scientificallv substantiate and develop
recommendations for improving carger management technologies within pharmacy
chains, focusing on aligning individual professional growth with the strategic goals of

the organization.

32
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Materials and methods. To achieve the goal, a set of methods was used: a
systematic approach, methods of logical generalization, statistical analysis, emplovee
questionnaires.

Results. It is proven that in the paradigm of strategic personnel management
career management has transformed from a linear administrative function mto a
complex multi-faceted technology. It i1s based on subject-subject relations, where
professional development 1s the result of harmonization of the strategic goals of the
organization and the individual aspiration of the employee for self-actualization.
Epistemological analvsis  allowed wus to identify three key approaches fo
understanding this category: process (confinuity of development stages), instrumental
(set of development methods) and svstemic {integrated subsvstem of general
management ).

It has been established that an effective career management model is iterative
in nature and consists of five functional blocks: diagnostic and prognostic, planning
and coordination, ftraining and development, social and psvchological, and
monitoring. Each block ensures the transtormation of an employee's potential mnto
real professional capital, mimmizing the gap between existing competencies and
future position requirements.

It 1z found that career management in international pharmaceutical companies
15 determined by a high level of regulatory pressure and the knowledge-intensive
nature of business processes. A kev feature 15 the dominance of maitrix structures,
which determines the prnorty of horizontal rotation and cross-functional mobility.
The phenomenon of "Medical-to-Commercial Transition" 15 identified as a unigue
industry phenomenon, which requires specific mechanisms for adapting scientific
specialisis to the commercial environment.

Competency paradigm and potential assessment. It is substantiated that in the
conditions of international pharmaceutical companies career advancement 18 strongly
correlated with the "Learning Agility" model and the level of compliance with ethical
norms. The use of standardized tools, such as the 9-Box Grid matrix, allows vou to

formalize the talent selection process, allocating company resources to the
33
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development of employvees with the highest potential and ensuring stability through
"expert fracks".

Transformation of the role of the career subject. The current stage of
management development 15 characterized by the fransition to a "protem" career
model, where responsibility for development is shified from the organization to the
employee himself. The scienfific novelty of this appreoach lies n the shift 1n emphasis
from directive management to strategic parinership, where the poimnt of bifurcation of
interests 15 achieved through the creation of an "emplover's value proposition”, which
includes not only job growth, but also the development of unique professional
gxpertise.

Applying this theoretical framework to the retaill pharmacy sector, we
conducted a diagnostic analysis of the 'Podorozhnyk' chain.

The financial analvsis conducted for the period 2021-2024 confirms the
priority status of human capital in "Podorozhnyk." Despite the economic instability
associated with martial law, the company has maintained a strmtegy of active
mvestment in 1ts workforce, characterized by a steadv increase in the payroll fund.
This ndicates a focus on retaining kev expertise.

Diagnostic resulis show a high level of team lovalty: 61% of employees have
been with the company for over 10 vears. The organizational structure 15 supported
bv a stable professional corg, consisting of muddle managers (44%) and line
specialists (37%). However, analysis of the assessment system revealed high
formalization but insufficient transparencyv. While wvarious tools competency
assessments (24%), KP1s (23%), and assessment centers (20%) are utilized, only 30%
of respondents consider the system objective.

A significant "gap" was i1dentified between the appraisal procedure and its
subsequent career outcomes. Although 40% of emplovees acknowledge that
assessment results influence remuneration, only 16% perceive a direct link to
professional career advancement, and 30% believe the impact on management

decisions 15 nonexistent.

34
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Barriers to career progression include the lack of a comprehensive planning
system (26%) and low stafl turnover (24%). Notably, 38% of emplovees do not
perceive clear prospects for growth. The demand for development i1s diverse: 36%
tavor professional/expert growth, 34% prefer vertical career paths, and 30% prioritize
horizontal mobility. Toels such as individual career maps (39%) and formalized
mentoring programs {(24%) were identified as the most desired instruments for
improvement.

Conclusions. The research proves that the orgamization 15 prepared for HR
mnovation, with 75% of employees actively supporting the implementation of an
automated career management platform. The current resource potential of
"Podorozhnvk" 1s sufficient to transition from traditional, admunistrative HR practices
to a data-driven, digitalized model.

