246 EKOHOMIKA TA YINPABJIHHS NIANPUEMCTBAMU

Oleksandr O. Shubin', Olga I. Guseva®
METHODOLOGICAL PRINCIPLES IN DEFINING
THE COMPETENCE READINESS OF ENTERPRISE

FOR STRATEGIC CHANGES

The objective of the article is to develop the methodological principles for defining the compe-
tence readiness of enterprises for strategic changes under the conditions of highly dynamic business
environment. A scientific and methodical approach is offered to ground the parameters of compe-
tent readiness of enterprise to changes, which in contrast to the existing ones, structures the logic of
influence at all levels of competences and involvement of basic staff categories into the formation of
competence on the ability to implement changes effectively and successfully.
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petence readiness for changes; the readiness level of enterprise for changes.

Ounekcanap O. IIIy6in, Omsra 10. I'ycea
METOJOJIOTTYHI 3ACAI1 BUBHAYEHHS KOMIIETEHTHICHOI

TOTOBHOCTI IIIAITPUEMCTBA 10 CTPATEI'TYHUX 3MIH

Y cmammi docaidxnceno memodoaoeiuni 3acadu 6u3HaueHHs1 KOMNEMeHMHICHOT 20moeHocmi
nionpuemcmea 00 cmpamezivHux 3MiH 6 YM06aX GUCOK020 OunHamizmy OizHec-cepedosuuia.
3anpononoeano  Haykoeo-memoouunuii  nioxi0 00  0OTPYHMYGaHHA  napamempie
KomnemeHmHuicHoi 20moenocmi nionpuemcmeéa 00 3MiH, AKUI HA NPOMuUEAzy icHyl4um,
CMPYKmMYpPYE A02IKy 6naugy ycix pieHie KomnemeHuyii i piHsa 3ai1y1eHocmi 0OCHOBHUX Kamezopill
NpauieHuKié Ha (OpMyeaHHA KoMnemeHUill Ha 30AMHICHb eeKmuéHo i pe3yibmamueHo
3anposadycysamu 3minu.

Karouosi caosa: 3azaavna 20moenicme 00 cmpamezivHux 3MiH; CUMYAMUGHA 20MOGHICHL 00
cmpameziuHux 3MiH; KOMHEMeHMHICHA 20MO6HICMb 00 3MIH; Pi6eHb 20MOGHOCMI NIONPUEMCMEA
00 3MiH.

Tab6a. 1. Puc. 2. Jlim. 13.

Anekcanap A. Illyonn, Oabra 1O. I'ycea
METOJOJIOI'NMYECKHUE OCHOBBI OITPEJAEJIEHUS
KOMIIETEHTHOCTHOY TOTOBHOCTH ITPEAIIPUATUS
K CTPATETMYECKM U3MEHEHUAM

B cmambe uccaedosanvt memodono2uneckue 0CHOBbL ONPeOCACHUS KOMHEMEHMOCHHOU
20MOBHOCU NPEONPUAMUS K CHIPAME2UMECKUM USMEHEHUSM 6 YCAOBUAX 6bICOK020 OUHAMUZMA
ousnec-cpeoot. Ilpedaoscen nayuno-memoouueckuti noxo0 k 000CHOGAHUIO NAPAMENPOE
KOMNEMeHmHOCMHOU 20MOBHOCINU NPeOnpUAMU K U3MEHEHUSAM, KOMOpbui 6 omauvue om
Cywecmeyrouux, CMmpyKmypupyem aA02uKy 6AUsHUSA 6CeX YPOGHel KOMNEeMeHuuli U ypoeHs
6064€HEHHOCMU OCHOBHBIX Kamezopuli paGomHuKos kK (opmuposanuro KomnemeHuui Ha
CHOCOGHOCb 3 heKmuUeHo u pe3yabmamueHo 6HeOpsAMs UIMEHEHUSL.

Karouesvie caoea: obwas 20mosHOCMb K CMpAMeSu4ecKum U3MEHEHUSM, CUMYamueHas
20MOBHOCHIb K CIPAMe2UMEeCKUM USMEHEHUSAM, KOMNEeMeHMHOCMHAS 20MO8HOCHb K USMEHEHUSIM,
VPOBeHb 20MOBHOCIU NPEONPUAMUSL K USMEHEHUSIM.