The implementation of modern career management technology specitically, an
integrated platform that connects performance metrics with personalized
development paths will allow the companv to harmonize the professional goals of
emplovees with the strategic objectives of the pharmacv chain. This approach is
recommended as the foundation for ensuring long-term compefitiveness and
emplovee engagement in the pharmaceutical retaill market.
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offer practical tools for individual career planning and mechanisms for forming an
effective personnel reserve; assess the projected socio-economic efficiency and
effectiveness of the implementation of the proposed measures.
5. List of graphic material (with exact indication of the required drawings):
Figures — 21, tables — 11
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1 Iryna BONDARIEVA, associate professor of
higher education institution of department
management, marketing and quality
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2 Iryna BONDARIEVA, associate professor of
higher education institution of department
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3 Iryna BONDARIEVA, associate professor of
higher education institution of department
management, marketing and quality
assurance in pharmacy
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scientific literature by areas of qualification work
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a complex technology and identify its key structural
components; to explore the industry specifics of
Career management in the context of the activities of
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3 |Diagnostics of the existing system of personnel November 2025 done
management and personnel evaluation in pharmacy
chains
4 |Development of the algorithm for designing a December 2025 done
comprehensive career management technology
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6 |Writing and design of qualification work March 2026 done
7 Approbation of qualification work May 2026 done
8 [Submission of the qualification work to the EC of May 2026 done
the National University of Pharmacy
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@ A 2.2.1-36-353
REVIEW
of scientific supervisor for the qualification work of the master's level of higher
education of the specialty 226 Pharmacy, industrial pharmacy
Amina KHAIDER

on the topic: «Improving career management technologies in pharmacy chains»
Relevance of the topic. In the context of the transition to a knowledge economy and
the rapid digitalization of global business processes, the paradigm of human resource
management is changing radically. Today, personnel are considered not just as a
factor of production, but as a strategic asset and a key factor in the formation of long-
term competitive advantages of the organization. This issue is particularly acute in
high-tech and knowledge-intensive industries, the leader among which is the
pharmaceutical industry.
Practical value of conclusions, recommendations and their validity. The
practical significance of the results of the work lies in the development of specific
applied recommendations for improving the career management system in
"Podorozhnyk" network. In particular: an algorithm for designing a comprehensive
career management technology has been proposed, which can be integrated into the
company's overall HR strategy.
Assessment of work. Amina KHAIDER conducted a significant research work and
successfully coped with it, showed the ability to analyze and summarize data from
literary sources, to work independently. In the work, the research results are properly
interpreted and illustrated with figures. While completing the qualification work, the
higher education applicant showed creativity, purposefulness, independence, and
perseverance.
General conclusion and recommendations on admission to defend. The
qualification work of the 5th year applicant of higher education Phm21(4,10) eng-
01 group Amina KHAIDER on the topic: "Improving career management
technologies in pharmacy chains™ is a completed scientific study, which in terms of
relevance, scientific novelty, theoretical and practical significance meets the
requirements for qualification works, and can be presented to the EC of the National
University of Pharmacy.

Scientific supervisor Iryna BONDARIEVA
12 May 2026




@ A 2.2.1-36-356
REVIEW
for qualification work of the master’s level of higher education, specialty 226
Pharmacy, industrial pharmacy
Amina KHAIDER
on the topic: «Improving career management technologies in pharmacy chains»

Relevance of the topic. The current stage of the development of the labor market is
marked by a number of destructive factors: mass migration of the population, the
outflow of intellectual capital abroad and the change in the value orientations of
young specialists. For a pharmaceutical chain, this means an increase in the cost of
attracting new talents and the critical need to retain existing experts.

Theoretical level of work. The qualification work reveals the theoretical
foundations of defining the essence of career management as a complex technology
and identify its key structural components; exploring the industry specifics of career
management in the context of the activities of international pharmaceutical
companies.

Author's suggestions on the research topic. Author offers practical tools for
individual career planning and mechanisms for forming an effective personnel
reserve.

Practical value of conclusions, recommendations and their validity. The results
of the study have practical significance and can be used by pharmaceutical chains to
Improve career management technologies.

Disadvantages of work. As a remark, it should be noted that some results of the
literature review, which are presented in the first chapter, need stylistic refinement.
In general, these remarks do not reduce the scientific and practical value of the
qualification work.

General conclusion and assessment of the work. Amina KHAIDER qualification
work "Improving career management technologies in pharmacy chains" is a
scientifically based analytical study that has theoretical and practical significance.
The qualification work meets the requirements for qualification papers and can be
submitted to the EC of the National University of Pharmacy.

Reviewer assoc. prof. Lyubov TERESHCHENKO

13 May 2026



D A2.2.1-91-287
MIHICTEPCTBO OXOPOHHM 3/10POB’SI YKPAIHU
HAIIIOHAJIBHUY ®APMAIEBTUYHUI YHIBEPCUTET

BUTIAT 3 TIPOTOKOJIY Ne 19

14 tpaBus 2026 poky

M. XapkiB

3acizaHHs Kadeapu MeHeIKMEHTY, MAPKETUHTY

Ta 3a0e3MeYeHHs AKOCTI B papmanii

TIosioBa: 3aBimyBau kadenpu MM3AD, noktop dapMm. Hayk, npodecop
Manuii B. B.

Cexperap: nouent 3BO, kana. ¢apm. Hayk, goil. XKaasko C.B.

MNPUCYTHI: 3aB. xadenpu MM3AD, nokrop dapm. Hayk, npod.
Manuii B.B., npodecop 3BO, nokt. papm. Hayk, npod. [lectyn 1.B., npodecop 3BO,
TOKT. hapm. Hayk, ripod. mpod. JlitBinoBa O.B., nmpodecop 3BO, nokt. ¢papm. HayK,
npod. nmpod. Kosanenko C.M., npodecop 3BO, nokt. hapm. Hayk, nmpod. Kpyrcekux
T.B., nmpodecop 3BO, nokr. papm. Hayk, npod. nmpod. [Tocunkina O.B., nonent 3BO,
kaHna. ¢dapm. Hayk, mor. babGidesa I'.C., mouent 3BO, kann. dbapm. Hayk, JOII.
bonnapesa 1.B., kana. ekoH. Hayk, jgoiu. Jleperceka .M., nonient 3BO, kaua. dapm.
Hayk, goi1. XKaaeko C.B., kana. ¢papm. Hayk, go11. 30opoBebka T.B., kan. ropu. HayK,
no1. Komsima T.A., kauna. gapm. Hayk, goir. goi. Jlicaa A.I'., nouent 3BO, xana. dhapm.
Hayk, nou. Mamiuina H.I'., nmouent 3BO, kana. ¢gapm. nayk, nou. Poryns O.1O.,
3100yBayl BUINOI OCBITH (hapMalieBTUYHOTO (PaKyIbTeTy.

NOPSIJOK JEHHUM: TIpo nomyck 3106yBadiB BHIIOI OCBITH BUITYCKHOTO
Kypcy (apmaneBTHYHOrO (akyabTeTy creriaibHocTi 226 dapmairis, TpOMHUCIOBa
dbapmMaiiisi, ocBiTHRO-Ipodeciiinoi mporpamu dapmariist 10 3aXUCTy KBaTiiKaiiHUX
po0it B Ex3amenartiitniit komicii HDay.

CHYXAJIM: Ilpo pomyck 3100yBadya BHIOi  OCBITH  (DaKyJIbTETy
(dapMalleBTUYHOTO BUIIYCKHOIO Kypcy cremianbHocTi 226 dapmariisi, mpoMucioBa
dapmartis ocBiTHRO-TIpoeciitHoi mporpamu Papwmariiss rpynu Om21(4,10m)anrn-01
Amian XAIJIEP nmo 3axmcty kBamidikamiitHoi pobotn B Ex3amenartiiiniii kowmicii
H®aV. Kpanidikariiitna poboTa Ha TeMy «YIOCKOHAJIEHHS TEXHOJIOTIH Kap'€pHOTO
MEHEKMEHTY B allTEUHUX MEPEeKaxy.

BUCTYIINJIU: B oOroBopenHi kBamiikaiiifHOi poOOTH B3sJIU y4acTh
npo@d. 3BO Ilectyn 1.B., nou. 3BO ba6iuesa I'.C. KepiBHuk kBanmidikaiiiftHoi poOoTH:
no11., kaug. (hapM. Hayk bongapena I.B.

YXBAJIMJIM: Honyctutu 3a00yBaua Buioi ocBitu Amina XAIAEP no
3axXMCTy KBaji(ikaliiiHOT poOOTH Ha TeMY «Y JOCKOHAJIEHHS TEXHOJOTIHA Kap'€pHOro
MEHE/KMEHTY B allTEUHUX Mepexkax» B Ex3amenariiiniii komicii HDay.