Problem setting. In the course of strategic changes management often faces the
problems retaled to the complex estimation of the enterprise's readiness to changes.
Nowadays strategic management is impossible without the efficient system of strategic
change management, which in turn must be based upon the efficient mechanisms of
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determining the enterprise readiness to changes. Understanding of an enterprise as an
open system requires taking into account all of its interrelated elements. Therefore, it
is necessary to consider the integrated vision of all the aspects of enterprise activity in
order to provide favorable inner conditions for the realization of transformations. The
formation of an efficient mechanism for the definition of enterprise readiness to
changes cannot be limited to the research on the readiness of its separate subsystems,
i.e. financial and economic, technological, organizational, HR etc. Today steady
competitive advantages are provided in the process of development of integral
resources and abilities, based on the effective interaction of personnel, to create such
kind of cooperation which can hardly be imitated by competitors. The most actual
problem for all enterprises is the formation and improvement of competences. To keep
to the current proactive approach to change management enterprises have to con-
stantly maintain the high level of readiness to changes, which is provided by the appro-
priate competence and dynamic abilities. Therefore, the problem of competent readi-
ness of an enterprise to changes is in the focus of the contemporary scientific research
and requires certain theoretical and methodological reasoning.

Latest research and publications analysis. Multidimensional issues of enterprise
readiness for transformations are considered in the research studies by many foreign
and national scientists. Most often the sociopsychological components of the readiness
of enterprises for strategic changes are stressed. However, scientists also develop inte-
grative procedures which not help to estimate the readiness of enterprises for changes,
as well as to take into consideration the parameters of financial and economic support,
the parameters of staff’ readiness for changes and the organizational parameters. Such
integrative approaches are presented in the research of S.I. Ashmarina and
B.N. Gerasimov (2012), A.V. Pavlova (2011), L.I. Yermolenko (2011). However, most
of them refer to the methodology of the estimation of enterprises readiness for changes
and are basically limited to the readiness of personnel for transformations. The most
prominent publications in this field belong to M.I. Fayerman (2007), P.M. Kulikov and
N.E. Belyayeva (2009), D.S. Koen (2007). However, the defined procedures do not
reveal all the features of readiness at every stage of strategic change management and
scarcely concern the competences component of changes, as well as do not provide
details on the metrics for the estimation of the readiness for changes, and as a result
they fail to present the full picture of all the factors on which the personnel maximal
interest in transformations and the minimal resistance depend.

Unresolved issues. Hence, there is a need to specify the conceptual toolkit to
define the enterprises readiness for strategic changes and identify the features of com-
petent readiness for transformations. It is also very important to work out the
methodological framework for the integral definition of the enterprise readiness to
change along with the specification of the competent readiness parameters.

The research objective is to develop the methodological principles for the defini-
tion of enterprise competent readiness for strategic changes under the conditions of
highly dynamic business environment.

Key research findings. The formation of the methodological framework for the
comprehensive definition of enterprise readiness for changes claims for the clear the-
oretical definition of this concept. The general definition of readiness does not have
a sufficient scientific rationale, it derives from the liberal arts. The existing scientific
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consensus lies in the fact that readiness is a collective notion, which displays both for-
mal and informal character of changes in organizations. Thus, from the psychologi-
cal perspective readiness is a state, in which certain anticipations emerge in a living
environment; the prestart organization which includes the estimation of the existing
conditions, definition of the most apparent actions, prediction of motivational, voli-
tional and intellectual efforts, mobilization of strengths, suggestions on the goals
achievement. So, we may assure that the main characteristic of readiness is exactly the
prestart individual organization, or if projected on enterprise, is the prestart organi-
zation of transformations at it. In the works by foreign and national scientists the def-
inition of readiness of enterprise for changes adds up to the interpretation of person-
al readiness of each of the personnel for changes. Generally speaking, most of the
approaches to the estimation of the readiness for changes recommended by the sci-
entists interrelate and have similar characteristics. According to M.I. Diachenko and
L.A. Kandibovich (1978) the readiness of personnel for changes is the special attitude
for certain active behavior, orientation to successful actions towards changes caused
by certain factors and personal psychological peculiarities. Large number of scientif-
ic works is dedicated to the issues of managers' readiness for changes. Further positive
perception and maximal involvement of staff in transformational processes depend
exactly on the comprehension of the necessity for such changes and top-managers'
readiness for them. One of the key principles of the theoretical conception of strate-
gic management by A.N. Lokshinov (2000) is the consideration that success of fail of
a strategic response to sudden changes is caused by the adequacy or inadequacy of
3 variables: the level of environmental development, the aggression of organizational
strategy and the inner readiness of an organization to change. The author suggests
that the following theoretical ideas should be introduced into the practical mecha-
nism of management for an enterprise's adjustment to sudden changes. This is the
start for developing the main criteria of an enterprise strategic success. Firstly, to pro-
vide the optimal potential profit, the aggression of a strategy must correspond to the
changes in the environment. Secondly, to achieve potential profit the readiness of
management for changes must correspond to its strategy of aggressiveness. Thus, the
author defines the readiness for changes as the degree of changes in the current con-
ditions, which can be realized, accepted and overcome. The essential research in this
field was made by A. Armenakis (2000), who proposed his own concept based on the
long-term observations of staff's readiness for changes. His concept argues that orga-
nizational transformations are not mechanical actions, but the multilevel process, in
the course of which group's behavior and attitudes to what happens is changing.
That's why the readiness for changes should be treated as the state of each employee
and of the whole group in general.

Thus, the generalization of the existing explorations demonstrates that the readi-
ness of enterprises for changes cannot be considered only as the readiness of staff. It
is very necessary to take into account all the key aspects of enterprise functioning as
an open system — organizational, technological, financial and the personnel. From
this perspective, the definition by the managers of Onix-trade Company (2012) can
be considered as the exact and precise one. They interpret the readiness as the state
of mechanic and trade system or of the pattern which meets all the terms required for
actions (for opening or closing a position), except the last one (input).
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Thereby, the readiness of an enterprise to change is a balanced state of this enter-
prise when all its subsystems are aimed at favorable conditions for starting new plan-
ning, implementation or results fixation of change processes. For the balanced state
of all subsystems the absolute determination to changes happens seldom, the defini-
tion of the level or the readiness state of the enterprise for changes is required. Among
numerous scientific works on the methodological or scientific definitions of the
enterprise readiness to change, two aspects can be distinguished. According to the
first one, the ultimate objective is the determination of the level of enterprise or staff
readiness for changes, which can be high or low with individual possible levels. The
second aspect of readiness is the typology of management readiness for changes, in
other words — readiness as the way of response by management to the necessity of
changes. The estimation of the level of the enterprise readiness for changes is indeed.

To estimate the level of enterprise readiness for changes it is essential to empha-
size the two types of readiness: general and situational. The idea of such division was
proposed by scientists, but it referred to the readiness for changes of only individual
employees and not the whole enterprise. In particular, the general (or timely, contin-
uous) readiness of an employee is considered as the acquired abilities, knowledge and
reasons for the employee's activity. This facilitates the readiness for tasks performance
with regard to current or future transformations, which are not accurately defined or
scheduled at this level. Situational readiness is considered as the dynamical state of a
person, his/her inner attitude to certain behavior, mobilization of all efforts to act
actively at the period of changes. Thus, such kind of readiness illustrates the most
obvious response of an employee to the necessity of urgent changes.

From this perspective, we suggest that the process of the estimation of enterprise
readiness for strategic changes should be started with specifying the two types of readi-
ness — general and situational and the definition of their main features. The general
readiness must represent the enterprise ability to provide timely and adequate response
to transformational processes in business environment or at an enterprise. The main
conditions for such a response are the high level of changeability of organizational
structure of an enterprise, the general resilience flexibility of the assets and their mar-
ket fluctuations tolerance. The situational readiness for changes characterizes the abil-
ity of an enterprise to provide an adequate response to particular, directly linked with
enterprise activities challenges of external (or internal) environment. Thus, the gener-
al readiness of an enterprise demonstrates the positive attitude to changes at the level
of the whole enterprise and as a rule represents the development of its dynamic abili-
ties, aimed at the formation of new combination of resources. Dynamic abilities of an
enterprise characterize its capability for searching activity under the conditions of high
market uncertainty, accompanied by massive flows of information and knowledge. The
parameters of general readiness, consequently, will be almost the same for every enter-
prise. The parameter of situational readiness should be determined for every single
enterprise, depending on the particular situation, that enforces enterprise's transfor-
mations. To our point of view there exist 4 key parameters of enterprise readiness for
strategic changes: financial and economic provision; organizational favourableness;
technological provision and professional and psychological readiness of personnel.
With the increasing need for resource and dynamic abilities in enterprise management
the latter three types of readiness should be united into one unit named "organization-
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al favourableness and competent readiness”. This unit represents all the required ele-
ments of readiness from the perspective of resources development inside an enterprise.