3aB. kad. MM34D, noktop dhapm. Hayk,

npodecop Bonogumup MAJINIA
Cexkperap, nouent 3BO,

KaH. papM. HayK, TOIEHT Ceitiiana XKAJIbKO



@D A2.2.1-36-042
HAIIIOHAJIbHU ®APMAIIEBTUYHUI YHIBEPCUTET

MOJAHHSA
TI'OJIOBI EK3AMEHAHII/IHOiUK01YIICIi
IIOJ10 3AXHUCTY KBAJI®IKAIIIMHOI POBOTH

Hamnpasnserscst 3m00yBau Bumioi ocBith Amina XAIJIEP no 3axwucry kBamidikariitHoi
pobotu
3a rajays33io 3HaHb 22 OXOpoHa 30pOB’s
cuenianbHicTIO 226 Mapmariisi, mpoMuciaoBa dapMalts
OCBITHBO-TIpOdeciitHOI0 mporpamoro Papmartist
Ha TeMy: «Y TOCKOHAJICHHs TEXHOJIOTIH Kap'epHOTO MEHE/DKMEHTY B allTEYHUX MEPEkKax».

Kpamigikariitna po6oTa i pereH3ist JoJar0ThCA.

JlekaH (akynbTeTy / Onekcanap TOHYAPOB /

BucHoBOK KepiBHMKA KBaJdi(ikaniiiHol podoTn

3no0yBau Bumioi ocith Awmina XAIJIEP Bukonana Ha kadeapi MEHEIKMEHTY,
MapKeTUHTY Ta 3a0e3neueHHs sKocTi y papmanii H®aV kBamidikamiiiny podoTy, sika mpUcBSIYeHa
JOCITIKCHHIO yTIOCKOHAJIEHHS TEXHOJIOTIH Kap'€pHOTO MEHEDKMEHTY B alITEUHUX MEpEeKax.

[epmmii po3aia po3KpUBa€e TEOPETUUHI OCHOBH YIIPABIIHHS Kap’€poro Ta iX cnerudiky y
MDKHapOJHHUX (hapMaleBTUYHUX KOMMAHIAX. Y APYroMy po3iiiai IMPOaHali30BaHO MPAKTHKH
MEHEUKMEHTY TMEpCOHaJy B aNTeYHUX Mepekax, CHUCTeMYy OIIIHIOBaHHS Ta MOTHBAIIIIO
MPaIliBHUKIB 710 3pOCTaHHsA. TpeTiii po3/Iij MPUCBSIYCHO BIPOBAKEHHIO TEXHOJIOTI] YIIpaBIiHHS
Kap’epoto B Mepexi «IlogopoxkHHK», po3poOLi IHCTPYMEHTIB IUIaHYBaHHS Ta (HOPMYBAaHHIO
KaJpOBOTO PE3EPRBY.

VY uminomy mnomaHa 10 3axucTy KBamidikamiiina pob6ora Amina XAIJIEP Ha Ttemy
«YIOCKOHAJICHHSI TEXHOJIOTi Kap'€pHOTO MEHEIKMEHTY B alTEYHUX MEpekax» BiIIOBigae
BUMOTaM, III0 BHCYBAIOTHCS 10 KBaMi(iKaliiHUX POOIT, OIIHIOETHCS MO3UTUBHO 1 MOXe OyTh
peKoMeH10BaHa IS 3axucTy B Ex3amenartiiiny komicito Hday.

KepiBauk kBamidikaiiiHoi poooTu
Ipuna BOHJIAPEBA

12 tpaBHs 2026 poky

BucHoBok kadeapu npo kBajgidikauniiiny poodory
Kaanigikauiitny po6oTy po3risiHyTo. 3100yBau Bumoi ocBitn Amina XAIIEP no 3axucty
naHoi kBamidikamiitHoi pobotu B Ex3aMeHnariiHiit komicii.

3aBigyBau kadeapu
MEHEIKMEHTY, MApKETUHTY Ta
3a0e3medeHHs sIKoCTi y (apmartii

Bonogumup MAJIUM
14 tpaBus 2026 poky



Qualification work was defended
of Examination commission on
«09» of June 2026

With the grade

Head of the State Examination commission,

D.Pharm.Sc, Professor
/VVolodymyr YAKOVENKO/
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