Competent readiness of an enterprise for changes is one of the most important
components of a complex readiness. But to define the general competent readiness is
insufficient for the entire and precise understanding of enterprise abilities to trans-
form, since competences have a multilevel structure. I.P. Otenko and O.S. Preobra-
zhenska (2012) distinguish individual (personal) competences, which belong to indi-
vidual employees, and the competences at the whole enterprise level, i.e. formed by
the group of employees. Secondly, employees of various hierarchy levels can be
involved into competences formation and development. In some particular cases
competence is formed with the participation of managers only, and sometimes it
requires the involvement of employees of all levels.

Thus, to estimate the competent readiness of enterprise for changes it is pro-
posed to take into consideration the level of competencies development by their hier-
archical structure and then to match it with the hierarchy level of employees, involved
in the formation of appropriate competences. Following this logic, the two-factor
matrix of general competent readiness for changes estimation is formed. The matrix
for the estimation of the parameters of general competent enterprise readiness for
strategic changes represents the successive steps of its formation, emphasizing the
main abilities, which provide the required level of readiness (Figure 1).

Hierarchy level of the employees, involved in the formation of competences

From average personnel to  From middle managers to Top managers

managers of all ranges top managers
§ DED E'| Possibility of effective and | Ability to forecast and plan|  Ability to provide the
5 % £ | efficient implementation of 4 strategic changes entire strategic
k) § z strategic changes "—| management
g N
8 [ [
E T A Ability to create L
= _§‘ g Ability to interact L, concordant aims and the |, Ability to create balanced
z = %o‘c in groups < [objectives of strategic < | reproduction of
- A~ changes management functions
S £\
s | 11 oo
é = Ability to maintain high Ability to solve . Ab ]h.ty to s'olve‘ al
§ professional competences; :_| managerial problems; 5tr‘1{)‘fg“’ ?ldél_ﬂgerl
Z ability to maintain high ability to be a leader problems; ability to
& role competences be a strategic leader

Figure 1. The matrix for determination of the parameters of enterprise
competent readiness for strategic changes, developed by the authors

Let's try to explain the logic of formation and application of this matrix. The
analysis of the existing approaches to the classification of competences in the hierar-
chy allows to describe the authors' vision on this issue. Within the given research con-
text we identify six levels of competences, which are closely interrelated. These are:
1) professional competences, which include basic knowledge and abilities of a person;
2) role competences, which characterize leadership and communicative qualities,
social activity and flexibility of an employee in the process of organization and imple-
mentation of common tasks; 3) functional competences as the characteristic compe-
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tences of enterprise subsystems to fulfill the necessary industrial, sales and other func-
tions in the most effective way; 4) strategic competences, which represent particular
characteristics of the general and competitive strategies of enterprise according to their
compliance with the dynamic business environment; 5) key competences, which refer
to profitable activities that can be hardly imitated by competitors. Usually this type of
competences provides a steady competitive advantage and is related to the main enter-
prise activity. Key competences help in solving unusual and particular tasks; 6) unique
competences, which characterize the highest level of key competences development
and the absence of the similar ones at competitors. The creation of such competences
occurs mainly under the conditions of innovative development of enterprises.

So, the first two levels of competences — professional and role competence —
belong to particular persons, meaning employees. Other levels of competences are
not individual and are formed only on the basis of effective interrelation of groups of
employees and based on knowledge, i.e. these competences are not an occasional
coincidence of circumstances. The next two levels — functional and strategic compe-
tences — are related to standard enterprise competences. Standard competences rep-
resent such abilities, which enable to accomplish business processes, simple for every
enterprise under the conditions of those markets, where this enterprise functions.
Logically, every enterprise can have standard competences, because without them any
enterprise is uncompetitive and leaves the market quickly. Standard competences
don't differ essentially from the competences of competitors, so they cannot secure
any competitive advantage. But such competences are very important for enterprise
development, since later they can transform into higher level competences which are
key and unique. These two type of competences should be united into one group of
the so called leading competences, which can not only secure leadership in the field
of main activities of an enterprise, but are also very important in the development of
strategically possible kinds of activity in future.

On the one hand, creating the standard (group) and leading (system) competences
fosters the high level of personal competences. On the other hand, to provide the
required level of the key personal competencies, i.c. the ability of any range employee
to maintain high professional and role abilities, it is very important to successfully man-
age these aspects. So, if an employee has such personal competences as the ability to
solve strategic managerial problems and the ability to be a strategic leader, further
development of employees' personal competences can be developed.

Nowadays there is an obvious trend of enterprise consolidation and integral
processes development, it is quite logical that a lot of management approaches are
based on decentralization and, thereafter, on authority delegation. So, it is reasonable
to distinguish two managerial levels — the top and the middle level, and to define the
parameters of competence readiness of an enterprise, taking into account the objec-
tives and the aims at both levels. As it was mentioned, the most distinctive feature of
the top level readiness for changes is the initiative and personal managerial and lead-
ership qualities of top management. For further advance of effective management of
changes and creating favorable conditions for their improvement, it is important to
develop such group competence as the "ability to reproduce managerial functions
PAIE", which belongs to top managers level only. The methodological basis for enter-
prise management at every stage of the life cycle named "Adizes code PAIE" allows to
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define the most actual strategic competency (Adizes, 2011). The main theory of this
competency is the ability to provide 4 managerial aspects in strategic management:
high efficiency (short-term key point), accurate management (short-term key point),
strategic planning (long-term key point) and integrative intervention (long-term key
point). According to this theory, since the combination of all these 4 managerial ele-
ments is impossible to be managed by a single person, it is proposed to create top
managers group. In this way, on the basis of the agreed collaboration of at least sever-
al managers, the balanced reproduction of necessary managerial functions can be
available. The next level is the creation of special conditions for the formation of the
leading competency of top management, i.e. "the ability to provide the entire strate-
gic management of enterprise” (Adizes, 2011).

At the same time the ability of top managers to reproduce managerial functions
PAIE allows to delegate a part of functional authority on the lower level, i.e. on the
middle one, and to achieve common strategic aims and objectives among top and
middle managers.

This managerial competence focuses on the already formed professional and role
competences and progressively creates and strengthens the ability to manage interac-
tion at all levels. As it has already been proved, this competence becomes one of the
key guarantees of employees' approval of strategic changes. Defining the key compe-
tences of an enterprise in the field of strategic changes great attention should be paid
to another type of competences.

There is evidence that enterprise can effectively manage changes only under such
conditions: firstly, when at the level of top management the effective strategic system
is introduced and secondly, when at all levels managers have the agreement to share
common aims, objectives and effective ways to follow the change strategy. On the basis
of the metrics proposed by the authors, the survey of top and middle managers was car-
ried out to define the level of competence readiness for changes (Table 1).

According to this table the company's managers were interviewed. They had to
estimate every statement on the ten-point scale or to present the calculated value of
the coefficient. Then on the basis of the fuzzy-set theory the integral estimation of the
level of readiness for changes for every managerial stage and every hierarchy level of
staff was made.

Finally, the five level staged scale of readiness for changes was drawn, including
such levels of readiness: very low, low, average, sufficiently high, absolute readiness.
According to it, the factual level of readiness for every stage and group of employees
was defined (Figure 2).

According to the research, the scientific and methodical approach to define the
directions of assessment of the readiness of enterprise to strategic changes was sug-
gested. The approach consists of two levels: general and situational readiness, and also
includes the system of interrelated readiness factors and the particularities of every
change control stage. To define the competent readiness of enterprise for changes the
scientific and methodical matrix approach to the parameters of the competence
readiness of enterprise is used. For the estimation of the level of competence readi-
ness of enterprise for changes the system of indices was recommended which allows
to determine the current level and the potential development level of competences
and dynamic capabilities of enterprise as the main levers of strategic transformations.
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Table 1. Metrics for the estimation of general and situational readiness
for strategic changes at the public JSC "Winter”
Metrics of general readiness | Metrics of situational readiness

Top managers level

1. The ability to provide strategic management | 1. The ability to form a competent team for
change management

2. The ability to forecast and plan strategic| 2. The ability to coordinate the processes of
changes development of strategic changes project, aimed
at the development of vertical integration

3. The ability to reproduce managerial functions| 3. The ability to enforce key competences on
PAEI the basis of outsourcing logistic and marketing
business processes

4. Correspondence of organizational structure| 4. Social and economy effectiveness of changes
to organizational culture implementation

Middle to top managers level

1. The ability to study and effectively use new| 1. The ability to improve production business
managerial knowledge processes according to the principles of
economic production

2. The ability to create adaptive organizational| 2. The ability to create effective sales system of
system new goods of enterprise

3. The ability to create common aims | 3. The ability to effectively interact with new
objectives and the mechanism for strategic| suppliers
changes implementation

Average personnel to top managers level

1. The ability to study and use the acquired| 1. The ratio of personnel stability
knowledge in practice

2. The level of knowledge development at an| 2. Average working period of an employee
enterprise

3. The ability to adapt quickly to work in a|3.3. Positive outlook and attitude to future
new team changes of staff

4. The level of development of socially oriented | 4. Professional level of staff
programs

5. The level of involvement of non-managers in| 5. The loyalty level
change management

Developed by the authors.

Top-m; q§ ement

Financial and economig,
:

Middle management
indicators s

Preparation stage

Introduction stage

Stage of fixing of results

Average personnel

Figure 2. Determination of the factual competent and financial and economic
readiness of the public JSC "Winter", developed by the authors
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Conclusions. Therefore, the ability to manage changes effectively can be entire-
ly realized only when firstly, the effective system of strategic management is formed
and secondly, when managers of all levels agreed on common aims, objectives and
effective methods for the realization of the change strategy.

So, for the competence readiness of enterprise for changes it is required to have
an absolutely developed system of 11 competencies of all levels, 8 of which are the
managerial ones. Only under such conditions any enterprise can effectively and suc-
cessfully introduce strategic changes, having the support of the whole staff.

Scientific novelty. We have improved the concept and the category framework for
the determination of integral readiness of an enterprise for strategic changes, which
in contrast to the existing interpretation, distinguishes the general and situational lev-
els of readiness and takes into consideration the system aspects of readiness. We have
provided recommendations and methodology to estimate the parameters of compe-
tence readiness of an enterprise for changes, which in contrast to the existing ones,
structure the logic of influence of all levels of competence and of basic categories of
workers on the ability to implement changes effectively and successfully. We also rec-
ommended the system of indices for the estimation of the competence readiness level
of enterprise for changes which unlike the existing one, allows to identify the present
level and potential development of competence and dynamic capabilities of enter-
prise, which are the main levers of strategic transformations.

Further prospects in this field are related to constant improvement and develop-
ment of metrics of competence readiness of enterprise for changes; the development
of methods for economic and mathematical modelling for multiple classification of
general and situational abilities of an enterprise to introduce strategic changes.
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| DiHAHCOBO-EKOHOMIYHMII PO3BMTOK YKpaiHW B YMOBax
modanizanii: KonekTusHa HaykoBa monorpadis / 3a pen.
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_ Jinns, 2008. — 212 c. Llina 6e3 moctaBKu — 25 TpH.

Monorpagist npucBsiueHa (PiHaHCOBO-€KOHOMIYHUM
npobjeMaM PO3BUTKY €KOHOMiKM YKpaiHU B yMOBax
riobanizaliii. BukyiageHi TeopeTHKO-METOI0JOTIYHI M-
TaHHSI pO3pOOKU CTpaTeril BXOMKEHHS YKpaiHU Y CBITOBE
rocrnoaapcTBo Ta PopMyBaHHS (PiHAHCOBO-E€KOHOMIYHO-
ro MexaHi3My LIbOro Mpoliecy. B ocHOBY Bukiamy Mare-
pianly MoHorpadii mokJaneHi 6araTopiyHi TOCTiKEHHS
HAyKOBLIIB B Trajly3i €KOHOMIYHOI Teopii, ¢hiHaHCIB Ta
0aHKiBCHKOI CIpaBH, sIKi Oy/iv anpoboBaHi Ha CTOPiHKAX
aBTOPUTETHOTI'O XXypHay "AKTyalbHi IPOOIIeMU €KOHO-
Mikn" B 2004—2007 pokax. B MoHOTrpadii 00rpyHTOBaHO IIJISIXM 3a0e¢3MeUEHHST CTPYK-
TYpPHO 30a71aHCOBAHOTO EKOHOMIUHOTO 3POCTAaHHSI €EKOHOMIUHOI CUCTEMU YKpaiHi Ta
ii eheKTUBHOTO MiKHAPOMHOTO CIiBPOOITHUIITBA, BU3HAYEHI HAIpPSIMU BIOCKOHA-
JIEHHSI BCiX JJAHOK TOCIOAAPCHhKOI CUCTEMU.
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